
GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-30

CO number to be allocated via the ‘Decisions’ inbox

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

CuLctance

This form should be used by Executive Directors and/or Assistant Directors seeking approval for the:

• Creation and/or deletion of CM permanent posts, regardless of their number;

• Creation and/or deletion of CM fixed-term posts, regardless of their number or duration; and/or

• Regrading of CLA permanent and/or fixed-term posts, regardless of their number or duration.

This form supersedes: Ci) the previous Head of Paid SeMce decision form which had a “HoPS” rather than
a -CD,, reference number; (II) the STAF decision form for fixed-term posts; HiJ the Minor Restructuring
decision form; & (iv) the Job Evaluation Review & Request decision form for regradings.

In all cases proposals should be presented in final draft form to the monthly Corporate Management Team
(CMT) meeting set aside to look at staffing matters. That should be done via this decision form; i.e. while
it is in final draft form and before it is signed off All sections of the form must be completed prior to CML
The CMT support team and/or HR Business Partners can provide the dates of those CMT meetings.

Decision Required

That the Head of Paid Service:
Approve the creation of four fixed-term posts within the Skills & Employment Unit:

Three fixed term posts to manage the delivery of the Mayor’s Construction Academy Programme. These
posts are to be funded from the Mayor’s Construction Academy Programme:
1 x Programme Manager, fixed-term for 22 months (Grade 11)
1 x Senior Project Officer, fixed term for 21 months (Grade gjik
1 x Business Engagement Officer fixed-term for 22 months (Grade 8)

A further fixed term post to work on Adult Education Budget (AEB) European Social Funding (ESF)
delivery. To be paid from the SF Management and Administration budget, which has been matched by
the AEB until 30 September 2023.
1 x Senior Project Officer, Programme Delivery, fixed term until September 2023 (Grade 9)

Head of Paid Service

The above proposal has my approval.
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1. staffing proposals

MayottConstfltctipji. Acadernyflsts

Additional resources are required to deliver the £12.2m Mayor’s Construction Academy
(MCA) Programme. The MCA programme was initially awarded £1 3m core GLA (Elm) and
LEAP (E800k) revenue funding and E7.2m capital funding (as part of the wider Skills for
Londoners Capital Fund) to deliver a programme of activity related to delivering the
Mayor’s manifesto commitment to create a pipeline of skilled talent to build London’s
homes.

Of thefl .Bm revenue funding approved by MD221 3 in February 2018, to date £1 3m has
been awarded in grants to projects and the remainder has supported staffing and
evaluation. This include5 two fixed term posts - a Principal Policy Officer (at grade 10) to
lead on business engagement activity to support delivery of the MCA and a Senior Project
Officer (at grade 9) to manage the revenue and capital grant projects.

In September 2018, Mayoral Decision 2363 approved a further £3.2m revenue funding from
the Business Rates Retention Pilots to expand the Mayor’s Construction Academy
programme.

To manage the additional activities and projects to be funded through the business rates,
further capacity is needed to support the current MCA team. It is proposed that the
following additional fixed term posts are created - and funded by the business rates funding
approved in Mayoral Decision 2363 - to support the MCA expansion:

• 1 fixed term Programme Manager (at grade 11) to be accountable for the overall
delivery and financial management of the whole MCA programme (June 2019—
March 2021)

• 1 fixed term Senior Project Officer (at grade 9) to manage the delivery of the new
MCA grant projects & support delivery of the MCA capital projects (September2019
— March 2021).

• 1 fixed term Business Engagement Officer (at grade 8) to support business
engagement activities to deliver the MCA and the Quality Mark (June 2019- March
2021);

The proposed delivery structure is illustrated in Fig 1 .1 overleaf.
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Fig 1.1. Proposed MCA delivery structure

Gil Programme Manager — Delivery (new
post proposed)

00 Principal Project
Officer - Delivery
(existing post)

G9 Senior Project Officer G9 Senior Project Officer
- Delivery (existing post) — Delivery (new post

proposed) GB Business Engagement
Officer (new post
proposed)

G6 Project Support
Officer - Delivery
(existing post)

ESF Programme 201 9-2023

There is approximately £148m unallocated European Social Funding (ESF) available in London
for Co-Funding Organisations (CFO’s) to match.

The GLA will become responsible for £311m per annum Adult Education Budget (AEB) from 1
August2019. The majority of the AEB will be grant funded to Further Education (FE) Colleges
and boroughs, whilst approximately £1 3Cm is expected to be openly procured. It is possible to
use some of the procured AEB as match funding to draw down some of London’s uncommitted
European Social Fund (ESF) delivering an ESF programme concluding in Autumn 2023.

The Mayor confirmed via Mayoral Decision (MD) 2255 his intention to draw down remaining
ESF in London by seeking to match it to a proportion of the devolved AEB.

London’s Economic Action Partnership (LEAP), responsible for the use of ESF in London,
endorsed the GLA’s request for up to £71 m SF to co-finance adult and youth skills and
employment programmes at their meeting on the 27 June 2018. Since then MD 2375 has
approved the resulting new £71 m GLA ESF Programme (the Mayor’s ESF 201 9-23 Programme)
on 16 October2018.

Following endorsement from CMT and LEAP a review of the level and grades of the posts has
been undertaken. During the period between LEAP endorsement and consideration of this
HOPS form, a Short-Term Assignment Forms (STAF) approval has expired for an existing Grade
9 post in the team (post no 003441). Delivery against this priority has continued via some
temporary arrangements within the team; ‘acting up’ allowance within the team and a part-time
temporary agency worker.
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It is therefore proposed that lx fuji-time G9 Senior Project officer Programme Delivery post is
created within the Skills and Employment Unit to work on AEB-ESF delivery until 30 September
2023.

This post will be 100% funded from external funding from the ESF management and
administration (M&A) budget (including on costs) until 3D September 2023. Under ESF rules up
to 10% of the value of contracts delivered can be claimed to cover evidenced M&A costs. The
AEB-ESF programme contracts are expected to amount to £64.Sm ESF, resulting in a potential
M&A budget of E6.45m. The match funding is provided through the delivery of the El 3Dm
procured AEB contracts, no AEB match funding is required to cover the ESF M&A costs.

2. Consultation

Where there has been consultation with: (0 the Mayor; (ii) the Assembly; (iii) Unison; &
(iv) members of staft summary details of their consultation responses should be
provided along with details of any modifications made in the light of those responses.

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 CLA
Oversight Committee, (on behalf of the Assembly) is not required for the proposal to
create the Senior Project Officer, Programme Delivery post as fewer than five posts in
one unit are being created or deleted. However, the HOPS is required to inform the
Chief of Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the
Assembly’s staffing committee, currently the GLA Oversight Committee, (on behalf of
the Assembly) on 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.

The proposal to create the Programme Manager, Senior Project Manager and Business
Engagement Manager posts is a proposal to create three temporary posts and therefore
it is not necessary to formally consult with or inform the Chief of Staff (on behalf of the
Mayor) or the Assembly’s staffing committee, currently the GLA Oversight Committee,
(on behalf of the Assembly) about the proposal. The proposal must be reported by the
Head of Paid Service 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) in a six-monthly report.

3. Tableof changes

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 4 It is proposed that two full time
fixed term posts are created from
June 2019-March 2021 and one
full-time fixed term post is
created from September 2019-
March 202L
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It is proposed that an additional
lx full-time G9 Senior Project
officer Programme Delivery post
is created to work on AEB-ESF
delivery until 30 September 2023

Fixed-terms posts to be (deleted) 0

Net total of posts created / 4
(deleted)

Permanent posts to be regraded 0

Fixed-terms posts to be regraded 0

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

4. Financial comments

4.1 Approval is being sought for the creation of 4 new fixed term contract posts within the
Skills & Employment Unit (3 working on the Mayors Construction Academy and 1
supporting the AEB/ ESF Programme), namely the following:

• 1 x Programme Manager MCA Grade 11 — June 2019 to March 2021
• 1 x Senior Project Officer MCA Grade 9—Sept2019 to March 2021
• 1 x Business Engagement Officer MCA Grade 8— June 2019 to March 2021
• 1 x Senior Project Officer ESF/AEB Grade 9—June2019 to Sept 2023

4.2 The total cost of this proposal is £657,000, spanning 5 financial-years and includes
direct employer on-costs and the £6,000 charge pro-rota per new post to meet support
service costs, as summarised below:

19-20 20-21 21-22 22-23 23-24 Total IPosts £000 £OOD £000 £000 £000 £000
Programme Manager (Gil) 61 81 - - - 142
Senior Project Officer (G9) 40 69 - 109
Bus!ness Engagement Officer (GB) 48 64 - - 112

tSenior Project Officer ESF (G9) 1 52 69 69 69 35 294
Total 201 283 69 J 69 35 657

4.3 The 3 posts being created to support the Mayor’s Construction Academy Programme
will be funded from the additional B.2m allocated to the support the programme
through the business rates retention pilots as approved by MD2363. The post to
support the ESF/AEB Programme will be wholly funded via ESF funding up to
September 2023.

4.4 As these posts will be recruited to on a fixed term contract basis, the GLA may become
liable for redundancy and/or pension capital costs if the appointees have on-going
continuous service from a local authority or similar body. These costs cannot yet be

6



substantiated but in the event such costs do arise, they will be subject to further
approval. All appropriate budget adjustments will be made.

5. Legal comments

5.1 Under the Greater London Authority Ad 1999 (as amended), the Head of Paid Service

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 she 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 Head of Paid Service
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 Head of Paid Service in November 2009 and revised in July 2018. The Staffing
Protocol sets out the Authority’5 agreed approach as to how the Head of Paid Service
will discharge her 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 to create the Senior Project Officer, Programme Delivery post set out in
this HOPS Decision 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 in form
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 3 confirms that the Chief of Staff (on behalf of the Mayor) and the Chair and
Deputy Chair of the Assembly’s staffing committee, currently the GLA Oversight
Committee, (on behalf of the Assembly) have been informed of the proposal to create
the Senior Project Officer, Programme Delivery post. The proposal is not considered to
be contentious.

5,7 Paragraph 6.1 of the Staffing Protocol says that “Any proposals to create a temporanj
staff post — defined as being up to two years in duratian — must be approved by the
Head of Paid Service”. Paragraph 6.2 of the Staffing Protocol says that “These will be
reported by the HoPS to the Chief of Staff (on behalf of the Mayor) and to the
Assembly’s staffing committee (on behalf of the Assembly) in a six-monthly report”. As
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set out above, the Assembly’s staffing committee is currently the GLA Oversight
Committee.

5.8 This HOPS form seeks to obtain the approval of the Head of Paid Service for the
proposal to create the Programme Manager, Senior Project Manager and Business
Engagement Manager posts. Paragraph 3 confirms that the proposal will be reported
by the Head of Paid Service 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) in a six monthly report.

5.9 The GLA should ensure that its Recruitment and Selection Policy and Equal
Opportunities Standard are followed when recruiting to the vacant posts.

5.10 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, he/she 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 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 he/she will be considered to be a permanent employee after four years
of service.

5.11 The Head of Paid Service has the power to make this decision.

6. Equalities considerations

A summary of any equolities issues arising and how they hove been addressed.

The MCA, AEB and ESF programmes will support Londoners who are disadvantaged in
the labour market to secure the qualifications and skills they need to progress into and
in work. Ethnic minority groups, women and people with disabilities are over-
represented amongst unemployed and economically inactive people, young people who
are not in education, employment or training (NEET), or who are at risk of becoming
NEET, and groups in work but on low pay or at risk of becoming unemployed.

Recruitment to these new posts will be undertaken in accordance with the GLA’s
recruitment policies and procedures, ensuring GLA compliance with the Equality Act
2010.

7. Appendices

N/A
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8. Approval

Tick to indicate approval

Vt

Executive Director V

ObbieJack5Dn has reviewed and commented on this proposal.

Assistant Director

Michelle Cuomo Boorerhas reviewed and commented on this proposal.

HR&ODLeadofficer V
Cfajre_D_e_q has reviewed and commented on this proposal

Finance and Legal V
Finance and Legal have reviewed and commented on this proposal.

Corporate Management Team (CMT)

This proposal was considered by CMT on 1 3th May2019

Appendix A

Details of all affected posts

Post title Post Post Start date End date Proposal:
grade - reference (fixed- creation /
current number term/deletions deletion /

only) regrade

Programme 11 01/06/19 31 /03/21 Creation
Manager

Senior Project 9 01/09/19 31 /03/21 Creation
Officer

Business 8 01/06/19 31 /03/21 Creation
Engagement I
Officer

Senior Project 9 01/05/19 30/09/23 Creation
Officer, Prog
Delivery I
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-31

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

, Once approved, this form wi/I be pub/i5hed an Iondon.gov.uk

Decision Required

That the Head of Paid Service approves:

The deletion of the following posts:

• Head of Sport (grade 12) (permanent post)
• Senior Programme Delivery Manager (grade 10) (fixed term post, filled by an agency worker)

• A non-established Communications officer post (grade 8) filled by an agency worker.

The creation of the following posts:

• Senior Manager, Community Sport (Grade 11) (Permanent)
• Project and Community Engagement Officer, Sport Unites (Grade 8 FTC) until 2022 to run co

terminus with the Sport Unites programme.

The extension of the following fixed-term establishment posts:

• Euro2O2O Project Manager (Grade 10) FTC extended until end of October 2021

• Project Officer Sport Unites (grade 8) FTC extended until 2022 to run co-terminus with the Sport
Unites programme.

The regrade of the following posts:

• Major Sports Events Manager (grade 10 honorarium to grade 11, permanent established post) is
changed to Senior Manager, Major Sports Events and the post is regraded to grade 11 (permanent
established post) subject to job evaluation to report to Senior Manager, Events and Commercial
Partnerships, External Relations

Included for completeness only:
• Senior Manager, Events and Commercial Partnerships, External Relations (Grade 13, permanent

established post) is changed to “Head of” and job description is updated.

Head of Paid Service

The above proposal has my approval.

Date
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1. Background

The Sports team has historically been a small team covering both major sporting events and
community sports with a focus on participation. The team moved to become part of the
Communities and Intelligence directorate in 2017 and the reporting lines were changed to report
into the Assistant Director, Team London because of the linkages with community sport and
volunteering. However, this move was not universally supported by staff who felt that the major
sports element of their brief had very limited synergies with Team London (outside of major event
volunteers).

Due to the significant operational workload of both major sporting events and the development of
the Sport Unites programme and the associated Sport and Physical Activity Strategy, line
management of the team has been spht with community sports reporting to the AD Team London
and the major sports activity reporting to the AD of External Relations.

This dual reporting line also extends to the political perspective, where community sports comes
under the remit of the Deputy Mayor for Social Integration, Social Mobility and Community
Engagement and major sporting events comes under the remit of the Mayoral Director for External
and International Affairs.

With the appointment of a new Deputy Mayor in November2018 and the expansion both of
community sports and the major sporting event portfolios, it is sensible to review the working
arrangements currently in place and ensure they are fit for purpose.

Rea5ons for Change

(i) Community Sport

Community sport work has changed significantly in the current administration with a major new
emphasis on sport as an important mechanism for promotion of social integration and the Mayor has
launched the Sport Unites programme to enable this. This multi-strand, multi-year programme aims
to harness the power of sport to bring people from different backgrounds together — strengthening
London’s communities whilst improving the physical and mental health of all Londoners.

Despite this increase in activity, the permanent headcount of this portion of the team is three
permanent posts (excluding the Head of Sport). 2.5 fixed term roles were created to deliver the
Sport Unites programme, these roles will need to be in place until at least 2022 to deliver the current
programme and evaluate its success and earnings.

A more accurate picture of the staff resources required to deliver the programme is now possible as
we have moved from the strategy and development work into planning and execution of delivery.

(ii) Major Sports Events

The GLA’s work on major sporting events, originally growing out of the legacy of the 2012 Games
has subsequently seen London host numerous major events in subsequent years. Working in
partnership with other city agencies the GLA Major Sports Events team has become London’s
strategic lead for major sports events. Recent events include the 2015 Rugby World Cup, 2016
European Swimming Championships, 2016 Track Cycling World Championships, 2017 IMF World
Athletics Championships and IPC World Athletics Championships and 2018 Women’s Hockey World
Cup.
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Next year London will host EURO2O2O with the GLA having significant responsibility under the
terms of the Host City Agreement in partnership with DCMS and the Football Association (FA)
including delivery of eight games, fan zones across the city screening all games, football village
activations, city dressing, host city volunteer management, city security and travel (both visitors and
business as usual). The team is being scaled up on a fixed term basis to meet the significant
requirements of hosting.

The major sporting events part of the team already operates separately from the community sport
side of the team.

The strategic ambitions of the work are very different, with Major Sports Events focused on
generating more accessible and affordable public events in the public realm and the promotion of
major sports coming to London. Community Sport has strong synergies with equalities and public
health, the need for sporting participation of low income Londoners and social integration and social
mobility benefits of sport.

Proposed changes

Both elements of the team have grown in importance and have a significantly larger set of
commitments to deliver.

The major sports events portfolio needs closer alignment and direction with External Relations
Events, who hold the skills and experience with regard to operational event delivery.

The Sport Unites programme also needs additional management capacity given its scale and
ambition.

Because of this we propose a formal split in reporting lines going forward. This will necessitate the
deletion of the Head of Sport role. This role will be vacant from 1 June 2019 as the current post
holder is leaving the GLA.

The split will simplify reporting lines as there will now be a clear reporting line for the two different
elements of sports delivery, each with a manager leading the work.

Proposed Team structure

The Sport unites team will consist of:

• A Senior Manager Sport Unites - post creation (Grade 11 permanent) to provide direct
leadership of the community sport programme.

• A permanent Grade S role (existing), Project Officer, Community Sports
• Two fixed term contract Grade S roles, Project Officer, Sport Unites and Project Officer,

Sport Unites and Community Engagement. These roles will run until 2022 in line with the
current duration of the Sport Unites programme.

• A permanent Grade 7 role (existing)

The following roles will be deleted:

• The Head of Sport (Grade 12) (permanent)
• Senior Programme Delivery Manager (Grade 10) FTC
• Communications Officer (Grade 8) FTC off establishment contract

The Major Sports events team will consist of:
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• A Senior Manager. Major Sports Events (Grade 11 Permanent) — existing Grade 10 role
(permanent) on an honorarium to a Grade 11, to be re-graded

• Euro2O2O Project Manager (Grade 10 FTC existing), contract to be extended to 31/10/2021
• Major Events Sports Officer (Grade 8 permanent)
• lOx Euro2O2O roles of different types, FTC unchanged

2. Consultation

Where there has been consultation with: (i) the Mayor; (ii) the Assembly; (iii) Unison; &
(iv) members of staff; summary details of their consultation responses should be provided along with
details of any modifications made in the light of those responses.

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)
is not required for this proposal as fewer than five posts in one unit are being created or deleted.

However, the HOPS is required to inform the Chief of Staff (on behalf of the Mayor) and the Chair
and Deputy Chair of the Assembly’s staffing committee, currently the GLA Oversight Committee, (on
behalf of the Assembly) on 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.

Even though there were no redundancy implications for affected staff, staff were invited to give any
feedback on the proposals and the proposals were also shared with Unison.

Please see attached as a separate appendix summary paper of the responses received from (iv),
members of staff

3. Table of changes

Posts FrEs Notes

Permanent posts to be created 1 Senior Manager, Community Sport
(Grade 11)

Permanent posts to be (deleted) 1 Head of Sport (Grade 12)

Fixed-term posts to be created 1 Project and Communications
Engagement Officer, Sport Unites
(Grade 8)

Net total of posts created / (deleted) (0)

Fixed-term posts to be extended 2 Euro2O2O Project Manager (Grade 10)

Project Officer Sport Unites (Grade 8)

Permanent posts to be regraded 1 Senior Manager, Major Sports Events
(Grade 10, currently on honorarium to
Grade 11)

Fixed-terms posts to be regraded n/a

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

4.1 Approval is being sought for the creation and deletion of one permanent post, the creation and
deletion of one fixed term post within the GLA’s Sport Team establishment extension of 2 fixed
term contracts and the regrading of one existing posts — Senior Manager, Major Sports Events.

4.2 The costs of this proposal are outlined below, based on the mid-point of grades (incorporating on-
costs and the vacancy factor) in 201 9-20:

• Creation of 1 x Grade 11 (Permanent): 01k

• Creation of 1 x Grade 8 (Fixed Term): £58k

• Extension of 1 x Grade 10 (Fixed Term): 01k

• Extension of 1 x Grade 8 (Fixed Term): E58k

• Upgrade of 1 xGrade lOto 1 xGrade 11: £4k

• Deletion of 1 x Grade 12 (Permanent): -E86k

• Deletion of 1 x Grade 10 (Fixed Term): -01k

• Change of title from Senior Manager to Head of Events and Commercial Partnerships, External: Nil

4.3 The total cost of the proposal is £1 05k. of which £30k will be contained within the Sport Unites
Programme budget; £71 k contained within the Euro2O2O programme budget and the regrade of £4k
contained within the Major Sports Events Programme budget.

5. Legal comments

5.1 Under the Greater London Authority Act 1999 (as amended), the Head of Paid Service 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 Head of Paid Service 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 Head of Paid Service 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 Head
of Paid Service in November 2009 and revised in July 2018. The Staffing Protocol sets out the
Authority’s agreed approach as to how the Head of Paid Service 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 cons&t the Chief of Staff, on behalf
of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major
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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 proposals to create/delete posts set out in this HOPS Decision Form do not fall within the
definition of a ‘major restructure’ contained within the Staffing Protocol so do 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 in form 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 3 confirms that the Chief of Staff (on behalf of the Mayor)
and the Chair and Deputy Chair of the Assembly’s staffing committee, currently the GLA Oversight
Committee, (on behalf of the Assembly) have been informed of the proposals to create/delete posts
as set out above. The proposals are not considered to be contentious.

5.7 Paragraph 8.1 of the Staffing Protocol says that “For all matters or decisions that ore not covered by
sections 5, Sand 7 above and which affect staff appointed by the HoPS, these must be dealt with or
taken in accordance with the HoPS Scheme of Delegation (see below) and any other applicable
policies and procedures”. The proposal to regrade a post set out in this HOPS form is not covered
by sections 5, 6 and 7 of the Staffing Protocol which relate to Restructures — creating or deleting
staff posts, Temporary staff posts and Terms and conditions respectively.

5.8 Paragraph 7.1 of the Staffing Protocol, Scheme of Delegation says that “The AD of HR & OD is
authorised to determine grades of staff in accordance with the job evaluation scheme for posts at the
Assistant Director/Head of Unit level and below, subject to budget allocation being identified”.
However, it has been determined (by mutual consent) that the delegation referred to above should
not currently be exercised and that the Head of Paid Service should approve job regrades.
Therefore, this HOPS form seeks to obtain the approval of the Head of Paid Service for the proposal
to regrade the post set out above.

5.9 If the proposal to regrade a post as set out above involves any change to the terms and conditions
of employment of existing GLA employees, then the GLA will need to follow a proper process in
order to make such changes.

5.10 The GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities Standard
are followed when recruiting to the vacant posts.

5.11 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
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 after four years of service.

5.12 The Head of Paid Service has the power to make this decision.
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6. Equalities considerations

The community sports team, through its work and through the Mayor’s Sports and Physical Activity
Strategy, Sport for All of Us, has a focus on ensuring that sport and the benefits of sport and physical
activity are available to all Londoners. This includes ensuring acce5s to Sport for Londoners suffering from
Health Inequalities, low income Londoners, and Londoners from protected characteristic groups who do not
have good levels of participation in Sport and Physical Activity.

7. Appendices

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

Appendix B: CM Oversight Committee paper (if there is one) — n/a

Appendix C: Comments received from members of staff in response to the consultation paper
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8. Approval

Tick to indicate approval

V

Executive Director V

Errim5flin has reviewed and commented on this proposal.

Assistant Director V

A[ceWi1cth has reviewed and commented on this propo5al.

HR&OD Lead Officer V

Betbfuslflon has reviewed and commented on this proposal.

Finance and Legal V

Finance and Legal have reviewed and commented on this proposal.

Corporate Management Team (CMfl

This proposal was considered by CMT on [DATE].

Appendix A

Details of all affected posts

Post title Post grade Post Start date End date Propo5al:
- current reference (fixed- creation /

number term/deletions deletion /
only) regrade

Head of Sport
Grade 12 001577 01/08/2009 31/05/2019 Deletion

Senior Grade 10 003701 01/03/2018 31/03/2020 Deletion
Programme
Deliverj
manager

SeniorManager, Grade 11 tbc June 2019 Permanent Creation
Community (tbc)
Sport

Project and GradeS tbc June 2019 31/12/2022 Creation
Community (tbc)
Engagement
Manager
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Euro2020 Grade 10 003596 01/12/2017 31/10/2020 Extension to
Project Manager 31/10/20 from

30/08/20

Project Manager 003700 003700 01/04/2018 31/12/2022 Extension from
Sport Unites 31/03/20

Major Sports Grade 11 02377 22/10/2012 Permanent Regrade
Events Manager Q[BC)

currently on
honorarium
from a Grade
10
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-55

CO number to be allocated vio the ‘Decisions’ inbox

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

CLLLcLaace

This form should be used by Executive Directors and/or Assistant Directors seeking approval for the:

• Creation and/or deletion of CM permanent posts, regardless of their number;

• Creation and/or deletion of CIA fixed-term posts, regardless of their number or duration; and/or

• Regrading of CM permanent and/or fixed-term posts, regardless of their number or duration.

This form supersedes: (i) the previous Head of Paid Service decision form which had a “HoPS” rather than
a “COn reference number; (ii) the STAF decision form for fixed-term posts; (iii) the Minor Restructuring
decision form; & (iv) the Job Evaluation Review & Request decision form for regradings.

In all cases proposals should be presented in final draft form to the monthly Corporate Management Team
(CMT) meeting set aside to look at staffing matters. That should be done via this decision form; i.e. while
it is in final draft form and before it is signed off. All sections of the form must be completed prior to CML
The CMT support team and/or HR Business Partners can provide the dates of those CMT meetings.

Decision Required

That the Head of Paid Service:

Extends the following fixed term post for a period of 30 months (until March 2022)

• G1 2, 1.0: Public Health Specialist - Planning (Post number 002531)

Head of Paid Service

The above proposal has my approval.

Signature Date
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1. Staffing proposals

A. Details of the proposals, including their justification. Where a paper has been submitted to the
Assembly’s GM Oversight Committee, then it should be appended. Details from the Committee paper
should not be repeated in the main body of this form.

B. Details of the process undertaken to arrive at the proposals.

To extend the existing fixed-term post for a period of thirty months (until March 2022):

This post was established under H0P50134 in August 2013 and further extended under H0PS0223 and
H0P50272 and H0P50307.

The post forms part of the Mayor’s commitment to taking forward a Thealth in all policies’ approach to the
work of the cIA family, embedding health and health inequality considerations within planning policy and
strategy in London.

The post was originally developed by the GLA Health Team, Planning Team and Mayor’s Health Adviser and
is currently fulfilled by a Public Health Specialist who has current professional registration i.e. they have
completed the membership exams of the Faculty of Public Health and are in good standing on the
GMC/UKPHR specialist register. The postholder has indicated they are hoping for a substantive contract
extension at this point. The role was considered for inclusion in the tranche 2 conversions to permanent
posts, but the proposal to convert the post to permanent was subsequently withdrawn subject to further
work on budgetary provisions.

The post has enabled the GLA planning team to develop its health improvement and protection role and is
integrally involved with the drafting and examination in public of the London Plan. The post is also leading
on the health and social infrastructure elements of the London Plan, and contributing to the development
of the London NHS Estates Board and delivery unit.
This request for an extension through to March 2022 would enable the post to

1. support mobilisation of the relevant policies in the new London Plan once adopted
2. provide specialist public health advice to the work of the NHS estates board and LEDU as it takes

forward the London NHS Estates Strategy and supports delivery of the Mayor’s housing strategy
3. deliver commitments in the healthy places chapter of the Mayor’s Health Inequalities Strategy
4. support OPDC as they move into delivery of the development (see below)

The post holder is the Health Advisor to OPDC, seconded to them two days a week and reporting to the
CEO. OPDC extended this secondment until the end of March 2020 and have indicated that they are likely
to continue the secondment beyond that period to secure strategic public health advice and support as the
development progresses. This will be negotiated with the CEO OPDC in Quarter 3 2019/20, at which point
a decision will be made whether to

a. extend the secondment from the Health Team to OPDC, in line with current budget arrangements or
or

b. extend the postholder’s work in the Health Team to a full—time role covering a slightly wider
portfolio, in which case any cost pressure not addressed through the budget process would be
addressed through use of the Public Health Specialist reserve.

This decision will be informed by the budget process for 2020/21, and the outcomes of discussions with the
Mayor and his policy advisers on consolidating and expanding the health in all policies approach across the
GLA family.
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This request involves an extension to a current fixed-term post therefore no extra accommodation is
required.

2. Consultation

Where there has been consultation with: (I) the Mayor; (ii) the Assembly; (iii) Unison; &
(iv) members of staff; summary details of their consultation responses should be provided along with
details of any modifications made in the light of those responses.

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) 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 1 Proposal to extend the existing post
for a period of thirty months (up to
the end of March 2022)

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted) 1

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

The total cost of the proposed extension is £232,000 (including on-costs), with cost to be profiled
over 3 financial years as follows: 201 9-20 (E45k); 2020-21; (B3k); and 2021 -22 (94k).

For 2019-20, 60% of the cost will be funded from the Health Team’s ‘Public Health Specialist’
Programme budget, with the balance of 40% to be funded from external income contribution from
OPDC.

In future years, If the Health Team is unable to secure the external income contribution from OPDC,
the balance can be funded from the ‘Public Health Specialist Reserve’.

5. Legal comments
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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
restmdure; 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 proposals set out in this Chief Officer Form do not fall within the definition of a ‘major
restructure’ contained within the Staffing Protocol so do 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 3 confirms that these persons have been informed of the
proposals set out above. The proposals are 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
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
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All recruitment will be aligned with GLA HR policies on fair and open recruitment, and due
consideration given to how the recruitment process can support and further the CSP Unit action and
diversity plan.

7. Appendices

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

Appendix B: GM Oversight Committee paper (if there is one)

Titles of any other Appendices

S



8. Approval

flck to indicate approvoi

Vt

Executive Director

Sarah Mulley has reviewed and commented on this proposal.

Assistant Director

Vicky Hbrt has reviewed and commented on this proposal.

HR & OD Lead Officer

Seth cu_sliton 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

Detail5 of all affected posts

Post title Post grade Post Start date End date Proposal: creation /
- current reference (fixed- deletion / regrade

number term/deletions
only)

Public Health 12 002531 1/10/19 31/3/22 Creation
Specialist -

Planning

Post B

Post C

Etc. I_______
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO- 64

CO number to be allocated via the ‘Decisions’ inbox (QecisionstoJ1dpjLgpyJJic)

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

Decision Required

That the Head of Paid Service:

Approves the proposal to extend the fixed term post of Giving Manager (Grade 77) in Team London and
Community Sport by six months so that the current post holder can return from maternity leave and a full
review of activity can take place.

Head of Paid Service

The above proposal has my approval.

Sign t re Date
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1. Staffing proposals

The role of Giving Manager (Grade 11) within Team London and Community Sport was created as a 12-
month fixed-term post as part of a growth bid submitted for the 2019/20 budget. This senior manager
role is leading on the development of giving strategy and work programmes for the GLA.
The plan was to review the work and deliverables before the end of the financial year so that a decision
could be taken about whether to apply for an extension to the fixed-term or to apply to make the role
permanent. The current post holder is now pregnant and will go on maternity leave by the end of
October. This leaves S months of the 12 month fixed-term to run. Although we will make every attempt
to recruit maternity cover so that there is no significant delay to the workplan, realistically there will be a
delay due to the need to induct a new team member.
In order that the current po5tholder is able to return from maternity leave to her current post and for a
considered decision to be made about next steps with regard to this post, this form seeks approval to
extend the fixed-term post by a 6 month period to run to the end of September 2020.
We understand that we do not yet have budget approval for this extension (although we will request it
as part of the budgeting process) and will need to fund it from within project budgets in Team London if
we are not successful in our bid.

2. Consultation

This proposal is to create a temporary staff post (defined as being up to two years in duration) and
therefore it is not necessary to formally consult with or inform the Chief of Staff (on behalf of the
Mayor) or the Assembly’s staffing committee, currently the GLA Oversight Committee, (on behalf of
the Assembly) about the proposal. However, this proposal must be reported by the Head of Paid
Service (the “HoPS”) to these persons in a six monthly report.

The post holder has been consulted and is happy with the proposal.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created 0

Permanent posts to be (deleted)

• Fixed-term posts to be created Extension of existing fixed-term post
by six months

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted)

Permanent posts to be regraded 0

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
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The proposed extension of the full-time Giving Manager post at grade 11 for a period of 6 months
starting April 2020, will cost £38,000 (inclusive of on-costs).

The total cost will be funded from the 2020-21 Philanthropy Programme budget within the Team
London and Sports Unit.

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(2D; 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 GLA Head of Paid Service Staffing Protocol
and Scheme of Delegation (the “Staffing Protocol”), was adopted by the HoPS in November 2009
and revised in July 2016. 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 6.1 of the Staffing Protocol says that “Any proposals to create a temporanj staff post —

defined as being up to two years in duration — must be approved by the Head of Paid Service”.
Paragraph 6.2 of the Staffing Protocol says that “These will be reported by the HoPS to the Chief of
Staff (an behalf of the Mayor) and to the Assembly’s staffing committee (on behalf of the Assembly)
in a six-monthly report”. As set out above, the Assembly’s staffing committee is currently the GLA

Oversight Committee.

5.5 This Chief Officer Form seeks to obtain the approval of the HoPS for the proposal to create a
temporary post as set out above. Paragraph 3 confirms that the proposal will be reported by the HoPS
to the persons set out at paragraph 5.4 above in a six monthly report.

5.6 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
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.

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

Team London and Community Sport has a focus on ensuring that the benefits of its programmes can
be accessed by all Londoners and that all of its programmes are desiqned with accessibility and inclusivity in
mind. This includes a particular focus on involvement of Londoners from protected characteristic groups.

7. Appendices

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

Appendix B: GM Oversight Committee paper (if there is one) n/a

Titles of any other Appendices
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8. Approval

Tick to indicate approval

V

Executive Director

Sarah Mulley has reviewed and commented on this proposal. V

Assistant Director V
Aiic_e_Wthcock has reviewed and commented on this proposal.

HR&OD Lead Officer V
Linda L&uten rhugh_e& has reviewed and commented on this proposal.

Finance and Legal V
Finance and Legal have reviewed and commented on this proposal.

Corporate Management Team (CMfl

This proposal was considered by CMT on 12 August2019.

Appendix A

Details of all affected posts

Post title Post grade Post Start date End date Proposal: creation
- current reference (fixed- / deletion /

number term/deletions regrade
only)

Senior Manager, 11 004146 Current End date Extension of FTC
Giving post started requested of

April 2019 end of
September 2020

Post B

Post C

Etc.
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision C066

CO number to be allocated via the ‘Decisions’ inbox (DecisionsclondDiLgpj&uk)

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

Decision Required

That the Head of Paid Service:

Agrees the 2019—20 pay award of
> 2.5% for grades 1 —6; and,
> 2% for grades 7 and above

for all GLA staff following the submission of the Unison pay claim.

Head of Paid Service

The above proposal has my approval.

Signature Date
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1. Staffing proposals

1.1 On 13 June 2019 Unison submitted a pay claim for GLA staff for the financial year 2019— 20.
1.2 The claim contained several elements as follows:

Tapered claim
> A consolidated increase of 5% for grades 1-6
> A consolidated increase of 3.5% for grades 7-10
> A consolidated increase of 2.7 % for grades 11 and above

Suggestions for an additional award for long-sewing staff at the top of their pay grade
> One-off cash bonus
> 1% increase in salary
> Additional annual leave
> Long-service payment
> Additional volunteering leave
> Better support to secure promotion

Unison also set out additional pay and conditions issues as follows:
> Urgent review of pay and grading
> Additional paid closure days over the Christmas period
> Compensation for home working (utilities, travel, etc)
> Travel benefits similar to TfL colleagues
> Ability to buy leave
> Additional pay for Pine management responsibilities

1.3 The GLA allowed budget provision of 3% for the 2019—20 year amounting to a 3M. The cost of
the pay claim submitted by Unison would amount to an additional a Cm a year over the budget
provision for the tapered claim. If an additional 1% were to be awarded to staff at the top of theirpay spine this would amount to an additional £O.2m. The opportunity cost of one additional day’sannual leave would amount to an additional £0.3m although the actual cost would be much lower —the cost only arises when leave is in some form “cashed in”. Therefore the overall cost of the Unisonclaim is £1 .2M over and above the existing budgetary provision.

1.4 In response to the claim and being mindful of settlements in local government, the Civil Service andGLA group bodies and affordability, the Chief Officer’s offer to Unison is as follows:
> 2.5% for grades 1 — 6; and,
> 2% for grades 7 and above.

1.5 The Chief Officer met Unison on 3 July2019 to discuss the claim and to advise them of the pay
offer. At the same meeting the Chief Officer set out the GLA’s response to other aspects of the
Unison pay claim — see Appendix 1.

1.6 The Chief Officer has confirmed the pay award will be implemented in the September payroll and
back dated to 1 April 2019.

1.7 The pay awards for the Statutory Officers are approved via MD2405 and the award for the Mayoralappointees is approved under MD2067. The statutory role of the Monitoring Officer is being fulfilled
by an Executive Director and who is covered by the staff pay award and who receives an allowancefor their Monitoring Officer duties. In accordance with the Senior Salaries Review Body (SSRB)
recommendation adopted by the then Mayor (via MD493) and Assembly in 2009, the local
government pay settlement of 2% for 2019-20 will be automatically applied to the pay of the Mayorand Assembly Members.
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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 Unison was required for this proposal as it relates to
changing the terms and conditions of employment of existing employees.

2.2 Unison submitted the claim on behalf of GLA staff and has been consulted about the pay award —

the Chief Officer has met with Unison to discuss their claim and the GLA’s response and offer.
Unison balloted their members on the GLA pay offer. In response Unison informed the GLA that
whilst the pay offer did not match the pay claim, Unison members voted to accept the offer. In
addition, Unison confirmed they wish to have further discussions on the GLA’s rea5oning for not
agreeing to the additional non-consolidated payment to those staff at the top of their pay grades,
and the ongoing work on the grade and job evaluation reviews

2.3 The consultation feedback has been incorporated into the proposals as set out Appendix 1.
2.4 The Chief Officer consulted the Assembly via the Bureau of Leaders on 2 July 2019 and the GLA

Oversight Committee on 16 July 2019. Consultation with the Mayor via the Chief of Staff also took
place in July2019.

2.5 As part of that consultation and in accordance with paragraph 5.6 of the Staffing Protocol, a report
was 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.

3. Table of changes

: 2019—20 pay award Affected grades

: 2.5% Grades 1- 6 inclusive

2% Grades 7 and above.

4. Financial comments

Finance & Governance to complete.

MandatoiyjnfonaUosijequjred to enabItppw_btdiledJptiRystem:

What is expected start date? 1 April 2019 Expected end date? 31 March 2020

4.1 A pay award of 2% for 201 9-20 has already been built into the GLA’s base budget. The award of an
additional 0.5% for grades 1 to 6 equates to a budget pressure of approximately £50,000 per
annum, which will be met by existing contingencies available within the GLA’s budget.

4.2 Once a pay award is agreed, the GLA budget will be updated accordingly.

4.3 The pay award will be processed in the September2019 payroll.
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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)).

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 GM 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 GM 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. Paragraphs
2.1 and 2.2 confirm that Unison has been consulted and the HoPS has taken its views into
consideration when making this decision. Paragraph 2.3 also confirms that consultation with the
Mayor and the Assembly took place and as part of that a report was 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;
H. 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. Appendices

Appendix 1: GLA Oversight Committee paper
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7. Approval

Tick to indicate approval

V

Executive Director

Click aji_dinsflaam has reviewed and commented on this proposal.

Assistant Director

CharmajneDeSouza has reviewed and commented on this proposal.

HR & 00 Lead Officer V
PtjLckAftgyn 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 2 September2019
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Appendix 1

Subject: GLA Pay Award

Report to: GLA Oversight Committee

Report of: Chief Officer
Date: 16 July 2019

This report will be considered in public

1. Summary

1.1 This report consults the Greater London Authority (GLA) Oversight Committee on the pay award for
GLA staff for 201 9/20 which will be backdated to April 2019 once it has been agreed.

2. Recommendation

2.1 That the Committee responds to the Chief Officer consultation on the GLA pay award and
notes the considerations set out below.

3. Background

3.1 On 13 June2019, Unison submitted a pay claim for GLA staff for the year beginning
1 April 2019 at Appendix 1.

3.2 The claim contains several elements as follows:

Tapered claim
• A consolidated increase of 5% for grades 1-6
• A consolidated increase of 3.5% for grades 7-10
• A consolidated increase of 2.7 % for grades 11 and above

Suggestions for an additional award for long-serving staff at the top of their pay grade
• One-off cash bonus
• 1% increase in salary
• Additional annual leave
• Long-service payment
• Additional volunteering leave
• Better support to secure promotion
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Unison also set out additional pay and conditions issues as follows:
• Urgent review of pay and grading
• Additional paid closure days over the Christmas period
• Compensation for home working (utilities, travel, etc)
• Travel benefits similar to TfL colleagues
• Ability to buy leave
• Additional pay for line management responsibilities

3.3 Provision was made in the current 201 9/20 GLA budget for a 2% pay award to all GLA staff which
amounts to £1 3m.

3.4 The cost of the pay claim submitted by Unison would amount to an additional £1 .Om a year over the
budget provision for the tapered claim. If an additional 1% were to be awarded to staff at the top of
their pay spine this would amount to an E0.2m. The opportunity cost of one additional day’s annual
leave would amount to E0.3m. The actual cost would be much lower — the cost only arises when
leave is in some form of “cashed in”.

3.5 The total cost of the Unison pay claim is therefore £1 .2m over and above the existing budgetary
provision.

3.6 In reaching a decision on the pay award the Chief Officer is mindful of comparators; these are
usually Local Government, the Functional Bodies and the Civil Service:

• Local government: An in-depth review of the pay scales and overlaps was conducted and new
pay scales introduced. A two-year pay deal was introduced with at least 2% rises to staff, Head
of Paid Services and Chief Executives, although staff in lower grades received proportionally
higher uplifts in moving onto these new pay scales. Given the wider nature of this review, this
local government pay award is not directly translatable to the GLA pay award.

• Civil Service: for 201 9/20, funding arrangements remain as set in 2015 for the current
Spending Review period, where funding is for 1% average pay awards. Departments have the
flexibility to spend up to a further 1% on pay awards, provided it is affordable within budgets
and will not impact on the safe delivery of public services. This means that departments have
flexibility to make awards of up to 2%, therefore pay awards will vary across the Civil Service.

• Transport for London is about to come out of a four year deal for London Underground staff
which ended March 2019. Each of the Trade Unions have submitted pay claims which are being
reviewed; no pay claim has yet been received for non-operational staff (below senior
management); and a complex set of claims have been received for TfL Surface Transport which
TfL are considering.

• London Fire Brigade has four pay review processes in train for operational staff, control staff,
fire and rescue staff and the Top Managers Group. (approx. 50 posts which are both uniformed
and non-uniformed). Claims have been received for fire and rescue staff which are being
considered. The pay settlement for the Top Managers Group was 2% from the 1 January 2019.

• The Metropolitan Police Service (MPS): work is underway on this year’s pay claim far police
staff, with evidence having been submitted to the Police Remuneration Review body regarding
officers’ pay.
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• The Mayors Office for Policing and Crime (MOPAC): negotiations are underway with a claim
being submitted from PS in line with the national claim of 10%.

• The London Legacy Development Corporation (LLDC) awarded a 2% increase to all staff in
May 2019 backdated to April 2019.

• The Old Oak and Park Royal Development Corporation (OPDC) will follow the GLA
settlement.

• London Travel Watch will follow the GLA settlement.
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3.7 The table below sets out the pay awards to GLA staff since 2011/12.

Year CIA Comment National Joint Mayoral

__________________

Council (NJC) appointments
2018/19 2% for all grades 1 to In response to a 2% 2%

15 and Executive tapered claim from

Directors and a Unison.

further 1% for GLA
grades 1 to 6.

2017/18 . 3% for grades 1-5 In response to 1% 1%

. 2% for grades 6-10 tapered claim from

. 1% for grades 11 +
Unison.

201 6/17 2% for grade 1-5 In response to 1% 1%
1.5% for grade 6-S tapered claim from
1% for grade 9-15 Unison.

201 4/15 & 2.2% 15-month award 2.2% (1 January 2.2%
2015/16 covering 1 January 2015—31

2015 to 31 March March 2016)
2016.

2013/14 1% plus non- 1 2.5% grades 1-4 1% 1%
consolidated 2% grades 5-7
amounts. 1.5% grades 8-10 &

1% grades 11.
Only 1% added to
pay scales the
remainder paid as a
one-off payment.

2012/13 Nil Nil Nil
2011/12 4% for grade 1 -3, Nil Nil

0% for all other
grades.

4. Issues for Consideration

4.1 The Chief Officer is grateful to Unison and in particular the outgoing Chair of the GLA branch, for
ensuring the timely submission of thi5 year’s pay claim. The intention will be to backdate any
increases to April 2019 and for this to be done through September payroll.

4.2 In considering the claim for 201 9/20, the Chief Officer reviewed a number of issues in relation to
the areas raised by Unison as part of the 2018/19 negotiations and also those that were raised as
part of the 201 9/20 negotiations.

4.3 The Chief Officer has informed Unison that the points they raised around the treatment of long
serving colleagues at the top of their pay scales and the need for greater transparency around
honoraria and acting up opportunities have already been included in the Transformation Programme
and in particular the work stream that relates to the “root and branch review of HR Policy” which is
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now underway. There was recognition that this would support closing the gender and ethnicity paygaps. Unison welcomed this approach.

4.4 The Chief Officer outlined the previous pay awards and set out to Unison that the GLA had made atapered award to staff in 2016/17, 2017/18 and in 201 8/19 so had recognised Unison’s preferredposition of a tapered claim in previous years and was willing to do so again this year.

4.5 Unison were advised that additional funding would be necessary over and above the budget
provision to offer a tapered pay claim with a higher offer to staff in grades 1-6. The Chief Officerwas also mindful that work was well underway on exploring the case for a wider review and thereforedid not want to pre-empt this work or exacerbate the overlaps that already exist at grades 3/4;grades 4/5; grades 5/6 and grades 6/7 ahead of any possible wider changes.

4.6 In relation to long serving staff, the Chief Officer set out that, in contrast to Unison’s position, staffat the top of their scale do receive pay awards in the form of the cost of living increases and asresult do in fact benefit from higher salary spine points to other staff on the same grade.

4.7 The GLA confirmed to Unison, as has been discussed in iCC meetings and in the All Staff Briefings,that the work on the case for a pay and grading review is well underway. This is with support from aspecialist consultancy and the first stage will be to analyse the data that exists around the
application and impact of the current pay and grading structures.

4.8 The Chief Officer confirmed that they were willing to explore, as part of “total reward”, the non-cashrewards outlined in Unison’s pay claim e.g. ability to buy annual leave and additional volunteeringleave. Unison were supportive of this and of a wider review to understand the take up of other non-cash benefits to understand if they were all still relevant to the current workforce and part of theoverall employee value proposition (EVP) to attract the best and most diverse talent in London.

4.9 Against this background the Chief Officer is minded to offer GLA staff an increase as follows:
• 2% for all grades 1 to 1 5 and Executive Directors; and
• A further 0.5% for GLA grades ito 6.

4.11 Unison were, however, further advised that GLA was not considering compensation for home
working, as the changes underway as part of the Transformation Programme on “ways of working”intend that there will always be availability for staff to work from a GLA location should they wish tO.The Chief Officer was clear that a change of this scale would require a significant shift in culture andbehaviours from all staff and progress would be reviewed to ensure the approach does deliver thisintention. Unison were informed that travel benefits for GLA staff was not an option as this is a TfLspecific benefit. They were advised too that our current job evaluation methodology considers linemanagement when evaluating the grade of a job. The Chief Officer did however agree to reviewevidence that Unison committed to bringing forward regarding lower grade staff at grades 1-5 whowere now taking on increased line management. Finally, the Chief Officer set out to Unison that anyarrangements in relation to additional leave days over the Christmas/New Year Period would beconsidered separately and outside of the annual pay claim negotiations, as had been done in
previous years and which would be the case this year also.
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5. Consultation

2.4 In accordance with the GLA Head of Paid Service Staffing Protocol and Scheme of Delegation (the
“Staffing Protocol”), formal consultation with Unison is required for this proposal as it relates to
changing the terms and conditions of employment of existing employees.

2.5 Unison have submitted the claim on behalf of GLA staff and the Chief Officer has met with them to
discuss their claim and the GLA’s response and pay offer. The consultation feedback has been
incorporated into the proposals as set out in paragraph 4 above.

5.3 The Chief Officer is consulting the Mayor and the London Assembly, the latter through the GLA
Oversight Committee by virtue of this paper, on the proposal for a GLA staff pay award.

6. Legal Implications

6.1 Under section 70(2) of the GLA Act 1999 (as amended) the Head of Paid Service (the “HoPS”) may
employ staff appointed under section 67 (2) on such terms and conditions (including as to
remuneration) as the HoPS , after consultation with the Mayor and the Assembly and having regard
to the resources available and priorities of the Authority, thinks fit. The Assembly has delegated its
powers of consultation on staffing matters to the Assembly’s staffing committee, currently the GLA
Oversight Committee. Under the Staffing Protocol, formal consultation with Unison is also required
and paragraph 5 confirms this has taken place.

7. Financial Implications

7.1 A pay award of 2% for 201 9-20 has already been built into the GLA’s base budget. The award of an
additional 0.5% for grades 1 to 6 equates to a budget pressure of approximately E5O,ODO per
annum, which will be met by existing contingencies available within the GLA’s budget

7.2 Once a pay award is agreed, the GLA budget will be updated accordingly.

7.3 The pay award will be processed in the September2019 payroll.

List of appendices to this report:

Appendix 1 — Unison pay claim for 2019/20

Government (Access to Information) Ad 1985
: Background Papers: None

Contact Officer: Charmaine De Souza, Assistant Director HR and OD
Telephone: 020 7983 4194

E-mail: Charmaine.DeSouzaãIondon.gov.uk
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Request for Head of Paid Service Decision CO-68

CO number to be allocated via the ‘Decisions’ inbox (Decisions@Iondcngoyjijc)

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

Decision Required

That the Head of Paid Service:

Extends the Grade 9 fixed term Senior Community Engagement Coordinator post for 3 months to enable
the Community Engagement Team to extend backfill arrangements for the Grade 77 post of Community
Engagement Manager, which is currently vacant due to the post holder being on secondment

Head of Paid Service

The above propo5al has my approval.

Signature Date

1L7°%12S
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1. Staffing proposals

A. The post of Community Engagement Manager (grade 71) in the Communities and Social Policy
unit has been vacant since March 2019 due to the postholder going on secondment.
Following consultation with the Executive Director for Communities and Intelligence and the Assistant
Director for Communities and Social Policy, the three senior officers in the Community Engagement
team (two permanent employees and one fixed-term employee) were invited to complete expressions
of interest to backfill the Community Engagement Manager post All three expressed interest and
were offered the opportunity to split the responsibilities of the post between them.
As such, there are two permanent grade 9 officers and one fixed-term grade 9 Senior Community
Engagement Coordinator in the team jointly acting up into the Community Engagement Manager
post in addition to covering their substantive posts. In order to do this, the fixed-term grade 9 Senior
Community Engagement Coordinator post was extended by creating post 004096. The substantive
postholder for the Community Engagement Manager post has now hod their secondment extended
extension to December 2019 so the current backfill arrangements will remain in place until that
time. Therefore, the fixed-term Senior Community Engagement Coordinator post will also need to be
extended accordingly.

2. Consultation

This proposal is to create a temporary staff post (defined as being up to two years in duration) and
therefore it is not necessary to formally consult with or inform the Chief of Staff (on behalf of the
Mayor) or the Assembly’s staffing committee, currently the GLA Oversight Committee, (on behalf of
the Assembly) about the proposal. However, this proposal must be reported by the Head of Paid
Service (the “HoPS”) to these persons in a six monthly report.
As this is a short term backfill arrangement there has been informal consultation with affected staff,
their line manager and the Executive Director for Communities and Intelligence.

3. Table of changes

Posts FFEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 1 This is the extension of an existing
fixed term post

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted)

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
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1.1 The proposed extension of a Senior Community Engagement Coordinator post at Grade 9 for a 3-
month period has costs equating to £16,000 (inclusive of on-costs).

1.2 This will be funded from the 2019-20 Community Engagement budget held within the Communities
and Social Policy Unit. (GG.0280.002.001)

Is post to be externally funded, in part or full (if yes, include details below)? Noj

Is the post full or part time? Full timi

________

Is the post permanent or temporary? Temporary

What is expected 5tart date? Oct 2019:1
Expected end date? Dec2019

5uppieriwftta[ytjaancLinfrsmatLom(tpJmcqde naiysispJ csts,. sQQresfltfuftdng and vfrerneffl
dtaiis. if applicahle);

4.1 HOPS approval is being sought for the following:

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 GLA Head of Paid Service Staffing Protocol
and Scheme of Delegation (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 6.1 of the Staffing Protocol says that “Any proposals to create a temporary staff post —

defined as being up to two years in duration — must be approved by the Head of Paid Service”.
Paragraph 6.2 of the Staffing Protocol says that “These will be reported by the HoPS to the Chief af
Staff (on behalf of the Mayor) and to the Assembly’s staffing committee (on behalf of the Assembly)
in a six-monthly report”. As set out above, the Assembly’s staffing committee is currently the GLA
Oversight Committee.
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5.5 This Chief Officer Form seeks to obtain the approval of the HoPS for the proposal to create a
temporary post asset out above. Paragraph 3 confirms that the proposal will be reported by the HoPS
to the persons set out at paragraph 5.4 above in a six monthly report.

5.6 The HoPS has the power to make this decision.

6. Equalities considerations

This post offers an opportunity to an existing BAME female member of staff to act up temporarily
into a more senior role and build on her leadership experience. The initial maternity cover contract
was advertised externally through a fair and transparent process.

7. Appendices

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

Tick to indicate approval

V

Executive Director

Emma Strain has reviewed and commented on this proposal. V

Assistant Director V
Jeanette Bain-Burnett ha5 reviewed and commented on thi5 proposal.

HR & 00 Lead Officer V
Linda Laurent-Hughes has reviewed and commented on this proposal.

Finance and Legal V
Finance and Legal have reviewed and commented on this proposal.

Corporate Management Team (CMfl

This proposal was considered by CMT on 12 August 2019.

Appendix A

Details of all affected posts

Post title Post grade Post Stan date End date Proposal: creation
- current reference (fixed- / deletion /

• number term/deletions regrade
only)

Senior G9 004096 Oct 2019 December2019 Extension
Community
Engagement
Coordinator

Post B

Post C

Etc.
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This form should be used by Executive Directors and/or Assistant Directors seeking approval for the:

• Creation and/or deletion of GM permanent posts, regardless of their number;

• Creation and/or deletion of GM fixed-term posts, regardless of their number or duration; and/or

• Regrading of GM permanent and/or fixed-term posts, regardless of their number or duration.

This form supersedes: a) the previous Head of Paid Service decision form which had a “HoPS” rather than
a “CO” reference number; (ii) the STAF decision form for fixed-term posts; (iii) the Minor Restructuring
decision form; & (iv) the Job Evaluation Review & Request decision form for regradings.

In all cases proposals should be presented in final draft form to the monthly Corporate Management Team
(CMfl meeting set aside to look at staffing matters. That should be done via this decision form; i.e. while
it is in final draft form and before it is signed off All sections of the form must be completed prior to CMT
The CMT support team and/or HR Business Partners can provide the dates of those CMT meetings.

Decision Required

That the Head of Paid Service approves:

of the following six po5ts in the Finance & Governance unit (all 1.0 FTE):
B Accountant post in the Accountancy function
12 Finance Manager post in the Budgeting & Monitoring function
B Accountant posts in the Budgeting & Monitoring function
6 Senior Finance Officer po5t5 in the Budgeting & Monitoring function; and

The creation of the following seven posts in the Finance & Governance unit (all 1.0 FEE):
• 2x Grade 10 Senior Accountant posts in the Accountancy function
• lx Grade 13 Senior Finance Manager po5t in the Budgeting & Monitoring function
• 4x Grade 10 Senior Accountant posts in the Budgeting & Monitoring function.

Request for Head of Paid Service Decision C077

CO number to be allocated via the ‘Decisions’ inbox

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

The deletion
• lxcrade
• lx Grade
• 2x Grade
• 2x Grade

Head of Paid Service

The above proposal has my approval.

Signature A ii Date

1 Avsl Zot



1. Staffing proposals

Accountancy

1.1 The Accountancy team leads on the closure of the GLA’s annual accounts. This process is more
challenging than ever as not only are the deadlines now tighter (draft accounts by the end of May
each year and final accounts by the end of July each year) but the number and type of entities and
transactions involved are significantly more complex than has previously been the case. The team
therefore needs to be resourced accordingly throughout the year as the preparation and submission
of accounts is essentially an iterative process within any one year.

1.2 Specifically, higher level technical skills are required for the following workstreams:
• Setting up the energy supply company on SAP and preparing its annual accounts;
• Group accounts: new companies require consolidation each year, including (for example)

Funding London’s subsidiaries;

• New accounting requirements require in-year research and planning — e.g. IFRS 16 Leases in
201 9/20 and the implementation of IFRS 9 relating to financial instruments;

• Technical expertise on the handling of capital entries on SAP at year-end; and
• Driving forward year-on-year improvements in:

o The closing process
o SAP reporting and access.

1.3 There has also been a steady constant increase in day-to-day tasks for the Accountancy team,
reflecting the GLA’s increased activity levels and the complexity of its range of functions, including:
• SAP training and the handling of SAP queries from new members of staff;
• New internal and external reporting requirements such as SME reporting and statistics; and
• GLA OPS system administration from a finance perspective.

1.4 To assist with the above tasks for the 2018-19 closing process, there has been additional support
over and above the permanent staffing establishment via an individual (with a significant level of
technical expertise) provided through a recruitment agency.

1.5 It is therefore proposed, in the light of the above, to create two new Senior Accountant (Grade 10)
posts and to delete one Accountant (Grade 8) post- The existing and proposed structure charts are
shown at Appendices C and 0 respectively. The benefits of the proposed new structure are that it
provides the Chief Accountant with additional higher-level support and reduces the number of direct
reports to the Chief Accountant enabling that postholder to provide additional quality assurance to
the technical accounting workstreams.

Budgeting & Monitoring

1.6 Responsibility for revenue budgeting and monitoring and capital budgeting and monitoring is
currently split in line management and staffing terms. This has not proved to be the optimum
structure and it is proposed that those responsibilities be brought back into a single team.
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1.7 The team would be led by a Senior Finance Manager (Grade 13) rather than a Finance Manager
(Grade 12) to reflect the bringing together of revenue and capital responsibilities. The new
Budgeting & Monitoring post at Grade 13 would involve both significant line management and GLA
budget oversight responsibilities.

1.8 It is also proposed to bolster the tier of posts reporting to the proposed role of Senior Finance
Manager — Budgeting & Monitoring. This would represent a continuation and extension of the
current temporary arrangement whereby two postholders are acting up into finance business partner
roles. Under these proposals, there would be five finance business partners with the job title of
Senior Accountant (Grade 10)— comprising four new posts and one existing post at this level — who
would typically have line management responsibilities for one or two members of staff each and who
would cover revenue and capital budgeting and monitoring for one of the GLA’s five directorates or,
as in one case (labelled as ‘Corporate’), a group of directorates:

• The Housing & Land directorate — line management of two Accountants;

• The new Good Growth directorate — line management of two Accountants;

• The new Communities & Skills directorate — line management of two Accountants;

• ‘Corporate’, which for this purpose covers the new Strategy & Communications directorate, the
Chief Officer’s directorate, the Mayor’s Office and the Assembly Secretariat — line management
of one Accountant; and

• The Re5ources directorate, the existing Senior Accountant post would provide technical support
to the Senior Finance Manager, including the tracking of all reserve movements and the
completion of GLA spending returns to MHCLG, as well as providing budgeting and monitoring
support to the Resources directorate — this role would be more technically focused and would
have no direct line management of staff.

1.9 The grading of the roles not only reflect the line management responsibilities (as above) but also:

• The level of the budgets to be overseen (please see below);

• The increased complexity arising from the quarterly profiling of the principal programme budgets
(which began in Q1 201 9-20); and

• Stricter GLA adherence over recent quarters to the quarterly monitoring timetable agreed across
the Group (25 working days after quarter end for a draft report and 35 working days after
quarter end for a final report).

1.10 The approved GLA budget for 201 9-20 is set out in the table immediately below as allocated to each
of these five directorates (or group of directorates). The budget levels demonstrate the need for a
Senior Accountant for each directorate or group of directorates.

. Revenue Capital
Directorate

2019-20, 2019-20, £m

Housing & Land (i) 28.9 996.4
Good Growth 55.0 132.7
Communities & Skills (ii) 247.5 3.2
Corporate 60.0 4.9
Resource5 (iii) 6.3 1,241.9

(i) Both figures exclude GLAP’s budget (see text below for GLAP activity levels)
(ii) Includes the AEB revenue budget of £1 92Gm (part year figure)
(iii) Includes the capital budget for corporate items
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1.11 In anticipation of the GLA’s direction of travel in respect of budgeting and monitoring, the GLA has
provided career development opportunities to all members of Finance staff (who wished to pursue
it) through the CIPFA Finance Business Partnering Certificate, which ran from autumn 2017 to
autumn 2018 with the results available from early 2019. Six members of staff have successfully
completed the Certificate thus far.

1.12 The proposed creation of four new posts at Senior Accountant (Grade 10) level is mirrored by the
proposed deletion of four other posts: two Accountant (Grade 8) posts and two Senior Finance
Officer (Grade 6) posts; i.e. more posts are not required but higher graded posts are required to
reflect the demands being placed on the function. One postholder would be placed at risk of
redundancy from these proposals, as one of the two Senior Finance officer (Grade 6) roles is
currently vacant in e5tablishment terms as it is being covered by an agency worker. The GLA’s
Management of Change protocol would be followed in that instance, including its underlying
principle of seeking to minimise the potential for any redundancies to occur in the GLA. The relevant
structure charts, both current and proposed, are included at Appendices E and F respectively.

Financial advice

1.13 Financial advice i5 of course provided, in different ways, by all members of staff across both of the
finance units. However, in certain instances, there is a need for specialist financial advice relating
either to complex transactions or to particular entities. Within the Finance & Governance unit, there
are two posts providing specialist financial advice:

• Finance Manager (Grade 12), currently leading on the Housing & Land directorate’s budget and
its monitoring, the GLA’s capital programme and issues relating to the GLA’s trading arm, GLAP.
This post is unaffected by these proposals in any substantive sense (please see below); and

• Senior Accountant (Grade 10), specialising in financial advice on capital issues. This post is also
unaffected by these proposals.

1.14 Under these proposals, the Housing & Land directorate’s budget and its monitoring would pass to
the Budgeting & Monitoring function, as set out above and so as to provide consistency in approach
across all directorate budgets. This would enable the Finance Manager postholder to provide greater
oversight of:

• The Capital Strategy; there is now a wider ranging and longer term GLA Capital Strategy
(formerly known as the Capital Spending Plan), which is required by CIPFA and needs to reflect
Mayoral ambitions and spending plans;

• GLAP issues; GLAP activities have significantly increased over the past year. This is illustrated by
a 140% increase (El 5Gm) in the value of loans advanced last year to developers to fund the
building of homes and related infrastructure and GLAP being more interventionist in London’s
land market with its E250m Land Fund. Specialist support is also needed on CLAP purchase and
sales including co-ordination with the Taxation Advisers, the Group Budget team and Treasury;

• Other GLA owned companies; the number of GLA companies has increased and so has the
complexity of the financial advice required by those companies. For example, the energy supply
company is currently being established and Funding London has recently set up two subsidiaries.
Additional new programmes include cladding replacement funding initiatives and the HIF
Marginal Viability Fund; and

• Other specialist financial support, such as: due diligence and financial advice on regeneration
projects, input into Interest Rate Setting Board meetings and the setting of capital reserves.
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1.15 The Finance Manager would continue to report to the Assistant Director of Finance & Governance
and the Senior Accountant would continue to report to the Finance Manager, as shown in the
structure charts included in Appendices A, B and E to this paper. This element of the set of
proposals does not involve any additional costs and nor, on an initial assessment, any substantive
changes to the job descriptions of the two posts concerned.

2. Consultation

2.1 In accordance with the Gl.A 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)
was required for this proposal as five or more posts within one unit are being created or deleted.

2.2 When consulted in July2019, both the Chief of Staff and the GLA Oversight Committee supported
the proposals and had no detailed comments to make. Similarly, Unison had no concerns to raise.

2.3 In terms of staff engagement in the process and responses received from affected members of staff:

• A few members of staff asked for further details about the process and how that relates to their
individual circumstances. Those questions were satisfactorily answered on a 1:1 basis;

• The question arose as to the career prospects for the Senior Finance Officer postholders (Grade
6) in the Accountancy team in the light of the proposed deletion of the Accountant role (Grade
8) in that team and mindful of the proposed deletion of the two Senior Finance Officer posts
(Grade 6) in the Budgeting & Monitoring team. The response provided was:

o The GLA would continue to provide support, both financial and in terms of time off
work, to those studying for professional financial qualifications which will assist with
applications for other finance roles, internally and externally

o By building up relevant experience, Senior Finance Officer postholders (Grade 6) in the
Accountancy team can apply for Accountancy roles (GradeS) in the Budgeting &
Monitoring team and indeed they will be encouraged to do so; and

• One respondent welcomed the general thrust of the proposed changes and raised some specific
points for consideration:

o How the proposed arrangements will work in practice for Housing & Land, specifically in
terms of the responsibilities of the Budgeting & Monitoring team (and the number of
posts in that team dedicated to supporting Housing & Land) as against the Finance
Manager — Financial Advice and Senior Accountant — Capital roles and their workload.
This is a fair point and will be kept under active review once the new structure comes
into place, should that be the agreed way forward

o The precise role of the Finance Manager — Financial Advice and the need to avoid that
postholder picking up tasks other postholders do not wish to undertake. Again, this is a
fair point and will be kept under active review.

2.4 So, on the basis of the consultation responses, received, it is recommended that the restructuring
proceeds in the form initially set out and recorded in this decision form.
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3. Table of changes

3.1 The table below sets out the proposed changes.

Posts flEs Notes
Permanent posts to be created 7.0 2.0 x Grade 10 Senior Accountant posts

in the Accountancy function
1.0 x Grade 13 Senior Finance Manager
post in the Budgeting & Monitoring
function
4.0 x Grade 10 Senior Accountant posts
in the Budgeting & Monitoring function

Permanent posts to be (deleted) 6.0 1.0 x Grade 8 Accountant post in the
Accountancy function
1.0 x Grade 12 Finance Manager post in
the Budgeting & Monitoring function
2.0 x GradeS Accountant pasts in the
Budgeting & Monitoring function
2.0 x Grade 6 Senior Finance Officer
posts in the Budgeting & Monitoring
function

Fixedterm posts to be created
- -

Fixed-terms posts to be (deleted)
— -

Net total of posts created 1.0 -

Permanent posts to be regraded
- -

Fixed-terms posts to be regraded
- -

4. Financial comments

4.1 The proposals involve additional annual costs to the GLA of £174,000 at 2019-20 salary levels. This
will not involve any budget growth, though, as it will be met in full by annual recharges in respect of
finance staff time to GLA Holdings and/or GLAP. In fact, these additional recharges will exceed
£174,000. GLA Holdings/GLAP have no directly employed staff and it is staff employed by the GLA
who perform duties on their behalf. GLA staff time and related overheads are recharged at cost. Therecharge will increase as a result of the increase in finance time dedicated to these matters, both in
terms of staff wholly working on these issues and staff partially engaged on those same issues.

5. Legal comments

5.1 Under the GLA Act 1999 (as amended), the HoPS may, after consultation with the Mayor and theAssembly 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 theHoPS in November 2009 and revised in July 2018. The Staffing Protocol sets out the Authority’sagreed 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).
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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 proposals set out in this paper fall within the definition of a ‘major restructure’ contained within
the Staffing Protocol so 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). Both the Chief of Staff and the GLA Oversight Committee have been consulted.

5.6 The GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities Standard
are followed when recruiting to the vacant posti

5.7 The GLA should follow its Management of Change Procedure in dealing with this restructure. If any
employees are made redundant the GLA’s Compensation Payments Policy may apply.

6. Equalities considerations

6.1 There are no specific equalities issues arising.

7. Appendices

7.1 There are no appendices.

7.2 The relevant structure charts are available via the GLA Oversight paper — please set item 7:
https://wwlondon gov uk/moderngov/ieListDocumentsaspx?CId=254&Mld=6732
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8. Approval

Executive Director/Chief Officer

ñtacy i±arp.Ley has reviewed and commented on this proposal. V

Assistant Director

TcsnMtddLeton has reviewed and commented on this proposal. V

HR & OD Lead Officer

Laga tkyppci has reviewed and commented on this proposal. V

Finance and Legal

Finance and Legal have reviewed and commented on this proposal. V

Tick to indicate approval

V

Corporate Management Team (CMfl

This proposal does not need to be considered by CMT as it has gone through the full consultation processvia the Chief of Staff and the GLA Oversight Committee.
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