
GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO-49

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

Once approved, thi5 form will be published on london.gov.uk

Decision Required

That the Head of Paid Service:

Approves the following proposals:
1. Regrade of one permanent Infrastructure post — Senior Policy Officer CLA67 (Cs to GlO); and
2. Regrade of one fixed-term Infrastructure Mapping post — Geographic Information Systems (CIS) Officer
STAFS9S (G6 to G7).

The regrade levels proposed represent the results of HR evaluations that have already been completed.
The ongoing budgetary requirement for one regrade was approved as pad of the budget-setting process
for 19/20 and is included in the Infrastructure team budget for this and subsequent years. The other
regrade will be funded in full externally, via the London lane Rental surplus income.

Job title Current New
Grade Grade

Senior Policy Officer 08 070
015 Officer 06 07

Head of Paid Service

The above proposal has my approval.

Signature Date
‘i / t%/ 2ol°j

1



staffing proposals

• Corn nfmstmcwrepastrienicr Policy DfticfxLAL 443Q LQa tc1mThe Infrastructure team supports the Mayor’s objectives in relation to supporting good growth,enabling housing delivery and minimising disruption from street works by coordinating infrastructureprovision (the business case for the coordination work suggests a range of potential quantifiablebenefits of £40-530 million, over a 10-year appraisal period).

The team has secured over £6 million in external funding for a number of key projects withsignificant profile, including:
o The London Infrastructure Mapping Application —£1.1 million to develop a new analyticaland visualisation tool for all development and infrastructure projects in the capital.
o London’s underground assets — £2.4 million from the Government’s Geospatial Commission

to map public and private asset data.
o Infrastructure coordination —£2.9 million from TIL’s Lane Rental Fund for an initial phase oftwo years to pilot new approaches to strategic planning and delivery of infrastructure in thecapital.

The scale of this externally funded growth requires significant internal management to oversee anddrive these high-profile projects to ensure their success, whilst simultaneously supporting a
continuation of the team’s existing policy work programme and responsibilities. The wider work
programme includes identifying new funding and financing options for infrastructure projects;liaison with government departments and key agencies on funding bids and policy priorities (e.g.alignment of the National Infrastructure Assessment with the Mayor’s strategies); work on issuesaround regulation, planning reform and resilience: managing senior stakeholder relationships withinthe GLA Group, industry, government and utilities’ regulators; providing the secretariat to theMayor’s Infrastructure Group of senior representatives from infrastructure providers; and providingbriefings and advice to the Mayoral team.

To give an indication of the transformation of the team that has occurred, it comprised 3 FfEs in2015 and now has over 15 employees in 2019 with no formal changes in management arrangementsover this period. The team’s programme budget has increased from £0.4 million to over £6.5 millionbetween 2015 and 2019, mainly through government and industry funding (GLA budget allocatedto this work has decreased over the years).

Interim arrangements have been used during this time with honoraria reflecting increased
responsibilities and the recommendation in this paper to regrade the Senior Policy Officer postwould formalise one element of these temporary arrangements. The ongoing budgetary
requirement for this regrade was approved as part of the budget-setting process for 19/20 and isincluded in the Infrastructure team budget for this and subsequent years.

A revised job description for the position has now been formally evaluated by HR at the level
proposed. The GlO post will be Principal Policy Officer in the team overseeing the policy
development work outlined above and managing three members of staff.
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• Lnfrastruc&iim MappLog post r IS DtfLcer.STAE35. LG tQ 12J
The London Infrastructure Mapping Application (IMA) is a high-profile digital tool that serves
utilities, transport providers, and boroughs. It is undergoing ongoing development and improvement.

The GIS Officer post was originally established to provide basic GIS support to two projects — the
Infrastructure Mapping Application at a higher level and the London Legacy Development
Corporation project at a more basic level.

Given the demands of the IMA, the position has increased to serve the IMA 4 out of 5 days a week.
This has required the officer to spend much more time on the most challenging part of the role. The
officer is already on an honorarium to a Cl in recognition of this (current level at G7.2). Going
forward, the role will serve the IMA 100% of the time and the revaluated job description is designed
to match another similar role in the GLA.

Again, the recommendation to regrade the GIS Officer post would formalise these temporary
arrangements. Revised job description for the position has been formally evaluated by HR at the
level proposed. This project is externally funded and therefore this change would have no
implication for GLA budgets.

2. consultation

This proposal is to regrade two 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.

Although no formal consultation is required for these changes, informal consultation has been
undertaken with the relevant team members.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted)

Permanent posts to be regraded 1 GLAG7 Senior Policy Officer from GB
to GlO

Fixed-terms posts to be regraded 1 GIS Officer, STAF B95 from G6 to G7

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 This proposal seeks approval to regrade one permanent and one fixed-term post as summarisedbelow

Job title Position reference Current New
Grade Grade

Senior Policy Officer GLAG7 GB 010
015 Officer GLA36OS — STAF89S 06 G7

RftgLa&Q1 Eeimanent Eost
4.2 The proposed regrading of the permanent Senior Policy Officer post results in additional annualcosts of £13,000 (inclusive of on-costs) and will be funded from growth already approved andincluded within the GLA budget for 201 9-20.

RgLadPtf1x&Ierrn Pcsts
4.3 The additional costs from the proposed regrade of the fixed term GIS Officer post (Grade 6 to 7) is£9,000. This will be funded in full via Lane Rental income as approved by MD2162 and MD2386.

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 availableand priorities of the Authority:

• appoint such staff as the HoPS considers necessary for the proper discharge of the functions ofthe 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’sstaffing committee, currently the GLA Oversight Committee.

5.3 After consultation with the Mayor and the Assembly, the GLA Head of Paid Service Staffing Protocoland Scheme of Delegation (the “Staffing Protocol”), was adopted by the HoPS in November 2009and revised in July 2018. The Staffing Protocol sets out the Authority’s agreed approach as to howthe HoPS will discharge the staffing powers contained in sections 67(2) and 70(2) of the GreaterLondon Authority Act 1999 (as amended).

5.4 Paragraph 8.1 of the Staffing Protocol says that “For all matters or decisions that are not covered bysections 5, 6 and 7 above and which affect staff appointed by the HoPS, these must be dealt with ortaken in accordance with the HoPS Scheme of Delegation (see below) and any other applicablepolicies and procedures”. The proposal set out in this Chief Officer Form is not covered by sections5, 6 and 7 of the Staffing Protocol which relate to Restructures — creating or deleting staff posts,Temporary staff posts and Terms and conditions respectively.

5.5 The HoPS is authorised to determine grades of staff in accordance with the job evaluation schemefor posts above the Assistant Director/Head of Unit level. However, paragraph 7.1 of the StaffingProtocol, Scheme of Delegation says that “The AD of HR & 00 is authorised to determine grades ofstaff in accordance with the job evaluation scheme far pasts at the Assistant Director/Head of Unitlevel and below, subject to budget allocation being identified”. It has been determined (by mutualconsent) that the delegation referred to above should not currently be exercised and that the HoPS
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should approve all job regrades. Therefore, this Chief Officer Form seeks to obtain the approval of
the HoPS for the proposal to regrade the post set out above.

5.6 If the proposals set out in this Chief Officer Form involve any change to the terms and conditions of
employment of existing GLA employees, then the CLA will need to follow a proper process in order
to make such changes.

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

6.1 None identified.

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
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8. Approval

Tick to indicate apprnvo

Vt

Executive Director

Debbie Jackson has reviewed and commented on this proposal. Vt

Assistant Director Vt
Tim Stfer has reviewed and commented on this proposal.

HR&OD Lead Officer Vt
MjclieljgGittens has reviewed and commented on this proposal.

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

Corporate Management Team (CMfl

This proposal was considered by CMT on [7 October2019].

Appendix A

Details of all affected posts

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

number term/deletions
______________ only)

Senior Policy 8
T

04430 20 May RegradeOfficer 2015
(Principal Policy
Officer with
honorarium)

GIS Officer 6 STAF 895 27 March 26 March 2020 RegradeLLDC/IMA (003605) 2018
(Senior GIS
Officer MA with
honorarium)

L
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GREATER LONDONAUTHORITY

Request for Head of Paid Service Decision CO-75

CO number to be allocated via the ‘Decisions’ inbox (QcisionsWIondor1gQvuR)

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

Decision Required

That the Head of Paid Service:

Approve the regrade of one post within the Planning team as follows:

Current Job title New Job title Current Grade New Grade
Strategic Planner Senior Strategic Planner G7 CS

Head of Paid Service

The above proposal has my approval

Signature Date

W+c
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1. Staffing proposal5

A. Regrading of a post in the Growth Strategies and Urban Design team from Strategic Planner
Grade 6/7 to Senior Strategic Planner Grade 8/9.

1.1 Recent recruitment to a vacant G6 post has highlighted a lack of interest in posts at this level. The
nature of the work has also changed and the current post holder in the G6 Strategic Planner post is
operating at a higher grade. The current postholder recently applied for a vacant GB Planner post
but was unsuccessful and subsequently requested a job evaluation, as they believed their work was
like that of the GB post. This job evaluation demonstrated to the satisfaction of the Chief Planner
that the current post holder is operating at a grades level because their day-to-day duties reflect
the responsibilities in the grade 8 Senior Strategic Planner job description.

1.2 The Growth Strategies and Urban Design team, part of the Planning Unit, has a number of specialist
planning and urban design posts: 1 Gb, 2 GB and 1 G6. Recruitment to the G6 post in 2018
generated little interest. The successful candidate in that G6 post has now been promoted to a
vacant GB post.

1.3 The workload of the team has meant that the current G6 Strategic Planner post-holder is now
leading on key projects, such as the Thamesmead and Abbey Wood, and Bexley Riverside,
Opportunity Area Planning Frameworks. These high-profile projects are normally led by at least a GB
post. They involve leading on meetings with senior officers from London boroughs, major
developers, land owners and their consultants, and briefings with senior GLA officers and Deputy
Mayors.

1.4 It is clear that the expectations of the role go beyond that set out in the G6/7 job description, and
now match those for a G8/9 post. The respective JDs are attached at Appendices B and C. The G6
is expected to assist with many of the work streams and a GB is expected to lead and contribute to
those same workstreams. It is this responsibility for leading key projects that leads to the
recommendation that the post is regraded. If the post were to be recruited, it is likely that a G6
candidate would not have the expertise and knowledge to lead projects, this would lead to more
work for existing members of the team, or projects being delayed or dropped altogether. This could
delay implementation of the London Plan and the need to significantly increase housing delivery.

1.5 The current G6/7 post holder was interviewed for a GB Planner post, and the panel were agreed that
they met the key competences for the post and therefore were appointable. However, the other
candidate was considered to be the most appointable of the two. There are no other suitable and
vacant GB posts that could be offered to the current G6/7 post holder. Given the difficulty in
recruiting previously, and the high risk that the current postholder may find promotion in another
team or outside the GLA, it was agreed to look at re-evaluating the current G6 Strategic Planner
post.

1.6 This proposal has been discussed with both the London Plan manager and Chief Planner. Both agree
with the assessment that the post is operating at a higher level, and that a regrade is necessary to
meet the priorities of the planning team.

2. Consultation

2.1 There has been consultation with the current post-holder, and immediate line manager and both are
agreeable to the proposal.

2.2 This proposal is to regrade a post 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.

3. Table of changes
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Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted)

Permanent posts to be regraded 1 Regrade of post from G6/7 to G8/9

Fixed-terms posts to be regraded

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

4. Financial comments

4.1 This proposal seeks approval to regrade a permanent post as summarised below:

Current Job title New Job title Position reference Current Grade New Grade
Strategic Planner Senior Strategic GLA284 G7 GB

Planner

4.2 The post holder currently receives an honorarium allowance.

4.3 The proposed changes equate to additional annualised costs of £6,000 (based on the salary mid
points, vacancy factor and inclusive of on-costs) and will be funded from the Growth Strategies
team’s budget.

5. Legal comments

51 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 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).
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5.4 Paragraph 8.1 of the Staffing Protocol says that “For all matters or decisions that are not covered by
sections 5, 6 and 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 set out in this Chief Officer 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.

5.5 The HoPS is authorised to determine grades of staff in accordance with the job evaluation scheme
for posts above the Assistant Director/Head of Unit level. However, paragraph 7.1 of the Staffing
Protocol, Scheme of Delegation says that “The AD of HR & OD is outhorised 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”. It has been determined (by mutual
consent) that the delegation referred to above should not currently be exercised and that the HoPS
should approve all job regrades. Therefore, this Chief Officer Form seeks to obtain the approval of
the HoPS for the proposal to regrade the post set out above.

5.6 If the proposals set out in this Chief Officer Form involve 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.

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

6.1 The loss of an entry level post could disadvantage younger or less experienced candidates. However,
the Planning team is actively promoting the apprenticeship schemes, with 2 posts in 19/20

7. Appendices

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

8. Approval

Tick to indicate approval

V

Executive Director

Pthbtejfickson has reviewed and commented on this proposal.

Assistant Director /

lukejnmaMslpuqhLin has reviewed and commented on this proposal.

HR & OD Lead Officer V

Dianne Poytr has reviewed and commented on this proposal.
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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 [DATE).

Appendix A

Details of all affected posts

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

number term/deletions
only)

Strategic G6/7 284 Regrade to G8/9
Planner

Post B

Post C

Etc.

S





GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-fl

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

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

Decision Required

That the Head of Paid Service:

Approves the regrade of two posts within the Skills & Employment Unit’s Funding & Policyteam as
follows:

Job title Current New
Grade Grade

Skills Funding Systems Manager 10 11
Skills Funding Policy Manager 10 11

Head of Paid Service

The above proposal has my approval.

Signature Date
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1. Staffing proposals

The Head of Paid Service is asked to approve the regrade of two posts within the Skills &
Employment Unit both situated within the Skills Funding & PolicyTeam.

Job title Current New
Grade Grade

Skills Funding Systems Manager 10 ii
Skills Funding Policy Manager 10 ii

The Unit was formally established in April 2018 with an agreed structure. Since establishment, it
has become clear that the two roles outlined above are now delivering over and above the job
descriptions initially approved. This is mainly due to the inability to fully comprehend the scope
of the work and responsibilities of the posts prior to establishment due to the nature of the
devolution of the Adult Education Budget to the Mayor, which has evolved during this period. It
is now clear that the scope of the roles has widened from the responsibilities that were initially
envisaged.

Skills Funding Systems Manager — will lead policy work focusing on the delivery of the devolved
19+ Adult Education Budget (AEB), working spetifically on developing a funding approach that is
robust efficient and fair. In addition, the role leads work to ensure that the technical systems
are in place to collect store, manage and process data required to pay and performance manage
providers, and to inform data analysis and research that underpins the implementation and
design of AEB funding policy. This includes CLA 0P5 and ILR systems

Skills Funding Policy Manager — will lead strands of policy work focusing on the implementation
and delivery of the devolved 19+ Adult Education Budget (AEB), working specifically on
developing a funding approach that is robust efficient and fair. Specifically, the post will lead on
the annual AEB Framework, procurement and development of outcomes measures including the
management of AEB evaluation strands relating to the implementation and distribution of the
AEB funding and evaluating the impact of the AEB delivery and changes to AEB Funding Rules.

Revised job descriptions have been re-evaluated by the HR Unit and have been approved at Gil
rather than the original Gb.

Both posts are fully funded by the Adult Education Budget rather than CIA core funds.

2. Consultation
This proposal is to regrade a post 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
3. Table of changes

Posts REs Notes

Permanent posts to be created 0
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Permanent posts to be (deleted) 0

Fixed-term posts to be created 0

Fixed-terms posts to be (deleted) 0

Net total of posts created / (deleted)

Permanent posts to be regraded 2 Skills Funding Systems Manager and
Skills Funding Policy Manager (GlO
x2toGllx2)

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 This proposal seeks approval to regrade two permanent posts as summarised below:

Job title Position reference Current Grade New Grade

Skills Funding Systems GLA3612 GlO Gil
Manager

Skills Funding Policy Manager GLA3613 GlO Gil

4.2 The proposed changes equate to additional annualised costs of £4,000 per role (based on the
salary mid-points, vacancyfactor and inclusive of on-costs) and will be funded from the Skills and
Employment budget.

5. Legal comments

5.i Under the Greater London Authority Act i999 (as a mended), 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 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
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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 8.1 of the Staffing Protocol says that “For all matters or decisions that are not covered
by sections 5, 6 and 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 set out in this Chief Officer 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.

5.5 The HoPS is authorised to determine grades of staff in accordance with the job evaluation scheme
for posts above the Assistant Director/Head of Unit level. However, 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”. It has been determined (by
mutual consent) that the delegation referred to above should not currently be exercised and that
the HoPS should approve all job regrades. Therefore, this Chief Officer Form seeks to obtain the
approval of the HoPS for the proposal to regrade the post set out above.

5.6 If the proposals set out in this Chief Officer Form involve any change to the terms and conditions
of employment of existing GLA employees, then the CLA will need to follow a proper process in
order to make such changes.

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

A summary of any equalities issues arising and how they have been addressed.

7. Appendices

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

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

Titles of any other Appendices
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8. Approval

Tick to indicate approval

“

Executive Director

Debbie Jackson has reviewed and commented on this proposal. V

Assistant Director

Michelle Cuomo Boorer has reviewed and commented on this proposal. V

HR & OD Lead Officer

Michelle Gittens has reviewed and commented on this proposal. V

Finance and Legal

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

Corporate Management Team (CMT)

This proposal was considered by CMT on 2 September 2019.

Appendix A

Details of all affected posts

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

number only)

Skills Funding 10 GLA3612 Regrade from GlO to
Systems Gil
Manager

Skills Funding 10 GLA3613 Regrade from GlO to
Policy Manager Gil
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-089

CO number to be allocated via the ‘Decisions’ inbox

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

Decision Required

That the Head of Paid Service approves:

• the deletion of the 24-month fixed-term Data Scientist post in the Demography and Policy
Analysis team in the City Intelligence Unit (post number GLA03457); and

• the creation of a permanent Data Scientist (New Data Sources) post in the Demography and
Policy Analysis team in the City Intelligence Unit;

Job title Grade Duration
Data Scientist 24 month fixed-term

post deletion
Data Scientist (New Data Permanent post -

Sources) (7.0 FTE) creation

Head of Paid Service

The above proposal has my approval.

Signat r Date

‘f
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1. Staffing proposals

The 24-month fixed-term Data Scientist post was created as part of a City Intelligence Unit Data
Science growth bid in 2016. The purpose of this bid was to improve the GLA’s capability in
exploiting emerging large and complex datasets and adoption of data science techniques. In order to
ensure that innovation from this data serves London’s citizens, the GLA requires staff with strong
software and analytic skills.

This post was approved on a two-year basis even though it was initially budgeted for the full four-
year period of the bid, with the anticipation that the need for this post would eventually become
permanent.

Ending this fixed-term post (and not creating a permanent post in its place) would require us to
significantly scale back the data science work that has been started. As cities like London become
smarter and more connected, the data and associated techniques that we need to use to make
evidence-based policy is becoming much larger and more complex. We therefore need this capacity
on a permanent rather than temporary basis going forwards.

So far, this post has enabled us to:
• Target resources to Londoners who would benefit most: the development of a data-driven

decision support system helped the Sports team to select small areas for the Sports Unite
programme. This interactive web-based tool pulled together a wide range of small area data for
policy teams to understand which areas would benefit most and see instantly how this changes
as you adjust the relative importance of different factors in selection. The sports contractor
(Laureus) has now proposed that Paris should develop a similar tool in choosing areas for work in
this city.

• Target funding for the Violence Reduction Unit by bringing together crime and public health
data to identify areas with the greatest need.

• Access more ‘real-time’ data to improve city modelling: we are developing a Data Analysis
Partnerships with companies such as Vodafone who want to make their data available to
government analysts to provide more timely and granular evidence on population movements,
such as the night-time population.

• Better model future demand for schools by understanding how London’s school places are
allocated in relation to parental preferences

• Support GLA programmes to improve social integration by modelling patterns of voter
registration using machine learning and understanding Londoners views as expressed on social
media using natural language processing.

• Ensure that data from programmes funded by the GLA is made available for wider analysis — we
have advised the Environment team on setting up a database from the London Energy supply
company that will give better understanding of fuel poverty and health inequalities

• Negotiate improved access to larger datasets in the wider GLA functional bodies and beyond e.g.
developing Data Sharing Protocols with TfL for oyster data, NHS hospital data

• Build improved relationships with other data scientists in the wider functional bodies and central
government to provide access to data and technical support. Our voter registration project to
help Boroughs understand patterns of registration was selected for a competitive government
data science ‘data accelerator’ programme providing three months intensive training and
analytical support from central government

By making this post permanent, we expect to be able to continue this work to
• Develop digital capability in data science techniques and how to use these in a relevant policy

context/improve services e.g. as bigger data are generated from more connected devices and
services
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• Provide more evidence about the challenges that Londoners are facing, by collating evidence
and making this available to policymakers across the GLA,

2. Consultation

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 1

Permanent posts to be (deleted)

Fixed-term posts to be created

Fixed-terms posts to be (deleted) 1

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

4.1 The proposed conversion from fixed term to permanent of the Data Scientist post (1 FTE), at grade
Swill have an annual cost of £56,000 (including on-costs and vacancy factor).

This will be funded from the Demography and Policy Analysis Team’s budget within the City
Intelligence 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(2)); and

• make such appointments on such terms and conditions as the HoPS thinks fit (section 70(2)).
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5.2 The Assembly has delegated its powers of con5ultation on staffing matters to the Assembly’s
staffing committee, currently the GLA Oversight Committee.

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

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on behalf
of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major
restructure; namely the creation or deletion of five or more posts within any one unit” As set out
above, the Assembly’s staffing committee is currently the GLA Oversight Committee.

5.5 The 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 G[A
Oversight Committee, (on behalf of the Assembly).

5.6 However, paragraph 5.3 of the Staffing Protocol states that “The HoPS will also inform the Chief of
Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee
(on behalf of the Assembly) on any proposals for restructures involving fewer than five posts before
taking a decision on them”. Paragraph 2 confirms that these persons have been informed of the
proposals set out above. The proposals are not considered to be contentious.

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

A summary of any equalities issues arising and how they have been addressed.

7. Appendices

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

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

Titles of any other Appendices

4



8. Approval

T,ck to indicate approval

V

, Executive Director

rti_MuiLey has reviewed and commented on this proposal. V

Assistant Director V
Jareiiiy Sic jnnes has reviewed and commented on this proposal.

HR&ODLeadofflcer V
BeSILCMthIQri 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 [DATE].

Appendix A

Details of all affected posts

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

, number term/deletions
only)

Data Scientist 8 003457 Jan 2018 Jan 2020 Deletion of fixed term
(new Data and creation of
Sources) permanent post

Post B

Post C

Etc.
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GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO-93

Decision Required

That the Head of Paid Service:

Approves the creation of a fixed-term post in the City Operations Unit:

Job title Grade Duration

City Operations Project Support Officer 7 6 Months

Head of Paid Service

The above proposal has my approval.

1
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1. Staffing proposals

1.1 To support the significant work being undertaken by the Major Ceremonials Senior Project

Officer the Chief Officer is asked to create a fixed term post for 6 months for a City Operations
Project Support Officer. This post will provide essential support to the pan-London planning and

delivery but also play a significant role in supporting the development of the planning and

delivery of the GLA’s bridges planning.

1.2 When the GLA was asked to take on a leading role in Bridges, there was a lack of awareness from
Government as to what this would entail. Since the establishment of the post in April 2019 the

GLA, through the work of the Senior Project Officer, has undertaken significant work to ensure
London could deliver Op London Bridge and Op Forth Bridge. The Cabinet Office are extremely

happy with the work the GLA has undertaken to date.

1.3 Over the next year to 18 months the GLA has agreed to lead on the development of a crowd
movement and management strategy informed by the crowd dynamics study undertaken by the

GLA. This will include the scoping and significant procurement of an event management
company who will jointly support the GLA and TfL with the delivery of the multi-agency crowd

movement strategy and stewarding delivery plan.

1.4 Planning for the delivery of Op London Bridge and Op Forth Bridge remains the single biggest
event that key London and national agencies have ever engaged in. Work for these key events is

ongoing with no indication of 5lowing down. In recent months the Cabinet Office has increased

the number of permanent posts within their Bridges Events Team and the City of London have
established a permanent Bridges Project learn to coordinate borough led activity.

1.5 This post will support the Bridges Planning and Delivery Manager in the collation of the GLA’s

internal Bridge plans. It will support GLA teams including the Mayor’s Press Office, Facilities
Management, Team London, Technology Group, Events for London, Digital and London Assembly

Teams as they finalise their individual unit plans that fulfil the Mayor’s priorities on activation.

1.6 The post holder will also work with the Head of City Operations in delivering the work
programme of the Bridges City Coordination Group, ensuring partners are meeting key deadlines

and providing progress reports to government’s gold and silver groups.

1.7 The post holder will work closely with the Major Ceremonials Senior Project Officer and the TfL
Programme Manager in setting up and delivering the GLA/TfL led Transport and Crowd

Movement workshops. This is a series of twice monthly meetings for the next 12 months in

which key agencies come together to develop the strategy and agree operational responses by
each agency to support the delivery of the London Operational Plan. It is expected that these

workshops will generate significant work to be driven forward and completed in between each
workshop. This work is in addition to the heavy demands already placed on the GLA in

supporting the Bridges project.

1.8 Through the GLA 2020-21 budget process the Head of City Operations will work with the Acting
Executive Director for Communities and Intelligence and the Chief Officer in developing a

proposal for a permanent resourcing solution to ensure the GLA can provide ongoing planning

3



and delivery for major ceremonials including Op London Bridge, Op Forth Bridge and the
subsequent Coronation.

1.9 The Chief Officer is asked to agree to the creation of this fixed term post for six months. It isenvisaged that this post wilt only be required up to six months whilst a permanent solution is
sought through the budget process.

2. Consultation

2.1 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 formallyconsult with or inform the Chief of Staff (on behalfof the Mayor) or the Assembly’s staffing committee, currently the GLA Oversight Committee, (onbehalf of the Assembly) about the proposal. However, this proposal must be reported by theHead of Paid Service (the “HoPS”) to these persons in a six-monthly report.

3. Tableof changes

Pasts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 1 1 x six-month fixed term post at
grade 7

Fixed-terms posts to be extended

Net total of posts created I (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

4.1 It is proposed to create a fixed-term post of City Operations Project Support Officer at Grade 7for 6 months. The cost of this proposal would be £32,000 including employer on-costs. The costwill span over 2019-20 and 2020-21.

4.2 The funding for 2019-20 would be met corporately and costs arising for 2020-21 would be metfrom City Operations budget.

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 availa ble 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 bythe 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 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 2 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 GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities
Standard are followed when recruiting to the vacant post.

5.7 Fixed term employees have the rightto be treated no less favorablythan 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.
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6. Lqualities considerations

6.1 All new fixed term post creations will be subject to a recruitment process and equalitiesmonitoring.

7. Appendices

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

6



8. Approval

Tick to indicate approval

Vt

Executive Director

Emma Strain has reviewed and commented on this proposal. V

Assistant Director

- has reviewed and commented on this proposal. N/A

HR & 00 Lead Officer V
Michelle Giftens 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 2 September 2019

Appendix A

Details of all affected posts

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

number only)
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GREATERLONDON AUTHOR ITY

Request for Head of Paid Service Decision CO 106

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

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

Decision Required

That the Head of Paid SeMce:

Approves the extension of one CM fixed-term post (Project Manager, Environment Unit) by nine months
from 1 January 2020 to 30 September 2020.

Job title . Grade Duration (Extension)
Project Monoger (EV Trial) 9 9 months (to 30 September

2020)

Head of Paid Service

The above proposal has my approval.

Signature Date

1



1. Staffing proposals

1.1 This proposal sets out the recommendation to extend a Project Manager post established in the
Environment Unit by nine months from 1 January 2020 to 30 September 2020. The project
manager’s fixed term contract ends on the 31 December 2019.

1.2 The post holder will be responsible for the management of a portfolio of work for the energy
systems team, with a priority to deliver two projects: Commercial EV Trial and Decentralised Energy
Enabling Project (DEEP). The DEEP project manager left the organisation on the 11 October 2019.

1.3 This proposal offers efficiency and business as usual benefits from retaining a single staff resource to
complete the two projects referred to above rather than recruiting an additional resource for a short
nine-month period. Retaining a highly capable staff resource is particularly important in light of the
resource gap in the team and the need to ensure London Environment Strategy policies and
proposals are delivered.

1.4 The post holder is needed to close out actions as required by Innovate UK in relation to the Mayors
EV trial. This will satisfy the contracted grant funding requirements These tasks include:

• Innovate UK’s Questionnaire. This will require internal research to answer all the questions.
• Financial Audit.
• End of trial report. Capacity to manage amendments required to the report by Innovate UK

following first version submission in December 2019.
• Calls and meetings with the Innovate UK Monitoring Officer in early 2020 to discuss Period 11

(December 2019) work, and any additional work required to close out actions needed.
• Submitting final claim on the Innovate UK’s grant claim website _connect for work done in

December2019.
• Allocation of budget to internal accounting codes from the final Innovate UK payment made

(expected by March 2020).

1.5 The post holder will also be responsible for starting the scale up of outputs and outcomes of the EV
trial in line with the Mayor’s aim to improve air quality and develop smart, integrated energy systems
using local and renewable resources.

1.6 The need to extend a single post by nine months is clear for a number of reasons: 1. the detailed
evaluation Innovate UK are required to complete following EV trial end; 2. the follow-on actions
needed after the trial to accelerate an increased uptake of EVs in the logistics sector; 3. the
completion of the Decentralised Energy Enabling Project by September 2020 to meet contractual
ERDF commitments; and 4. delivery of the Mayor’s energy systems and flexibility programme for
change.

2. Consultation.

2.1 In accordance with the GLA Head of Paid Service Staffing Protocol and Scheme of Delegation (the
“Staffing Protocol”), formal consultation with the Chief of Staff (on behalf of the Mayor) and the
Assembly’s staffing committee, currently the GLA Oversight Committee, (on behalf of the Assembly)
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.
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3. Table of changes

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be extended 0.8 Four days per week

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

4.1 HOPS approval is required to extend an existing established fixed term Project Manager (Grade 9)
post within the Energy Systems Team (Environment).

4.2 The estimated total cost to extend the post is £39,000. This is based upon the role being 0.8FTE, mid
point salaries, on-costs and the corporate vacancy factor. The breakdown of which is seen in the table
below

4.3 Initially between January 2020 and March 2020 the post will be part funded from a combination of
ERDF grant funds (3 day a week) and Smart Energy Staffing (1 day a week). From April 2020 to
September 2020 the post will be fu Ily funded from ERDF grant funds.

5. Legal comment5

Project Manager Grade 9
Funding Source 201 9-20 2020-21 Total
Smart Energy Staffing £3,000 £3,000
ERDF £10,000 £26,000 £36,000
Total £13,000 £26,000 £39,000

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

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on behalf
of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major
restructure; namely the creation or deletion of five or more posts within any one unit.” As set out
above, the Assembly’s staffing committee is currently the GLA Oversight Committee.

5.5 The 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 2 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 tour 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

6.1 No equality impact assessment or consultation with members of staff is necessary as the staff
member will remain in post.

7. Appendices

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

8. Approval

Tick to indicate approval

Vt

Executive Director
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ebbIe Jackson has reviewed and commented on this proposal.

Assistant Director V
• Atam WfQd has reviewed and commented on this proposal.

HR & OD Lead Officer V

Qi3nnePoyser 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 [DATE].

Appendix A

Details of all affected posts

Post title Post grade Post Start date End date Proposal:
- current reference (fixed- extension

number term/deletions
only)

Project 9 812 05/03/2018 31/12/2019 30/09/2020
Manager (FV
Trial)

1
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CREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-i 08

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

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

Decision Required

That the Head of Paid Service approves:

. The deletion and creation of the following GLA posts:

Job title Grade Duration Status
Senior Policy and Projects 8 3 years Deletion
Officer (H0P5240). fixed-term

Establishment number: 3436

Senior Policy and Projects 8 Permanent Creation
Officer

Head of Paid Service

The above proposal has my approval.

Signature
Date©

CO 708 Final v4 - clean.dacx 1



1. Staffing proposals

1.1. To convert the existing Better Futures Senior Policy and Projects Officer fixed-term post to a
permanent post (by deleting the fixed-term post and creating a permanent post it its place)
because of the extension of the Better Futures project granted by the European RegionalDevelopment Fund (ERDF). Without converting this post to a permanent role, it will not be possibleto deliver the project. This post is fully funded by ERDF (external funding) until December 2021

12. The current role is due to end on 31st December 2019. Converting the post to permanent is urgentto ensure that the project continues to deliver support to cleantech businesses in London anddeliver against the ERDF requirements.

1.3. The extension of the project has been approved under M02536.

1.4. The Better Futures project was approved as a three-year project with a total project budget of£1,067,044 under MD2077. Following a recent funding call, the project has now been granted athree-year extension by the European Programme Management Unit who manage the ERDF fundsfor London. This increases the total project funding to £4,260,430.

1.5. The project has been delivering advice and support to Greater London Small and Medium
Enterprises (SMEs), since February 2017 that have developed low carbon and clean technologieswith the aim of helping them to test and verify the cleantech products and services, grow theirbusinesses and bring their products to market.

1.6. The project has already met its first three years outputs and targets which looked to stimulateinnovation activity in 100 London based SMEs who are in the low carbon sector or have the
potential to deliver new low carbon solutions to the market; support 50 enterprises to developinnovations which have the potential to save green-house gas emissions; stimulate collaborationsbetween 20 SMEs and research institutions leading to new low carbon products or servicedevelopment; support 25 enterprises to design, develop and introduce new products to the firm;and trial up to 10 new innovations, with the potential to save 1 000MTCO2e. New outputs andtargets have been set for the remainder of the project. As a result of the additional funding, thatwill increase to 200 such SMEs. Other project outcomes to be delivered by December 2022 includeSO SMEs working with research institutions on product or service development 55 enterprises todesign, develop and introduce new products to the firm; and trial up to 20 new innovations.

1.7. The ERDF team has approved £4,260,430 for the Better Futures Partnership over the whole sixyears of the project. The ‘Better Futures’ consortium and project will be co-ordinated by the GLAand delivered by a partnership of experts from public and private sector organisations in London.

1.8. The project contributes to a number of Mayoral manifesto commitments including: establishing atech talent pipeline and developing a city-wide STEM strategy; diversification of London’seconomic base including manufacturing; committing London to an ambitious target of becoming azero carbon city by 2050; working in partnership with industry to deliver skills, infrastructure andgrowth to achieve economic fairness and inclusion.

2. Consultation
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 theAssembly’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.

cobs Final v4 - clean.daa
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However, the Head of Paid Service (the “HoPS”) is required to inform these persons about any
proposals for restructures involving fewer than five pasts before taking a decision on them and has
done so. The decision is not considered to be contentious.

3. Table of changes

4.

4.1

4.2

Posts FTEs Notes

Permanent posts to be created 1 Conversion from a fixed term to a
permanent post

Permanent posts to be (deleted)

Fixed-term posts to be extended

Fixed-terms posts to be deleted 1 Conversion from a fixed term to a
permanent post

Net total of posts extended/created / 1 As above.
(deleted)

Permanent posts to be regraded I

Fixed-terms posts to be regraded

Details of oil offeded posts, including post reference numbers, ore to be supplied in Appendix A

Financial comments

Approval is sought to convert a fixed-term post to a permanent post within the Environment team to
support the delivery of the Better Futures project.

Job Title Grade Current FTE Job Position Status

Senior Policy and Projects Officer S 1 Convert a fixed term to a
(Project Manager for Better Futures permanent post

: project)

The staff costs associated with this proposal are based on the mid-point salary, on-costs and the
corporate vacancy factor which are summarised below:

Job title 201 9-20 2020-21 2021 -22 2022-23 Total

Senior Policy and Projects £14,000 £56,000 £57,000 £41,000 £168,000
Officer (HOPS24O)

CO 708 Final e4 - deandocx 3



4.3 The expenditure of £168,000 will be funded from the European Regional Development Fund from1 January 2020 until the completion date (December 2022) which has been proposed in MD2536.
4.4 currently there is no funding for this position post December 2022. Although it is anticipated thatthe current EU funding will be replaced by the UK Shared Prosperity Fund, this is not certain. If thefunding does not materialise, there will be a prior commitment on the future GLA budget.

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 ofthe 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 staffingcommittee, currently the GLA Oversight committee.

5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adopted by the HoPSin November 2009 and revised in July 2018. The Staffing Protocol sets out the Authority’s agreedapproach 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 behalfof the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any majorrestructure; namely the creation or deletion of five or more posts within any one unit” As set outabove, 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 Oversightcommittee, (on behalf of the Assembly).

5.6 However, paragraph 5.3 of the Staffing Protocol states that “The HoPS will also inform the Chief ofStaff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee(on behalf of the Assembly) on any proposols for restructures in valving fewer than five posts beforetaking a decision on them”. Paragraph 2 confirms that these persons have been informed of theproposals 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 dueto their fixed term employee status. Once the post holder has been in post beyond two years, theywill have the same statutory right as a permanent employee not to be unfairly dismissed. After twoyears’ service, the post holder may also be eligible to receive a redundancy payment should the postcome to an end. Any fair dismissal of the employee at the end of the fixed term will necessitate a fairreason and a fair procedure. This will involve considering suitable alternative employment beforeconfirming that their employment is terminated, If the funding continues after the end of their fixedterm contract it may be difficult to dismiss for redundancy (one of the fair reasons) if in fad there isfurther work to be carried out after the end of the contract. If the employee has been employed an aseries of successive fixed-term contracts, then they will be considered to be a permanent employee iftheir contract is renewed after four years of service and there is no objective justification for thecontinued use of fixed-term contracts.

CO 108 Final v4- clean dccx
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GREATERLONDON AUTHORITY

Job title Grade
e.g. Senior Policy Officer 9
e.g. Project Support Officer 5

Job title Grade Duration
e.g. Senior Policy Officer 9 2 years
e.g. Project Support Officer 5 18

months

Job title Current New
Grade Grade

e.g. Project Support Officer 5 6

Request for Head of Paid Service Decision CO-ill

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

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

Guidance

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

• Creation and/or deletion of GLA permanent posts, regardless of their number and laid out as
follows in the Decision Required box:

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

• Regrading of GLA 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 “CO” reference number; (U) the STAFdecisionformforfixed-term posts; (Ui) 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 CMT. The CMT support team and/Senior HR Advisers can provide the dates of those CMT
meetings.
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Decision Required

That the Head of Paid Service:

Approves the extension of a fixed-term post (SeniorAdvisor to the Mayor Stakeholder Relations) at
G13 in the Mayor’s Office for two months to 31.12.19

Head of Paid Service

The above proposal has my approval.

Signature Date

t/I2I2OV
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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 GLA 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.

The role of Senior Advisor to the Mayor Stakeholder Relations was initially a 12-month fixed term
contract (March 2018- March 2019), due to the permanent incumbent being on maternity leave.
The permanent incumbent returned in April 2019 and is working 0.6 FTE. This leaves a 0.4FTE
vacancy. Previously the fixed-term post of 12 months was extended by three months (STAF 1110)
until 28 June 2019, to enable a transitional handover and cover the 0.4FTE vacancy and to work
on a specific project. The fixed-term contract was then extended a further three months (C058)
to 27 September 2019 and a further 1 month toOl Novei+iber (C099) to deliver a specific project
in the Mayor’s Office (in addition to continuing to cover the 0.4FTE vacancy).

It is now clear that there is requirement over the next 2 months (01 November—31 December
2019) for further work to be done to finalise the delivery of this specific project and a further
one-month extension is requested. This extension also enables further temporary capacity to
cover the 0.4FTE vacancy while the Mayor’s Office reviews plans for long-term cover. Therefore
the request is to extend the fixed-term post by a further 2 months. The fixed-term post will be 21
months in total.

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.

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. This proposal must be reported by the Head of Paid
Service (the “HoPS”) 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.

2.2 The permanent incumbent in the Senior Adviser to the Mayor post and the fixed term employee
who was covering the post are the only GLA officers affected by the proposal. They have been
fully consulted and are supportive of the proposal to extend the fixed term contract.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created
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Permanent posts to be (deleted)

Fixed-term posts to be created 1 Extension of fixed-term post for 2
months to complete work on a
specific project in the Mayor’s office

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

4.1 The cost of the extension of a Grade 13 post for a two-month period is £17,000 inclusive of on-
costs. This will be met from within the Mayor’s Office budget for 2019-20.

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
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 set out above, the Assembly’s staffing committee is
currently the GLA Oversight Committee.
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5.5 This HoPS 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 Chief of Staff (on behalf of the Mayor) and to the Assembly’s staffing committee, currently
the GLA OversightCommittee, (on behalf of the Assembly) 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.

6. Equalities considerations

A summary of any equalities issues arising and how they have been addressed.

7. Appendices

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

flek to indicate approval

V

Executive Director

David Bellamy has reviewed and commented on this proposal. V

Assistant Director V
Jack Stenner has reviewed and commented on this proposal.

HR & OD Lead Officer V

Laura Heywood has reviewed and commented on this proposal.

Finance and Legal

Hina Dabasia (Finance) has reviewed and commented on this proposal

Kate Phelps (Legal) has reviewed and commented on this proposal

Corporate Management Team (CMT)

This proposal was considered by CMT on 2 December 2019.

Appendix A

Details of all affected posts

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

number term/deletions
only)

Post A 13 003696 31.12.19 creation

Post S

Post C

Etc.
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GREATER LONDON AUTHORITY

Request for Head of Paid Service Deci5ion CO-il 2

CO number to be allocated via the ‘Decisions’ inbox (Decisions@londongoy±pk)

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

Decision Required

That the Head of Paid Service:

Approves the extension of the following CM fixed-term post

Job title Grade Duration
Principal Policy and Programme 70 6 months
Officer

Head of Paid Service

The above proposal has my approval.

Signature Date

C0172 FINAL dccx 1



1. Staffing proposals

A. Details of the proposals, including theirjustification. 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.

The proposal is to extend a current one year fixed-term post for a further six months in order to
maintain capacity within the Environment Unit’s Energy Efficiency & Delivery Team and assist the
conclusion of several crucial Mayoral initiatives. In the proposed six-month extension period, the
postholder will:

o Support the mobilisation of London Power — particularly engagement with boroughs and
housing associations to ensure they promote London Power and use the voids framework
following launch

o Be responsible for the closedown of the Cleaner Heat Cashhack scheme, including managing
the contractor as remaining boiler upgrades are completed, corporate reporting, reallocation
of unspent funding, scheme-end communications and project evaluation

o Assist the Programme Manager of the newly announced Retrofit Accelerator programme to
conclude mobilisation activities with the lead contractor.

All of these programmes and projects support the delivery of key manifesto pledges including
London becoming a zero carbon city by 2050, the establishment of London’s own energy company,
and pledges in the Mayor’s London Environment Strategy.
The overall capacity of the Energy Efficiency & Delivery Team is already reduced and has vacancies
at a critical time: one Grade 9 post is vacant and a Grade 11 post will be vacant from the end of
December (due to recruitment lead-in times this post cannot be filled before the incumbent’s
departure). As a result team members will be required to take on further duties when they are
already stretched. The proposed extension of this fixed-term post will help to deliver London Power,
close down CHC and generally mitigate against further capacity issues within the team.

B. Details of the process undertaken to arrive at the proposals.
Discussions between the Senior Manager, Energy for Londoners and the Assistant Director of the
Environment Unit have prompted this decision. An assessment of the current team workload and
planned activity, has proved that the team will be stretched beyond capacity without the extension
of this post.

2. Consultation

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

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.

3. Table of changes

FINAL dory 2



Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be extended 1 Extension to a current fixed-term post

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

4.1 Approval is sought to extend a fixed-term post within the Environment team for a period of 6
months to maintain capacity within the Environment Unit’s Energy Efficiency & Delivery Team and
assist the conclusion of several crucial Mayoral initiatives.

4.2 The staff costs associated with this proposal are based on the mid—point salary, on-costs and the
corporate vacancy factor which are summarised below:

and Cleaner Heat Cashback respective budgets.

4.4 As the post is extended on a fixed-term contract basis, the GLA may become liable for redundancy
and/or pension capital costs if the appointee has on-going continuous service from a local authority
or similar body. These costs cannot yet be substantiated but in the event such costs do arise, they
will be subject to further approval

5. Legal comments

5.1 Under the Greater London Authority Act 1999 (as amended), the HoPS may, after consultation with the
Mayor and the Assembly and having regard to the resources available and priorities of the Authority:

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

4.3 The total expenditure of 95,000 will be jointly funded (70:30) from the Energy Supply Company

C0772 FINAL dxx 3



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 Sendce”.
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 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 2 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.

6. Equalities considerations

A summary of any equalities issues arising and how they have been addressed.

7. Appendices

Appendix A: Details of all affected posts, including post reference numbers
Appendix B: Structure chart showing reporting lines and post reference numbers
Appendix C CM Oversight Committee paper (if there is one)
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GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO-uS

Decision Required

That the Head of Paid Service:

Approves the extension of the existing fixed term post as set out below:

Job Title Grade Duration of
extension

Senior Community Engagement Coordinator (0.5 9 11 months
FTE)

Head of Paid Service

The above proposal has my approval.

Signaturejj Date

(zwv
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1. Staffing proposals

A. The post of Social Integration Manager in the Communities and Social Policy (CSP) unit is currently held
by ajob share (1.2 Fm). One half of the job share went on maternity leave in September, leaving 0.6 FEof the post vacant. One of the senior officers within CSP has been offered the opportunity to step into theSocial Integration Manger post on a part-time (0.5 FE) basis.
This officer’s substantive role is Senior Community Engagement Coordinator. She is on a fixed termcontract which will come to an end in December 2019—11 months before the maternity cover role ends.
In order to allow the officer to step into the Social Integration Manager post on a part-time basis and alsocontinue to support the Community Engagement Team in her Senior Community Engagement
Coordinator post (also on a part-time basis) , we propose extending the existing fixed-term post of SeniorCommunity Engagement Coordinator (which as set out above is due to end in December 2019) for 11months with effect from January P, 2020.

This will have the benefit of ensuring continuity within the Community Engagement function at a timewhen the team faces a high demand for their work across the GI.A There is a need for ongoing backfill ofthe Community Engagement Manager post as it is unlikely that a permanent ongoing solution will be inplace before February 2020 as the return date of the postholder is uncertain.
B. Following an unsuccessful internal and external recruitment campaign for the role of Social IntegrationManager (maternity cover), the Assistant Director for CSP took advice from the HR team and invitedexpressions of interest for the role from all the senior officers (Grade 9 and above) within the unit. Two
expressions of interest were received — one was deemed to be ineligible, and the second (the officerwhose substantive role is Senior Community Engagement Coordinator), was offered the role following anin-depth discussion.

2. Consultation

In accordance with the GLA Head of Paid Service Staffing Protocol and Scheme of Delegation (the “StaffingProtocol”), formal consultation with the Chief of Staff (on behalf of the Mayor) and the Assembly’s staffingcommittee, currently the GLA Oversight Committee, (on behalf of the Assembly) is not required for thisproposal as fewer than five posts in one unit are being created or deleted. However, the Head of PaidService (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 consideredto be contentious.

Following the unsuccessful internal and external recruitment campaign, the Assistant Director consultedwith the job share partner currently in the Social Integration Manager role, the Executive Director(Communities and Intelligence), the Community Engagement team and the relevant Human Resourcescolleagues, all of whom agreed that extending the Senior Community Engagement Coordinator postwould meet the needs of both teams within the unit.
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3. Table of changes

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be extended 0.5 The proposal is to extend the Senior
Community Engagement Manager
post by 11 months with effect from
1 January 2020

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

& Financial comments

4.1 The proposed extension of a Senior Community Engagement Coordinator post, at grade 9(0.5
RE) for a 11-month period taking effect from 1St January 2020, has costs equating to £29,000
(inclusive of on-costs). These costs are profiled over 2 financial years as follows: 2019-20 (E9k)
and 2020-21 (f2Ok).

4.2 This will be funded from the Communities and Social Policy staffing budget. (GG.0280.002.001)

5. Legal comments

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

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

Authority:

• appoint such staff as the HoPS considers necessary for the proper discharge of the functions

of the Authority (section 67(2)); and
• make such appointments on such terms and conditions as the HoPS thinks fit (section 70(2)).

5.2 The Assembly has delegated its powers of consultation on staffing matters to the Assembly’s
staffing committee, currently the GLA Oversight Committee.

5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adopted by the
HoPS in November 2009 and revised in July 2018. The Staffing Protocol sets out the Authority’s
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agreed approach asto how the HoPS will discharge the staffing powers contained in sections 67(2)
and 70(2) of the Greater London Authority Act 1999 (as amended).

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on behalf
of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major
restructure; namely the creation or deletion offive or more posts within any one unit” As set outabove, 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 2 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 favorably 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 alter native
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

The expression of interest was open to all senior officers (Grade 9 and above) within the Communities
and Social Policy unit. There were clear, objective criteria and interested officers were given the
opportunity to discuss with the Assistant Director and seek personalised support before submitting their
expressions of interest.

CSP aligns with the GLA’s policy to encourage applications from a broad range of backgrounds and
abilities. This proposal offers senior management experience to BAME woman.

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

Sarah Mulley has reviewed and commented on this proposal. V

Assistant Director V
Jeanette Bain-Burnett has reviewed and commented on this proposal.

HR & OD Lead Officer V
Click and insert name 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 2 December 2019.

Appendix A

Details of all affected posts

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

only)

Senior 9 January t, November Fixed-term post
Community 2020 30th 2020 extension
Engagement
Coordinator
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-i 16

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

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

Decision Required

That the Head of Paid Service:

Approves the creation of a 0.6 RE fixed term post at grade 13 from January 2020 to the end of
September 2020 to provide backfill for the Senior Manager, Events and Commercial Partnerships so that

they can focus on the delivery of the Euro2O2O Championships.

Job title Grade

SeniorManager, Events and 13
Commercial Partnerships

Head of Paid Service

The above proposal has my approval.

Signature KSegal Date 8/11/19
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1. Staffing proposals

Introduction

This year, the Major Sports Events team was moved into External Relations as part of the
responsibilities of the Senior Manager, Events and Commercial Partnerships. Included in this
portfolio is the delivery of Euro2O2O, in line with our contractual obligations to UEFA as a host city.

Due to the profile of the tournament and risks associated with delivery, it’s critical that the project
has more senior capacity dedicated to it. As such, this paper proposes dedicating the Senior
Manager, Events and Commercial Partnerships to the Euro2O2O project team full-time from January
to August 2020, and creating a 0.6FTE fixed1errn post to back-fill certain parts of his role associated
with the regular events programme to ensure effective management of these events and the Events
and Commercial Partnerships Teams during this period. It is proposed that this new post will report
to the AD External Relations and will take on line management responsibility of the Events and
Commercial Partnerships Teams. The line management of the Major Sporting Events Team will
remain with the substantive Senior Manager, Events and Commercial Partnerships post holder.

There are a number of unique challenges around the delivery of the Euro 2020 tournament that
necessitate more full-time senior capacity being dedicated to it, for example:

• Profile of the tournament
• Unusual delivery model
• Expanding scope of the project means that it has not been adequately resourced to date (it

was only in 2017 that London was appointed to host additional matches after Belgium was
stripped of its hosting rights)

This sentiment has also been highlighted by our delivery partners including the Football
Association, the Metropolitan Police and our contracted agency delivery partner, who have all
highlighted the need for more dedicated senior capacity.

By dedicating the Senior Manager, Events and Commercial Partnerships to the Euro2O2O project we
would be aiming to achieve two core objectives:

• Support the successful fulfilment of the CLA’s EURO 2020 obligations set out in the host city
agreement; and

• Support the delivery of the Mayor’s Sport strategy and the GLA’s major sports events
framework, ‘London: Home of World Class Sport’.

In turn, this aims to:

• Increase economic investment into London;
• Increase international exposure of London; and
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• Increase opportunities for Londoners to engage with major sports events through
opportunities to attend, volunteer at, and participate in community sport activity that is
linked to the event.

Background

The UEFA European Championship is held every four years in the months of June and July. It is the
largest sporting event in Europe and the third largest globally after the Summer Olympics and FIFA
World Cup. The UEFA EURO 2016 tournament was hosted in France and played by 24 teams (an
increase from 16 teams in 201 2). In 2020, UEFA is breaking with tradition and staging the event
around 12 cities across the continent — a so-called ‘EURO for Europe’ — to celebrate 60 years of
the tournament’s existence.

In 2014, the GLA, in partnership with The Football Association (FA) and the Department for Digital,
Culture. Media and Sport (DCMS), bid successfully for London to host the semi-finals and final of
the tournament at Wembley Stadium in July 2020.

The previous Mayor approved the GLA’s entry into the UEFA EURO 2020 host city agreement and
allocated £8.2m towards the staging costs of the tournament (under cover of MOl 339 on 15 April
2014).

The previous Mayor subsequently signed the UEFA EURO 2020 host city agreement on behalf of
the GLA in April 2014. The agreement sets out the GLA’s obligations to deliver the event in London,
including significant obligations with regard to transport, security, and spectator engagement
including deliveringtournament fan zones.

On 7 December 2017, the UEFA Executive Committee voted to strip Brussels of its hosting rights
during the tournament and appoint London to host additional matches following a city bidding
process — the package is three group-stage matches and one round of 16 match. The games will
be held at Wembley Stadium, increasing the total number of EURO 2020 matches to be hosted in
London to seven.

In bidding to host the additional matches, the GLA committed to extend its obligations to UEFA
under the existing host city agreement to cover the four additional games; and the Mayor has

signed guarantees to that effect.

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.
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The following have been consulted and are supportive of this proposition:

• Project Manager, Euros 2020 Delivery Team

• Senior Manager. Major Sports Events

• Manager, Events for London

• Commercial partnerships officers

• Mayoral Director of External and International Affairs

• Assistant Director, External Relations

• Executive Director, Communities and Intelligence

3. Table of changes

Posts FrEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 0.6 Senior Manager, Events and
Commercial Partnerships

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

The proposed creation of a Senior Manager Events and Commercial Partnerships post at grade 13
(0.6 ETE) for a period of 9 months has costs equating to £52,000 (including on-costs and pro-rata
of annual service charge of £6,000). Based on the start date of 1st January 2020, the costs will span
over two financial years as follows;

201 9-20 -£17,000
2020-21 - 95,000
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The total costs will be funded from the EURO 2020 Programme Budget held within the External
Affairs Unit (WBS Code GB.0461 .002.002.006).

The GLA may become liable for redundancy costs lithe post holder has on-going continuous service
from a local authority or equivalent body. Such costs cannot yet be quantified but if applicable will
be subject to further approval via the Authority’s decision-making process and contained within the
EURO 2020 Programme Budget.

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 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 set out above, the Assembly’s staffing committee 15 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 2 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 GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities Standard
are followed when recruiting to the vacant posts.

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
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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

None.

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

Katharine Segal has reviewed and commented on this proposal. V

HR&QDLeadOfficer V

Dianne Poyser 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 [DATEJ.

Appendix A

Details of all affected posts

F 1 I 1
Post title Post grade - Post Start date End date Proposal: creation /

current reference (fixed- deletion / regrade
number term/deletion

s only)

Senior Manager. 13 NEW January2020 September Creation
Events& 2020
Commercial
Partnerships
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GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO-i 17

CO number to be allocated via the ‘Decisions’ inbox (Qecisions@londnn!qpvJik)

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

Decision Required

That the Head of Paid Service:

Approves the:

7. Re-grading and changing the job title of the existing fixed-term post EURO 2020 Project
Manager, as follows:

Existing Job Title Updated Job Title Current New
Grade Grade

EURO 2020 Project Manager Senior Manager, EURO 70 77
2020 & 2027

Existing Job Title Updated Job Title Current New
Grade Grade

MajorSportsEventsOfficer MajorSports Events 8 9
Manager

Job Title Grade
Major Sports Events Business Manager 9

Head of Paid Service

The above proposal has my approval. .

Signature Date

1

2. Re-grading and changing the job title of the existing permanent post Major Sports Events Officer,
as follows:

3. Creation of a new fixed-term post, formalising an existing temporanj secondment opportunity, as
follows:



1. Staffing proposals
A. Details of the proposals, including theirjustification. 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.

1.1. A full review of the resources required to meet the Greater London Authority’s (GLA)
contractual obhgations to UEFA as set out in the Host City Agreement contract has been undertaken
by the Major Sports Events Team. This CO Form deals with recommendations for existing GLA Staff
within the team as a result of the review.

ftecqmrrwrithtLqn I
Re-grading and changing the job title of the existing fixed-term post, EURO 2020 Project Manager.

1.2. The EURO 2020 Project Manager post is currently line-managed by the Senior Manager, Major
Sports Events. Due to the requirements of EURO 2020, since January 2019 the EURO 2020 Project
Manager and the Senior Manager, Majors Sports Events, have effectively been working at the same
level, with a similar level of responsibilities. It is therefore proposed that the EURO 2020 Project
Manager post is re-graded to reflect the responsibilities and seniority of the role, and that the role is
line-managed moving forwards by the Head of Events and Commercial Partnerships (due to the
requirements of the project, the line-management change has effectively been in place since July
2019).

1.3. In addition, due the extension of the EURO 2020 Project Manager post until October 2021
(following conclusion of the 2021 UEFA Women’s EURO), it is proposed the post is re-named Senior
Manager, EURO 2020 & 2021.

1.4. Given the work undertaken to date at this level by the postholder, and in recognition of her
outstanding work, it is proposed that her salary is upgraded to incremental point three of grade 11
(currently incremental point three of grade 10).

Recommendation 2
Re-grading and changing the job title of the existing permanent post Major Sports Events Officer.

1.5. Due to the increased responsibilities for event delivery being absorbed by the Senior Manager,
Major Sports Events, a greater emphasis is being placed on the Major Sports Events Officer to
manage a wider portfolio of events at a more senior level.

1.6. These duties have been undertaken since July 2019 and, given the future pipeline of event
obligations being delivered by the team, this is a long-term requirement which we propose is
reflected in a permanent re-grading of the post.

1.7. The postholder has been performing these uplifted duties with distinction and we therefore
propose a re-grade from 8 to 9, with an appropriate change in job title (to Major Sports Events
Manager).

Recojnmendabon 3
Creation of a new fixed-term post, formalising an existing temporary secondment opportunity (Major
Sports Events Business Manager).

1.8. A demonstrable gap was identified as part of the team’s resourcing review for a dedicated
business management function.
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1.9. An opportunity arose earlier this year to create the post of Major Sports Events Business
Manager as a temporary secondment opportunity, and for the vacancy to be filled immediately by an
employee from GLA Governance. This individual will perform this role until 21 February 2020, with
all costs associated with the secondment being met by GLA Governance. The individual will return to
her substantive post following the conclusion of the secondment opportunity.

1.10. There is a need to now create this post on a fixed-term basis (from the conclusion of the
secondment in February 2020 until 31 October 2021, in line with the current expiry date of the
EURO 2020 Project Manager post) and to recruit into it (with all costs associated with the role
moving forwards to be met by the Major Sports Events Team budget).

1.11. The post exists to centralise, coordinate and manage a variety of core project functions,
including:

• Finance and budgeting
• Resourcing and HR
• Procurement
• Project planning and tracking
• Critical path management
• Risk management and mitigation
• Governance
• GLA corporate reporting

1.13. The post has been performed to date as a grade 9 post and we believe this is commensurate
with the duties, responsibilities and seniority of the role.

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

1.14. The review of resourcing requirements for the Major Sports Events Team was led by the Senior
Manager, Major Sports Events, in consultation with the:

• Head of Events and Commercial Partnerships
• Assistant Director, External Relations
• Interim Executive Director, C&l
• Mayoral Director, External and International Affairs

1.15. The recommendations in this paper are endorsed by all of the above.

1.16. The recommendations in this paper have also been discussed with all affected members of
staff.

1.17. An updated org structure for the Major Sports Events Team is attached at Appendix B.

2. Consultation

Where there has been consultation with: (i) 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.

2.1 The proposal to create a new fixed-term post of Major Sports Events Business Manager is a proposal
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
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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.

2.2 The proposal to regrade the existing posts of EURO 2020 Project Manager and Major Sports Events
Officer is a proposal to regrade two 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.

3. Table of changes

Posts FtEs Notes

Permanent posts to be created 0

Permanent posts to be (deleted) 0

Fixed-term posts to be created 1

Fixed-terms posts to be (deleted) 0

Net total of posts created / (deleted) 1

Permanent posts to be regraded 1

Fixed-terms posts to be regraded 1

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

4. Financial comments

This form seeks to approve regrading of one fixed term and one permanent post and create a fixed-
term post as summarised below:

Proposal 2019-20 2020-21 2021-22 Total
budget budget budget
requirement requirement requirement

Re-grading and change 4 months - £4,000 7 months - £8,833
of job title to the £1,333 £3,500
existing fixed-term post,
EURO 2020 Project
Manager from grade 10
toll —change from Dec
2019to37 Oct2027

Re-grading and change 4 months £5,000 £5,000 Permanent
of job title to the £1,667 budget of
existing permanent post, £5,000-
Major Sports Events £6,000 per
Officer from gradeS to annum
9— clianqe from Dec
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p

2019
Creation of a new fixed- 1 month £64,000 7 months - £107,167
term post — grade 9 - £5,250 B7,91 7
from 24 Feb to37 Oct
2027

The funding for the regrade of the permanent post from grade 8 to 9 of approximately £5,000 per annum
(including on costs at midpoint salary scales) will be met from Major Sports Events budget. Similarly, the
funding for the new fixed term post at grade 9 to October 2021 costing approximately £107,000 (including
on costs at midpoint salary scales) will be funded from Major Sports Events budget.

The funding for the re-grade of an existing fixed term post from grade 10 to 11 will cost approximately
£9,000 (including on costs at midpoint salary scales) to October2021. This post will be funded from EURO
2020 budget till August 2020 and from September 2020 to 31 October 2021, this will be funded from the
Women’s EURO 2021 budget.

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 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 (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.

5.5 This Chief Officer Form seeks to obtain the approval of the HoPS for the proposal to create a
temporary Major Sports Events Business Manager post as set out above. Paragraph 2.1 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 GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities Standard
are followed when recruiting to the vacant post.
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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 Paragraph 8.1 of the Staffing Protocol says that “For all matters or decisions that are not covered by
sections 5, 6 and 7 above and which affect staff appointed by the HoPS, these must be dealt with or
token in accordance with the HoPS Scheme of Delegation (see below) and any other applicable
policies and procedures”. The proposal to regrade the EURO 2020 Project Manager post and the
Major Sports Events Officer post as set out above 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.

5.9 The HoPS is authorised to determine grades of staff in accordance with the job evaluation scheme
for posts above the Assistant Director/Head of Unit level. However, 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”. It has been determined (by mutual
consent) that the delegation referred to above should not currently be exercised and that the HoPS
should approve all job regrades. Therefore, this Chief Officer Form seeks to obtain the approval of
the HoPS for the proposal to regrade the EURO 2020 Project Manager post and the Major Sports
Events Officer post as set out above.

5.10 If the proposal to regrade the two posts 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.

5.11 The HoPS has the power to make this decision.

6. Equalities considerations

The only equalities issue identified is in relation to Recommendation 7. This proposal seeks to
address the current imbalance in the grading of the Senior Manager, Major Sports Events and the
EURO 2020 Project Manager. Both roles have been performing at equal levels since January 2079.
Failure to address this issue could be perceived to present issues of gender pay equality. A
recognition payment to recognise exceptional effort and performance of work outside of normal
duties and hours of work since January 2079 is also being submitted to Establishment Control to
address this.

7. Appendices

Appendix A: Details of all affected posts, including post reference numbers
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Appendix B: Proposed Major Sports Events Team Org Structure

7



8. Approval

Tick to indkate approval

V

Executive Director

Emrni5iraJn has reviewed and commented on this proposal.

Assistant Director

KatharLfte Segal has reviewed and commented on this proposal. v
HR & OD Lead Officer V

nPcys&r 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 CMI on [DATE].
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