
GREATERLONDONAUTHORITY 

Request for Head of Paid Service Decision C0-46 

CO number to be a/located via the 'Decisions' inbox {Oecisions@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:

Job title Grade 

e.g. Senior Policy Officer 9 

e.g. Project Support Officer 5 

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

Job title Grade Duration 

e.g. Senior Policy Officer 9 2 years-

e.g. Project Support Officer 5 18 

months 

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

Job title Current New 
Grade Grade 

e.a. Project Suooort Officer 5 6 

This form supersedes: (i) the previous Head of Paid Service decision form which had a "HoPS" rather 

than a "CO" reference number; (ii) the STAF decision form for fixed-term posts; (iii} the Minor 

Restructuring decision form; & (iv} the Job Evaluation Review & Request decision form for regradings. 

In all cases proposals should be presented in final draft form to the monthly Corporate Management 

Team (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 proposed deletion of the Grade 8 GLA permanent post, GLA 2480, Senior Project

Officer and the creation of a new Grade 10 Principal Project Officer Post.

Job title Grade 

Senior Project Officer- Deleted 

Princioal Project Officer - Created 10

- Approves the deletion of an existing fixed term Gl0 Principal Project Officer Post, STAF 924.

Job title Grade Duration 

Principal Project Officer - 10 15 

Markets months 

Head of Paid Service 

The above proposal has my approval. 

Signature Date 

bitl l � 1J)t,
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1. Staffing proposals

A. Details of the proposals, including their justification.

The proposal seeks to delete an existing post (GLA2480), GradeS Senior Project Officer and a
fixed term Grade 10 Principal Project Officer — Markets post and in turn create a permanent
Grade 10 Principal Project Officer post. This change reflects the level of complexity and the
senior stakeholder management being undertaken by the fixed term post in relation to large
scale area-based regeneration work in the South Area Team and work on the street and covered
markets agenda. It is proposed that the existing post holder of the fixed term Grade 10 role be
assimilated directly to the new permanent Grade 10 role and that their substantive Grade S role
and the fixed term post both be deleted.

The new Grade 10 Principal Project Officer post will be responsible for:

Leading complex strategic area-based work —for example work relating to the proposed
Bakerloo Line extension and the development and implementation of the Old Kent Road
MP/OAPF and the delivery of the Canada Water masterplan in the Canada Water Opportunity
area. This work involves co-ordinating across boroughs and City Hall policy areas, liaising at a
senior level with Transport for London and managing senior (internal and external) stakeholder
relationships with politicians, officers, and private sector stakeholders.

Ongoing development of the Street and Covered Markets agenda including management of the
London Markets Board and the delivery of Tomorrow’s Market a new and innovative business
support programme that aims to nurture a new generation of market traders.

The Street and Covered Markets agenda has, for the past 15 months, been resourced by a fixed
term grade 10 Principal Proiect Officer — Markets post (STAF 924). This post has been justified by
the requirement to deliver the International Public Markets Conference in June ‘19. This fixed
term post ends in July 2019. In turn, the Grade 8 Senior Project Officer role has been temporarily
backfilled.

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

Discussions have taken place across the Regeneration Management Team and with the Executive
Director for Development Enterprise and Environment. Discussions have incorporated a review
of the volume and complexity of the work that would be undertaken by the post holder and
comparison with other GlO roles within the Unit particularly those posts with the existing
Principal Project Officer role description.

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 HOPS is required to inform the Chief of Staff (on behalf of the Mayor)
and the Chair and Deputy Chair of the Assembly’s staffing committee, currently the GLA
Oversight Committee, (on behalf of the Assembly) on any proposals for restructures involving
fewer than five posts before taking a decision on them and has done so. The decision is not
considered to be contentious.
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Discussions have also taken place with the post holder of the substantive GradeS post to review
the nature and complexity of the work overseen by the role.

3. Tableof changes

Posts VIEs Notes

Permanent posts to be created 1.00

Permanent posts to be (deleted) 1.00

Fixed-term posts to be created

Fixed-terms posts to be (deleted) 1.00

Net total of posts created / (deleted) (1.00)

Permanent posts to be regraded

Fixed-terms posts to be regraded

4. Financial comments

4.1 Approval is being sought to for the following:

Permanent Establishment
• The deletion of the permanent Senior Project Officer post GLA2480 — Grade S
• The creation of a permanent Principal Project Officer post — Grade 10

Temporary Establishment
• The deletion of the fixed term Principal Project Officer post STAF924 —Grade 10

4.2 With regards to the changes in the permanent establishment, the additional annual budget
required equates to £18,000, which in inclusive of on-costs and the £6,000 per year support
service charge. This additional cost will be funded via a permanent virementfrom the
Regeneration & Economic Development Unit’s ‘Other Supplies & Services’ budget.

4.3 The proposed deletion of the temporary grade 10 post (established by STAF924) will not result in
any redundancy costs to the GLA as itis being proposed that the post-holder is assimilated into
the permanent grade 10 post being created via this report. The residual budget provision from
the deletion will be recycled back to the original funding pots (Growing Places Fund and DEE
Minor Programme budget) for re-distribution as required.

5. Legal comments
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5.1 Under the Greater London Authority Act 1999 (as amended), the Head of Paid Service may, after

consultation with the Mayor and the Assembly and having regard to the resources available and

priorities of the Authority:

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

• make such appointments on such terms and conditions as the Head of Paid Service thinks fit
(section 70(2)).

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

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

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will 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 out above, the Assembly’s staffing committee is currently the GLA Oversight Committee.

5.5 The proposals set out in this HOPS Decision Form do not fall within the definition of a ‘major
restructure’ contained within the Staffing Protocol so do not require formal consultation with
the Chief of Staff (on behalf of the Mayor) and the Assembly’s staffing committee, currently the
GLA Oversight Committee, (on behalf of the Assembly).

5.6 However, paragraph 5.3 of the Staffing Protocol states that “The HoPS will also inform the Chief
of Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing
committee (on behalf of the Assembly) on any proposals for restructures involving fewer than five
posts before taking a decision on them”. Paragraph 3 confirms that the Chief of Staff (on behalf
of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee, currently
the GLA Oversight Committee, (on behalf of the Assembly) have been informed of the proposals
set out above. The proposals are not considered to be contentious.

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

6. Equalities considerations

The posts under consideration were filled using established GLA recruitment procedures which
give due regard to GLA duty in respect of section 149 of the Equality Act 2010. Under section 149
of the Equality Act 2010 (the “Equality Act”), as a public authority, the Mayor and the GLA must
have due regard to the need to eliminate unlawful discrimination, harassment and victimisation,
and to advance equality of opportunity and foster good relations between people who share a
protected characteristic and those who do not. Protected characteristics under the Equality Act
comprise age, disability, gender re-assignment, pregnancy and maternity, race, religion or belief,
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sex, sexual orientation, and marriage or civil partnership status (the du in respect of this last
characteristic is to eliminate unlawful discrimination only).

7. Appendices

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

Appendix B: GLA Oversight Committee paper (N/A)

Appendix C: STAF 924

Appendix D: Model Grade 10 Principal Project Officer Job Description
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8. Approval

lick to indicate approval

V

Executive Director

Debbie Jackson has reviewed and commented on this proposal.

Assistant Director

Patrick Dubeck has reviewed and commented on this proposal.

HR & OD I.ead Officer

Click and insert name has reviewed and commented on this proposal.

Finance and Legal

Finance and Legal have reviewed and commented on this proposal.

Corporate Management Team (CMT)

This proposal was considered by CMT on [DATE].

Appendix A

Details of all affected posts

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

number only)

Senior Project 8 GLA24SO Deletion
Officer

Principal Project 10 STAF924 April 2018 July 2019 Deletion
Officer
(Markets)

Principal Project 10 New Creation
Officer
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GREATERLONDON AUTHOR ITY

Request for Head of Paid Service Decision CO-56

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 and deletion of the following GLA permanent posts

Job title Grade
lx Senior Project Officer to be deleted 8
lx Business Manager, HR&OD to be created 8/9 tbc

Head of Paid Service

The above proposal has my approval.

Signature Date

M-ç
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1. Staffing proposals

The Assistant Director, HR&OD’s diary is managed by the CMT support unit. There are nofurther
dedicated ‘administrative’ or ‘business management support’ posts providing across-unit

coordination for HR&OD on key business and corporate processes, including but not limited to:

• Timely and high-quality responses to MQs

• Timely and high-quality responses to FOls

• Responses to formal correspondence received by Assembly Members

• Coordination of HR&OD Performance Data and CHI5.

• Oversight of a workplan and business plan for the HR&OD unit

• Budget management and oversight of invoice payments

• A dedicated point of contact for trouble shooting urgent issues

Prior to September 2018 these activities fell to the Assistant Director, HR&OD to coordinate and
respond to, which was not a quality use of time. In September 2018, interim arrangements were

put in place to trial a new Business Manager position for the unit. A member of the current
Project Team volunteered to temporarily undertake new responsibilities for the unit whilst

retaining some of the cross-cutting elements of the Project role. A review of the trial
arrangements have demonstrated to the Assistant Director HR&OD and HR SLT improvements in

priority corporate processes specifically;

• The production of high-quality responses and briefing for MQs, requiring little or no

redrafting

• FOI deadlines consistently met, with responses requiring little or no redrafting

• The HR & OD unit are now self-sufficient with SAP roles, responsibilities and actions

overseen by one individual

• CHPI deadlines met, with minimal amendments requested by finance and governance

team

In addition to the above activity, there is a large-scale HR Systems project to be delivered over

the next two years. This will involve considerable liaison with TfL procurement and input from
multiple HR teams plus transformation input.

It is therefore proposed to create a new HR&OD Business Manager post (Grade 8/9, tbc). This
role will lead the HR Systems activity and continue with the unit coordination role outline above.

It is proposed to delete the existing Senior Project Officer post (Grade 8).

The proposals would put one member of staff in the HR&OD unit at risk Df redundancy.
Consultation with the staff member, project team, wider HR&OD unit and UNISON will follow the

GLA’s Management of Change Procedure.

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
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Assembly’s staffing corn m ittee, 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 the Chief of
Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing
committee, currently the GLA Oversight Committee, (on behalf of the Assembly) on any
proposals for restructures involving fewer than five posts before taking a decision on them and
has done so. The decision is not considered to be contentious.

2.2 Formal consultation with staff and their representatives (Unison) will also be undertaken in
accordance with the GLA Management of Change Procedure.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created 1 HR&OD Business Manager (Grade
8/9 tbc)

Permanent posts to be (deleted) 1 Senior Project Officer (Grade 8)

Fixed-term posts to be created

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted) 0

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 being sought for the creation of a Grade 9 HR&OD Business Manager and the
deletion of a grades Senior Project Officer within Human Resources.

4.2 The total costs of the establishment change from a grade 8 to grade 9 is £4k, which includes: (i)
direct employer on-costs; (ii) the vacancy factor. The cost of this proposal will sit within the
Human Resources 2019-20 budget.

4.3 The CIA may be liable for redundancy costs associated with the deletion of the grade 8 Senior
Project Officer. 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 budget resources
available to the Directorate.

5. Legal comments
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‘4’

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

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

Authority:

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

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

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

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

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on
behalf of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any
major restructure; namely the creation or deletion offive 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 HoPS Decision Form do not fall within the definition of a ‘major
restructure’ contained within the Staffing Protocol so do not require formal consultation with

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

5.6 However, paragraph 5.3 of the Staffing Protocol states that “The HoPS will also inform the Chief
of Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing
committee (on behalf of the Assembly) on any proposals for restructures involving fewer than five

posts before taking a decision on them”. Paragraph 3 confirms that the Chief of Staff (on behalf
of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee, currently

the GLA Oversight Committee, (on behalf of the A5sembly) have been informed of the proposals
set out above. The proposals are not considered to be contentious.

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

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

5.9 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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7,. Approval

Tick to indicate approval

V
Executive Director

Mary Harpley has reviewed and commented on this proposal.

Assistant Director V
Charmain Desouza has reviewed and commented on this proposal.

HR & 00 Lead Officer V
Michelle Gittens 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 1St July 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/deletio
ns only)

Senior Project 8 000048 31 July 2019 Deletion
Officer

Business 8/9 TBC 1 August 2019 Creation
Manager
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GREATERLONDONAUTHORITY

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 lsmonths

Job title Current New
Grade Grade

e.g. Project Support Officer 5 6

Request for Head of Paid Service Decision CO-61

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 “reference number; (ii) the STAF decision form forfixed-term posts; (iii) the Minor
Restructuring decision form; & (iv) the Job Evaluation Review& Request decision form for regradings.

In all cases proposals should be presented in final draft form to the monthly Corporate Management
Team (CMT) meeting set aside to look at staffing matters. That should be done via this decision form;

i.e. while it is in final draft form and before it is signed off. All sections of the form must be completed
prior to CMT. The CMTsupport team and/Senior HR Advisers can provide the dates of those CMT

meetings.
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Job title Grade Duration
Project Manager 10 28

months
Senior Project Officer 8 28

months

Decision Required

That the Head of Paid Service:

Approves the creation of the following two fixed-term posts in the Regeneration & Economic
Development Unit for a duration of 28 months until December 2021.

Head of Paid Service

The above proposal has my approval.

Signature Date

l111Z09
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1. Staffing proposals

This Chief Officer Form seeks approval for the creation of two fixed-term posts (until December 2021) to

manage the successful delivery of the London Growth Hub’s new ‘Hub & Spoke’ Business Support
programme, which will deploy business support advisers at physical ‘Growth Hub’ sites across the

capital.

Until recently the Growth Hub was primarily an online signposting tool for business support. The Growth

Hub team have secured Elm from the European Regional Development Fund which will be matched by
E1.43m from funds secured from the Mayors Strategic Investment Fund. Officers are also in the process

of securing significant additional in-kind contributions from boroughs, workspace providers and other

partners who are willing to commitfree space and resources to host the project. This will allowthe

programme to reach more businesses by delivering a face-to-face support model in line with other Cities
across the UK.

The project itself will provide the opportunity for businesses across London to enquire and learn about

business support and programmes available to them locally, to support them on their business journey

from start up to growth. The services provided will be sector agnostic in order to support ‘everyday

economy sectors’ that want to unlock growth, investment and make productivity improvements.

This project will be delivered by an external delivery partner or consortium of partners across multiple

sites in London that will reach all 33 London Local Authorities. In order to ensure the successful delivery

of this complex, multi-site project in line with ERDF requirements, we are seeking approval for staffing

resource to oversee our appointed delivery partner and ensure all ERDF reporting and audit
requirements are met.

Purpose of the Roles
The administrative requirements for ERDF projects require additional resources to ensure successful

delivery of the project and to ensure a solid audit trail which is compliant and eligible to claim. Without
dedicated resources to this role, there is an increased chance of funding clawback. Due to the nature of

ERDF projects, dedicated support to the Project Manager is required., This will be provided by the
Senior Project Officer. The Project Manager will hold overall delivery responsibility ensuring the project

milestones are met and outputs and outcomes are achieved. This will include senior-level liaison with

our appointed delivery partner and ensuring all activities and paperwork from delivery partners is

compliant. The PM role will be working remotely at least 50% of the time, being based at the various
Growth hub sites across London. The Senior Project Officer will also be expected to work remotely

across the various sites.

Please see a short description of the positions:

Project Manager:
• Reports to the Senor Manager
• Responsible for the day-to-day operation of the project

• Managing contract with service provider
• Ensuring service provider undertakes all tasks within its remit effectively

• Identify and develop relationships with stakeholders
• Ensuring the rationale for involvement is implemented effectively
• Approve invoices
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• Drafting of reports to LEAP Investment Committee
• Escalates issues to GLA Senior Manager when necessary

Senior Project Officer:
• Ensuring all evidence of spend provided to ERDF for quarterly claims is eligible and compliant
• Collecting of defrayal of evidence
• Collecting of evidence for confirmation of services undertaken and associated invoice payments
• Maintain all project records for audits
• Check and ensure all project pipeline records provided by contractors are fit for purpose

Full Job Descriptions are included as part of the appendices, which reflect similar GLA roles managing
ERDF projects.

The roles will be based within the Regeneration & Economic Development Unit’s team with
responsibility for managing business support contracts, including ERDF projects. These roles will sit
alongside other Project Officer roles working on non-ERDF Growth Hub projects.

Resource Requirements
The posts will be fully funded from the ERDF project for two years.

Links to Strategic Plan
The post will support the Mayor’s aim to support enterprise and entrepreneurship, as outlined in his
Economic Development Strategy (particularly in London’s growing, emerging and global leading sectors)
and help the Mayor meet his manifesto commitment to be the most pro-business Mayor yet. The
Strategy specifically ma kes reference to The Growth Hub: The Mayor, through the Greater London
Authority (GLA) group, is able to influence the development of London’s economy in a number of areas
including Business support — together with the London Enterprise Action Partnership (LEAP) the Mayor
supports small businesses by funding the London Growth Hub. This provides a single access point for
business support in London, including access to finance, affordable workspace and workforce
development

This project will be key in providing face-to-face support for businesses looking to grow or increase their
productivity. It will also act as a gateway to other business facing support provided by the Mayor — from
digital adoption to apprenticeships and the Good Work Standard.

Growth Hubs form a key part of central Government’s ambitions for business support simplification and
productivity growth, and are heavily referenced in the London Industrial Strategy. This includes a
commitment to ensure all businesses have access to support from a Growth Hub, which this project
aims to deliver. This two-year project will be key in making the case to Government for post Brexit
funding streams to support business growth in the capital.

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
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Assembly) is not required for this proposal as fewer than five posts in one unit are being created
or deleted. However, the Head of Paid Service (the “HoPS”) is required to inform these persons
about any proposals for restructures involving fewer than five posts before taking a decision on
them and has done so. The decision is not considered to be contentious.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 2 1. Project Manager—Grade 10

2. Senior Project Officer — GradeS

Fixed-terms posts to he (deleted)

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

Permanent posts to be regraded

Fixed-terms posts to be regraded

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

4. Financial comments

4.1 Approval is being sought to create two fixed-term posts to support the enterprise and
entrepreneurship projects for a 28 months duration.

4.2 The cost of this proposal is outlined below, based on the mid-point of grades (incorporating on-
costs, the £6,000 support service charge per post and the corporate vacancy factor):

Job title Grade 2019-20 2020-21 2021-22

Project Manager 10 £45,000 £74,000 £58,000
Senior Project Officer 8 £38,000 £62,000 £49,000

Total Annual costs £83,000 £136,000 £107,000

4.3 The fixed-term posts will be part funded by the Mayor’s Strategic Investment Fund and the
European Regional Development Fund.

4.4 As this post is recruited an a fixed term contract basis, the GLA may become liable for
redundancy and/ar 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
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costs do arise, they will be subject to further approval via the Authority’s decision-making
process.

5. legal comments

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

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

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

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

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

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief ofStaff 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 (an behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee
(on behalf of the Assembly) on any proposals for restructures involving fewer than five posts before
taking a decision on them”. Paragraph 3 confirms that these persons have been informed of the
proposals set out above. The proposals are not considered to be contentious.

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

5.8 Fixed term employees have the rightto 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 fairreason 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. lithe
employee has been employed on a series of successive fixed-term contracts, then they will be
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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.

5.9 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.

BAME, disabled and female Londoners are not equally represented in SMEs and face specific
challenges in starting, growing and sustaining a business. Following a programme of engagement
with these groups, the London Growth Hub is developing an action plan to raise awareness of
support among these groups and develop programmes in a way that ensure they are fully
accessible and address the specific challenges that these groups face. This approach will be
embedded in the project and other activity developed by the Mayor and the London Growth
Hub. For example, the delivery partner will be expected to map local organisations that support
diverse entrepreneurs to make them aware of the London Growth Hub offer. The proposed posts
will play a key role in ensuring delivery partners deliver against this requirement.

As part of the projects output monitoring, the proposed posts will be responsible for ensuring
that delivery partner collects equalities data on beneficiaries of the programme and will oversee
stretch targets for the number of BAME, women and disabled beneficiaries.

7. Appendices

Appendix A: Draft Job Descriptions
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AppendixA— Draft Job Descriptions

Job Description

Job title: Project Manager (Fixed Term until December 2021)

Grade: 10 Post number:

Directorate: Development, Enterprise and Environment (Regeneration)

Unit: Regeneration & Economic Development (SME5, Food & hAP))

Job purpose

The post holder will lead on the delivery of enterprise support projects and programmes managed
within the Regeneration U& Economic Development Unit in order to achieve desired outputs and
outcomes within agreed timeframes, within budget, to specification and operational standards. This
post will be working on the Growth Hub — Hub and Spoke Project which is funded by the European
Regional Development Fund (ERDF).
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Principal accountabilities

Lead on the delivery of a portfolio of projects and programmes through contracting and delivery, to
completion, evaluation and closure, using the CLA’s project management methodology in
conjunction with any relevant external funder’s requirements

2. Lead on the relationship with delivery partners to build effective partnership working, ensure robust
delivery, consistent marketing and branding of projects and programmes, and full integration with
other projects and programmes delivered on behalf of the Mayor of London and the London
Economic Action Partnership (LEAP).

3. For all projects and programmes in own portfolio, oversee and undertake ongoing and proactive
management, monitoring, verification, recording, analysis and reporting of:

• Financial, output and outcome performance, to ensure achievement of target outputs and
outcomes and programme objectives within budget while maintaining overall value for money;

• Quality assurance and compliance, including through regular monitoring and audit of the
activities and supporting evidence of delivery partners and their sub-contractors;

• The validity, accuracy and eligibility of claims, including ensuring external funding bodies’
management information and monitoring requirements are met;

• Progress against milestones, and financial and outputs and outcome targets, ensuring delivery
and quality concerns are raised and tackled promptly;

• Risks and issues, to ensure awareness and understanding of these and implementation of
appropriate and timely mitigations.

4. Identify relevant and appropriate opportunities to source external funding to deliver the Mayor’s
regeneration and economic development priorities; develop funding applications, research and
analysis; and secure all necessary and relevantsupport and approvals in accordance with GLA
procedures and guidelines

5. Work with delivery partners, consultants and contractors to carry out relevant work; lead on
negotiations with delivery partners, consultants and contractors, including contract negotiations;
and manage the preparation and issuing of accurate and compliant contracts and grant agreements;
all in accordance with relevant public and GLA procurement procedures and specific funders’
requirements

6. Develop, produce, distribute, implement and maintain project and programme documentation,
systems and processes such as guidance notes, risk logs, issue logs, action lists, requirements logs,
project plans, programme prospectus and application forms, team plans and work packages,
ensuring standardised approaches to support and maintain best project and programme
management practice and ensuring effective delivery of targets to time, cost, quality and
specification

7. Hold budget accountability for all projects and programmes within own portfolio, including
responsibility for accurate budgeting, forecasting and compliance with GLA approval processes and
with all GLA and external funders’ financial, regulatory, audit and compliance requirements.
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8. Control project spend. Monitor expenditure/costs against progress. Identify and report variances
against agreed budget and re-forecasting where necessary.

9. Create accurate and timely reporting of the financial status and progress of the project at quarterly
intervals. Oversee the creation of the quarterly Claim process.

10. Maintain accurate and up-to-date timesheets to record time spent on European Structural and
Investment Fund (ESIF) and non-ESIF activities as required in order to comply with funders’
requirements. Part-funding for posts in the Delivery Unit is provided by external funders, including
ESIF and other EU funds.

11. Take ownership of the managementand resolution of operational, contractual and performance
issues arising on projects, including implementing follow up or remedial actions if required, in all
cases complying with relevant GLA procedures and appropriately escalating issues to line and team
manager(s) as necessary.

12. Establish and maintain excellent working relationships with applicants, delivery and funding
partners, contractors, boroughs and other stakeholders within and outside the Authority to ensure
successful delivery of projects and programmes, uphold the reputation of the team and the CLA,
and assist in delivery of the Mayor’s policies and programmes.

13. Produce project and programme communications, sharing learning and celebrating successes, and
represent the GLA, the team, our projects and programmes, to external audiences as required,
ensuring a high level of visibility of our activities and of the outcomes and benefits from these for
London and Londoners.

14. Prepare accurate, good quality responses to project-related questions and correspondence to the
Mayor and from Assembly members, Government departments and other organisations in the
public, private and voluntary sectors, to agreed deadlines.

15. Manage resources allocated to tasks in accordance with the GLA’s policies and code of Ethics and
Standards. Realise the benefits of London’s diversity by promoting and enabling equality of
opportunities and promoting the diverse needs and aspirations of London’s communities.

16. Realise the benefits of a flexible approach to work in undertaking the duties and responsibilities of
this job, and participating in multi-disciplinary, cross-department and cross-organisational groups
and project teams as necessary and appropriate to ensure that opportunities for integration and
inter-disciplinary working are realised.

Dimensions

Accountable to: Senior Project Manager—Business Growth,

Accountable for: Senior Project Officer - ERDF
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Principal contacts: Senior Managers and staff within the Authority and relevant London Borough(s)

and Senior Officers in other public and private sector organisations including TfL,
national government, European Union institutions and representatives of partner
organisations in other EU countries.

Technical requirements/experience/qualifications

• Degree (or an equivalent professional qualification in a related field, or equivalent relevant
experience)

• Demonstrable experience of developing, managing and delivering large-scale high value projects
and programmes in complex organisations, and a track record of successfully delivering results
on target and within budget, ideally including projects funded by ESIF and/or other European
funding.

• A thorough knowledge of programme and project management and control techniques,
including project planning and appraisal, financial and performance analysis and management,
risk management issue resolution and evaluation

• A good understanding of current local, national and European funding streams, and associated
reporting and compliance requirements and political drivers, as well as an understanding of the
Regeneration and political context of London

• Evidence of well-developed IT skills, solid experience of using financial management systems and
processes, and excellent report writing skills

• Demonstrable experience of using strategic research and analytical skills to support and enable
project and programme development, delivery, and evaluation

• Experience of establishing and managing complex, and sometimes hostile, stakeholder

relationships to achieve positive outcomes for the Authority

Behavioural Competencies

Problem Solving

is analysing and interpreting situations from a variety of viewpoints and finding creative, workable
and timely solutions.

LeveJ3 Indicators of Effective Performance

• Processes and distils a variety of information to understand a problem fully
• Proposes options for solutions to presented problems
• Builds on the ideas of others to encourage creative problem solving
• Thinks laterally about own work, considering different ways to approach problems
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• Seeks the opinions and experiences of others to understand different approaches to problem
solving

Planning and Organising

isthinking ahead, managing time, priorities and risk, and developing structured and efficient
approaches to deliver work on time and to a high standard.

Level3 Indicators of Effective Performance

• Prioritises work in line with key team or project deliverables
• Makes contingency plans to account for changing work priorities, deadlines and milestones
• Identifies and consults with sponsors or stakeholders in planning wDrk
• Pays close attention to detail, ensuring team’s work is delivered to a high standard
• Negotiates realistic timescales for work delivery, ensuring team deliverables can be met

Communicating and Influencing

is presenting information and arguments clearly and convincingly so that others see us as credible and
articulate and engage with us.

Level 3 Indicators of Effective Performance

• Presents a credible and positive image both internally and externally
• Challenges the views of others in an open and constructive way
• Communicates openly and inclusively with internal and external stakeholders
• Clearly articulates the key points of an argument, both in verbal and written communication
• Persuades others, using evidence based knowledge, modifying approach to deliver message

effectively

Building and Managing Relationships

is developing rapport and working effectively with a diverse range of people, sharing knowledge and
skills to deliver shared goals.

Level 3 Indicators of Effective Performance
• Identifies opportunities for joint working to minimise duplication and deliver shared goals
• Develops new professional relationships
• Understands the needs of others, the constraints they face and the levers to their engagement
• Understands differences, anticipates areas of conflict and takes action
• Fosters an environment where others feel respected

Organisational Awareness

is understanding and being sensitive to organisational dynamics, culture and politics across and
beyond the CLA and shaping our approach accordingly.
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Level 3 Indicators of Effective Performance

• Challenges unethical behaviour

• Uses understanding of the GLA’s complex partnership arrangements to deliver effectively
• Recognises how political changes and sensitivities impacton own and team’s work
• Is aware of the changing needs of Londoners, anticipating resulting changes for work agendas

• Follows the GLA’s position in the media and understands how it impacts on work

Research and Analysis

is gathering intelligence (information, opinion and data) from varied sources, making sense of it,
testing its validity and drawing conclusions that can lead to practical benefits

Level 3 Indicators of Effective Performance

• Proactively seeks new information sources to progress research agenda and address gaps in
knowledge

• Grasps limitations of or assumptions behind data sources, disregarding those that lack quality

• Analyses and integrates qualitative and quantitative data to find new insights
• Translates research outcomes into concise, meaningful reports
• Identifies relevant and practical research questions for the future

Strategic Thinking

is using an understanding of the bigger picture to uncover potential challenges and opportunities for
the long term and turning these into a compelling vision for actions

Level 3 Indicators of Effective Performance

• Works with a view to the future, prioritising own and others’ work in line with GLA objectives
• Briefs and prepares team to accomplish goals and objectives
• Communicates the GLA’s strategic priorities in a compelling and convincing manner, encouraging

buy-in
• Balancesown team’s needs with wider organisational needs
• Identifies synergies between team priorities and other relevant agendas

Reasonable adjustment
Reasonable adjustment will be made to working arrangements to accommodate a person with a
disability who otherwise would be preventedfrom undertaking the work.
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Job Description

Job title: Senior Project Officer (Fixed Term until December 2021)

Grade: 8 Post number:

Directorate: Development, Enterprise and Environment (Regeneration)
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Unit: Regeneration & Economic Development (SMEs, Food & LEAP)

Job purpose

We are looking for a highly organised and enthusiastic individual to join us to coordinate an exciting new
European-funded project.

As the Project Officer, you will work closely with the Project Manager to set up robust monitoring and

reporting systems and ensure that we - and our delivery partners comply with strict ERDE guidelines.
You will also be responsible for organising regular project update meetings and ensuring that the
partners keep on track and report back in a timely manner.

Successful candidates should have excellent communication and administration skills including the
ability to multi-task. Proven experience using databases, especially Excel and the ability to produce
meaningful management reports are key for this role. Experience in working with European Funds and a

knowledge and interest in entrepreneurship and small-medium-sized enterprises of diverse
backgrounds is also desirable.

The postholder will contribute to the delivery of the GLA’s jobs and growth objectives through effective
support of programme and project delivery. In particular, to manage and ensure robust recordkeeping
that meets EU monitoring and audit requirements.

This post will be working on the Growth Hub — Hub and Spoke Project which is funded by the European
Regional Development Fund (ERDF).

Principal accountabilities

1. To support the Project Manager to ensure the project delivers planned performance and outputs
to time, GLA budget commitments and quality specifications by monitoring the activities of

delivery partners and their contractors

2. To set up robust monitoring and reporting systems. To train relevant staff and delivery partners
to of record all interactions with Growth Hub participants. As part of this, regular on-site visits to

the delivery partners will be required to check they are collecting the information and running
the delivery according to the ERDF compliance.

3. Support the Project Manager with ongoing monitoring, verification, recording, analysis and
reporting of:

• Financial, output and outcome performance, to ensure achievement of target outputs and
outcomes and programme objectives within budget while maintaining overall value for money;

• Quality assurance and compliance, including through regular monitoring and audit of the
activities and supporting evidence of delivery partners and their sub-contractors;

• The validity, accuracy and eligibility of claims, including ensuring external funding bodies’

management information and monitoring requirements are met;
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• Progress against milestones, and financial and outputs and outcome targets, ensuring delivery
and quality concerns are raised and tackled promptly;

• Risks and issues, to ensure awareness and understanding of these and implementation of
appropriate and timely mitigations.

2. Provide all aspects of financial support to the team in creating and maintaining budget
spreadsheets, raising and processing purchase orders and invoices in compliance with GLA
procedures, and monitoring expenditure and providing information and reports.

4. To produce regular management reports for various internal/external stakeholders as required,
highlighting any opportunities and issues which arise. Assist in compiling data and producing
reports and communication about the overall programme of projects.

5. To coordinate and track the receipt and timely payment of monthly invoices with external
delivery partners.

6. Support the team in tracking project performance against targets, co-ordinating and chasing the
progress of documents, reports, projects and programmes required by the team within specified
timescales.

7. Liaisewith deliverypartners, boroughs andother organisationsto help maintainexcellentworking
relationships; interact on daily basis with wide range of stakeholders at various levels, decide on
appropriate responses to queries and respond when necessary on behalf of the team and helping
to promote the programme across London.

8. Arrange project meetings when required and produce meeting documentation such as agendas;
minutes and presentations; support the team in producing and maintaining project
documentation such as risk and issue logs, action lists and project plans, as directed.

9. Carryoutanyother administrative tasks for the project as required, including booking rooms and
refreshments, making travel arrangements and dealing with correspondence at all levels.

10. Prepare accurate, good quality responses to project-related questions and correspondence to the
Mayor and from Assembly members, Government departments and other organisations in the
public, private and voluntary sectors, to agreed deadlines.

11. Manage resources allocated to tasks in accordance with the GLA’s policies and code of Ethics and
Standards. Realise the benefits of London’s diversity by promoting and enabling equality of
opportunities and promoting the diverse needs and aspirations of London’s communities.

12. Realise the benefits of a flexible approach to work in undertaking the duties and responsibilities
of this job, and participating In multi-disciplinary, cross-department and cross-organisational
groups and project teams as necessary and appropriate to ensure that opportunities for
integration and inter-disciplinary working are realised.

Dimensions
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Accountable to: Project Manager—Growth Hub

Principal contacts: Senior Managers and staff within the Authority and relevant London Borough(s)
and Senior Officers in other public and private sector organisations including IlL,
national government, European Union institutions and representatives of partner

organisations in other EU countries.

Person Specification

Technical requirements / experience / qualifications

• Degree (or an equivalent professional qualification in a related field, or equivalent experience)

• Demonstrable experience of managing and delivering large-scale high value projects and

programmes, and a track record of successfully delivering results on target and within budget,
ideally including projects funded by ESIF and/or other European funding.

• Thorough knowledge of project management and project control techniques, including financial

analysis, project planning and appraisal, finance and risk management and evaluation

• A goad understanding of the local, national and European funding landscape.

• Well-developed IT skills, experience of using financial management systems and processes and

excellent report writing skills

• Experience of managing complex stakeholder arrangements to achieve positive outcomes for the

orga nisation

Behavioural competencies

Building and Managing Relationships
is developing rapport and working effectively with a diverse range of people, sharing knowledge and

skills to deliver shared goals.

Level 2 indicators of effective performance
• Develops new professional relationships

• Understands the needs of others, the constraints they face and the levers to their engagement

• Understands differences, anticipates areas of conflict and takes action

• Fosters an environment where others feel respected

• Identifies opportunities for joint working to minimise duplication and deliver shared goals

Communicating and Influencing
is presenting information and arguments clearly and convincingly so that others see us as credible and

articulate and engage with us.

Level 2 indicators of effective performance
• Communicates openly and inclusively with internal and external stakeholders

• Clearly articulates the key points of an argument, both in verbal and written communication
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• Persuades others, using evidence based knowledge, modifying approach to deliver message
effectively

• Challenges the views of others in an open and constructive way
• Presents a credible and positive image both internally and externally

Problem Solving
is analysing and interpreting situations from a variety of viewpoints and finding creative, workable

and timely solutions.

Level 2 Indicators of Effective Performance
• Processes and distils a variety of information to understand a problem fully
• Proposes options for solutions to presented problems
• Builds on the ideas of others to encourage creative problem solving
• Thinks laterally about own work, considering different ways to approach problems
• Seeks the opinions and experiences of others to understand different approaches to problem

solving

Decision Making
is forming sound, evidence-based judgements, making choices, assessing risks to delivery, and taking

accountability for results.

Level 2 indicators of effective performance
• Takes decisions as necessary on the basis of information available;
• Makes decisions without unnecessarily referring to others;
• Involve and consults internal and external stakeholders early in decisions that impact them;
• Identifies potential barriers to decision-making and initiates action to move a situation forward.
• Demonstrates awareness of the GLA’s decision-making processes and how to use them.

Planning and Organising
..is thinking ahead, managing time, priorities and risk, and developing structured and efficient
approaches to deliver work on time to a high standard.

Level 2 indicators of effective performance
• Prioritises work inline with key team or project deliverables
• Makes contingency plans to account for changing work priorities, deadlines and milestones
• Identifies and consults with sponsors or stakeholders in planning work
• Pays close attention to detail, ensuring team’s work is delivered to a high standard
• Negotiates realistic timescales for work delivery, ensuring team deliverables can be met

Responsible Use of Resources
is taking personal responsibility for using and managing resources effectively, efficiently and

sustainably

Level 2 indicators of effective performance
• Continually looks for opportunities to work more efficiently and sustainably
• Reduces team impact on the environment by implementing methods for reducing use of, reusing

and recycling resources
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• Improves local processes to maximise use of resources
• Monitors and stays within budget at all times

Stakeholder Focus

...is consulting with, listening to and understanding the needs of those our work impacts and using this knowle
shape what we do and manage others’ expectations.

Level 2 indicators of effective performance
• Seeks to understand requirements, gathering extra information when needs are not clear.

• Presents the GLA positively by interacting effectively with stakeholders
• Delivers a timely and accurate service
• Understands the differing needs of stakeholders and adapts own service accordingly

• Seeks and uses feedback from a variety of sources to improve the GLA’s service to Londoners

Reasonable adjustment

Reasonable adjustment will be made to working arrangements to accommodate a person with a
disability who otherwise would be prevented from undertaking the work.
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8. Approval

flck to indicate approval

4/

Executive Director

Debbie Jackson has reviewed and commented on this proposal. V

Assistant Director V
Nabeel Khan has reviewed and commented on this proposal.

HR & OD Lead Officer V
Michelle Gittens has reviewed and commented on this proposal.

Finance and Legal 4/
Finance and Legal have reviewed and commented on this proposal.

Corporate Management Team (CMT)

This proposal was considered by CMT on 12 August 2019.
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GREATER LONDON AUTHORITY

Request for Head of Paid Service Decision CO-79

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:

Approve the extension of a fixed term post within the Environment Team. The current post was approved
via STAF 959 for 12 months until the end of August2019 however the post holder left a month early to
pursue another opportunity and there is a business need to extend the post for another 12 months (ie so
the post is for a total of 24 months) to deliver the Green Finance programme under the Zero Carbon
Policy team.
Job title Grade ‘osition number Duration
Principal Policy & Programme Officer 10 1003731 12 months

The funding to cover the cost of this post extension will be met from the zero carbon budget
GE.0330.0] 1.07.01.

Head of Paid Service

The above proposal has my approval.

Signature Date4&
)
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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.

The proposal is to approve the extension of a fixed term post within the Environment Team. The
current post was approved via STAF 959 until the end of August 2019. However, the post holder left
the role after 11 months to take on a new position. There is now a need to extend this fixed term
post for another 12 months to deliver key commitments within the London Environment Strategy,
namely the objective to transition to a low carbon, circular economy. “The GLA group will
demonstrate how public and private sector organisations could use large scale investment, such as
pension funds, to provide investment for low carbon and environmental projects and catalyse the
transition to the low carbon circular economy”.

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

An assessment of the existing polices, plans and strategies that include commitments related to this
subject area was undertaken. The following items were identified as commitments under the London
Environment Strategy that would not be able to be completed without this fixed-term post being
extended for a further 12 months. Those commitments, as well as associated risks, are below.

The Principal Policy and Programme Officer will work on the Green Finance programme in the Zero
Carbon Policy team and report to the Zero Carbon Policy and Programme Manager.

During this fixed term extension (12 months), the post holder will be:
• Working with selected Boroughs and external stakeholders to identify and package up a

range of low carbon and strategic projects in London and working with consultants to
develop finance strategies.

• Working with other GLA teams and key external agencies eg London and Partners to
promote investment opportunities in low carbon infrastructure in London.

• Rolling out green finance training provision to key external stakeholders.
• Building up case studies of green finance approaches used within the UK and

internationally and testing their application to London.
• Representing the GLA at key financial external events and developing relationships with

key stakeholders in the green finance community, including the Sustainable
Development Commission finance taskforce

• Contributing to the provision of advice, briefs and regular updates to the Mayor’s office.

Links to strategies and Corporate Plan

Proposal 10.1.1 .e in the London Environment Strategy says that “the Mayor will work with
stakeholders from across the financial and environmental sectors to develop financing mechanisms
to enable the transition to a low carbon circular economy”. This will be delivered through work with
boroughs and significant new developments to develop a range of low carbon projects, financed
through existing and new funding streams such as carbon offset funds and a new Mayoral Energy
Efficiency Fund. This post is Fundamental to the delivery of energy efficiency and renewable energy
retrofit programmes. The work carried out by this post will look to unlock the capital and align it
with both large-scale project finance for energy supply and efficiency and customer-focussed
finance mechanisms which will support retrofit.

It will include:
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• Assessment on the availability of and demand for green finance.
• Developing a plan on how to mobilise and unlock public and private finance.
• Identifying new financing instruments and mechanisms or wider actions that can be

developed by the GLA or others to catalyse flows of public and private money into green
energy projects (seeking to unlock up to flOOm by 2020).

• New approaches to risk sharing between public and private sectors.
• Effective utilisation and leverage of London Green Fund and Mayor’s Energy Efficiency

Fund (MEEF).
• Framework for managing finance under EfL including: ensuring GLA Group investments

maximise carbon reduction opportunities, and a potential GLA fund for Borough carbon
offset schemes/projects.

These actions will contribute towards progress of the long-term objective to enable the transition to
a low carbon circular economy (Objective 10.1). These actions are embedded in the Zero Carbon
Team business plan.

Risk

Without this post being extended, the Green Finance programme will not be delivered. This will put
the delivery of objective 10.1 in the London Environment Strategy at risk as there is no additional
capacity and skills within the Environment Team to pick up this work.

2. Consultation

The request is to extend for a further period a fixed-term post within the Environment Team. The
post has been vacant since August 2019 (when the previous post-holder left the GLA) and a new
post-holder will be recruited on a fixed-term contract.

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 has done
so. The decision is not considered to be contentious.

3. Table of changes

Posts FEEs Notes

Permanent posts to be created
I

Permanent posts to be (deleted)

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

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted) 1 This is an extension of an existing
fixed-term post
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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

Approval is being sought to extend the grade 10 fixed term contract for the Principal Policy and
Programme Officer. The extension is for a twelve-month period through to the end of August 2020
within the Environment team. The established post was originally approved under STAF9S9 for 12
months ending in August 2019.

4.2 The estimated total cost including on-costs of the extension is summarised below:

Job title 2019 -20 2020 - 21 Total
Principal Policy & Programme Officer (G10) £45,000 £34,000 £79,000

4.3 The fixed term contract extension will be funded from the zero-carbon budget.

4.4 As this proposal includes a fixed term contract, the GLA may become liable for redundancy and/or
pension capital costs if the appointees have on-going continuous service from a local authority or
similar body. These costs cannot yet be substantiated, but if they do arise, will be subject to further
approval. All appropriate budget adjustments will be made.

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 proper discharge of the functions
of the Authority (section 67(2)); and

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

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

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

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on behalf
of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major
restructure; namely the creation or deletion of five or more posts within any one unit.” As set out
above, the Assembly’s staffing committee is currently the GLA Oversight Committee.
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5.5 The proposals set out in this Chief Officer Form do not fall within the definition of ‘major
restructure’ contained within the Staffing Protocol so do not require formal consultation with the
Chief of Staff (on behalf of the Mayor) and the Assembly’s staffing committee, currently the GLA
Oversight Committee, (on behalf of the Assembly).

5.6 However, paragraph 5.3 of the Staffing Protocol states that “The HoPS will also inform the Chief of
Staff (on behalf of the Mayor) and the Chair and Deputy Chair of the Assembly’s staffing committee
(on behalf of the Assembly) on any proposals for restructures involving fewer than five posts before
taking a decision on them”. Paragraph 3 confirms that these persons have been informed of the
proposals set out above. The proposals are not considered to be contentious.

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

5.8 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.

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

6. Equalities considerations

The Zero Carbon Policy Team work programme stems from the London Environment Strategy which
was informed by a full Integrated Impact Assessment, which includes a consideration of equalities.

Many of the London-specific vulnerabilities and opportunities for climate change ref ate to the
diversity of London’s population, as many equalities issues can reinforce vulnerability to climate
impacts. The green finance programme will consider opportunities to engage public and private
organisations in the transition to a low carbon and circular economy.

7. Appendices

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

Tick to indicate approval

Executive Director /

Qgbbjjackspn has reviewed and commented on this proposal.

A5sistant Director V

Aram WPfld has reviewed and commented on this proposal.

HR&ODLeadofficer V

PLannP2ys 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 [MT on [DATE].

Appendix A

Details of all affected posts

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

number term/deletions deletion /
only) regrade

PastA GlO November/December 12 months after Extension
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2020 or Jan
2021
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-86

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

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

Deci5ion Required

That the Head of Paid Service approves:

• the creation of a new permanent post of Lead Delivery Manager;
• the deletion of one of the existing permanent Business Consultant roles

Head of Paid Service

The above proposal has my approval

Signatur Date

4içL
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1. Staffing propo5als

1.1 The Development Team are responsible for managing and implementing the growing
number of projects that deliver Digital Products to support the work of the GLA. The
demand for these projects continues to increase.

1.2 To support the delivery of these projects the team requires Delivery Managers that are
skilled in the use of the “Agile” development methodology.

1.3 The GLA currently has no in-house Delivery Managers and has been relying on more
expensive resources provided by Delivery Partners.

1.4 The work of managing these Digital projects had recently been undertaken by one of the
Business Consultants in the Programme Team — who is an experienced Agile Project’s
Manager. She has now been promoted into the role of Development Manager — and the
management of these projects is moving to the Development Team. As a result, it is
proposed to delete one of the existing Business Consultant posts and create a new Lead
Delivery Manager post in its place.

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.

The Development Manager and Programme Manager in the Technology Group have been
consulted and are happy with this proposal as has the Senior Manager Digital
Transformation.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created 1 Lead Delivery Manager, Grade 11

Permanent posts to be (deleted) 1 Business Consultant, Grade 11

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
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4. Financial comments

4.1 Approval is sought for the deletion of a grade 11 (1 FTE) ‘Business Consultant’ post with a
full year cost of 05,000 (inclusive of on-costs) and the creation of a grade 11 (1 FTE) ‘Lead
Delivery Manager ‘post with a full year cost of £75,000 (inclusive of on-costs).

4.2 The cost to the GLA is nil.

5. Legal Comments

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

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

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

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

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

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

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

5.8 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
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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.

5.9 The HoPS has the power to make this decision.

7. Appendices

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

Appendix B: Job Profiles

Appendix C; Digital and Technology Strategy
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8. Approval

Tick to indicate approval

V

Executive Director

TG does not have an Executive Director

Assistant Director /

David Munn has reviewed and commented on this proposal.

HR&ODLeadOfficer V

Dawn James Senior HR Adviser has reviewed and commented on this
proposal.

. Finance and Legal V

Karen Colllymore from Finance and Kate Phelps from Legal have reviewed
and commented on this proposal.

Corporate Management Team (CMT)

This proposal was considered by CMI on 2 September

Appendix A

Details of all affected po5ts

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

only) regrade

Lead Delivery 11 Creation
manager

Business 1 1 Deletion
Consultant

L I
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Appendix B

Job Description

Job title: Lead Delivery Manager

Grade: 11

Post number

Directorate: Resources

Unit: Technology Group

Job purpose

Lead the GLA’s Delivery Managers to deliver complex programmes of work via a number of multi
disciplinary, highly skilled teams delivering a range of digital products and services to achieve digital
transformation in Agile environments.

Drive the GLA to be an exemplar digital organization, adopting and maintaining agile best in class
practices for delivering technology, digital and data to support its work and to engage and
collaborate with Citizens and Stakeholders.

To ensure that the GLA digital roadmap is delivered on time and budget. As well as management of
the contracts and relationships with our different third—party suppliers and stakeholders.

To implement, develop and improve the adoption of Agile methodology and the capability of the
delivery team ensuring compliance with Local Government Digital Service Standards. As well as
work with teams across the GLA and other associated bodies such as MOPAC to promote product
ownership and the adoption of user-centered and data-driven best practices.

Principal accountabilities

1. Creating and motivating multiple multi-disciplinary teams and third party suppliers,
including line management and development of team members, to ensure the on-time and
within budget delivery of the GLA’s digital roadmap. Oversee release management ensuring
quality and identifying release scheduling conflicts. Act as an escalation point when
conflicting priorities arise.

2. Identifying the people, skills and resources that the teams need to deliver to the agreed
goals.

3. Ensuring project teams understand their mission, vision and goals, and that these align
across the organization and that they clearly communicate their plans and progress using
recognized agile practices and matrix.

4. Providing data to help report on digital programme delivery to the Manager of Development
and Digital Delivery in TG and Digital Portfolio Manager in the Digital Team. Reporting to
include all aspects of the development and BAU pipelines, management assurance, finance,
performance and governance.
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5. Manage the relationships and contracts with third party supplier(s). Ensure all managed
assets and resources are appropriately safeguarded and utilized and that risk management is
embedded in all aspects of delivery and reporting.

6. Educate key stakeholders and teams across the GLA on the value of Agile and empirical
product development, promoting best practice within IC and the GLA, including coaching
and mentoring.

7. Strive for continuous improvement in all areas of responsibility.
S. Responsible for maintaining and publicizing the roadmap of digital project delivery, and

future milestones for technical architecture. Ensure all development work is within the scope
of the roadmap vision.

9. Ensure testing and release processes are followed to a high standard (including the
continued use of automated tests).

10. Contribute to the updating of the delivery team’s development and delivery standards and
success measures.

11. Actively participating in the wider Delivery Manager community, learning, sharing and
applying skills and knowledge to improve and help scale up your teams.

12. Sets up contracts for the supply of digital products and/or services and ensures appropriate
monitoring of those contracts.

13. Manage staff and resources in allocated to the job in accordance with the Authority’s
policies and Code of Ethics and Standards

14. Realize the benefits of London’s diversity by promoting and enabling equality of
opportunities and promoting the diverse needs and aspirations of London’s communities.

15. Realize the benefits of a flexible approach to work in undertaking the duties and
responsibilities of this job, and participating in multi—disciplinary, cross-department and
cross-organizational groups and project teams.

Key contacts

accountable to: Manager of Development and Digital Delivery, IC

accountable for: Resources allocated, deliverables and staff time

Person specification

Technical requirements/experience/qualifications

1. Significant track record of successfully delivering difficult or complex programmes or
portfolios of work, leading, coordinating and motivating multi cross—functional teams.

2. Significant experience working as an active member of an Agile delivery team. Advanced
knowledge of Scrum is desirable.

3, Experience in matrix—managing multi-disciplinary teams, including experience with
performance management and staff development.

4. Knowledge and awareness of the broad digital landscape including content management
systems, cloud hosting, user research, etc.

5. Strong organizational and planning skills including experience of operating in highly
pressured and complex environments.
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6. Working knowledge of the use of tools such as JIRA in delivering digital products and
services.

7. Understanding of how to priorities work in a fast, client centric, environment.
8. Experience in promoting agile practices across an organizations

Behavioral competencies

Competency title

BUILDING AND MANAGING RELATIONSHIPS
is developing rapport and working effectively with a diverse range of people, sharing
knowledge and skills to deliver shared goals.

Level 3tnsiicator5 ffjfecSepsrfQfmanc
• Actively engages partners and encourages others to build relationships that support GLA

objectives
• Understands and recognizes the contributions that staff at all levels make to delivering

priorities
• Proactively manages partner relationships, preventing or resolving any conflict
• Adapts style to work effectively with partners, building consensus, trust and respect
• Delivers objectives by bringing together diverse stakeholders to work effectively in

partnership

STAKEHOLDER FOCUS
is consulting with, listening to and understanding the needs of those our work impacts and
using this knowledge to shape what we do and manage others

Leyed 3 nd [caftrs. pf ffecjjve ftesfcjaaiiLe
• Understands diverse stakeholder needs and tailors team deliverables
• accordingly
• Is a role model to others, encouraging them to think of Londoners first
• Manages stakeholder expectations, so they are high but realistic
• Removes barriers to understanding the needs of diverse stakeholders, including hard to

reach groups
• Focuses own and team’s efforts on delivering a quality and committed service

COMMUNICATING AND INFLUENCING
is presenting information and arguments clearly and convincingly so that others see us as credible and
articulate, and engage with us.

Leiej 3 IndiciWr pf effrcslva pwfpsrnanc
• Encourages and supports teams in engaging in transparent and inclusive communication
• Influences others and gains buy-in using compelling, well thought through arguments
• Negotiates effectively to deliver GLA priorities
• Synthesizes the complex viewpoints of others, recognizes where compromise is necessary

and brokers agreement
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• Advocates positively for the GLA both within and outside the organization

STRATEGIC THINKING
• . .is using an understanding of the bigger picture to uncover potential challenges and

opportunities for the long term and turning these into a compelling vision for action.
Level 2 indicators pfsfftcsjtpgdprmance
• Works with a view to the future, prioritizing own and others’ work in line with GLA

objectives
• Briefs and prepares team to accomplish goals and objectives
• Communicates the GLA’s strategic priorities in a compelling and convincing manner,

encouraging buy-in
• Balances own team’s needs with wider organizational needs
• Identifies synergies between team priorities and other relevant internal agendas

PLANNING AND ORGANISING

is thinking ahead, managing time, priorities and risk, and developing structured and efficient
approaches to deliver work on time and to a high standard.

Lavel3indicators of effctiytprfpnaace
• Monitors allocation of resources, anticipating changing requirements that may impact work

delivery
• Ensures evaluation processes are in place to measure project benefits
• Gains buy-in and commitment to project delivery from diverse stakeholders
• Implements quality measures to ensure directorate output is of a high standard
• Translates political vision into action plans and deliverables

PROBLEM SOLVING

is analysing and interpreting situations from a variety of viewpoints and finding creative,
workable and timely solutions

Letei 3 ndJcfttQIs pt ftectbap.ethosmance
• Clarifies ambiguous problems, questioning assumptions to reach a fuller understanding
• Actively challenges the status quo to find new ways of doing things, looking for good

practice
• Seeks and incorporates diverse perspectives to help produce workable strategies to address

complex issues
• Initiates consultation on opportunities to improve work processes
• Supports the organization to implement innovative suggestions

RESPONSIBLE USE OF RESOURCES
is taking personal responsibility for using and managing resources effectively, efficiently and •

sustainably

LeeI 2 indicatorsofgtfectiveperfojminc . 1
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• Continually looks for opportunities to work more efficiently and sustainably
• Reduces team impact on the environment by implementing methods for reducing use of,

reusing and recycling resources
• Improves local processes to maximize use of resources
• Monitors and stays within budget at all times

RESPONDING TO PRESSURE AND CHANGE
is being flexible and adapting positively, to sustain performance when the situation changes, workload
increases, tensions rise or priorities shift.

LeveI2 Lridtcaloss j1 ivtpedpsmance
• Maintains a focus on key priorities and deliverables, staying resilient in the face of pressure
• Anticipates and adapts flexibly to changing requirements
• Uses challenges as an opportunity to learn and improve
• Participates fully and encourages others to engage in change initiatives
• Manages team’s well-being, supporting them to cope with pressure and change
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Digital & Technology Strategy

1. Introduction

1.1 The GLA seeks to be a modern, user-centred and data-driven organisation and this strategy
lays out the next phase of the work to modernise the CLA to achieve this aim. This work supports
the GLA’s Transformation Programme, specifically supporting: collaboration, innovation and
productivity. it lays out an approach de5igned to support a modern organisation, where everyone
has access to common systems and technology that work and allow individuals to work anywhere.

1.2 It prioritises looking at how the organisation can make better use of information and data to
support its work and to engage and collaborate with Citizens and Stakeholders.

1.3 Our ambition is to be an exemplar digital organisation, adopting and maintaining best in
class practises for technology, digital and data. We will do this by embodying the principles of the
Local Digital Declaration.

2. Outcomes

The outcomes sought from our Digital & Technology Strategy are:

Organisation facing:

• To deliver a Secure organisation that protects our data and information.

• To create a Mobile organisation embracing flexible working and collaboration, sharing
services to save money and create efficiencies

• To support Smart ways of working and Agile development to deliver better designed services.

• Making greater use of Cloud based services to support flexible working.

• Have infrastructure that is scalable, reliable, resilient and with the capacity to cope with greater
load.

• To thoughtfully manage, analyse and share our data

External / Public facing:

• To create accessible services that are as inclusive as possible

• To create services that customers and citizens find: Useful, well designed, meets user
needs, gets the information they seek in the fastest possible time and meets digital
service standards

• To adopt and embrace good, common standards for developing digital products and services
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• To minimise contact lists of external and public stakeholders and our interactions with them.

• To enable customers and external stakeholders to implement and personalise the
information they want to see and receive about the GLA.

• To support and promote digital leadership and the work of London’s Chief Diqital Officer.

3. Approach

The strategic themes for the period 2019 to 2022 are as follows:

• Engaging londoners in the work of City Hall

• Ways of working (including: tools / technology, skills)

• Professional business systems

• Data and Insight

• Robust, secure infrastructure

• Leadership and communications

• Process and User-Centred Design (Including: Internal, External)

• Governance

The approach to delivering this work will be collaborative, using a Transformation team that will
be multi-disciplinary (involving staff from the Technology Group and Digital Teams as well as
individuals from the relevant business teams).

The plan is to give regular opportunities to provide feedback and to demonstrate that feedback
has been listed to, tracked and actions taken.

All development work will be based on User Centred Design with Agile Delivery.

Each project will have agreed Performance measures and success criteria.

This work will be Integrated into the GLA Transformation Programme and will be overseen by
the Transformation Board.
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4. Themes

4.1 Engaging Londoners in the work of City Hall

We will create a programme of work to deliver digital services for citizens and stakeholder. To
deliver this we will do the following:

Design and deliverjoined-up, end-to-end digital sen/ices that best meet the needs of Londoners.

• Undertake a 5trategic review of London.gov.uk and the degree to which our digital estate
successfully engages with Londoners. (ELi)

• Review functionality across the digital estate including how we support (including: marketing
campaigns, personalisation, single sign-on and more) (EL2)

Increase efficiency and value for money

• Continue to build a range of reusable component5 and automated processes to make it
efficient, affordable and scalable to assemble digital services. (EU)

• Ensure that digital products and services are built with a diverse and inclusive set of
technologies through a variety of channels based on user needs. (EL4)

• Make the internal working processes more transparent; for example, use of open source
technology and sharing of our research and findings. (EL5)

• Reduce the complexity of our digital infrastructure by reviewing and ensuring the most
appropriate technology is applied for building new digital products and services to meet user
needs. (EL6)

• Create an innovation-friendly regulatory environment for our team that keeps pace with
technological change. (EL7)

Improve stability and performance

• Upgrade the GLA’s digital estate so that it can be more easily updated with less down-time for
staff. (ELS)

Improve usability, accessibility and effectiveness

• Work with regulators in public sector to ensure appropriate compliance. (ELS)

• Develop research to understand user needs and what that means for the design of the service.
(EL1O)

• Broaden the definition of users. To reflect that some Londoners will interact with us through
third-party services that use APIs (application programming interface). (EL]i)

Continue to develop our flexible and diverse team by strengthening our skills and attract best talents
in agile, digital, data and technology to iterate rapidly, supporting our commitment to the jgç!
Talent Charter.
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• Build a community of practice by providing the best learning and development opportunities.
(EL12)

Update our privacy and security policies to protect citizens and the GM.

• Create a legal framework that keep pace with new data technologies, support the innovative use
of data by the GLA, and provide robust protection for the GLA and people’s privacy rights.
(EL13)

• Improve contact management, minimising contact lists of external and public stakeholders and
our interactions with them. Design a service Implementation of CRM solution for managing
contact lists. (EL14)

4.2 New Ways of working

We aim to embed an open culture that values, incentivises and expects digital ways of working from
every member of our workforce. This means working in the open wherever we can, sharing our plans
and experience, working collaboratively with other organisations, and reusing good practice.

Tools and technology

To Support collaboration and mobile working through

• Provision of a standard portable device with access to all GLA services (either in the Cloud or on
the GLA Network) and a standardised technology catalogue. (NT1)

• Provision of numerous docking stations throughout City Hall. (NT2)

• Developing an agreed corporate approach to coflaboration using the Windows 365 toolset.
(NT3)

• Implement simple to use meeting room technology, including: voice/video conferencing, display
screens, wall space. (NT4)

• Embedding an “Agile Development” culture to all project work. (NTS)

• Creating a new cloud based corporate file store (with improved search, clear ownership,
retention schedule) to replace the corporate network drives. (NT6)

• Create a new Corporate Staff Directory, this will become a single trusted source of staff data
that will be used by other systems. (NT7)

• Create and support a range of high quality, professional Corporate tools to reduce the use of
unsupported tools (also known as Shadow IT). (NT8)

• Implement a solution for managing contact lists (NT9)

• Produce a telephony strategy that aligns with new Smart working approach (Nil 0)

• Ensure our Wireless network can be used by other government staff through compliance with
GovWifi and GovRoam initiatives (NT11)
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Digital Skills and Inclusion

Work with HR and OD to:

Explore options, following the pilot cohorts of the digital leadership programme and
consider it becoming a core development offer for senior managers to enable us to full our
commitments as per the Local Digital Declaration and the Smarter London Roadmap. (NW)

• Develop a digital ‘Managers’ programme for middle managers. This would be based on the
digital leadership programme but focussed on the needs of middle management (ND2)

• Develop a digital ‘all staff programme to address skills gaps and join up digital thinking through
the GLA. Build this programme into our corporate induction. (ND3)

• Add standard ‘digital’ capabilities to all job profiles. (ND4)

• Promote the opportunities for training available through the GDS academy to support our
digital skills programmes. (NDS)

• Review the composition of our workforce and how teams are designed, to increase digital
capability and capacity (consider re-training staff e.g. to increase no. of business analysts,
delivery managers or user researchers without increasing headcount) (ND6)

• Explore using the apprenticeships levy to fund digital apprentices. This could provide a pipeline
of skilled staff to support IT and Digital programmes across all policy areas. (ND7)

• Identify and deploy Team Champions across city hall to support the rollout of new tools that the
transformation of the GLA, working closely with their teams to embed best practise and to
provide a valuable link back to the Technology and Digital teams. (NDS)

4.3 Professional business systems

We will continue to improve our internal systems and infrastructure, insisting on modular
building blocks for the technology systems we rely on, and open standards to give a common
structure to the data we create.

Our approach involves:

• Prioritising the use of open source systems (to reduce our costs and to produce reusable and
sustainable components)

• Ensuring compliance with open standards (to ensure we can link up services and support
collaboration)

• Run our services from the Cloud so that they can be scaled up, maintained without having to
upgrade our infrastructure

• To follow good procurement standards and practices as well as publishing our work on the
LocalGov Digital “pipeline” so that it can be shared with the local government community.
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• Researching how to reuse existing user research, service design, common components, and
data and technology standards before starting to design or procure something new

• Where appropriate every new IT solution procured must operate according to the
technology code of practice, putting us in control of our service data, using open standards
where they exist and contributing to their creation where they don’t.

We will:

• Continue to rollout e-signatures (P61)

• Support desk availability — making it easier to find vacant desks (PB2)

• Replace the staff directory (PB3)

• Review the HR System (P64)

• Implement a new Intranet (PBS)

• Provide support for the development of an e-Counting solution (and other associated
systems) for the 2020 Mayoral / Assembly Election (P66)

• Expand the functionality of the GLA Ops (Project Funding and Management System) to cover
Adult skills and additional Housing Services. The prolect is now an important corporate
service — but is still funded from a reserve — moving the service to a sustainable funding
model and building a strong in-house team are also priorities (PB7)

4.4 Data and Insight

We will strengthen our data infrastructure, offering a high level of regularity compliance
supported by a data literate workforce. We will ensure data is used to its maximum potential to
provide more efficient and responsive public service by opening-up data through use of APIs
and by collect data once and use it many times — reducing the respondent burden for citizens
and businesses.

We will explore how the organisation can make better use of information and data to support
its work and to engage and collaborate with Citizens and Stakeholders

We will:

• Make it efficient where possible to design and secure useful ways to capture, process, store and
share data from our multiple platforms to build trust among partners and citizens. (Dli)

• Work with subject matter experts and education providers to upskill CLA teams to access,
analyse and report on their own data and performance frameworks. (D12)

• Create a legal framework that keep pace with new data technologies, support the innovation
use of data by the CLA, and provide robust protection for the GLA and people’s privacy rights.
(D13)
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• Develop a Data Strategy and how data should be stored and shared across our estate as well as
the public (including a preference for ‘Attribute Exchange’ allowing verified attributes to be
shared — improving the experience for customers). (Dl4)

• Centralising the data into single services for reuse. (DIS)

• Improving our reporting capability — discovery, user base, standard, tools. (016)

• Develop an analytics strategy (D17)

• Increase the adoption of meaningful measures (018)

• Raise awareness and improve knowledge of ways to measure impact, value streams and

outcomes so that these can be built into policies and project definitions. (D19)

• Enable evidence-led decision making, by using data to better generate analysis and ideas to

inform current policies. (020)

• Unlock shared learnings and collaborative working across the GLA. Democratise data insights

to inspire staff and set benchmarks that can be referred to. (021)

4.5 Robust, secure and scalable infrastructure

We will strengthen and mainstream a robust approach to Cyber Security, ensuring that software
is kept up to date to ensure it has the latest protection against viruses and malware, that data is
backed up and kept secure and that strong security protection is in place.

We will:

• Upgrade our Windows Infrastructure to the latest version and implement an automated
patching regime (Rh)

• Rollout Windows 10 to all GLA standard Desktops and Laptops (Rl2)

• Communicate guidance to individuals to keep them safe when working on-line (R13)

• Support GLA Group and London-wide initiatives (Rl4)

• Undertake regular reviews of our security approach including the use of external

penetration testing (RIS)

• Ensure compliance with GLA Cyber Security Policy (RIG)

• Continue to move corporate data, servers and associated infrastructure to the Cloud (Rl7)

• Identify options for hosting a GLA private Cloud environment (in case of TFL closing the

Waking Data Centre) (RI2)
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• Complete the creation of a shared, cloud-based infrastructure with the London Legacy
Development Corporation — and provide a comprehensive Technology and Systems service
to them (R19)

4.6 Digital Leadership

Our ambition is to be an exemplar digital organisation, adopting and maintaining best in class
practises for technology, digital and data. We will do this by embodying the principles of the
Local Digital Declaration and supporting the Smarter London Roadmap. To demonstrate digital
leadership, we will create the conditions for transformation to happen, and challenging all those
we work with to embrace the Local Digital Declaration.

We wiU:

• Encourage all leaders throughout the organisation to work in the open (publishing blogs,
tweeting and actively participating in communities of practice) supporting colleagues to try
new things. (DL1)

• Publish our plans and lessons learnt and talk publicly about things that have could have gone
better. (DL2)

• Try new things, from new digital tools to experiments in collaboration with other
organisations. (DU)

• Champion the continuous improvement of cyber security practice to support the security,
resilience and integrity of our digital services and systems. (DL4)

• Support London’s public sector to adopt user-centred design by supporting the assessment
of services against the Government Service Standard. (DL5)

• Manage Digital and technology change across City Hall, assessing user needs, improving
internal communication and feedback. (DL6)

• Engage policy teams in developing annual IT and Digital plans to support Directorate
Delivery Plans. (DL7)

• Agree a Digital and Technology Approval and Oversight Board (DL8)

4.8 User-Centred Service Design

In support of the Local Digital Declaration and the Smarter London Roadmap we will improve
our processes with a specific focus on user-centred service design. We will build capacity in
service-design and go even further to redesign our services around the needs of the people
using them. This means continuing to prioritise citizen and user needs above professional,
organisational and technological silos.

We will:
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GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO-92

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

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

Decision Required

That the Head of Paid Service:

Approves the extension of one fixed-term post in the Ft L (Environment) team:

Job title Grade Duration
Project Support Officer 6 I 12 months

j 003786

Head of Paid Service

The above proposal has my approval.

Signature Date

C092 FINAL Environment dccx 1



1. Staffing proposals

1.1 This post (which was initially created for a one year fixed-term) provides support to the London
Power project team and the wider Energy for Londoners team.

1.2 London Power, the Mayor’s energy supply company, is a priority project within the Environment
team. With the company launching in December 2019, this post needs to be extended to prepare for
the launch and support the critical first year of operation. This will involve financial administration,
providing secretariat support for multiple London Power governance groups and providing ongoing
support for delivery functions, including borough engagement activities.

1.3 The post also provides crucial support to deliver multiple projects within the Energy for Londoners
programme including community energy and grant programmes.

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.

2.2 Notwithstanding the fact that formal consultation is not normally required, the Mayor has been
consulted in any event in accordance with paragraph 5.4 of the Staffing Protocol by means of
MD2482 which he approved without comment. The HoPS has taken the Mayor’s views into
consideration when making this decision

3. Table of changes

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be extended 1 Project Support Officer (Grade 6)

Fixed-terms posts to be (deleted)

Net total of posts treated / (deleted) 1 As above

Permanent posts to be regraded

Fixed-terms posts to be regraded

4. Financial comments

4,1 Approval is sought to extend a fixed term Project Support Officer position (Grade 6) within the
Energy for London (Environment) team for a period of 1 year.

C092 FINAL Environment. dccx 2



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

Job title 201 9-20 2020-21 Total

Project Support Officer (Grade 6) £17,000 £24,000 £41,000

4.3 The expenditure will be funded from the EfL budget as approved by MD2482.

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

5. Legal comments

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

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

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

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

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

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

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

5.5 The proposals set out in this Chief Officer Form do not fall within the definition of a 4major 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). However, paragraph 2 confirms that the Mayor has in any
event been consulted on this proposal in accordance with paragraph 5.4 of the Staffing Protocol and
the HoPS has taken the Mayor’s views into consideration when making this decision,

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
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their fixed term contract it may be difficult to dismiss for redundancy (one of the fair reasons) if in
fact there is further work to be carried out after the end of the contract. If the employee has been
employed on a series of successive fixed-term contracts, then they will be considered to be a
permanent employee if their contract is renewed after four years of service and there is no objective
justification for the continued use of fixed-term contracts.

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

A summanj 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; GM Oversight Committee paper (if there is one)
Titles of any otherAppendices

C092 FINAL Environment docx 4



8. Approval

Tick to indicate approval

V

Executive Director

P&bbLejackssm has reviewed and commented on this proposal. V

Assistant Director V

Aram_Wosd has reviewed and commented on this proposal.

HR & OD Lead Officer 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 [DATE].

Appendix A

Details of all affected posts

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

number term/deletions regrade
only)

PostA 6 003786 02/10/18 01/11/19 Extend fixed-term

contract by 1 year

Post B

Post C

Etc.

Appendix B

Structure chart showing reporting lines and post reference numbers

C092 FINAL Enviranment.docx



GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-097

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

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

Decision Required

That the Head of Paid Service:

Approves the extension of one fixed-term post in the Environment team:

Job title I Grade Duration
Senior Policy and Programme 8 18 months
Officer

Head of Paid Service

The above proposal has my approval.

Signature Date
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1. Staffing proposals

1.1 Approval is sought to extend a Grade 8 Senior Policy and Programme Officer post to continue the
development project management and delivery of the 5ingle use plastic bottle reduction
programme. These posts would work with the current Grade 12 Policy and Programmes Manager to
deliver the remainder of the programme. The programme has been running since spring 2018 and is
scheduled to run until the end of the financial year of 2020/2021. The Mayor has made a public
commitment to install over 100 drinking fountains over this period in partnership with Thames
Water. This has been supported by a commitment of £2.Sm which has been match funded by
Thames Water; creating a total pot of £5m to install drinking fountains across London.

1.2 Budget has been approved for this programme, including revenue budget for these roles through
MDs 2360 and 2415.

1.3 The Grade 8 post was agreed for 2 years from 31 May 2018 to 25 May 2020 and approved via STAF
996. However, the post holder is scheduled to leave the GLA on 01 November 2019 and it is
proposed to extend this existing fixed term post until the end of the programme. The position
number is 003827 on the e5tabli5hment.

1.4 The single use plastic (water) bottle reduction project is a priority for the Mayor’s Office and a
prominent Mayoral action set out in the draft London Environment Strategy. Work in this area
intends to reduce the environmental impact, including resource ue and pollution, of 5ingle use
plastic bottles in London, particularly single use plastic water bottles. The project also aims to
increase access to tap (potable) water when ‘on the go’, particularly as an alternative to unhealthier
sugary drinks.

1.5 The partnership with Thames Water is a continuation of work the Mayor is undertaking in this area,
following the success of the London Refill project which has seen the number of locations offering
free refills increase from 200 to over 2,500 and the installation of 28 drinking fountains in a pilot
scheme run in partnership with the ZSL #OneLess programme.

1.6 The post holders will work on the development of the project reporting to the Policy and
Programmes Manager for Waste and Green Economy and the Assistant Director for Environment as
well as the Deputy Mayor for Environment and Energy and Mayoral Directors.

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 as the posts are time limited and revenue
budget has already been allocated and approved via MDs 2360 and 2415.
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3. Table of changes

4.

4.1 Approval is sought to extend two fixed term positions within

4.2
corporate vacancy factor which are summarised below:

Job title 201 9-20 2020-21 Total

‘ Senior Policy and Programme 03,000 £56,000 £79,000
Officer (Grade 8)

4.3 The expenditure of £175,000 will be funded from the waste teams programme budget and has been
approved by MD2415 and MD2360

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

5. Legal comments

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

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

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

Posts FTEs Notes

Permanent posts to be created 0

Permanent posts to be (deleted) 0

Fixed-term posts to be extended 1 Senior Policy and Programme Officer
(Grade 8)

Fixed-terms posts to be (deleted) 0

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

Permanent posts to be regraded 0

Fixed-terms posts to be regraded 0

Financial comments

18 months to support the delivery of the Drinking Fountains for the London Programme.

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

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

53 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 posis 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 GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities Standard
are followed when recruiting to any vacant posts.

5.8 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.

5.9 The HoPS has the power to make this decision.

6. Equalitie5 considerations

N/A

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 approval

v,

Executive Director

Debbieiacksøn has reviewed and commented on this proposal. V

Assistant Director

AramiNonihas reviewed and commented on this proposal.

HR & OD Lead Officer

Dianne PoyseLhas reviewed and commented on this proposal.
V

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].

1 a”
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Appendix A

Details of all affected posts

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

number term/deletions regrade
only)

PostA 8 003827 04 Nov19 30April21 Extension

6



GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO 106

CO number to be allocated via the ‘Decisions’ inbox (Decisions@londpn±gpyiikJ

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

Decision Required

That the Head of Paid Service:

Approves the extension of one CIA fixed-term post (Project Monoger, Environment Unit) by nine months
from 1 Jonuaiy 2020 to 30 September2020.

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

2020)

Head of Paid Service

The above proposal has my approval

Signature Date

_

_

1



F
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 December2019.

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 October2019.

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 Mayor’s
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

December 2019.
• 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 oil 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 fully funded from ERDF grant funds.

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 fl6,O0%., £39,000

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.
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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, an 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 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

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

Tirk to indicate approval

. Vt

Executive Director

V
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rebbie Jackson has reviewed and commented on this proposal.

Assistant Director V
Aram Wqqd has reviewed and commented on this proposal.

HR & OD Lead Officer V

Da.nnPyses 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 (EV
Trial) I
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Request for Head of Paid Service Decision CO-liD

Co humber to be allocated via the ‘Decisions’ inbox (Dcjn5@london.gov.uk)

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

Decision Required

That the Chief Officer:

• Approves the creation of 2 fixed term posts (05 set out below) in the Skills and Employment Unit
to support the delivery of the European Social Fund (ESF) 201 9-2023 Programme. The posts will
be fixed term for 4 years to coincide with the duration of the programme.

• Approves the conversion of 1 Grade 9 fixed term post (GLA4274) to a permanent post.

Job title Grade Duration
Programmes Officer - Reporting 7 4 years
and Analysis
Senior Project Officer 9 4 years

Head of Paid Service

The above proposal has my approval.

— DateSignatur

‘ii opJ
I—
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1. Staffing proposals

1 .1. This form requests approval to:

• create two fixed term posts (one Grade 7 Programmes Officer - Reporting and Analysis post
and one Grade 9 Senior Project Officer post) to be fully funded from ESF 201 9-2023
funding for four years; and

• convert an existing Grade 9 post (GLA4274) in the Skills and Employment Unit’s Cr055-
Region team from fixed term to permanent.

1.2. The GLA is responsible for circa Slim per annum Adult Education Budget (AEB). Most of the
funding is grant funded to Further Education (FE) colleges and boroughs whilst circa £1 30m has
been procured over four years for Skills and Employment provision to London.

1.3. The Mayor, via Mayoral Decision (MD) 2255, agreed to draw down remaining ESF in London by
seeking to match it to AEB procured provision. Following endorsement by the London Economic
Action Partnership (LEAP), who are responsible for overseeing ESF Funding, up to E71 m was
approved by MD2375 to co-finance adult and youth skills and employment programmes for
London.

1.4. The procurement exercise for phase one of the ESF 2019-2023 provision is ongoing and contracts
will be awarded this autumn. Procurement for phases two and three is planned for the last quarter
of this financial year.

1.5. At a recent review of the Unit’s resources in place to support the complex programmes and delivery,
a gap in staffing resources was identified as part of the reason for process delays and efficient and
effective implementation. Some of the resource gap is due to staff appointed in full time roles
working part time, creating work pressure with delivery of the projects. Another part of the gap is
simply due to expansion of the ESF programme from E25m to Eli m in delivery.

1.6. We are requesting the creation of two posts (one Grade 7 Programmes Officer - Reporting and
Analysis and one Grade 9 Senior Project Officer) to support the further phases of the ESF
procurement activities and delivery of the projects. The posts including on-costs will be funded
100% from the ESF management and administration (M&A) budgets until December 2023.

1.7. Our review also showed an inconsistency in relation to one of the ESF GradeS posts (GLA4274)
which was created as a fixed term post through C030 until 2023. The post was meant to be
included as a permanent post in C030, following the recent exercise of converting a number of ESF
fixed term posts to permanent. This was agreed in principle by CMT but was erroneously omitted in
the final version of C030 submitted to the CO. To ensure consistency with the decision made on
other fixed term post5 in the team, we are requesting for this post to be converted from fixed term
to permanent now. This approach is supported by HR and has been requested and agreed in
principle via the 2020/fl budget setting process.

1.8. The Skills for Londoners Strategy also outlines the Mayor’s commitment to European Funded
programmes in London. ESF will be used to deliver the priorities set out in this strategy, “addressing
gaps and adding value to mainstream provision for young people and adults.” The Mayor’s Skills for
Londoners Framework 2018, published alongside the Skills for Londoners Strategy, further confirms
the commitment to use ESF funding to deliver Skills and Employment priorities. Having enough
staff resources enables the delivery of both commitments.
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Outcomes

1.9. Broadly, having the adequate staff resources in place enables the suitable management of the
delivery of both AEB and match funded ESF programmes to achieve their objectives.

1.10. The key objectives for the AEB and ESF are to:

• ‘Increase the number and diversity of adult learners in London gaining the skills they need to
participate in society and successfully progress into further/higher level learning, work or an
apprenticeship’; and

• ‘Increase targeted support to the most disadvantaged groups, so they are better equipped to
access education and work’.

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 (see paragraph 1.7 above)

Permanent posts to be (deleted) 0

Fixed-term posts to be created 2 1 x Grade 7 Programmes Officer, Reporting
and Analysis

1 x Grade 9 Senior Project Officer

(see paragraph 1.6 above)

Net total of posts created / (deleted) 4

Fixed-terms posts to be deleted 1 (see paragraph 1.7 above)
(GLA4274)

Permanent posts to be regraded 0

Fixed-terms posts to be regraded 0

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

4. Financial comments
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4.1 Approval is being sought for the creation of two new fixed term contract posts within the Skills and
Employment unit. In addition, permission is requested to establish an existing fixed term post as
permanent.

4.2 The estimated cost for the fixed term posts is £526,000. This is based upon mid-point salaries, on-
costs, corporate vacancy factor and £6,000 support service charge. The breakdown of which is seen
below.

2019/20 2020/21 2021/22 2022/23 2023/24 Total
(000) (000) (000) (000) (000) I (000)

Programmes Officer Reporting and Analysis
(Grade 7) j 23 56 57 58 46 240
Senior Project Officer
(GradeS) 28 66 67 70 55 286

Total 51 122 124 128 101 526

4.3 These posts will be funded by the ESF thus there will be nil financial implications for the GLA.

4.4 Budget provisions for the Senior Project Officer (E59 have already been made under a previous
Head of Paid Service Decision form (C030). Initially the post will be funded by the ESE up until
2023/24. Should further funding for this post cease beyond this, it should be noted that the Skills
and Employment Unit will absorb all associated costs.

5. Legal comments

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

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

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

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

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

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

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

5.8 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.

5.9 The GLA will need to follow a proper process in order to convert the post from fixed-term to permanent
because conversion could be seen as a dismissal and will involve a change to the terms and conditions
of employment of the affected employee.

5.10 The HoPS has the power to make this decision.

6. Equalities considerations

There are no equalities issues arising.

7. Appendices

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

Appendix B: G7 Programmes Officer, Reporting & Analysis Job Description

Titles of any otherAppendices
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8. Approval

Tick to indicate approval

V
Executive Director

.bie_Jacksojihas reviewed and commented on this proposal. V

Assistant Director

t Michelle Cuomo-Boorer has reviewed and commented on this proposal.

HR & OD Lead Officer V

nnePyser 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 /

number term/deletions regrade
only)

Senior Project 9 GLA4274 2019 N/A Change fixed to
Officer permanent
Programme
Delivery AEB

Programmes 7 N/A ASAP December 2023 Creation
Officer -

Reporting and
Analysis

Senior Project 9 N/A ASAP December 2023 Creation
Officer
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GREATERLONDON AUTHOR ITY

Request for Head of Paid Service Decision CO-119

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

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

Deci5ion Required

That the Head of Paid Service:

• approves the creation of the following CM fixed-term posts:

Job title Grade Duration
2 x Press & Marketing BAME Spot 7 year
Interns salary 7.3

Head of Paid Service

The above proposal has my approval.

Signature Date

COIlS FINAL approval form BAME interns Nov 2O19.doa 1



1. Staffing proposals

In 2019, we established a SAME Press & Marketing internship, offering an integrated
communications opportunity within the Press office and Marketing teams, where successful
candidates can develop skills in marketing and digital as well as media.
We had more than 450 applications for the two roles and successfully recruited two female SAME
interns who began their roles in September2019, dividing their 11-month placement between the
press team and marketing & digital teams.
A growth bid of £50,000 across 2020/2021 has been approved and funding is in the GLA budget to
continue this scheme for a second year
We aim to begin the recruitment process in early 2020 for two more SAME interns, targeting young
people exiting education to encourage them into PR careers and provide the necessary training.
This scheme complements the Mayor’s strong commitments on diversity and inclusion and the
policies in the Mayor’s Equality, Diversity & Inclusion strategy and the Diversity and Inclusion Action
Standard.

2. Consultation
This proposal is to create two temporary staff posts (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 theAssembly) 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

Posts FTEs Thijotes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 2 Sept 2020 - Sept 2021

Fixed-terms posts to be (deleted)

Net total of posts created 2

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

Finance & Governance to complete.

MadaIoxy thiorm tiqncequhftdtnenab±eppst to be addgd to KR system:

Cost centre Cost object

(if different):
GA.0420.001 (50%) and GB.0480.0O1 (50%)

co; 19 FINAL approval form SAME interns Nov 2019 docx 2



Is post to be externally funded, in part or full (if yes, include details below)? No

Is the post full or part time? Full time

Is the post permanent or temporary? 7mpOrary

What is expected start date? September Expected end date? September 2021

5upplementaryiiaance informatiori.(m include analysis of costs, souxgipfftndLng and_viremet
details iLppikah]e:

4.1 CO approval is being sought to create 2 fixed term Press & Marketing BAME Interns starting from
September 2020 to September2021. The cost of the 2 Interns for 1 year will be £70,000 at grade 1
midpoint salary scale and including on costs. It should be noted that the costs may be less as on-
costs (NI and pensions) for the interns could be less. The cost will span 2 financial years as follows:

- 2020-21 - September 2020 to March 2021 approximately £40,833
- 2021 -22 — April 2021 to August 2020 approximately £29,166

The funding for the 2 interns will be met from External Affairs Marketing and Press salary budget. A
budget growth of 50k for this was agreed as part of 2020-21 budget setting and any costs above
this should be met from External Affairs 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.

CDI 79 FINAL approval form BAME interns Nov 2079 door 3



5.5 This Chief Officer Form seeks to obtain the approval of the HoPS for the proposal to create two
temporary posts 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 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 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 thecontinued use of fixed-term contracts.

5.8 The HoPS has the power to make this decision.

6. Equalities considerations

A summaiy 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: GM Oversight Committee paper (if there is one)
Titles of any other Appendices

cm 79 FINAL approval form BAME interns Nov 2079 docx 4



8. Approval

j flick to nd:cate approval

.4/

Executive Director

Ernrn_Strin has reviewed and commented on this proposal. V

Assistant Director

Kathar.ifteSeçathas reviewed and commented on this proposal.

HR & OD Lead Officer V

PtanngPcLysLeizhas 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 /

number term/deletions regrade
only)

Post A

PostB
I

Post C

Etc

Appendix B

Structure chart showing reporting lines and post reference numbers

COl 19 FINAL approvol form nAME interns Nov 2079docx



GREATERLONDONAUTHORITY

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

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

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

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

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

Regroding of GM 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 ‘7-foPS” rather than
a TO” reference number; (113 the STAF decision form for fixed-term posts; i113 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 dotes of those CMT meetings.

Request for Head of Paid Service Decision CO-i 20

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

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

Job title Current New
Grade Grade

e.g. Project Support Officer 5 6

1



Decision Required

The above proposal has my approval.

Date

ii,loi (1010

That the Head of Paid Service approves the creation a fixed-term Grade 8 Grenfell Inquiry Coordination
Officer.

Head of Paid Service

2



1. Staffing proposals

The Grenfell Tower Inquiry is an independent public inquiry, set up to examine the circumstances leading up
to and surrounding the fire at Grenfell Tower on 14 June 2017.

The Mayor is a Core Participant in the Inquiry. This status provides him access to all evidence and
witness statements prior to them being made public and the ability to submit questions to be asked of
witnesses by Counsel to the Inquiry, make submissions regarding procedural issues and give an opening
and closing submission.

The Inquiry is split into two phases. Phase 1 focused primarily on firefighting efforts and the evacuation.
Phase 2 will examine, amongst other things, the design, construction and management of the Tower and
therefore has significant relevance to the work of GLA Housing and Land.

In order to engage fully with the Phase 2 hearings, a dedicated Grenfell Inquiry Coordination Officer post
needs to be created. This post was not included in C073 for two reasons. First, CO73 was solely focused on
urgently creating a Building Safety team to run the Private Sector Cladding Remediation Fund. Second,
details of Phase 2 of the Inquiry were still being confirmed at that time and the staffing requirements were
therefore still in discussion.

The Grenfell Inquiry Coordination Officer will co-ordinate the Mayor and Greater London Authority’s
involvement in the Grenfell Tower Inquiry Phase 2, attend Inquiry Phase 2 hearings, secure the effective
submission of the Mayor’s views and feed back to the GLA and its stakeholders on emerging building safety
and housing issues.

The post will sit within the wider Building Safety team in Housing and Land and report to the Grenfell
Response Policy and Programme Manager. C073 created a new Building Safety team within the Housing
Unit of the Housing & Land Directorate. This team is responsible for managing the two Cladding
Remediation Funds. By virtue of fulfilling these functions, the team is also becoming a centre of knowledge
and expertise within the GtA for building safety issues in residential buildings. The Grenfell Inquiry
Coordination Officer will contribute further to this by relaying learning from the Inquiry hearings to that
team.

Phase 2 hearings are expected to begin early in 2020 and run for at least 18 months. This post is therefore
being created for a fixed-term of 18 months — a permanent post is not required given the time-limited
nature of the Inquiry.

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.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created

3



Permanent posts to be (deleted)

Fixed-term posts to he created 1 Grade 8, 18 months

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, ore to be supplied in Appendix A

4. Financial comments

This decision is seeking approval to create an eighteen-month fixed term post at Grade 8. Salary costs for
the post will be £89,000 including oncosts, the new post will also incur a further £9,000 internal recharge
for support service costs, coming to a total of £98,000.

This post will be funded from in-year underspends in the Programme, Policy & Services salary budget in the
Housing & Land directorate in the first instance, and if required, additional funding can be drawn from the
grants unapplied reserve.

The GLA may become liable for redundancy and/or pension capital costs if the appointee has ongoing
continuous service, for which the costs will have to be met from the existing Housing & Iand budget.

Maftdatory intorniation required tQenbig post to be added to HR system:

Cost centre Cost object
GR0940.O01

(if different):

Is post to be externally funded, in part or full (if yes, include details below)? No

Is the post full or part time? Full time

Is the post permanent or temporary? emporary

What is expected start date? Mar 2019 ] Expected end date? August 2021

5. Legal comments
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5.1 Under the Greater London Authority Ad 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.

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

5.8 The HoPS has the power to make this decision.

6. Equalities considerations

The public sector equality duty requires the identification and evaluation of the likely potential impacts,
both positive and negative, of the decision oh those with protected characteristics (age, disability, gender

S



reassignment, pregnancy and maternity, race, gender, religion or belief and sexual orientation). This duty
will be considered when recruiting for all po5ts outlined above.

7. Appendices

Appendix A: Details of affected posts

Appendix B: Draft job description

Appendix C: Structure chart for Building Safety team
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8. Approval

Tick to indicate approval

V

Executive Director

Rickardo Hyatt has reviewed and commented on this proposal. V

Assistant Director V
Rickardo Hyatt has reviewed and commented on this proposal.

HR & OD Lead Officer V
Dawn James has reviewed and commented on this proposal.

Finance and Legal V Kate Phelps! Paul
Finance and Legal have reviewed and commented on this proposal. Middlemas

Corporate Management Team (CMT)

This proposal was considered by CMT on 20 January.

Appendix A

Details of all affected post5

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

number term/deletions regrade
only)

Grenfell Inquiry N/A February August 2021 Creation
Coordination 2019
Officer
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Appendix B

Draft job description

Job title: Grenfell Tower Inquiry Co-ordination Officer

Grade: B

Directorate: Housing and Land

Job Purpose
To co-ordinate the Mayor and Greater London Authority’s involvement in the Grenfell Tower Inquiry,
attending Inquiry Phase 2 hearings, securing the effective submission of his views and feeding back to the
wider Housing and Land directorate on emerging building safety and housing issues.

Responsibilities:

1. Act as the liaison point between the Mayor’s Office, the Mayor’s legal team, Housing and Land and
other GLA Group officers to ensure the Mayor is suitably represented at the Grenfell Tower Public
Inquiry.

2. Provide a single GLA point of contact for the Mayor’s legal team, ensuring direction and information
is provided to them in a timely manner, both directly and through the involvement of colleagues.

3. Brief the Chief of Staff, Deputy Mayor for Housing and Residential Development Deputy Mayor for
Fire & Resilience, Deputy Mayor for Policing & Crime, Deputy Mayor for Social Integration, Social
Mobility & Community Engagement and other relevant Mayor’s Office, GLA and GLA Group officers
on the progress of the inquiry, escalating decisions, issues and risks to them as appropriate.

4. Attend or otherwise monitor the Inquiry’s hearings, producing a prompt and accurate summary for
relevant officers.

5. Support the preparation of Mayoral responses to any media interest or correspondence arising from
the Inquiry or individual victims and their representatives.

6. Work closely with the Grenfell Response Policy and Programme Manager, including to ensure that all
relevant policy issues are represented accurately to the Inquiry, particularly for those related to
housing and building safety, and policy issues or recommendations arising from the Inquiry are
considered and progressed appropriately.

7. Support as required GLA Group employees called to give evidence before the Inquiry.

8. Manage staff and resources allocated in accordance with the Authority’s policies and Code of Ethics
and Standards.

9. Realise the benefits of London’s diversity by promoting and enabling equality of opportunities, and
promoting the diverse needs and aspirations of London’s communities.

10. Realise the benefits of a flexible approach to work in undertaking the duties and responsibilities of
this job, and participating in multi-disciplinary, cross-department and cross-organisational groups
and project teams.

11. Undertake any other additional duties and tasks reasonably assigned to the job.

a



Key contacts

accountable to: Grenfell Response Policy and Programme Manager

accountable for: Resources allocated to the role.

Person specification

Technical requirements/experience/qualifications

1. Strong political understanding, with the ability to anticipate and understand the political impact of developmen
related to Grenfell.

2. Demonstrable ability to work effectively and sensitively with the survivors and communities affected by the Gre’
Tower fire.

3. An understanding of the issues relevant to the Grenfell Tower fire and Inquiry, from a political, victim and coma
perspective, and the ability to communicate these appropriately.

Behavioural competencies

PLANNING AND ORGANISING

is thinking ahead, managing time, priorities and risk, and developing structured and efficient approaches
to deliver work on time and to a high standard.

Why is ft important? Success is measured by results. We will be judged by our ability to turn ideas and
opportunities into concrete actions, working in partnership with others to deliver clear outcomes for
Londoners in priority areas.

Level 2

V Prioritises work in line with key team or project deliverables
V Makes contingency plans to account for changing work priorities, deadlines and milestones
V Identifies and consults with sponsors or stakeholders in planning work
V Pays close attention to detail, ensuring team’s work is delivered to a high standard
V Negotiates realistic timescales for work delivery, ensuring team deliverables can be met

COMMUNICATING AND INFWENCING

is presenting information and arguments clearly and convincingly so that others see us as credible and
articulate, and engage with us.

Why is it important? So that we can effectively engage our diverse audience - colleagues, external
partners and Londoners - and ensure they understand, respond to what we do and help us to deliver.

Level 2
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V Communicates openly and inclusively with internal and external stakeholders
V Clearly articulates the key points of an argument both in verbal and written communication
J Persuades others, using evidence based knowledge, modifying approach to deliver message

effectively
V Challenges the views of others in an open and constructive way
V Presents a credible and positive image both internally and externally

BUILDING AND MANAGING RELATIONSHIPS

is developing rapport and working effectively with a diverse range of people, sharing knowledge and
skills to deliver shared goals.

Why is it important? Having good working relationships with colleagues and effective alliances with
external partners will help create an organisation people want to work with, enabling more effective delivery
of the organisation’s strategic priorities.

Level 2

V Develops new professional relationships
V Understands the needs of others, the constraints they face and the levers to their engagement
V Understands differences, anticipates areas of conflict and takes action
V Fosters an environment where others feel respected
V Identifies opportunities for joint working to minimise duplication and deliver shared goals

STAKEHOLDER FOCUS

is consulting with, listening to and understanding the needs of those our work impacts and using this
knowledge to shape what we do and manage others’ expectations.

Why is it important? Stakeholders are anyone (internal or external) on whom our work impacts. We need
to manage their expectations, respond to their aspirations and use diverse views to shape our work and
deliver our vision for London.

Level 2

V Seeks to understand requirements, gathering extra information when needs are not clear
V Presents the GLA positively by interacting effectively with stakeholders
V Delivers a timely and accurate service
V Understands the differing needs of stakeholders and adapts own service accordingly
V Seeks and uses feedback from a variety of sources to improve the GLA’s service to Londoners

ORGANISATIONAL AWARENESS

is understanding and being sensitive to organisational dynamics, culture and politics acro5s and beyond
the GLA and shaping our approach accordingly.

Why is it important? We are a high-profile organisation, balancing statutory responsibilities with different
demands and agendas. Our decisions can have wide repercussions on Londoners and beyond so we need to
be able to navigate carefully and sensitively.

Level 2

V Challenges unethical behaviour

10



V Uses understanding of the GLA’s complex partnership arrangements to deliver effectively
V Recognises how political changes and sensitivities impact on own and team’s work
V Is aware of the changing needs of Londoners, anticipating resulting changes for work agendas
V Follows the GLA’s position in the media and understands how it impacts on work

Reasonable adjustment

Reasonable adjustment will be made to working arrangements to accommodate a person with a disability
who otherwise would be prevented from undertaking the work.
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Appendix C
Structure chart for Building Safety team

BULDING SAFETY TEAM

Sen,wPogaw AflwGL2

- snmrcrcg

___

Grenfell Inquiry
Coordination Officer

—

Ott, 37 Pwxrrt Cttz, 07
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GREATER LONDON AUTHORITY

Job title Grade Duration
Programme Officer - 2073 7 7 months

Request for Head of Paid Service Decision CO-i 21

Extensions to European Programmes Management Unit fixed-term posts

Decision Required

That the Head of Paid Service:

• Approves the extension of two European Programmes Management Unit fixed-term posts:

4.Poject—Suppet’t-Officer - 2087 4 —4Lmonth

Head of Paid Service

The above proposal has my approval.

CO 127 FINAL.docx 1



1. Staffing proposals

1 .1 Three members of the European Programmes Management Unit are currently on maternity
leave. Two have now confirmed their return in March 2020, a month later than originally envisaged
in one case. The third person is on leave until January 2021.

1.2 A number of internal temporary promotions and two fixed-term appointments were made by
way of maternity cover— these are summarised on the EPMU structure chart for December 2019 atAppendix B.

1.3 In order to cover the slight extension of maternity cover in the case of one of the returnees,
and ongoing absence of the third person, it is now proposed that both fixed term posts are extended.
Neither extension will extend the fixed-term contract length to over two years, so neither post will
become permanent and require further informal consultation if approved.

1.4 For the G5 programme support officer, a month-long extension is proposed to 13/3/20. Atthat point the fixed-term contract will end, as the person she is covering for will return to his
substantive G5 role, following the returns of the senior programme manager and programme officer.

1.5 For the programme officer, a 7-month extension to 31/10/20 is proposed; effectively
swapping cover of one G7 role for another (EPMU G7 job descriptions are identical). The extension
will also assist management of the Unit’s workload following from the secondment of a G9 programme
manager to the GLA Transition team in the first five months of 2020.

1.6 Appendix C shows the proposed structure chart in April 2020.

2. Consultation

The changes have been discussed with EPMU senior managers, the HR business partner and the
postholders.

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

CO 121 FINAL docx 2



4. Financial comments

4.1 Approval is sought to extend two fixed-term posts within the EPMU team to cover maternity leaves
and restructuring.

4.2

Job Title 2019-20 2020-21 Total

Programme Officer - £29,108 £29,108

Project Support Officer £4,080 - £4,080

4.3 The expenditure of £33,188 will be funded from the European Programmes Management Unit salary
costs which are covered by a combination of grants from Central Government and the EU, which will
continue after Brexit.

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.

Job Title Grade Current ETE Job Position Status

Programme Officer 7 1 Extension: 7 months

Project Support Officer 5 1 Extension: 1 month

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:

C0121 FINAL.docx 3



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 HoPS has the power to make this decision.

6. Equalities considerations

Nil

7. Appendices

Appendix A: Detail affixed term posts

Appendix B: EPMU team structure December 2079

Appendix C: Proposed EPMU team structure April 2020

coin FINAL.docx 4



8. Approval

T:ck to ndscate approval

, V

Executive Director V
flehjLt-Lackspsi has reviewed and commented on this proposal.

Assistant Director V
Alex Caway has reviewed and commented on this proposal.

HR & OD Lead Officer V
PianntEysc has reviewed and commented on this proposaL

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

Corporate Management Team (CMfl

This proposal was considered by CMT on [DATE].

Appendix A

Details of all affected posts

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

number term/deletions regrade
only)

Programme 7 2073 5/11/18 31/10/20 Extend fixed-term

Offic

Appendix B and C
Attached

C0721 FIN4Ldocx



GREATERLONDONAUTHORITY

uqpce

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

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

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

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

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

Job title Current New
____________________ Grade Grade

e.g. Project Support Officer S 6

This form supersedes: Ci) the previous Head of Paid Service decision form which had a “HoPS” rather than
a “CO’ reference numbeç (ID the STAF decision form for fixed-term posts; (flQ 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.

Request for Head of Paid Service Decision CO-i 23

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

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

Job title Grade Duration
e.g. Senior Policy Officer 9 2 years
e.g. Project Support Officer 5 78 months

1



t

Dedsion Required

That the Head of Paid Service:

Approves

The extension of a fixed term post, GLA OPS Officer, from 1 7th December2019 to 31st March 2020.

Head of Paid Service

The above proposal has my approval.

Signature Date

2



•l. Staffing proposals

1.1 In May2016, the Mayor approved funding for a new grant and project management IT system, now
known as the GLA’s Open Project System (OPS). Its initial creation and implementation was for the
Housing & Land Directorate (H&L) and Regeneration Unit prompted by the planned withdrawal of
H&L’s predecessor technology systems (IMS and PCS) temporarily made available to the GLA by the
Homes and Communities Agency — HCA (now Homes England).

1.2 Following this success, the Mayor approved the roll out of the system to the rest of the GLA in 2018,
and following a competitive tender, Keytree Ltd was reappointed as the development supplier to
deliver the second phase of implementation.

1.3 OPS is now fully operational in H&L, Regeneration, Culture, Skills and is also being used by the
Mayor’s Office for Policing and Crime (MOPAC) and the Old Oak and Park Royal Development
Corporation (OPDC). OPS has gained a reputation within the GLA group as an effective tool in
managing grant-based projects. OPS is currently supporting 33 grant programmes totalling over 5
billion across the GLA group providing both the GLA and its external partners with a much-needed
digital tool for grant and project management.

1.4 The OPS team is made up of 6 GLA staff members and our development suppliers. Of the current
GLA staff, only one post is a permanent post, the remaining posts are all fixed-term posts. As the
scope of work grew, the team also grew accordingly to support the work required toxoll the system
out.

Post Title Type of position Current end date

Product Owner Permanent N/A
Corporate Product Manager FTE 31 /03/2020
GLA OPS Officer FTE 12/05/2020
GLA OPS Officer 16/12/2019
Reporting Analyst FTE 31 /03/2020
Senior Manager FTE 31 /03/2020

1.5 Currently one GLA OPS Officer post is only in place until 16 December 2019 and given both the
critical nature of this role and the level of knowledge and skills the current post holder has acquired;
we urgently need to extend this post to 31 March 2020.

1.6 The post holder is currently on a secondment to the Corporate Product Manager post until Ge”

January 2020 (as the substantive post holder is on Shared Paternity Leave), after which she has no
substantive post to return to given that the GLA OPS Officer post currently ends on 16 December
2019. It is proposed to extend the fixed-term post so that the GLA can benefit from the post-
holder’s skills and knowledge for this additional period of time.

1.7 These last three months of 201 9/20 are critical for the OPS team as we are trying to ensure that
remaining key business requirements for the Skills, Regeneration, H&L and MOPAC teams are met.
This GLA OPS Officer post will play a pivotal role in ensuring that we deliver the remaining items
identified as priorities for teams, and that the OPS support service is maintained for all users.

1.8 The original plan for OPS was solely to cater for H&L and the Regeneration team. The staffing
created to achieve this aim was therefore temporary. However, the speed with which OPS became a
corporate service meant that the staff remained in a temporary capacity, save for the single
permanent member of staff.

3



1.9 Given the nature of how the system has grown in terms of usage and interest from new teams, it
became clear that a longer-term solution would be required to take delivery of this work forward. Assuch, the existing fixed-term posts were not included in the review undertaken earlier this year of
existing fixed-term posts.

1.10 Instead a paper was put forward as part of our growth bid for 20/21 onwards which looked to
ensure that a more robust approach is taken to extending this work and the required team to
support it. This paper proposed that the current temporary staff all be made permanent.

111 This growth bid whilst not approved in its entirety, has been approved for the first year. This will
allow further consideration to be made in terms of how to secure the appropriate team on a
permanent basis. In the interim, securing the growth budget for 20/21 will allow all S fixed-term
posts to be extended to March 2020.

1.12 As such, the only gap we have remaining is the GLA OPS Officer post which currently ends on
1 GDecember 2019 which now needs to be extended to 31 March 2020.

1.13 We are seeking to use Staff Development Reserve to cover the cost of this extension which we
estimate is approximately £17,000.

1.14 Approval is therefore sought to extend this fixed-term post to 31st March 2020.

2. Consultation

2.1 This proposal is to create a temporary staff post (defined as being up to two years in duration) andtherefore 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 ofthe 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

Posts FTEs Notes

Permanent posts to be created

Permanent posts to be (deleted)

Fixed-term posts to be created 1 This request is to extend a fixed-term
post which currently ends on
16/12/19 to 31/3/20.

Post reference 0CC05443001

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted)

Permanent posts to be regraded

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

4. Financial comments

4.1 HOPs approval is being sought to extend the GLA OPS Officer post (1.0) RE from 17th December
2019 to 31st March 2020.

4.2 The po5t holder will be extended at Grade B for the duration of the fixed term contract.

4.3 The total cost of this proposal post equates to £17,000 inclusive of on-costs.

4,4 The WOS code to charge the post to is GF.0740.0O5.

4.5 All appropriate budget adjustments will be made

4.6 The GLA may become liable for redundancy and/or pension capital costs if the appointee has on
going continuous service, the cost of these are to be met from the existing Technology Group
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 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,

S



they will have the same statutory right as a permanent employee not to be unfairly dismissed. Aftertwo years’ service, the post holder may also be eligible to receive a redundancy payment should thepost come to an end. Any fair dismi5sal 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 infact there is further work to be carried out after the end of the contract. If the employee has beenemployed on a series of successive fixed-term contracts, then they will be considered to be apermanent employee if their contract is renewed after four years of service and there is no objectivejustification for the continued use of fixed-term contracts.

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

Tick to indicate approval

Vt

Executive Director /

Mgrhickrk has reviewed and commented on this proposal.

Assistant Director V
Dayid Murm has reviewed and commented on this proposal.

HR & GD Lead Officer V
Dawn James has reviewed and commented on this proposal.

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

Corporate Management Team (CMT)

This proposal was considered by CMT on 20 Januaw 2020

Appendix A

Details of all affected posts

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

number term/deletions

J___ only)

GM Ups 8 0CC05443001 17/1 2/19 J3] /03/20 Extension of FTE postOfficer L I
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GREATERLON DON AUTHORITY

Request for Head of Paid Service Decision CO- 125

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 Service:

Approves

The extension of an existing full-time Grade 10 one-year Fixed Term post (Senior Project Manager Small
Sites Programme) for a further three months.

Head of Paid Service

The above proposal has my approval.

Signat r Date

Lcc4’&’c

MD Template October 2016 1



1. Staffing proposals

The CIA has established a Small Sites Small Builders programme under MD2133 giving public
landowners an alternative mechanism to bring small sites forward for development. The Programme
is principally funded by the London Economic Action Partnership (LEAP) from the Government’s
Growth Deal 3. The programme was launched initially with a pilot of ten TfL sites in February 2019
using existing staff resources. Following a review of the pilot in June 2018, authority to continue in
201 8/19 was provided through 002263. This included the creation of a one-year full-time Grade 10
Fixed Term post (Senior Project Manager Small Sites Programme), to oversee the delivery of the
Programme. The post is currently filled by a secondee from within Housing & Land on a 4 day/week
basis, with the fifth day filled by a secondee from Regeneration Department. The vacancies arising
from these secondments have not been backfilled. The secondments end5 on 14 January 2020.

The 18/19 programme provided land owners with funding for site identification, due diligence and
capital funding to unlock unviable sites. There was a good level of interest from public landowners
to access funding for site identification, due diligence and unlocking unviable sites and to take sites
through the CIA portal. Raving entered into contracts with pubtic landowners work is now underway
to complete due diligence and place sites on the portal.

A further DD (DD2355) was signed on 31 May 2019, authorising expenditure of up to £11 .842m
across 201 9/20 and 2020/21 on the Programme (f10.525m is from the LEAP Growth Deal 3
Funding). A new prospectus to apply for funding was issued to boroughs on 4 June 2019, with an
event held on 1 July 2019 to promote the Programme and secure further applications for funding
and use of the GLA portal. There was further strong interest in the Programme with three new
boroughs seeking due diligence funding, in addition to TFL, for 40 sites and four boroughs seeking
capital funding for 45 sites.

An update report was presented to the LEAP Investment Committee on 5 September 2019. The
Investment Committee noted the progress made in delivering the Programme and noted the
intention to bring forward recommendations for funding endorsement.

The Programme has gathered pace and there is therefore a need to extend the existing one-year
full-time Grade 10 Fixed Term post for a further one year. However, this one-year extension will
need to be considered in the budget setting process and therefore this current request is to extend
the post by three months only at this stage to enable it to deliver its identified activity. This post
will manage an existing Grade 8 Project Officer and provide overall management of the Programme,
including engagement with public sector landowners to bring forward suitable sites, administer and
monitor the award of CIA funding to landowners, support landowners in assessing bids for sites,
maintain the portal and provide programme reporting to the LEAP. The Programme is implementing
important Mayoral policy objectives of increasing the proportion of developments on small sites and
diversifying the housing building industry, as set out in the Housing Strategy, the Economic
Development Strategy and the draft London Plan. Without this post there is a high risk that the full
LEAP funding will not be spent and the Programme will falter, thus undermining these key Mayoral
objectives.

The LEAP is a non-incorporated consultative and advisory body established by the Mayor. As a
Mayoral appointed body with no separate independent or corporate legal status, LEAP operates
through the GLA which acts as LEAP’s “accountable body” when funding arrangements are entered
into with the Government. As such, the LEAP does not employ officers directly to implement
programmes for which it has secured Government funding.

Growth Deal] is a four-year funding allocation from 201 7/18 to 2020/21 and therefore the Small
Sites Small Builders Programme has funding, including revenue funding for staff costs, to 2020/2].

MD Template October2016 2



An evaluation of the Programme will be undertaken in order to determine its success in delivering its
objectives and consider options for the future of the Programme post 20/21, including
mainstreaming it into Housing and Land Programmes or seeking further LEAP funding.

To date the continuation of and funding for the Programme has been agreed on an annual basis and
therefore the need to extend this post was not included in the growth bids prepared last year.

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.

3. Table of changes

Posts FTEs Notes

Permanent posts to be created -

Permanent posts to be (deleted) -

Fixed-term posts to be created 1 An existing full-time Grade 10 one
year Fixed Term post (Senior Project
Manager Small Sites Programme) due
to end on 14 January 2020 to be
extended for three months with a new
end date of 31 March 2020

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

Approval is sought to extend one grade 10 fixed-term post for an additional 3 months until the post
can be considered within the budget setting process.
The estimated cost is £1 8,000 including on costs. This will be funded from the Small Sites
programme budget, approved via MD2133.

Mnt.osyin.f.rmatLons&quie4 to_enbkptJ_be_&ddAdtoi-iftsysterni
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Cost centre Cost object

G0960 (if different): GH.0960.007

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

Is the post full or part time? Full time

Is the post permanent or temporary? Temp

What is expected start date? Jan 2020 2020

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.

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

Expected end date?

MD Template October2016 4



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 If the proposals set out in this Chief Officer Form are approved, then the secondment arrangements
that are currently in place to fill the post will need to be extended accordingly.

5.8 The HoPS has the power to make this decision.

6. Equalities considerations

The proposal is for the extension of an existing one-year full-time Fixed Term contract for a further
three months until this post can be considered in the budget setting process. The post is currently
filled on a secondment basis from within Housing and Land and the secondment was offered on a
competitive basis. There are therefore no equalities considerations.

7. Appendices

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

Appendix B: Structure chart showing reporting lines and post reference numbers

Appendix C: MD2 733

Appendix D: DD2263

Appendix E: DD2355

Appendix F: Job Description

MD Template October2016



8. Approval

Tick to indicate approval

V

Executive Director

Rickardo Hyatt has reviewed and commented on this proposal.

Assistant Director V
Simon Powell has reviewed and commented on this proposal.

HR&ODLeadOfficer V
Dawn James 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 13 January 2020.

Appendix A

Details of all affected posts

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

number term/deletions regrade
only)

Senior Project Grade 10 GLA3949 15 January 31 March 2020 Extension of existing
Manager Small 2020 one-year fixed term
Sites post from its current
Programme end date of 14

January for a further
three months to 31
March 2020

Appendix B

Structure chart showing reporting lines and post reference numbers
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Appendix B — Structure Chart

Senior Manager, Public Land

I I
Project Manager (Small Sites

Programme) STAF1OS4

I
Project Manager (Public Land)

GLAHLO1 1

Senior Project Officer (Small Sites
Programme) CO-048
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GREATERLONDONAUTHORITY
Appendix C

REQUEST FOR MAYORAL DECISION — MD2133

Title: Small Sites, Small Builders

Executive Summary:

In recent years there has been a significant fall in new home building on small development sites in
London. This new initiative, the ‘Small Sites, Small Builders’ programme, aims to help address this by
bringing forward small publicly-owned sites for residential development, thereby encouraging home
building by small builders, small housing associations, community-led housing groups and other new
entrants.

The programme, which has secured Growth Deal funding, wHI begin with a pilot of around ten Transport
for London CElL) sites. Following the pilot, an evaluation will take as to whether the programme should
continue, and if so, to determine whether any changes need to be made to its form.
A future programme could provide public landowners with an alternative mechanism to bring small sites
forward, making use of standardised legal documentation and a GLA marketing portal. It could also
provide funding to public sector landowners for site identification, due diligence, and unlocking of
unviable sites.

Decision:

The Mayor:

i. Approves expenditure of up to €473,000 in 201 7/18 to establish and test the ‘Small Sites, Small
Builders’ programme through a pilot of TfL sites.

ii. Delegates to the Executive Director for Housing and Land authority to approve expenditure of up
to f14.703m from April 2018 until April 2021 (including L13.215m which has been approved in
principle by the London Enterprise Action Partnership Investment Committee) to expand the
programme, subject to a review of the pilot and confirmation of funding from Government.

Hi. Notes that the remaining Growth Deal funding will otherwise support other projects through the
LEAP’s Good Growth Fund.

Mayor of London

I confirm that C do not have any disclosable pecuniary interests in the proposed decision, and take the
!

decision in compliance with the Code of Conduct for elected Members of the Authority.
The above request has my approval.

Signature: Date:

MD Template October2016 s



PART I - NON-CONFIDENTIAL FACTS AND ADVICE TO THE MAYOR

Decision required — supporting report

1. Introduction and background

1.1 The draft London Housing Strategy sets out how the number of small builders operating in London
has reduced significantly over the last 15 years, resulting in an over-reliance on large sites and a
relatively small number of large developers to build new homes in London. The reasons for the
decline in small builders are well documented and include difficulty in obtaining finance, planning
uncertainty, risk, and lack of available sites. The boroughs and other public-sector landowners often
struggle to bring forward small sites because of a lack of available resources, and a perceived
imbalance between the effort involved and the benefits received.

1.2 The Mayor will therefore use £473,000 to pilot an innovative programme to unlock publicly-owned
small sites by bringing forward around ten TfL small sites for development by small and medium
builders (SMEs) and community-led housing groups. Learning from this pilot there is up to a
further £1 4,703m funding allocated to support the future expansion of this programme, as required.

1.3 The approach developed and refined through the pilot will aim to provide public landowners with an
alternative mechanism to bring small sites forward, which seeks to balance the convenience of land
auctions with some of the delivery controls in development agreements. By taking a proportionate
approach to those controls, the bidding/selection process will be simpler than a regulated
procurement process, the complexity of which tends to exclude smaller builders. Beyond the pilot
the programme can also provide funding for landowners to carry out due diligence on their sites so
as to provide more certainty to bidders and to help to unlock unviable sites.

2. Objectives and expected outcomes

2.1 The ‘Small Sites, Small Builders’ programme will initially focus on bringing forward around ten TfL
small sites for development by SMEs, RP’s and community-led housing groups. Following the pilot,
an evaluation will take place to determine whether any changes need to be made and whether the
programme should continue.

2.2 Part of the 2017/18 funding includes development of a marketing portal on the GLA website,
through which sites can be promoted. The bidding and selection process has been designed to be
proportionate to the likely scale of developments and size and capabilities of organisations looking
to bid. Proposals would be expected to include details of their professional team, a clear indication
of what is proposed and a financial offer in light of the information and the contract terms provided.
For the pilot stage, the selection of the successful bid will involve shortlisting the best financial
offers (the highest ten offers or those within 80 per cent of the highest offer), followed by a
qualitative assessment of deliverability and scheme quality.

2.3 The pilot will make use of a standardised set of legal contracts. This will typically be a long lease
which can be drawn down once the developing organisation has secured planning permission and
development finance. The landowner will have the right to terminate contracts if development does
not commence within an agreed period. Leases will also include planning overage provisions to
ensure that an appropriate share of increased value is captured, where a further permission is
obtained. These arrangements fall outside the scope of OJEU procurement regulations.
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2.4 Following the pilot, these arrangements will be reviewed to determine whether the programme
should continue, and if so, an evaluation shall take place as to whether it should be refined. If it
does so, funding will also be available for site identification, due diligence, and unlocking unviable
sites. Funding would be awarded on a rolling basis, prioritising sites which meet a value for money
benchmark, and landowners who seek affordable and/or community-led housing through the
programme.

Afjoj&bteaad ço mm unty1efloji]ng

2.5 The proposed ilL sites are expected to have capacity for approximately 110 homes. It is anticipated
that four of the sites will be brought forward as either 100 per cent or 50 per cent affordable
housing (subject to approval of a separate Mayoral Decision and Direction being issued), resulting in
50 per cent of the total homes brought forward under the pilot being affordable. One of the four
sites will also be reserved for community led housing.

2.6 In the subsequent programme, boroughs may (subject to the limitations within DCLG circular 06/03)
dispose at less than best consideration where the disposal is likely to contribute to the promotion or
improvement of economic, social, or environmental well-being. Landowners would be able to include
restrictive use covenants in the lease to ensure the site can only be used for affordable and/or
community-led housing, to meet these wider objectives and stimulate those sectors of the market.
The programme could potentially allow for this by prioritising the allocation of funding to sites
where the appropriate use of these covenants is proposed.

2.7 The GLA would expect bids to reflect local affordable housing requirements (noting that in many
London boroughs developers bringing forward schemes providing less than 10 units are not required
to provide affordable housing) and the Mayor’s Affordable Housing and Viability Supplementary
Planning Guidance.

ExRectad utpji$nd bpønditure

2.8 The programme outputs depend on whether the programme continues following an evaluation of
the pilot. In a future programme, the outputs will depend on the number and nature of sites coming
forward, and the level of funding needed to prepare and ‘unlock’ them for development.

2.9 The programme will encourage landowners to use restrictive covenants to bring forward as much
affordable housing and/or community-led housing as possible, and will also prioritise funding to
landowners who aim to bring forward affordable housing. The number of affordable units on sites
going through the programme will be monitored as part of ongoing programme evaluation.

2.10 Small builders are likely to provide employment opportunities for local people, and apprenticeship
schemes will be signposted online. We will encourage the employment opportunities offered by
builders to be taken into account in the qualitative assessment of shortlisted bids in any future
scheme.

2.11 The indicative expenditure for the pilot programme in 2017/18 is as follows:

Standard contracts and commercial 00,000
Website and marketing £60,000
Site identification £40,000
Evaluation £15,000
Due diligence £288,000
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Total £473,000

3. Equality comments

3.1 The programme will promote equality and work to deliver new diverse and inclusive opportunities. It
is not anticipated that the programme will have a negative impact on any groups identified under
the Equality Act 2010. The programme will be developed and delivered in compliance with relevant
Codes of Practice and in line with the requirements of the public sector equality duty to ensure that
the following issues have been considered:

i) Physical proposals will meet planning and Building Regulations requirements in terms of
accessibility to ensure we minimise disadvantage is suffered by people who share a protected
characteristic.

U) Documents and publications will comply with Mayor of London branding guidelines, it being
based on guidance from the Royal National Institute of Blind People.

iii) Events will be open to all and, where possible, we will encourage people who share a protected
characteristic to participate in activity in which their participation is disproportionately low.

3.2. Public sector landowners will already share the public-sector equality duty. This will be stipulated in
any grant agreements. Orqanisations involved in the purchase of sites will not necessarily be under
this duty, but will be encouraged to adopt equality policies in their practice.

4. Other considerations

4.1 The programme links to wider Mayoral strategies and priorities in Housing, Regeneration, and
Planning, including: Homes for Londoners, London Plan policies supporting small infill development
the draft Housing Strategy, which seeks to diversify the housebuilding industry and establishes a
presumption in favour of appropriate residential development on small sites, and work to promote
and enabling community-led housing, and regeneration for all Londoners.

4.2 Risks at a programme level include demand and supply of sites coming through the platform, which
will be mitigated by ongoing proactive engagement with landowners. Officers have already engaged
with a range of public landowners, small developers, community-led housing groups and their
representative bodies in formulating the programme, including London Councils and the Federation
of Master Builders.

4.3 Risks associated with individual sites will be identified through detailed site surveys and due
diligence as part of the programme. This helps to clarify the risks, although the ultimate
development risk will be with the small builders who purchase the sites. The public landowner and
GLA may have a reputational risk if sites are poorly developed or not built out at all. The programme
involves a proportionate approach to these risks, and the intention is to dispose of sites to
organisations who intend to build good schemes.

5. Financial comments

5.1 Growth Deal 3 is an allocation of capital grant funding and only the funding for 201 7-18 has been
formally confirmed and received from government. For the initial pilot, £473,000 of revenue funding
is required in 201 7-1 8, therefore revenue expenditure, will be subject to a capital-revenue swap
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resourced via the Capital Programme Reserve (El 85,000) and the balance of £288,000 sourced from
under-spends within Housing & Land and a draw-down from the Estates Reserve (where required).

5.2 Up to a further £14.703m can be drawn down until April 2021 depending on the outcome of the
pilot and subsequent decisions about the programme. This includes £11 .880m Growth Deal capital
funding, £1 .335m Growth Deal funding (swapped to revenue via the Capital Programme Reserve),
and, as per the above, £1 .48Gm revenue funding sourced from Housing and Land budgets in the
first instance (and where there is budget pressure, a draw-down from the Estates Reserve).

5.3 Any under-spends that accrue in year from the Growth Deal capital will be reallocated to the Good
Growth Fund, which is part the LEAP’s Growth Deal 3 Programme.

5.4 There is a risk of the GLA incurring abortive costs, for example on sites that ultimately cannot be
developed and these consequently may need to be charged to revenue. Robust in-year project
monitoring will be necessary to minimise this risk, with remedial action taken to ensure sufficient
revenue budget is available to cover any abortive costs that may transpire.

6. Legal comments

6.1 Section 30 of the Greater London Authority Act 1999 (‘GLA Act’) gives the Mayor a general power
to do anything which he considers will further one or more of the principal purposes of the GLA.
The principal purposes, as set out in section 30(2) of the GLA Act are:

(1) promoting economic development and wealth creation in Greater London;

(2) promoting social development in Greater London; and

(3) promoting the improvement of the environment in Greater London

6.2 In determining whether or how to exercise the power conferred by section 30(1) of the GLA Act, the
Mayor must:

(i) have regard to the effect that his decision will have on the health of persons in Greater London,
health inequalities between persons living in Greater London, the achievement of sustainable
development in the United Kingdom and climate change and its consequences (sections 30(3-
5)) of the GLAAct;

(ii) pay due regard to the principle that there should be equality of opportunity for all people
(section 33 of the GLA Act); and

(üi) have due regard to the Public Sector Equality Duty; namely the need to eliminate discrimination,
harassment victimisation and any other conduct prohibited by the Equality Act 2010, and to
advance equality of opportunity between persons who share a relevant protected characteristic
(race, disability, gender, age, sexual orientation, religion or belief, pregnancy and maternity and
gender reassignment) and persons who do not share it and foster good relations between
persons who share a relevant protected characteristic and persons who do not share it (section
149 of the Equality Act 2010).

6.3 Given the above (including section 3 of this report). Section 34 of the GLA Act which allows the
Mayor to do anything which is calculated to facilitate or is conducive or incidental to the exercise of
any of his functions (including his functions under section 30) and the Mayor’s powers (under
Section 38 of the GLA Act) to delegate to any GLA member of staff functions of the GLA that are
exercisable by him, the foregoing sections of this report indicate that the Mayor has the power to
agree to the decisions set out above.
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6.4 In order to mitigate any risks that proposed funding might be considered to be state aid, officers
should work with TfL Legal to consider the structure of proposed funding arrangements and the
detail of such arrangements.

6.5 As noted above, the complexity of the Public Contracts Regulations 2015 (which implement the EU
Public Procurement Directive) can mean that smaller builders are put off bidding for schemes. This
programme takes a proportionate approach, balancing the risk of people not bidding with the risks
to delivery. In particular the programme has been designed to fall outside the scope of tho5e
Regulations.

7. Planned delivery approach and next steps

7.] Transport for London aim to offer at least ten sites to the market through the platform as a pilot in
late 2017 to test the principles of the programme and the practicality of the bidding and selection
process, the portal and the legal documentation. Bids on the pilot sites will be sought with the
intention that conditional contracts be entered into in spring 2018. An evaluation of the pilot will
take place to determine whether any changes need to be made and whether the programme should
continue.

7.2 A call for sites and expressions of interest from landowners will be issued, alongside the launch of the
pilot sites. This, together with ongoing targeted engagement with the boroughs, aims to build a
programme of sites. While there is scope to carry out due diligence on a small number of borough
owned sites in 201 7-1 8, the majority of these sites are expected to come through in future years. As
part of a wider strategy to acquire land for new and affordable homes the GLA, will actively investigate
opportunities to acquire small sites and unlock them for housing delivery as part of a future
programme.

7.3 The pilot programme will be jointly managed by the GLA’s Housing & Land and Regeneration teams,
in conjunction with TfL. There is scope in the budget allocation in future years to recruit two fixed
term staff posts to support the programme, including supporting public landowners in bringing their
sites forward, managing due diligence, and providing basic agency support.
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ORIGINATING OFFICER DECLARATION; Drafting officer to
confirm the

following (/)
Drafting officer:
LevenS Kesirno/Justth Carr have drafted this report in accordance with GLA V
procedures and confirms the following:
Sponsoring Director:
David Lunts has reviewed the request and i5 satisfied it is correct and consistent with V
the Mayor’s plans and priorities.
Mayoral Adviser:
Ja.aes tirray has been consulted about the proposal and agrees the V
recommendations.
Advice:
The Finance and Legal teams have commented on this proposal. V

Corporate Investment Board
This decision was agreed by the Corporate Investment Board on 30 October 2017.

Public access to information
Information in this form (Pad]) is subject to the Freedom of Information Act 2000 (FOl Act) and will be
made available on the GLA website within one working day of approval.

If immediate publication risks compromising the implementation of the decision (for example, to complete
a procurement process), it can be deferred until a specific date. Deferral periods should be kept to the
shortest length strictly necessary. Note: This form (Part 1) will either be published within one working day
after approval pr on the defer date.
Pan 1 Deferral:
Is the publication of Part 1 of this approval to he deferred? YES
If YES, for what reason:
So as not to release information before sites are launched publicly

Until what date: (a date is required if deferring): To be reviewed 31 December 2017.

Pan 2 Confidentiality: Only the facts or advice considered to be exempt from disclosure under the FOl
Act should be in the separate Part 2 form, together with the legal rationale for non-publication.

Is there a part 2 form — NO

EXECUTIVE DIRECTOR, RESOURCES:
I confirm that financial and legal implications have been appropriately considered in the preparation of this
report.
Signature Date

CHIEF OF STAFF:
I am satisfied that this is an appropriate request to be submitted to the Mayor

Signature Date
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Appendix D

GREATERLONDONAUTHORITY

REQUEST FOR DIRECTOR DECISION - DD2263

Title: Small Sites, Small Builder5 —201 8/19 programme

Executive Summary:

Under MD2133 the Mayor gave delegated authority to the Executive Director for Housing and Land to
approve expenditure of up to a further £1 4.703m from April 2018 until April 2021 (including El 3.21 Sm
which has been approved in principle by the London Enterprise Action Partnership Investment
Committee) to expand the Small Sites, Small Builders programme. This approval was subject to a review
of the pilot and confirmation of funding from Government. The pilot programme of ten TfL sites was
launched in February 2018. Overall the pilot was a success, with a good level of interest from bidders who
proposed innovative designs that offered more units and more value than anticipated. The programme
should continue, and should be reviewed on an annual basis to monitor effectiveness.

Decision:

That the Executive Director of Housing and Land approves expenditure of up to £3,872,201 in 2018/19
on the Small Sites Small Builders Programme (f3,355,000 which has been approved in principle by the
London Enterprise Action Partnership Investment Committee, £468,000 is from a transfer from the H&L
Reserve and is £49,201 accrued from underspend in 2017/is).

AUTHORISING DIRECTOR

I have reviewed the request and am satisfied it is correct and consistent with the Mayor’s plans and
priorities.
It has my approval.

Name: David Lunts Position: Executive Director Housing and
Land
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Signature: Date:
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PART I - NON-CONFIDENTIAL FACTS AND ADVICE

Decision required — supporting report

7. Introduction and background

1.1 The London Housing Strategy sets out how the number of small builders operating in London has
reduced significantly over the last 15 years, resulting in an over-reliance on large sites and a
relatively small number of large developers to build new homes in London. The reasons for the
decline in small builders are well documented and include difficulty in obtaining finance, planning
uncertainty, risk, and lack of available sites. The boroughs and other public-sector landowners often
struggle to bring forward small sites because of a lack of available resources, and a perceived
imbalance between the effort involved and the benefits received.

1.2 Under MD 2133 The Mayor authorised expenditure of up to £473,000 to pilot an innovative
programme to unlock publicly-owned small sites by bringing forward around ten TfL small sites for
development by small and medium builders (SME5) and community-led housing groups. Subject to
evaluation of this pilot the Mayor also delegated to the Executive Director Housing and Land
authority to authorise total expenditure of up to a further £14.703m from April 2018 to April 2021.

1.3 The programme aims to provide public landowners with an alternative mechanism to bring small
sites forward, which seeks to balance the convenience of land auctions with some of the delivery
controls in development agreements. By taking a proportionate approach to those controls, the
bidding/selection process will be simpler than a regulated procurement process, the complexity of
which tends to exclude smaller builders, Beyond the pilot, the programme can also provide funding
for landowners to carry out due diligence on their sites, to provide more certainty to bidders, and to
help to unlock unviable sites.

1.4 The pilot of ten TfL sites was launched in February 2018 using a marketing portal on the GLA
website. 130 bids were received from 80 different organisations across the spectrum of the SME
sector, including from registered providers and community-led housing groups. Overall the
successful bids offered more units and more value than anticipated and included a range of high
quality and innovative schemes. The pilot has been successful in demonstrating the value of the
concept and therefore the full programme should be developed, subject to consideration of the
lessons learnt from the pilot as set out in detail below, and approval on an annual basis to review
ongoing effectiveness. Approval for expenditure of up to £3,872,201 in 2018/19 is sought.

8. Objectives and expected outcomes

2.1 The main aim of the programme in 2018/19 is to secure commitments from London boroughs to
bring sites through the programme, further TfL sites are also expected to be brought forward. The
expenditure of £3,872,201 is a combination of capital and expenditure and is profiled in the table
overleaf. The split between revenue and capital expenditure is fixed. The profile for the revenue
expenditure is indicative, to allow flexibility depending on the demand from land owners.
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Revenue
Programme administration
Standard Contracts (Legal and Commercial) £1 6,201
Online platform (gradually increasing functionality) £60,000
Advertising / Marketing far platform £12,000
Dedicated staff costs £140,000
Evaluation 00,000

Site Preparation (due diligence etc) £504,000
Site Identification/Community Housing Support
Total Revenue

£240,000
£992,201

Capital

Site preparation (unlocking unviable sites) £2,880,000

Total budget for 2018/19 £3,872,201

2.2 At least 044,000 of revenue funding is available to land owners for site identification and due
diligence (such as ecology, arboricultural and ground condition surveys, reports on title, valuations,
daylight/sunlight, rights to light and transport assessments). The aim of this funding is to enable
landowners to bring sites to the market through the GLA portal, the due diligence reduces risks to
potential bidders by providing certainty on issues such as ground conditions and title, enabling them
to prepare more credible and deliverable schemes. Based on the costs associated with the pilot this
would fund due diligence for around twenty site and site identification for two boroughs A total of
£2.880,000 of capital funding is available to unlock unviable sites. These could be sites that have
been identified as a result of site identification and due diligence funding or sites that have already
been identified by the borough. It is anticipated that this would support between five and ten sites,
depending on the level of funding required. It is anticipated that this would fund capital works, such
as demolition, de-contamination or utilities diversion, the cost of which would otherwise render the
scheme unviable.

2.3 A key outcome of the evaluation of the pilot was determining how to ensure that successful bids
were proposing high quality and innovative design solutions. To help achieve this, the funding to
landowners for due diligence and unlocking unviable sites will be in the form of a grant agreement
which will set out requirements that land owners will need to comply with, in order to receive
funding. This will include:

• Setting out the role of the GLA in assessing bids when the sites are marketed, in particular
assessing design quality.

• Requiring bids to demonstrate compliance with policy D4 (Housing quality and standards) of
the draft London Plan.

2.4 The bidding guidance will emphasise the Mayor’s expectations around design quality and best
practice and encouraging collaborations between designers, builders and community groups (where
appropriate). The guidance will make clear that unconditional disposals should not form part of the
programme.

2.5 Standard contracts between landowners and successful bidders have been designed to enable
landowners include restrictive use in the lease to ensure the site can only be used for affordable
and/or community-led housing, to meet these wider objectives and stimulate those sectors of the
market. The pilot included four restricted sites, two sites for 100 per cent affordable housing by a
community land trust (CLT), one for 100 per cent affordable housing and one for 50 per cent
affordable housing. These restrictions did not inhibit bidders, however future restricted disposals for

DD Part 1 Template July 2010 18



CLTs should ensure that requirements regarding CLT status should be even clearer setting out the
evidence needed to demonstrate compliance. Consideration should be given to use of a broader
definition of community-led housing. Where appropriate further clarity on tenure and affordability
expectations should be given.

2.6 The GLA would expect bids to reflect local affordable housing requirements (noting that in many
London boroughs developers bringing forward schemes providing less than 10 units are not required
to provide affordable housing) and the Mayor’s Affordable Housing and Viability Supplementary
Planning Guidance.

2.7 Small builders are likely to provide employment opportunities for local people, and apprenticeship
schemes will be signposted online. We will encourage the employment opportunities offered by
builders to be taken into account in the qualitative assessment of shortlisted bids in any future
scheme.

9. Equality comments

3.2 The programme will promote equality and work to deliver new diverse and inclusive opportunities. It
is not anticipated that the programme will have a negative impact on any groups identified under
the Equality Act 2010. The programme will be developed and delivered in compliance with relevant
Codes of Practice and in line with the requirements of the public-sector equality duty to ensure that
the following issues have been considered:

i) Physical proposals will meet planning and Building Regulations requirements in terms of
accessibility to ensure we minimise disadvantage i5 suffered by people who share a protected
characteristic.

ii) Documents and publications will comply with Mayor of London branding guidelines, it being
based on guidance from the Royal National Institute of Blind People.

iii) Events will be open to all and, where possible, we will encourage people who share a protected
characteristic to participate in activity in which their participation is disproportionately low.

3.2. Public sector landowners will already share the public-5ector equality duty. This will be stipulated in
any grant agreements. Organisations involved in the purchase of sites will not necessarily be under
this duty, but will be encouraged to adopt equality policies in their practice.

10. Other considerations

4.4 The programme links to wider Mayoral strategies and priorities in Housing, Regeneration, and
Planning, including: Homes for Londoners, London Plan policies supporting small infill development
the draft Housing Strategy, which seeks to diversify the housebuilding industry and establishes a
presumption in favour of appropriate residential development on small sites, and work to promote
and enabling community-led housing, and regeneration for all Londoners.

4.5 Risks at a programme level include demand and supply of site5 coming through the platform, which
will be mitigated by ongoing proactive engagement with landowners. Officers have already engaged
with a range of public landowners, small developers, community-led housing groups and their
representative bodies in formulating the programme, including London Councils and the Federation
of Master Builders.
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4.6 Risks associated with individual sites will be identified through detailed site surveys and due
diligence as part of the programme. This helps to clarify the risks, although the ultimate
development risk will be with the small builders who purchase the sites. The public landowner and
GLA may have a reputational risk if sites are poorly developed or not built out at all. The programme
involves a proportionate approach to these risks, and the intention is to dispose of sites to
organisations who intend to build good schemes.

11. Financial comments

5.1 Growth Deal 3 is an allocation of capital grant funding and only the funding for 2017-18 has been
formally confirmed and received from government.

5.2 Up to a further E14.703m can be drawn down until April 2021 depending on the outcome of the
pilot and subsequent decisions about the programme. This includes £11 .88Cm Growth Deal capital
funding, £1 .335m Growth Deal funding swapped to revenue via the Capital Programme Reserve,
and, as per the above, £1 .48Gm revenue funding sourced from Housing and Land budgets in the
first instance with a transfer of f468k in 2018/2019 (and where there is budget pressure, a draw-
down from the Estates Reserve).

5.3 The programme funding sources are as summarised below:

5,500,000

year from the Growth Deal5.3 Any under-spends that accrue in
Growth Fund, which is part the LEAP’s Growth Deal 3 Programme.

5.4 There is a risk of the GLA incurring abortive costs, for example on sites that ultimately cannot be
developed and these consequently may need to be charged to revenue. Robust in-year project
monitoring will be necessary to minimise this risk, with remedial action taken to ensure sufficient
revenue budget is available to cover any abortive costs that may transpire.

6.2 Section 30 of the Greater London Authority Act 1999 (‘GLA Act’) gives the Mayor a general power
to do anything which he considers will further one or more of the principal purposes of the GLA.
The principal purposes, as set out in section 30(2) of the GLA Act are:
(1) promoting economic development and wealth creation in Greater London;

(3) promoting the improvement of the environment in Greater London

12. Legal comments

(2) promoting social development in Greater London; and

Programme Costs 2017/2018 2018/2019 2019/2020 2020/2O21TOTAL

capital from Growth Deal 0 2,880,000 4,680,000 4,320,000 11,880,000

Revenue from Growth Deal 185,000 475,000 440,000 420,000 1,520,000

Sub Total from growth Deal 185,000 3,355,000 5,120,000 4,740,000 13,400,000

Additional Revenue requirement, funded
from H&L Reserves 468,000 380,000 640,000 1,488,000

Total Small Sites Programme iss,ooo 3,823,000 5400,000 5,380,000 14,888,000

Carried forward underspend in 2017/2018 49,201 0 0 49,201

Total spend in 2019/2019 185,000 3,872,201 5,380,000 14,937,201

capital will be reallocated to the Goad
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6.2 In determining whether or how to exercise the power conferred by section 30(1) of the GLA Act the
Mayor must:

(i) have regard to the effect that his decision will have on the health of persons in Greater London,
health inequalities between persons living in Greater London, the achievement of sustainable
development in the United Kingdom and climate change and its consequences (sections 30(3-
5)) of the GLA Act;

(ii) pay due regard to the principle that there should be equality of opportunity for all people
(section 33 of the GLA Act); and

(iii) have due regard to the Public Sector Equality Duty; namely the need to eliminate discrimination,
harassment, victimisation and any other conduct prohibited by the Equality Act 2010, and to
advance equality of opportunity between persons who share a relevant protected characteristic
(race, disability, gender, age, sexual orientation, religion or belief, pregnancy and maternity and
gender reassignment) and persons who do not share it and foster good relations between
persons who share a relevant protected characteristic and persons who do not share it (section
149 of the Equality Act 2010).

6.3 Given the above (including section 3 of this report), Section 34 of the GLA Act which allows the
Mayor to do anything which is calculated to facilitate or is conducive or incidental to the exercise of
any of his functions (including his functions under section 30) and the Mayor’s powers (under
Section 38 of the GLA Act) to delegate to any GLA member of staff functions of the GLA that are
exercisable by him, the foregoing sections of this report indicate that the Mayor has the power to
agree to the decisions set out above,

6.4 In order to mitigate any risks that proposed funding might be considered to be state aid, officers
should work with TfL Legal to consider the structure of proposed funding arrangements and the
detail of such arrangements.

6.5 As noted above, the complexity of the Public Contracts Regulations 2015 (which implement the EU
Public Procurement Directive) can mean that smaller builders are put off bidding for schemes. This
programme takes a proportionate approach, balancing the risk of people not bidding with the risks
to delivery. In particular the programme has been designed to fall outside the scope of those
Regulations.

7. Planned delivery approach and next steps

7.4 Ongoing targeted engagement with the boroughs will take place to build a programme of sites. As
part of a wider strategy to acquire land for new and affordable homes the GLA, will actively investigate
opportunities to acquire small sites and unlock them for housing delivery as part of a future
programme.

7.5 The programme will be jointly managed by the GLA’s Housing & Land and Regeneration teams. There
is scope in the budget allocation to recruit fixed term staff to support the programme, including
supporting public landowners in bringing their sites forward, managing due diligence, and providing
basic agency support.
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Activity Timeline
Engagement with boroughs to submit bids for funding July2018
Funding for site identification and preparation allocated July/August 2018
Recruitment of staff to support programme August 2018
Marketing of viable sites Sept/Oct 2018
Bidder assessment Dec 2018
Second wave of funding bids and marketing of sites Spring 2019
Review of 2018/19 programme and approval of 201 9/20 programme Spring 2019
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Public access to information
Information in this form (Part 1)15 subject to the Freedom of Information Act 2000 (FOl Act) and will be
made available on the GLA website within one working day of approval.

If immediate publication risks compromising the implementation of the decision (for example, to
complete a procurement process), it can be deferred until a specific date. Deferral periods should be
kept to the shortest length strictly necessary.

Note: This form (Part]) will either be published within one working day after approval pr on the defer
date.

Part 1 Deferral:

Is the publication of Part 1 of this approval to be deferred? NO
If YES, for what reason:

Until what date: (a date is required if deferring)

Part 2 Confidentiality: Only the fads or advice considered to be exempt from disclosure under the FOl
Act should be in the separate Part 2 form, together with the legal rationale for non-publication.

Is there a part 2 form —NO

ORIGINATING OFFICER DECLARATION: Drafting officer to
confirm the

following (“)
Drafting officer:
Justin Carr has drafted this report in accordance with GLA procedures and confirms
that:

Assistant Director/Head of Service:
SLmonP_nwJI has reviewed the documentation and is satisfied for it to be referred to V
the Sponsoring Director for approval.

Financial and Legal advice:
The EIaaftces_rLd Legal teams have commented on this proposal, and this decision V
reflects their comments.

Corporate Investment Board:
The Corporate Investment Board reviewed this proposal on (insert date)

EXECUTIVE DIRECTOR, RESOURCES:

I confirm that financial and legal implications have been appropriately considered in the preparation of
this report.

Signature Date

DO Part 1 Template July 2016 23



GREATERLONDONAUTHORITY
Appendix E

REQUEST FOR DIRECTOR DECISION — DD2355

Title: Small Sites — Small Builders 2019— 2021 programme

Executive Summary:

MD2133 gave delegated authority to the Executive Director for Housing and Land to approve spending
of E0.473m for 201 7-18 and up to E14.703m from April 2018 until April 2021 to expand the Small Sites,
Small Builders programme.

The Programme has developed following the successful launch of the pilot in February 2018 and it is
recommended that the Executive Director approves expenditure of up to Eli .842m across 2019/20 and
2020/21. The funding sources of the expenditure are El 0.525m of Growth Deal monies (including
E0.665m carried forward from 2018/19) and El .31 7m from the Housing and Land Reserve (including
E0.297m carried forward from 2018/19).

Decision:

That the Executive Director of Housing and Land approves:

expenditure of up to El 1 .842m across 201 9/20 and 2020/21 on the Small Sites Small Builders
Programme, funded from Growth Deal monies (E10.525mJ and the Housing and Land Reserve (E1.317m),
to include expenditure of up to El 40,000 for staff costs (lxcrade 10 two-year fixed term contract and
lxcrade 8 two-year fixed term contract).

Please ensure the Director’s signature remains on page 7

AUThORISING DIRECTOR

I have reviewed the request and am satisfied it is correct and consistent with the Mayor’s plans and
priorities.

It has my approval.

Name: David Lunts Position: Executive Director Housing
and Land
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Signature: Date:
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PART I - NON-CONFIDENTIAL FACTS AND ADVICE

Decision required — supporting report

1. Introduction and background

1.1. As outlined in the London Housing Strategy the number of small builders operating in London has
reduced significantly over the past 15 years, re5ulting in an over-reliance on large sites and new
homes in London being delivered predominantly by a small number of large developers. The reasons
for the decline in small builders are well documented and include difficulty in obtaining finance,
planning uncertainty, limited risk appetite, and lack of available sites. London boroughs and other
public-sector landowners often struggle to bring forward small sites because of a lack of available
resources, and a perceived imbalance between the effort involved and the benefits received.

1.2. MD21 33 authorised expenditure of up to £473,000 to pilot an innovative programme to unlock
publicly-owned small sites by bringing forward around ten TfL small sites for development by small
and medium builders (SMEs) and community-led housing groups. Subject to evaluation of this pilot,
the Mayor also delegated to the Executive Director Housing and Land authority to authorise further
expenditure of up to £14.703m from April 2018 to April 2021.

1.3. The programme aims to provide public landowners with an alternative mechanism to bring small sites
forward, which seeks to balance the convenience of land auctions with some of the delivery controls
in development agreements. By taking a proportionate approach to those controls, the
bidding/selection process will be simpler than a regulated procurement process, the complexity of
which tends to exclude smaller builders. Beyond the pilot the programme can also provide funding
for landowners to carry out due diligence on their sites, to provide more certainty to bidders, and to
help to unlock unviable sites.

1.4. The pilot of ten TfL sites was launched in February 2018 using a marketing portal on the GLA
website. Some 130 bids were received from 80 different organisations across the spectrum of the
SME sector, including from registered providers and community-led housing groups. Overall the
successful bids offered more units and more value than anticipated and included a range of high
quality and innovative schemes. The pilot was successful in demonstrating the value of the concept
and DD2263 approved continuation of the Programme and expenditure of up to £3.872m in
2018/19.

1.5. Approval is being sought for expenditure of up to £11 .842m from April 2019 to April 2021,which
includes £962,000 carried forward from 2018/19. This will cover the remaining two years of the
programme, rather than an annual approval as previously outlined in DD2263. This will provide greater
confidence to boroughs and other public land owners to engage with the programme, improve the
ability to appoint staff and build capacity.

1.6. Negotiation of contracts with successful bidders has progressed well, with six sites in contract. Barnet
Council has resolved to grant planning consent on the first site submitted for planning (Beechwood
Avenue), which will deliver 97 homes, of which 50% will be affordable (by habitable room). This has
received positive press coverage, including from publications such as Architects’ Journal, Building
Design and Inside Housing. Discussions continue on two further sites, with the remaining two being
withdrawn from the process, one because of planning issues with the local council and one which has
now been re-marketed as the selected bidder withdrew at a late stage.

1 .7. Three linked TfL sites at Wapping were advertised through the Portal in September 2018. Kuropatwa
(the same developer as for Beechwood Avenue) has been selected.

1.8. Following a review of the pilot and agreement to continue with the full programme in July2018
targeted engagement has taken place with several London Boroughs to secure interest in accessing
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the next round of the Programme. Five boroughs submitted bids to access funding for due diligence,
originally for 38 sites. These bids were accepted, grant letters have been agreed with three boroughs
and due diligence is underway for 25 sites. Discussions are ongoing with the other two boroughs.

1.9. In addition, one borough has submitted a bid for site identification work. This has been agreed in
principle and a grant agreement will be progressed.

1.10: The intention is that once due diligence is completed sites that are suitable for development will be
advertised on the GLA portal. A further borough has confirmed that it wants to use the portal to
bring forward sites for community-led housing and will have one site ready for May2019. A workshop
is planned for June, prior to advertising these sites to encourage further interest from other boroughs
and public sector landowners.

1.11. At the end of March 2019 nine sites (including one re-marketed from the first round) were uploaded
to the GLA portal by TfL. The nine sites have an estimated capacity of 90 homes. One site will be
100% affordable and three will be 50% affordable; the remaining sites fall below the ten-unit
threshold and therefore on-site provision of affordable housing would not be required. Overall 39
homes are expected to be affordable.

1.12. Two bids for capital funding to unlock unviable sites have also been received from Waltham Forest
Council. One has subsequently been withdrawn, however, the other, which comprises a bid to gap
fund works at Central Parade is being progressed. A, draft funding agreement has been shared with
the borough. The funding will support various works, such as diversion of utilities, demolition,
provision of new servicing and parking arrangements, to enable the delivery of 19 homes. The total
funding requirement of £665,000 has been carried forward to the 201 9/20 budget. The remaining
capital underspend has been re-allocated to Good Growth reserve projects, as per MD21 33 and
DD2263.

2. Objectives and expected outcomes

2.1. The main aim of the programme in 2019/20 and 2020/21 is to secure commitments from London
boroughs and other public sector landowners to bring sites through the programme; further TfL sites
are also expected to be brought forward. The budget of £11 .842m is comprised of capital and revenue
expenditure and is profiled in the table below. The split between revenue and capital expenditure is
fixed.

Programme costs 201 9/20 2020/21 Total

Capital £5,345,000 £4,320,000 £9,665,000

Revenue £1,117,056 £1,060,000 0,177,056

Total Small Sites £6,462,056 £5,380,000 £11,842,056

2.2. The revenue funding will be used principally to fund due diligence (such as ecology, arboricultural and
ground condition surveys, reports on title, valuations, daylight/sunlight rights to light and transport
assessments) and site identification for land owners as well as preparation of material to advertise sites
on the Portal. Funding will also be used for staff costs, website development, the landowners event
and further legal and commercial advice if necessary. A profile of the spend is set out in the table
overleaf.

2.3. It is proposed that the allocation of the revenue budget between site preparation and site
identification remains flexible at this stage to enable resources to be deployed in response to demand.
Therefore, the total number of sites that are funded for due diligence and subsequently brought
forward through the Portal will depend on the split between funding due diligence and site
identification and other revenue costs. Approximately 60 sites could be funded based on an
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assumption that £1 .Sm out of a total revenue budget of 0.1 77m (for 2019/20 and 2020/21) is
spent on due diligence. Based on the average estimated capacity of the sites released to date this
would deliver around 660 homes. Site identification for up to four boroughs could also be funded,
based on £100,000 per borough.

Item Budget 1
Site preparation (due diligence and particulars) and site £1,900,000
identification
Staff costs £140,000
Other programme admini5tration (website development, £137,056
adverts/marketing/agency support, legal/commercial advice), if
required, otherwise re-allocated for site preparation and
identification
Total revenue £2,177,056

2.4. It is anticipated that the capital funding of £9.7m (for 201 9/20 and 2020/21) would support between
15 and 30 sites, depending on the level of funding required. This would fund capital works, such as
demolition, de-contamination or utilities diversion, the cost of which would otherwise render the
scheme unviable. It i5 estimated that between 165 homes and 330 homes will be delivered on these
sites, depending on the capacity of these sites and the level of gap funding required.

2.5. To boost the take up of capital funding it is proposed to add flexibility into the programme by
enabling public landowners to access funding and then bring forward sites themselves (instead of
being required to advertise them on the Portal).

2.6. It is also proposed to increase the project management resource, through the recruitment of a second
project officer (at Grade 8 two-year Fixed Term Contract) to a) ensure the opportunity to market sites
and to access related funds is adequately promoted to boroughs and to a wider and more diverse
range of delivery partners e.g. registered providers, and b) increase the frequency of funding rounds
and support funding requests in between rounds.

3. Equality comments

3.1. The programme is not anticipated to have a negative impact on any groups identified under the
Equality Act 2010. The programme will be developed and delivered in compliance with relevant Codes
of Practice and in line with the requirements of the public-sector equality duty to ensure that the
following issue5 have been considered:

i) Physical proposals will meet planning and Building Regulations requirements in terms of
accessibility to ensure we minimise disadvantage suffered by people who share a protected
characteristic.

H) Documents and publications will comply with Mayor of London branding guidelines, these being
based on guidance from the Royal National Institute of Blind People.

Hi) The ability to set out requirements for affordable housing and community-led housing will
benefit disadvantaged groups with protected characteristics who are disproportionately
impacted by lack of affordable housing.

3.2. Public sector landowners will already share the public-sector equality duty. This will be stipulated in
any grant agreements.
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4. Other considerations

4.1. The programme links to wider Mayoral strategies and priorities, including the Housing Strategy, which
seeks to diversify the housebuilding industry and draft London Plan Small Sites policy, which
establishes a presumption in favour of appropriate residential development on small sites and small
sites target for boroughs.

4.2. Risks at a programme level include demand and 5upply of sites coming through the platform. This will
be mitigated by engagement with landowners and offering additional flexibility in funding eligibility.
Officers have already engaged with a range of public landowners, small developers, community-led
housing groups and their representative bodies in formulating the programme, including London
Councils and the Federation of Master Builders.

4.3. Risks associated with individual sites will be identified through detailed site surveys and due diligence
as part of the programme. The reputations of the public landowner and GLA may be negatively
impacted if sites are poorly developed or not built out at all. The programme involves a proportionate
approach to these risks, and the intention is to dispose of sites to organisations who intend to build
good schemes.

5. Financial comments

5.1. Growth Deal 3 is an allocation of capital grant funding.

5.2. Up to a further Eli .842m can be drawn down until April 2021 This includes £9.665m Growth Deal
capital funding (including E665k carried forward from 201 8/1 9), £O.860m Growth Deal funding
swapped to revenue via the Capital Programme Reserve, and, as per the above, Li .020m revenue
funding sourced from Housing and Land budgets plus £O.297m carried forward from 201 8/1 9.

5.3. The programme funding sources and the spending profile are summarised below:

2017/18 2018/19 2019/20 2020/21 Total

Capital from Growth £0 £2,880,000 £4,680,000 £4,320,000 £11,880,000
Deal
Revenue from Growth £185,000 £475,000 £440,000 £420,000 £1,520,000
Deal
Sub-total from £185,000 £3,355,000 £5,120,000 £4,740,000 £13,400,000
Growth Deal
Additional Revenue £288,000 £468,000 £380,000 £640,000 £1,776,000
from_H&L
Total Small Sites £473,000 £3,823,000 £5,500,000 £5,380,000 £15,176,000
budget I

carried forward £665,000
underspend_(capital)
carried forward £49,201 £297,056
underspend_(revenue)
Total Spend £394,103 £684,646 £6,462,056 £5,380,000 £12,920,805
actual/forecast
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Any under-spends that accrue in year from the Growth Deal capital will be reallocated to the Good Growth
Fund, which is part of the LEAP’s Growth Deal 3 Programme; £2.21 Sm of the 2018/19 capital budget
underspend has been reallocated in this way.

6. Legal comments

6.1. This report requests approval of expenditure already authorised via MD21 33. The previous sections of
this report indicate that the decisions requested of the Executive Director concern the exercise of the
GLA’s general powers, failing within the GLA’s statutory powers to do such things considered to
further or which are facilitative of, conductive or incidental to the promotion of economic
development and wealth creation, social development or the promotion of the improvement of the
environment in Greater London.

6.2. In implementing the proposals in respect of which a decision is sought, officers should comply with
the GLA’s related statutory duties to:

Pay due regard to the principle that there should be equality of opportunity for all people;

Consider how the proposals will promote the improvement of health of persons, health
inequalities between persons and to contribute towards the achievement of sustainable
development in the United Kingdom; and

Consult with appropriate bodies.

6.3. In taking the decisions requested, the Executive Director must have due regard to the Public Sector
Equality Duty under section 149 of the Equality Act 2010, namely the need to eliminate
discrimination, harassment, victimisation and any other conduct prohibited by the Equality Act 2010,
to advance equality of opportunity between persons who share a relevant protected characteristic
(age, disability, gender reassignment, pregnancy and maternity, race, gender, religion or belief, sexual
orientation) and to foster good relations between persons who share a relevant protected
characteristic and persons who do not share it. To this end, the Executive Director should have
particular regard to section 3 (above) of this report.

6.4. To mitigate any risks that proposed funding might be considered to be state aid, officers should work
with TfL Legal to consider the structure of proposed funding arrangements and the detail of such
arrangements.

6.5. As noted above, the complexity of the Public Contracts Regulations 2015 (which implement the EU
Public Procurement Directive) can mean that smaller builders are put off bidding for schemes. This
programme takes a proportionate approach, balancing the risk of people not bidding with the risks to
delivery. The programme has been de5igned to fall outside the scope of those Regulations.

7. Planned delivery approach and next steps

7.1. Set out how the project will be delivered and complete the outline timetable

Activity Timeline
Complete due diligence on borough sites May2019
Launch sites as they become ready for market along May2019 onwards
Landowners workshop June 2019
Authorisation of Grade 8 fixed term contract June 2019
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I Engagement with boroughs and other public-sector landowners I Ongoing I
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Appendices and supporting papers:

Public access to information

Information in this form (Part]) is subject to the Freedom of Information Act 2000 (FolA) and will be made
available on the GLA website within one working day of approval.

If immediate publication risks compromising the implementation of the decision (for example, to complete
a procurement process), it can be deferred until a specific date. Deferral periods should be kept to the
shortest length strictly necessary. Note: This form (Part]) wiN either be published within one working day
after it has been approved or on the defer date.

Part 1 - Deferral

Is the publication of Part 1 of this approval to he deferred? NO

If YES, for what reason:

Until what date: (a date is required if deferring)

Part 2 — Sensitive information

Only the facts or advice that would be exempt from disclosure under FoIA should be included in the
separate Part 2 form, together with the legal rationale for non-publication.
15 there a part 2 form — NO

. ORIGINATING OFFICER DECLARATION: Drafting officer to
confirm the

following (“)
Drafting officer

..Lustincasr has drafted this report in accordance with GLA procedures and confirms
the following:

Assistant Director/Head of Service:
Simon Powell has reviewed the documentation and is satisfied for it to be referred to
the Sponsoring Director for approval.

Financial and Legal advice:
The Finance and Legal teams have commented on this proposal, and this decision
reflects their comments.

Corporate Investment Board

LThis decision was agreed by the Corporate Investment Board on the (insert date)

EXECUTIVE DIRECTOR, RESOURCES:
I confirm that financial and legal implications have been appropriately considered in the preparation of this
report.

Signature Date
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Appendix F: Job Description

Job title: Project Manager (Small Sites Programme)

Grade: 10

Directorate: Housing and Land

Unit: Strategic Projects and Property

Job purpose

Reporting to the Senior Manager (Public Land) the Project Manager is responsible for the management of
the Small Sites Small Builders Programme, making use of key project management skills (based on PRINCE2
or similar), to ensure the effective delivery of this programme to time and budget.

Principal accountabilities

1. Close and effective management of the Small Sites Small Builders Programme and other relevant
initiatives, ensuring that all records are accurately and regularly maintained

2. Provide appropriate professional and technical advice, guidance and support across the directorate
teams, which may include procurement, design or town planning.

3. Promote and secure buy-in to the Programme from other public-sector landowners, including within the
GLA Group, London boroughs and Government departments and agencies.

4. Professionally appraise Programme bids and prepare reports for approval

5. Regular and accurate reporting of projects, including outputs, budgets, risks etc. including preparation
of ‘dashboards’ and approval/update papers for relevant senior management meetings, GLA Boards,
London Economic Action Partnership and Government Growth Deal boards as appropriate.etc.

6. Use professional experience of the regeneration, development or property investment sectors to support
the effective use and management of public and and property assets both GLA owned and owned by
other public organisations for the maximum benefit of local communities.

7. Commission and manage external specialist services as required

8. Assess prospective development partners, make recommendations to the appropriate decision making
forums and negotiate agreements with partners, acquisitions/disposals, drawing on legal, property,
procurement and other expertise as required

9. Realise the benefits of London’s diversity by promoting and enabling equality of opportunities and
promoting the diverse needs and aspirations of London’s communities

10. Realise the benefits of a flexible approach to work in undertaking the duties and responsibilities of this
job and participate in multi-disciplinary, cross-department and cross organisational groups and project
teams

Accountable to: Senior Manager (Public Land)

Accountable for: Staff and resources allocated to the post
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Principal contacts: External stakeholders, delivery partners, consultants and contractors

Person specification

Technical requirements/experience/qualifications

1. An appropriate professional qualification with significant regeneration and/or other development
experience

2. Proven experience of programme and/or project management

3. Strong understanding of relevant technical mailers, especially procurement design, project finance,
planning and legal agreements for development transactions

4. Good commercial awareness

5. Strong evidence of working with quantitative data

Behavioural competencies

Building and Managing Relationships
is developing rapport and working effectively with a diverse range of people, sharing knowledge and skills

to deliver shared goals

Level 3 indicatwsgf ffectiv performance
• Actively engages partners and encourage others to build relationships that support GLA objectives
• Understands the needs of others, the constraints they face and the levers to their engagement
• Understands differences, anticipates areas of conflict and takes action
• Fosters an environment where others feel respected
• Delivers objectives by bringing together diverse stakeholders to work effectively in partnership

Communicating and influencing
.is presenting information and arguments clearly and convincingly so that others see us as credible and

articulate and engage with us.

Leved 3 md icatorsnf fkcSivf .pesfptmance
• Encourages and supports teams in engaging in transparent and inclusive communication
• Influences others and gains buy-in using compelling, well thought through arguments
• Negotiates effectively to deliver G[A priorities
• Synthesises the complex viewpoints of others, recognises where compromise is necessary and

brokers agreement
• Advocates positively for the GLA both within and outside the organisation

Decision Making
is forming sound, evidence-based judgements, making choices, assessing risks to delivery, and taking

accountability for results.

Level 3 indicaipxsnf eIkctive pefforman
• Makes sound decisions quickly on behalf of the GLA when a situation requires intervention
• Takes responsibility for team decisions, providing rationale when those decisions are questioned
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• Involves senior stakeholders early in decisions that impact them
• Analyses organisational risks associated with decisions, including those with long term impacts,

before committing to action
• Encourages others in the team to make decisions in their own area of expertise, take appropriate

risks and learn from experience

Organisational Awareness
• . .is understanding and being sensitive to organisational dynamics, culture and politics across and beyond
the GLA and shaping our approach accordingly.

Le.v.eL3JdictwsLeffeci1vtperformaac

• Uses understanding of differences between the GLA and its partners to improve working
relationships

• Helps others understand the GLA and the complex environment in which it operates
• Translates changing political agendas into tangible actions
• Considers the diverse needs of Londoners in formulating GLA objectives
• Helps others understand how the media and external perceptions of the GLA influence work

Problem Solving
• ..is analysing and interpreting situations from a variety of view points and finding creative workable and
timely solutions.

Level 3.. iadicatojs of effective perEoiniarge
• Clarifies ambiguous problems, questioning assumptions to reach a fuller understanding.
• Actively challenges the status quo to find new ways of doing things, looking for good practice.
• Seeks and incorporates diverse perspectives to help produce workable strategies to address complex

issues.
• Initiates consultation on opportunities to improve work processes.
• Supports the organisation to implement innovative suggestions.

Planning and Organising
..is thinking ahead, managing time, priorities and risk, and developing structured and efficient approaches to
deliver work on time to a high standard.

Lextel .3. indicators. offfegtprLoirna.ace
• Monitors allocations of resources, anticipating changing requirements that may impact work delivery
• Ensures evaluation processes are in place to measure project benefits
• Identifies and consults with sponsors or stakeholders in planning work
• Implements quality measures to ensure directorate output is of a high standard
• Negotiates realistic timescales for work delivery, ensuring team deliverables can be met

Strategic Thinking
.is using an understanding of the bigger picture to uncover potential challenges and opportunities for the

long term and turning these into a compelling vision for action.

LeveL3iidicators ot effective performance
• Translates CIA vision and strategy into practical and tangible plans for own team or delivery

partners
• Consistently takes account of the wider implications of team’s actions for the GLA
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• Encourages self and others to think about organisation’s long term potential
• Informs strategy development by identifying gaps in current delivery or evidence
• Takes account of a wide range of public and partner needs to inform team’s work

Reasonable adjustment

Reasonable adjustment will be made to working arrangements to accommodate a person with a disability
who otherwise would be prevented from undertaking the work.
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Request for Head of Paid Service Decision CC- 130

CO number to be allocated via the ‘Decisions’ inbox Wecisions@london!govuR)

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

Decision Required

That the Head of Paid Service:

Approves the:

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

Job Title Grade
Major Sports Events Business Manager I 9

Head of Paid Service

The above proposal has my approval.

Signature Date

•
o{o)1Zö1V
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4.

1. staffing proposals
A. Details of the proposals, including theirjustification. Where a paper hos 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 obligations 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.

flcompiendat1on3
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.

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
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• 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: Ci) the Mayor; (ii) the Assembly; (111) Unison; &
(iv) members of staff; summanj details of their consultation responses should be provided along with
details of any modifications mode 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
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 FT’Es 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 0

Fixed-terms posts to be regraded 0

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

4. Financial comments

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

3



Proposal 201 9-20 2020-21 2021 -22 Total
budget budget budget
requirement requirement requirement

Creation of a new fixed- 1 month £64,000 7 months - £107,167
term post — grade 9 - £5,250 £37,917
from 24 Feb to3l Oct
2021

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 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.

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 ond which affect staff appointed by the HoPS, these must be dealt with or
taken in accordance with the HoPS Scheme of Delegation (see below) and any other applicable
policies and procedures”. The proposal to regrade 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 jab 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 1. 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 hove 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
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Appendix A: Details of all affected posls, including post reference numbers

Appendix B: Proposed Major Sports Events Team Org Structure
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8. Approval

Tick to indicate approval

V

Executive Director

EmmStLain has reviewed and commented on this proposal. V

Assistant Director

Katharingsegal has reviewed and commented on this proposal.

HR&ODleadOfficer V

DianaeRQysex 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].
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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)

EURO 2020 10 003596 1 February 31 October Re-Grade
Project Manager 2018 2021

Major Sports 8 003698 1 July2018 N/A Re-grade
Events Officer

Major Sports 9 N/A 1 February 31 October Creation
Events Business 2020 2021
Manager
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GREATERLONDONAUTHORITY

Request for Head of Paid Service Decision CO-i 31

CO number to be allocated via the ‘Decisions’ inbox WcisionsIondiLgov.uk)

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

Decision Required

That the Head of Paid Service:

Approves the changes to the terms and conditions of employment for CIA staff working at London’s
European Office in Brussels to make them compliant with the legal obligations imposed by Belgian
Employment law. All changes to be effective from 7 January 2020.

Head of Paid Service

The above proposal has my approval.

Signature Date January2020

Mt_

hftps://greoterlondonauthoriby- 1
my.shorepoint.com/personol/potrictolleyne_Iondon_gav_uk/Documents/consultation working papers 2016/Decision making/C0131 changes to employment
arrangement for Brussels based staff final.daa



i. staffing proposals
1.1 The Chief Officer is asked to agree changes to the terms and conditions for GLA staff working in

Belgium from the current UK based terms to those which are compliant with the requirements for
employees working in Belgium.

1.2 In February 2015 the GLA received a report from Deloitte’s who had been commissioned to look at
the UK and Belgian Employment Tax Considerations. This report highlighted there were issues
around the way in which income tax was being deducted including a query as to whether the
employees should be subject to tax and NI deductions in the UK or Belgium. The advice was
complex in nature in respect of whether the Double Taxation Treaty applied, residency rules
impacting tax and NI, and HMRC’s classification of GLA ‘posted’ staff.

1.3 Further to the work undertaken by Deloitte’s, Human Resources were asked to look more widely at
the employment arrangements to ensure that, from a contractual and legal perspective, the
employment of staff wholly based in Belgium was legally compliant. Human Resources, through TfL
Legal, were connected with Eversheds based in Belgium. Eversheds reviewed the employment
arrangements of GLA staff and made a number of recommendations as their analysis suggested the
GLA were not compliant with all of the Belgian requirements. As the work of Eversheds crossed over
into the taxation arena it was agreed that Eversheds would provide the necessary advice for the GLA
going forward. This would enable the GLA to understand the totality of the issues i.e. taxation and
employment.

1.4 The GLA worked with Eversheds to get clarity on what should be in place to ensure legal and
contractual compliance. It took considerable time to get the information necessary to understand
the situation, however, once the GLA had the required understanding of what was needed to ensure
compliance it embarked upon a programme to make the necessary changes.

1.5 The GLA issued a formal consultation document to staff in London’s European Office in late August
2017. A collective consultation meeting (the choice of the staff over individual meetings) with staff
was held on 20 September 2017. The staff raised a number of issues they felt required clarifying
before they were able to formally respond to the consultation. The majority of these issues were
addressed by 10 October2017, however some substantive issues remained as further research and
legal input was required to provide the necessary clarity. These issues included alternate pension
provision to the LPFA, annual leave, pay frequency, flexible working, redeployment, and sick pay.

1.6 The pension situation was particularly complex in that any member of staff employed by the GLA has
a legal right to be a member of the Local Government Pension Scheme and the GLA cannot remove
this right or encourage staff to give up their rights in this regard.

1 .7 A further complication related to currency exchange rates. GLA staff working in Belgium had their
salaries processed wholly in E5terling. Once the net pay was determined it was then converted to
Euros and the money paid into the staff bank accounts. However, the exchange rates were set at the
rate prevailing on the date of appointment meaning that different exchange rates applied to each
member of staff.

1.8 The exchange rate situation was compounded further by HMRC confirming that where the exchange
rate was more favourable than the rate used by HMRC that staff were receiving a notional exchange
rate gain which was subject to tax as this was extra income.

1.9 The GLA agreed a settlement with HMRC for the tax that was due on the extra income and advised
the staff that maintaining the prevailing exchange rate would continue to give rise to a tax liability.
However, in recognising that changes at this time would have a significant impact upon the
employees’ take home pay the GLA agreed measures to address this.
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1.10 The GLA also set out in its consultation document that upon the change to Belgian compliant terms
and conditions of employment, the net take home pay of the staff would be preserved.

1.11 Following the close of consultation the GLA set out its formal response on the majority of the terms,
however a number of items remained outstanding many of which took considerable time to resolve.
The key outstanding remained the treatment of pensions as referred to in paragraph 1.6 above. The
GLA set out a number of options for the staff to consider and take advice on as follows:

• remaining in the local government pension scheme (resulting in a number of administrative
issues including the GLA having to bear the cost of exchange rate charges)

• transfer of the staff local government pension scheme benefits into a Belgian ‘Qualifying
Recognised Overseas Pension Scheme’ (QROPS)

• provision of a Belgian employer scheme
• staff independently taking out a personal pension

1.12 GLA research and analysis identified there was only one QROPS which was in the Belgian aviation
industry and it was quickly understood the GLA staff would not be able to join this scheme meaning
the options were reduced.

1.13 Through further analysis it was determined there were really only two options available which were
the staff remaining in the local government pension scheme or the GLA providing a Belgian
employer scheme known as a group insurance.

1.14 Other matters which have been either because they were necessary elements as set out in the legal
advice or resolved through an extended period of consultation and negotiation include the
following.

Registration of the GLA as an entity in Belgium
The GLA was required to be registered with th following authorities:

Social Security administration (“Rjjksdienst voor Sociale Zekerheid” / “Office Notional de
Sécurité Sociole”)
Tax authorities

> Insurance company for Occupational Accident Insurance (has to be concluded before the
employee enters into service)

> Fund for Child Allowances
> Social Fund (if applicable within the specific sector)

External Occupational Medical Service
> External prevention service (sexual harassment, bullying, safety at work, ...)

Belgian Payroll Provider
The GLA had to establish a relationship with a provider to offer payroll services and has procured the
services of SDWorx on recommendation of the British Council. SDWorx will provide a full payroll
service for the GLA staff and all transactions will be undertaken in keeping with Belgian requirements.
There will be no currency exchange requirements affecting the staff through this arrangement.

Employment Contracts
As in the UK there is a requirement in Belgian law for employees to have an employment contract.
Contracts of employment (and all other documents in relation to the employee’s employment with the
organisation) have to be drafted in the correct social language i.e. French, German or Dutch based on
the region where the organisation is based. As LEO staff are based in Brussels the contracts have
been drafted in French as well as English.

Annual leave and bank holidays.
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GLA staff are generally entitled to 30 days of annual leave and an average of up to eight days of bank
holiday leave per year — April to March. In Belgium, the standard number of days annual leave is 20
with 10 bank holidays (as Belgian operate a calendar year the bank holiday entitlement does not alter).
The CLA has agreed to give the staff 20 days ‘legal holidays’ plus an additional 10 days ‘additional
legal holidays’ to maintain their annual leave entitlement. Staff will receive the 10 Belgian bank
holidays annually and where any bank holiday falls on a weekend the GLA will designate an alternative
day for this bank holiday to be taken.

Medical Provisions
As none of the staff located in Brussels are Belgian, their entitlement to health care benefits is limited
to the level of cover that would be received via a European Health Insurance Card (EHIC). To
supplement this the GLA will continue to fund an insurance policy to top up their health care cover to
the level afforded to Belgians which i5 similar to NHS provision in the UK.

Pay arrangements
GLA staff in Belgium will be paid and be subject to deductions in accordance with the Belgian system
i.e. both income tax and social security being withheld in Belgium with a Belgian payroll bureau
administering this in accordance with Belgian provisions. Brussels based staff will be paid locally in
keeping with the requirements of Belgian law, resulting in staff being eligible for both a winter and
summer payments in addition to their normal monthly salary. Under the Belgian system salary is to
be paid in 13.92 instalments with a summer payment in June and a winter payment in December each
year.

Notice provisions
Currently the staff are entitled to three months notice, in keeping with their UK terms and
conditions. However, upon the change to Belgian terms and conditions the notice will be based on
Belgian provisions and will beset out in their contracts of employment. Notice in Belgium is
calculate based on length of service (known as seniority) and gross annual salary. As a result of these
notice provisions the UK based concept of redundancy will not apply as the notice provisions
associated with the termination of employment/redundancy are considerably greater than those
which would be applicable under UK law.

Pay reviews
Upon the change to terms and conditions the staff in Belgium will no longer be eligible for cost of
living increases determine in the UK. In place pay reviews will be based on the agreed outcomes of
the relevant joint labour committee and are usually payable from 1 January each year. The GLA’s
procured payroll provider will undertake all necessary administration agreed pay increases.

Special leave
Special leave in Belgium is largely governed by statutory rights and therefore the revised statutory
provisions will apply to the staff with effect from the date of change. Special leave arrangements will
cover bereavements, adoption of a child, holy communion, jury duty, marriage, and certain
involvement in legal processes.

Sick pay and maternity entitlement
Provisions for sick pay and maternity benefits are governed by statute in Belgium and offer lower
benefits than currently available to those staff on UK terms and conditions. The employer liability is
to pay sick pay only for the first 30 days and thereafter the employee receives benefits via the
Belgian social security system. For maternity women are entitled to 15 weeks maternity leave.
Maternity pay is paid via social security with the maximum amount payable being 82% of salary
which is payable for the first month reducing to 75% for the remainder of the absence. The UK
provisions will no longer apply from 1 January 2020.
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2. Consultation

2.] In accordance with the GLA Head of Paid Service Staffing Protocol and Scheme of Delegation (the
“Staffing Protocol”), formal consultation with Unison is required for this proposal as it relates to
changing the terms and conditions of employment of existing employees. As the amendments
proposed represent a change to the terms and conditions of employment for the staff the GLA formally
consulted the staff and Unison accordingly and Unison agrees to the proposed changes.

2.2 As a result of the complex nature of the changes the consultation has been extensive over a long
period of time. The staff have all indicated their acceptance of the changes which go live on 1
January 2020.

2.2 Normally a change to terms and conditions would trigger consultation with the Mayor’s Chief of
Staff (on behalf of the Mayor) and to the Assembly’s staffing committee, currently the GLA
Oversight Committee on behalf of the London Assembly. However, as the changes being agreed
here affect only three current staff and arise as a result of a legal imperative the GLA’s Assistant
Director of Finance and Governance determined there is no formal requirement to consult the Mayor
and the Assembly. However, for transparency, this decision has been shared with the Chief of Staff
and the Chair/Deputy Chair of the GLA Oversight Committee.

3. Financial comments
3.1 The cost to the GLA of the changes to the terms and conditions of employment for GLA
staff working at London’s European Office in Brussels have three main drivers. These are:

(a) compliance with the legal obligations imposed by Belgian Employment law;

(b) preservation of the staff’s net take home pay; and

(c) removal of pay disparities arising from different Euro/Esterling rates.

3.2 The total annual staff cost for the 3 staff under the new arrangements will be €523,400 (cE463,000
at current exchange rates). The ongoing cost to the GLA will vary, dependent on future pay awards
and exchange rate movements. Provision for this cost will be made in the GLA budget for 2020-21
and future years.

4. L.egal comments

5.1 Under the Greater London Authority Act 1999 (as amended), the Head of Paid Service may, after
consultation with the Mayor and the Assembly and having regard to the resources available and priorities
of the Authority:
• appoint such staff as the Head of Paid Service considers necessary for the proper discharge of the

functions of the Authority (section 67(2)); and
• make such appointments on such terms and conditions as the Head of Paid Service thinks fit

(section 70(2)).

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

5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adopted by the Head
of Paid Service in November 2009 and revised in July 2018. The Staffing Protocol sets out the
Authority’s agreed approach as to how the Head of Paid Service will discharge the staffing powers
contained in sections 67(2) and 70(2) of the Greater London Authority Act 1999 (as amended).
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5.4 Paragraph 7.2 of the Staffing Protocol says that, “The HOPS is responsible for determining terms and
conditions for GM staff (outside of the statutory officers and the Mayoral appointees) with the
exclusion of staff transferred under a statutonj transfer (TUPE).” Paragraph 7.1 of the Staffing
Protocol says that ‘Terms and conditions for the purposes of this Protocol means terms and conditions
of employment that apply to oIl GM staff appointed by the HoPS and includes all employment policies
and procedures (whether contractual or not).”

5.5 The proposal5 set out in this HOPS Decision Form fall within the definition of ‘determining terms and
conditions’ contained within the Staffing Protocol so require approval from the Head of Paid Service.
Paragraph 3 confirms that Unison has been consulted and the Head of Paid Service has taken its views
into consideration when making this decision. Paragraph 3 also confirms that a report has been sent
to the Chief of Staff (on behalf of the Mayor) and to the Assembly’s staffing committee, currently the
GLA Oversight Committee, (on behalf of the Assembly) containing the proposed changes and
appropriate background information.

5.6 The Head of Paid Service has considered all the information in this HOPS decision form and is satisfied
that the proposals are appropriate, taking into account the:

i. Priorities of the Authority;
ii. Need for the Authority to properly discharge its functions;

ih. Available resources of the Authority; and
iv. Need to comply with legislative changes! statutory requirements.

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

5. Equalities considerations

The Brussels team is very small and therefore it is not appropriate to include any statistical analysis
of the impact or affect of these changes. However, the changes fall within the Belgian statutory and
the equalities impact of the employment arrangements applicable in Belgium would have been
considered within their relevant legal framework.
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8. Approval

Tick to indicate approval

V
Executive Director

M_artinclarke has reviewed and commented on this proposal.

Assistant Director

CliacrninQe5pjaa has reviewed and commented on this proposal.

HR & OD Lead Officer

RatrickAftyae has reviewed and commented on this proposal.

Finance and legal

Finance and Legal have reviewed and commented on this proposal.
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