
C REATE R LON DON AUTHORITY

Request for Head of Paid Service Decision CO-SO

CO number to be allocated via the ‘Decisions’ inbox (P_e.cj$jonsIQrjcjpjLcoyuk)

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

• e.g. Senior Policy Officer 9 2 years
e.g. Project Support Officer 5 18 months

:‘
Job title Current New

Grade Grade
e.g. Project Support Officer 5 6

1

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

• Creation and/or deletion of CIA permonent 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

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

flJob title — Grade Duration I

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

This farm supersedes: lu the previous Head of Paid Service decision form which hod 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 farm for regrodings.

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 farm; 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 con provide the dates of those CMT meetings.



Decision Required

That the Head of Paid Service:

Approves the creation of the following GLA permanent posts, the expenditure for which has been
approved in MD2482:

Job title Grade
Senior Commercial Manager 13
Data Analyst 9

Head of Paid Service

The above proposal has my approval.

Signature Date

nUoI wlt
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1. Staffing proposals

A, The proposal is for the recruitment of a Senior Commercial Manager and Data Analyst to manage
the Mayor’s Energy Supply Company (London Power) with Octopus Energy, the expenditure for
which was set out in MD2482 which approved the letting of the contract to Octopus and the setting
up of a GLA managed company to manage this contract. The posts will sit within the Environment
Unit and will spend their time working for the subsidiary; this time will be recharged to the
subsidiary.

B. The new posts are required to manage the complex and high profile contract between the GLA
subsidiary and Octopus Energy, and ensure that the GLA and its partners secure value from the
customer data generated and shared with the GLA as part of the contract. The case for these
functions was made in the MD and supporting business case and has been approved by the
Executive Director DEE and the Mayor’s Office. The Environment Unit already manages a significant
number of contracts. However, this contract is of a much higher value (up to nearly El billion over
the full 8 years), complexity and political profile than other contracts managed by the unit. This is
why we have proposed setting up a new team, headed by the Grade 13 Senior Commercial Manager
post. The complex, high-profile and high-value nature of this contract make it necessary to recruit
externally for someone who can comfortably act as the first point of contact with the CFO at
Octopus and command the respect of the Mayor’s Office within the GLA. The Grade 9 Data Analyst
post is required to work with Octopus and other teams within the GLA and beyond (e.g. London
Boroughs) to develop protocols for sharing and analysing customer data and using it to generate
useful insights and inform future policy development and delivery.

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 Grade 13

1 Grade 9

, Permanent posts to be (deleted)

Fixed-term posts to be created

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted) 2

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 Approval is sought to create two permanent posts to manage the Mayor’s Energy Supply Company

(London Power) as summarised below:

__________

TJ

__________

:13
9

4.2 The 201 9-20 mid-points of both posts equates to an annual total cost of £168,000 (subject to an
annual pay award), which includes employer on-costs, £6,000 support services per post and the
corporate vacancy factor.

4.3 The Senior Commercial Manager and Data Analyst posts were originally approved under MD2482
and are funded from the Environment Team’s 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 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 creotion 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

Job title
Senior Commercial Manager
Data Analyst
Tota

Mid-point Annual Salary
£103,000
£65,000
£168,000 I
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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 The HoPS has the power to make this decision.

6. Equalities considerations

A summary of any equalities issues or/sing ond how they have been addressed.

7. Appendices

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

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

Titles of any other Appendices
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8. Approval

Tick to inthcate approval

Vt

Executive Director

Debbiatackssn has reviewed and commented on this proposal. Vt

Assistant Director /

Luke Bsug has reviewed and commented on this proposal.

HR&ODLeadOfficer 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 13 August2019.

Appendix A

Details of all affected posts

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

number term/deletions
only)

Senior N/A ASAP Creation
Commercial
Manager

Data Analyst N/A ASAP Creation
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GREATERLONDONAUTHORITY

Decision Required

That the Head of Paid Service:

Approves the Creation of the following CIA permanent posts,

Approves the Creation of the following CIA fixed-term posts,

Job title Grade
Executive Director Strategy & Communications Spot
(1 8-months)
Senior Executive Support Officer — CMT Support (18- Grade 7
months)

Approves the Deletion of the following CIA permanent posts,

: Job title I Grade
Executive Director Communities & Intelligence Spot
Assistant Director, Growth Infrastructure & Grade 14
Connectivity
Head of Office — CMT Support Grade 9
Executive Support Assistant — CMT Support. This post,
fixed term to 31 0.209, will not be extended.

Grade S

D

Request for Head of Paid Service Decision CO-62

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 Grade
Executive Director Communities & Skills Spot
Senior Executive Support Officer — CMT Support Grade 7
Administrator — CMT Support Grade 4
Head of Fire & Resilience Grade 12
Policy Officer Fire & Resilience GradeS

Head of Paid Service

The above proposal has my approval.

Signature (4 Date 11 OctL’tff 2015

1



1. Staffing proposals

1.1 Set out below are the details of the new Corporate Management Team Structure. The changes
are primarily to the Executive Director Posts and the team providing administrative and office
support to the CMT and SMT. There are some changes to unit reporting lines. The new CMT
structure consists of five permanent Executive Director posts and one fixed term Executive
Director post (eighteen months).

1.2 New Corporate Management Team Structure

a. Executive Director, Good Growth
Re-purposed Executive Director role maintaining majority of elements from Development,
Enterprise & Environment with some changes.

Units within Good Growth
— Culture & Creative Industries
- Environment
- European Programmes Management
- Planning
- Regeneration & Economic Development
- Transport

An Assistant Director, Growth Infrastructure & Connectivity post is to be deleted. The positions
within this team will transfer to the Transport team

b. Executive Director, Communities & Skills
New Executive Director post created to replace deleted role of Executive Director Communities &
Intelligence

Units within Communities & Skills
- Community & Social Policy
- Health, Education & Youth
- Skills & Employment
- Team London

The Food team will transfer into the Communities & Skills directorate, at a future date.

c. Executive Director, Strategy & Communications (18-month, fixed term)
New 18 month fixed-term Executive Director post and Directorate

Units within Strategy & Communications
- Strategy, Intelligence & Analysis (previously named City Intelligence)
— City Operations
— External Affairs (including Internal Communications team)
- Information Governance
- The Mayor’s Press Office
- Policy & Performance support team to the Deputy Mayor Fire & Resilience (including two

newly created posts; Head of Fire & Resilience and Policy Officer, Fire & Resilience)

Within this directorate the duties of the Assistant Director, Intelligence & Analysis will have an
updated focus and new job title of Assistant Director, Strategy, Intelligence & Analysis.

d. Executive Director, Housing & Land

2



No material change to Executive Director role or Directorate.

Units within Housing & Land
- Investment & Operations
- Programme, Policy & Services
- Strategic Projects & Property

A dotted management line will link the Head of Housing Programmes & Services, Housing &
Land directorate, and the Assistant Director, Communities & Social Policy, Communities & Skills
directorate.

e. Executive Director, Resources
Some posts from the Finance & Governance unit moved to the new Strategy, Intelligence &
Analysis Unit within the Strategy & Communications directorate

Units within Resources
— Finance
- Group Finance

f. Chief Officers Directorate
The Chief Officer will retain line management responsibility for the three teams most closely
involved in the transformation programme

Units within Chief Officer’s Directorate
- Facilities Management
— Human Resources & Organisational Development
- Information Technology
- CMT Support Team

The CMT Support Team will include three new posts (one new Administrator and two new Senior
Executive Support Officer — one permanent and one fixed-term for 18 months).

A permanent Head of Office post within the CMT Support Team and a fixed term Executive
Support Assistant post are to be deleted.

The Internal Communications Team will transfer from the HR&OD unit to the External Affairs
Unit within the Strategy & Communications Directorate.

g. Executive Director, Assembly Secretariat

Units within Assembly Secretariat
- Assembly Communications
- Committee & Member Services
— Scrutiny & Investigation

1.3 The rationale for the posts to be deleted and created within units and directorates are set out in
the Oversight Committee Paper date 1 July 2019.

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 committee, currently the GLA Oversight Committee, (on behalf of the Assembly)
is required for this proposal as five or more posts within one unit are being created or deleted.
These consultees have therefore been consulted (the Assembly was consulted via the GLA Oversight
Committee meetings on 8 April 2019 and 1 July2019) and the Head of Paid Service (the “HoPS”)
has taken their views into consideration when making this decision.

2.2 The proposal create two fixed-term posts is a proposal to create 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 the Assembly) about this proposal. However, this proposal must
be reported by the Head of Paid Service (the “HoPS”) to these persons in a six monthly report.

2.3 One member of staff was at risk of redundancy as a result of the proposals (noting all other posts
proposed for deletion were vacant) and formal consultation with that individual and UNISON took
place, in line with the GLA’s Management of Change Procedure. Additionally, the Chief Officer
engaged informally, providing all staff with the opportunity to comment on the proposals over and
above the requirements set out in the procedure.

2.3 A summary of the consultation responses from staff and UNISON, the Chief Officer’s consideration
of those responses and a summary of the modifications made in light of the responses are set out in
the Chief Officer’s paper to the GLA Oversight Committee on 1 July 2019 (appendix x).

3. Table of changes

Posts FTEs Notes

Permanent posts to be created S

Permanent posts to be (deleted) 3

Fixed-term posts to be created 2

Fixed-terms posts to be (deleted) 1

Net total of posts created 3

4. Financial comments

4.1 It is proposed that five permanent posts be created (an Executive Director, a Grade 12, a Grade 8, a
Grade 7 and a Grade 4) and that three permanent posts be deleted (an Executive Director, a Grade
14 and a Grade 9). This amounts to additional costs arising to the Authority of £59,000 per annum
at 2019-20 salary levels. This will be met initially from projected underspends in 201 9-20 and then
will be fed in to the 2020-21 GLA budget setting process as a growth pressure. It is anticipated,
given the comparatively limited scale of the growth proposed, that it can be accommodated in the
base budget as part of the budget setting process, noting that that process — as in previous years —

will include an exercise to identify savings.

4.2 In terms of the proposals as they relate to the temporary staffing establishment, it is proposed that
two posts (an Executive Director and a Grade 7) be created for a period of 18 months (along with
the deletion of one fixed term post ending on 31 July 2019 which in itself has no budget impact),
which will impact on the GLA’s 201 9-20 and 2020-21 budgets. The total costs arising from the
creation of these two fixed term posts are expected to be circa £345,000 over an 18-month period

4



and will be met in full from the Chief Officer’s Transformation Fund. The annual budget for the
Transformation Fund is £1 Sm and has the capacity to meet these 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, ond 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 to create and delete permanent posts set out in this Chief Officer Form fall within the
definition of a ‘major restructure’ contained within the Staffing Protocol so require formal consultation
with the Chief of Staff (on behalf of the Mayor) and the Assembly’s staffing committee, currently the
GLA Oversight Committee, (on behalf of the Assembly). Paragraph 2.1 confirms that these consultees
have been consulted and the HoPS has taken their views into consideration when making this decision.

5.6 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 Seivice”.
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.

5.7 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 2.2 confirms that the proposal will be reported by the
HoPS to the persons set out at paragraph 5.6 above in a six monthly report.

5.8 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.

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

5.10 Fixed term employees have the right to be treated no less favourably than permanent employees
due to their fixed term employee status. Once the post holder has been in post beyond two years,
they will have the same statutory right as a permanent employee not to be unfairly dismissed. After
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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.

5.11 The HoPS has the power to make this decision.

6. Equalities considerations

A summonj 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 & GM Oversight Committee papers (8 April2019 and I July2019)
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8. Approval

Tick to indicate oppmvai

V

Executive Director

Mr3chspIey has reviewed and commented on this proposal. V

Assistant Director V
Chrmain2Scjiza has reviewed and commented on this proposal.

HR&ODLeadOfficer V
CLaJLtD_en has reviewed and commented on this proposal.

U. -ì P

Finance and Iegal V
w’i

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

Corporate Management Team (CMfl
r -;

This proposal was considered by CMT on [DATEI. TL4D

•

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
I only)

Executive Spot Creation

j Director,
Communities &
Skills

Senior Executive 7 Creation
Support Officer
— CMT Support

Senior Executive 7 01 /09/19 28/02/21 Creation
Support Officer
— CMT Support
(1 8-mth FTC)

Administrator — 4 Creation
CMT Support
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Head of Fire & 12 Creation
Resilience

Policy Officer 8 Creation
Fire & Resilience

Executive spot 01/09/19 28/02/21 Creation
Director Strategy
&
Corn mu n ications
(1 S-mth FTC)

Executive spot 003803 / Deletion
Director, 002704
Communities &
Intelligence

Assistant 14 001573 Deletion
Director, Growth
Infrastructure &
Connectivity

Head of Office — 9 001635 Deletion
CMT Support

Executive 5 003841 31.05.18 31.07.2019 Deletion
Support
Assistant

Executive spot 000262 Amended Job Title.
Director, Good
Growth

Assistant 15 001570 Amended Job Title.
Director,
Strategy
Intelligence &
Analysis
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GREATER LONDONAUTHORITY

Request for Head of Paid Service Decision C090

Head of Paid Service

The above proposal has my approval.

Signature Date

Decision Required

That the Head of Paid Service:

Approves replacement of the current Grievance Procedure with the Resolution Policy and Guidance, which
is a change to GLA terms and conditions.

)

CO9OResoiurionPoiicyDecision3.1O19 docx 1



1. Proposals

1.1 Agreement is sought from the Chief Officer to formally replace the GLA’s Grievance Procedure with

the Resolution Policy and Guidance.

1 .2 The rational for change, issues for consideration and summary of key changes were presented in a
report for the Oversight Committee on 3 September2019 (Appendix 1).

1.3 It is important for the Chief Officer to note that, should the decision be made to agree to replace the

GLA’s Grievance Procedure with the Resolution Policy and Guidance, there will be an
implementation phase before the policy is ‘live’. During implementation, we will ask for volunteers

to take up Resolution Team roles and they will need to undertake associated training. Case
management processes and systems will be finalised and implemented, and standard letters,

materials and related policies reviewed and updated. The steps required during implementation will

be communicated to staff in line with the communication plan. As agreed, we will aim to go-live
mid-November.

2. Consultation

2.1 In accordance with the GLA’s Head of Paid Service Staffing Protocol and Scheme of Delegation (the

“Staffing Protocol”), formal consultation with Unison is required for the proposal to introduce the

new Resolution Policy and Guidance as it relate5 to changing the terms and conditions of

employment of existing employees. Unison has been consulted and agrees to the proposal to

introduce the new Resolution Policy and Guidance. The consultation feedback from Unison has been

incorporated into the proposals as set out at paragraph 2.6 and Appendix 2.

2.2 In accordance with paragraph 7.4 of the Staffing Protocol, a report was sent to the Chief of Staff (on

behalf of the Mayor) and to the Assembly’s staffing committee, currently the GLA Oversight

Committee, (on behalf of the Assembly) containing the proposed changes and appropriate

background information on 3 September2010.

2.3 Consultation with Unison and staff took place over a 3-week period from 23 August to 13
September2019.

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

received from the BAME and Christian staff network groups and eleven employees.

2.5 There was not any direct opposition to the move from a Grievance to a Resolution Policy. Broadly,

the new approach to conflict resolution with a focus on early resolution was welcomed. Furthermore,

it was commented that the new policy was clear, well-structured and accessible. The additional

training provision, creation of a Resolution Team and facilitated conversation stage were all seen as

positive steps.

2.6 Consultation feedback included suggestions of improvements to the policy and better focus in some
areas (specifically bullying and harassment issues). Separately we have also strengthened language,
recommending that individuals copy their line managers into the request for resolution. This ensures
that line managers are appropriately involved and part of the resolution process. Appendix 2

summarises all the feedback, responses to the points raised and action taken following the feedback.

3. Changes proposed

3.1 The draft Resolution Policy and Guidance which was shared during consultation has been revised
and amended to incorporate actions from the consultation feedback as set out in Appendix 2. The
revised and final draft policy is attached in Appendix 3.

co9opaIuuonpoIicyDedsion3. 70. 19.dacx 2



4. Financial comments

There are no direct financial implications arising to the GLA from this decision.

5. Legal comments

5.1 Under the Greater London Authority Act 1999 (as amended), the Head of Paid Service (the “HoPS”)

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

and priorities of the Authority:

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

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

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

committee, currently the GLA Oversight Committee.

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

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

approach as to how the HoPS will discharge the staffing powers contained in sections 67(2) and 70(2)

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

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

conditions for GM staff (outside of the statutory officers and the Mayoral appointees) with the

exclusion of stoff transferred under a statutory transfer.” Paragraph 7.1 of the Staffing Protocol says

that “Terms and conditions for the purposes of this Protocol means terms and conditions of

employment that apply to all GLA staff appointed by the HoPS and includes all employment policies

and procedures (whether contractual or not).”

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

conditions’ contained within the Staffing Protocol so require approval from the HoPS. Paragraph 2

confirms that Unison has been consulted and the HoPS has taken its views into consideration when

making this decision. Paragraph 2 also confirms that a report has been sent to the Chief of Staff (on

behalf of the Mayor) and to the Assembly’s staffing committee, currently the GLA Oversight

Committee, (on behalf of the Assembly) containing the proposed changes and appropriate

background information.

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

proposals are appropriate, taking into account the:

i. Priorities of the Authority;
ii. Need for the Authority to properly discharge its functions;

iii. Available resources of the Authority; and
iv. Need to comply with legislative changes/ statutory requirements.

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

co9oaesoluziorPoucyoedsion3. 10 79 doa 3



6.1 Equality, diversity and inclusion considerations are central to all of the policy and procedure toot

and branch’ reviews which are happening as part of the transformation programme and due diligence

has been undertaken to ensure compliance with the Equality Act 2010.

6.2 One of aims of the Resolution Policy and Guidance is to make the process of raising a concern less

onerous, with more routes of informal resolution and support. It is hoped that through these

changes, the procedure will be accessible to all, in particular employees with a protected

characteristic who may not have felt confident to address the issues they were facing. In addition, at

implementation, it is envisaged that consideration will be given to the pool of employees holding

voluntary positions within the policy to ensure they are reflective of the GLA’s diversity as far as

possible.

6.3 To ensure that there is no potential for discrimination against specific groups, Unison and Staff
Network representatives (including the newly formed GLA staff Disability network) have been invited

to informally collaborate on the development of the draft policy and were formally consulted as set
out in section 2. Comment or action on all feedback is contained in Appendix 2.

7. Appendices

Appendix 7: Report to the Oversight Committee 3 September2079

Appendix 2: Summary of consultation feedback

Appendix 3: Revised draft Resolution Policy and Procedure incorporating consultation feedback

Co9OflesalutionPolicyoecision3 10. I9docx 4



8. Approval

Tick to indicate opprovol

V

Executive Director

Mary RarpJey has reviewed and commented on this proposal. V

Assistant Director V

Cbrminde%ouz has reviewed and commented on this proposal.

HR & OD Lead Officer

Lur&Heywood has reviewed and commented on this proposal.

Finance and Legal V

Finance and Legal have reviewed and commented on this proposal.

CO9QResolutionPolicyflecision3 10 19 docx S





 

CO91 Smart Working Policy Decision Oct 2019.docx 1 

+  

Request for Head of Paid Service Decision CO91 

 

 
 

Decision Required 
 
That the Head of Paid Service: 

 
Approves the introduction of the Smart Working Policy.  

 

Head of Paid Service 

The above proposal has my approval.  

Signature 

 

Date  21 October 2019      



 

CO91 Smart Working Policy Decision Oct 2019.docx 2 

1. Proposals 

1.1  Agreement is sought from the Chief Officer to introduce a new Smart Working policy to support the 
New Ways of Working stream of the Transformation Programme.  

1.2 The rationale for change and issues for consideration were presented in three reports to the 
Oversight Committee: a ‘direction of travel’ report on 16 July 2019 (Appendix 1); the proposed 
policy on 3 September 2019 (Appendix 2); and a summary of consultation feedback on 16 October 
2019 (Appendix 3). 

1.3 It is important for the Chief Officer to note that, should the decision be made to introduce the Smart 
Working Policy, on a date to be confirmed in November 2019, there will be a transitional period 
while building, space and technology changes are put in place to fully enable the policy.   In 
addition, we have committed to return and review the policy in due course as these building, space 
and technology changes are tested, rolled out and used by staff.  

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

“Staffing Protocol”), formal consultation with Unison is required for the proposal to introduce a new 
Smart Working Policy as it relates to changing the terms and conditions of employment of existing 
employees.   

 
2.2 In accordance with paragraph 7.4 of the Staffing Protocol, 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.   

 
2.3 Consultation with Unison and staff took place over a 4-week period from 23 August to 20 

September 2019. The consultation feedback (which is summarised below) has been incorporated 
into the proposed new Smart Working Policy.   

 
2.4 Approximately 100 consultation responses were received, with over 90% of these from individual 

employees and a number from teams who submitted collective responses.  It is estimated that 
together these represent feedback from around 200 staff which equates to approximately 19 % of 
the overall staff.  (Our overall headcount was 1043 as at 31 March 2019).  Unison provided a 
collective response from their members.  Staff networks provided feedback in a variety of ways with 
the Staff Network for Disability also providing a collective response from its members. 

 
2.5       Many staff welcomed the opportunity to provide feedback.  There were multiple comments that the 

proposed policy was going in the right direction in relation to the GLA striving to be a modern 
employer and that it contained helpful approaches which would support better collaborative 
working.  In particular, staff welcomed that the current pressure on desk space was being addressed, 
with many positive about the move to greater flexibility, together with the issuing of standard kit to 
support this.  A number of people expressed appreciation for the flexibility the GLA already offers 
them, and the improved work-life balance this increased flexibility should provide.  It is important to 
note that none of the responses questioned the need for change, or the importance of addressing 
the need for better use of office space. Generally, greater flexibility was welcomed.    

 
  2.6  Unison’s response recognised the need to respond to capacity constraints in City Hall and Union St 

and welcomed proposals to make flexible working more straightforward in many ways.  The issues 
and concerns in their response were broadly representative of the issues raised by staff more widely.  
Whilst they said some of these concerns were serious, they did not think they were insurmountable 
with a degree of adjustment. They said they would be happy to work with us to address these to 
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achieve the desired outcomes.   They sought assurances that the policy would not be implemented 
in a ‘one size fits all’ manner to all staff. 
 

2.7       In their response, the Staff Network for Disability said they felt that the GLA’s disabled staff would 
be the most impacted by this policy.  While they acknowledged it had the potential to have both a 
positive and negative impact, they set out a number of issues and concerns about how the proposed 
changes could negatively impact on staff with a range of disabilities and conditions, including the 
potential impact on mental health and wellbeing.  Their concerns included team areas, desk 
allocation, and appropriate technology. They also asked about a clear process to ensure that 
reasonable adjustments are implemented in a timely and effective way, both in relation to the 
introduction of smart working and on an ongoing basis.   

 
2.8       Based on feedback from Unison and the Staff Network for Disability, we have committed to bringing 

together all the equality issues we have already addressed, into a single equality impact document. 
 
2.9      A significant amount of feedback responses related to concerns, questions and suggestions on the 

effective implementation of the policy, rather than the policy itself, which reflects the fact that a 
number of enabling technology and infrastructure changes have not yet been finalised.  We have 
therefore committed to a further review of the policy once these enabling changes have been 
implemented. The policy will be further refined should there be critical issues which we need to 
consult and engage on. 

 
2.10 Most staff who provided a response raised questions or comments on several themes. Over 500 

specific comments and questions have been captured and categorised to get an overview of the 
feedback.  The Summary of Consultation Feedback (Appendix 4) summarises the feedback and sets 
out responses to it and action taken, including amendments to the Smart working policy. 

 
3. Changes proposed 
 
3.1 The draft Smart Working policy which was shared during consultation has been reviewed and aspects 

have been amended in response to the consultation feedback as set out in Appendix 4.  The revised 
and final draft policy is attached (Appendix 5).  

  
4. Financial comments  

4.1      Any additional costs arising from the new smart working policy will be approved in the normal way. 

 
5. Legal comments  

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

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

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

committee, currently the GLA Oversight Committee. 
 
5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adopted by the HoPS 

in November 2009 and revised in July 2018. The Staffing Protocol sets out the Authority’s agreed 
approach as to how the HoPS will discharge the staffing powers contained in sections 67(2) and 70(2) 
of the Greater London Authority Act 1999 (as amended).  
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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 GLA staff (outside of the statutory officers and the Mayoral appointees) with the 
exclusion of staff transferred under a statutory transfer.” Paragraph 7.1 of the Staffing Protocol says 
that “Terms and conditions for the purposes of this Protocol means terms and conditions of 
employment that apply to all GLA staff appointed by the HoPS and includes all employment policies 
and procedures (whether contractual or not).”  

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

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

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

proposals are appropriate, taking into account the: 
 

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

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

6.1 Equality, diversity and inclusion considerations are central to all of the policy and procedure ‘root 
and branch’ reviews as part of the transformation programme and due diligence undertaken to 
ensure compliance with the Equality Act 2010. 

6.2 Based on feedback from Unison and the Staff Network for Disability we have committed to drawing 
together all the equality issues we have already addressed into a single equality impact document. 

 
7. Appendices 

 Appendix 1: Report to the Oversight Committee 16 July 2019  

 Appendix 2: Report to the Oversight Committee 3 September 2019 

            Appendix 3: Report to the Oversight Committee 16 October 2019  

Appendix 4: Summary of consultation feedback  

Appendix 5: Revised and final Smart Working Policy as amended in response to consultation 
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8. Approval 
 

 
Tick to indicate approval   

✓ 

Executive Director 

Mary Harpley has reviewed and commented on this proposal. 

 

✓ 

Assistant Director 

Charmaine de Souza has reviewed and commented on this proposal. 
 

✓ 

HR & OD Lead Officer 

Laura Heywood has reviewed and commented on this proposal. 

✓ 

Finance and Legal  

Finance and Legal have reviewed and commented on this proposal. 

✓ 

 
 
 



GREATERLONDON AUTHOR ITY

Request for Head of Paid Service Decision C096

CO number to be allocated via the ‘Decisions’ inbox

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;

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

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

This form supersedes: (i) the previous Head of Paid Service decision form which had a “HoPS” rather
than a “CO”reference number; (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 CMTsupport team and/or HR Business Partners can provide the dates of those CMT
meetings.

Decision Required

That the Head of Paid Service approves:

The deletion of the following three posts in the Group Finance unit (all 1.0 ETE):
• lx Grade 10 Senior Group Treasury Officer - Operations;
• 2 x Grade 8 Group Treasury Officers; and

The creation of the following four posts in the Group Finance unit (all 1.0 RE):
• 1 x Grade 12 Treasury Operations Manager;
• 3 x Grade 10 Senior Group Treasury Officers (one of which will only be recruited to once one or

mare London Boroughs commit to join the GLA’s treasury function); and

An increase in the Chief Investment Officer’s working hours from 0.4 RE to 0.6 RE.

Head of Paid Service

The above proposal has my approval.



Signature Date
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1. Staffing proposals

1.1. The proposal recognises the increased demands on the Group Treasury team, including:

• The continued growth in borrowing and investment balances across the Group

Investment Syndicate;

• The need for increased operational resilience in the context of the scale of actual or

opportunity cost of treasury ma nagement underperforma nce or error;

• Extra work involved in meeting the increased funding requirements for Crossrail;

• Establishing a centre of excellence to support collaborative working in London and the

imminent prospect of one or more Boroughs joining the GLA’s existing arrangements;

• Supporting a growing portfolio of investment activity in Housing and Regeneration;

• Requirements for more in-depth analysis and quarterly reporting on the GLA’s exposure

to financial risk to the new Financial Risk Oversight Board;

• Increased technical skills required for the effective delivery of the London Strategic

Reserve (LSR), requiring detailed research, analysis, selection and monitoring the

investments that will form part of this fund; and

• The additional operational demands and personal liability placed on staff in the Group

Treasury function as part of the establishment of London Treasury Ltd (LTL) to widen the

shared service offer and demonstrate meeting regulated market standards for investment

management.

1.2. In addition to those factors, the GLA’s implementation of Link’s recommendations for further

investment in compliance and systems has placed additional demands on the team for the

negotiation and monitoring of complex external contracts with the relevant providers.

1.3. The disparity in investment professionals’ pay between the GLA and comparable sectors should

also be noted. The GLA has made considerable investment in training and developing the

relevant staff and in consequence, the team has developed a strong track record as set out in this

report. As LSR and previously existing operations continue to grow successfully, so will the

commercial value of these employees’ skills and experience, creating recruitment and retention

challenges. The GLA will need to review this issue periodically, in the context of the financial

value being added through the relevant activities and the risks arising were they not to be

conducted appropriately. Meanwhile, it is proposed to create appropriately graded roles to

reflect the growing professional demands and levels of responsibility attached to advising on and

making borrowing and investment decisions at the current scale of operations.
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1.4. It is therefore proposed to create three new Senior Group Treasury Officer (Grade 10) posts and
to delete two Group Treasury Officer (GradeS) posts. One of the new Grade 10 posts will only
be recruited on agreement from one or more of the London Boroughs to join the shared service
or collective investment arrangement. Additionally, the Senior Group Treasury Officer —

Operations (Grade 10) post will be deleted and replaced by a more senior Treasury Operations
Manager (Grade 11).

1.5. The contracts for the new posts will include the requirement to carry out the parallel roles in LTL.
The existing Chief Investment Officer and career grade Group Treasury Officers’ contracts will
also be amended to mirror this requirement.

1.6. The proposed new structure will provide the Chief Investment Officer with additional, higher-
level support in conducting investment appraisal and borrowing operations, enabling that
postholder to provide additional strategic advice and support to existing shared service
stakeholders while negotiating further arrangements for new joiners. The proposal also includes
an increase in the Chief Investment Officer’s total time commitment by 0.2 FEE, equally split
between the GLA and LTL,

2. Consultation

2.1 In accordance with the GIA 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 required for this proposal as five or more posts within one unit are being created or
deleted. These consultees have therefore been consulted and the Head of Paid Service (the
“HoPS”) has taken their views into consideration when making this decision.

2.2 When consulted, both the Chief of Staff and the GLA Oversight Committee supported the
proposals and had no detailed comments to make. Similarly, Unison had no concerns to raise. In
terms of staff engagement in the process no formal responses were received from affected
members of staff and others in the wider finance team.

2.3 Although the consultation proposals indicated that the new Treasury Operations Manager would
be a grade 11, HR’s job evaluation of the post was a grade 12. This increase in grade reflected the
requirements of this post to meet any personal fit and proper requirements of the FCA.

2.4 So, on the basis of the consultation responses received, it is recommended that the restructuring
proceeds in the form initially set out and recorded in this decision form, except that the Treasury
Operations Manager role be established at grade 12.

3. Table of changes

3.1 The table below sets out the proposed changes.

Posts FTEs Notes
Permanent posts to be created 4.0 lx Grade 12 TreasuryOperations Manager

and 3 xcrade 10 SeniorGroupTreasury
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Officers (one of which will only be
recruited to once one or more London
Boroughs commit to join the GLA’s
treasury function)

Permanent posts to be (deleted) (3.0) 1 x Grade 10 Senior Group Treasury
Officer—Operations and

2 x Grade 8 Group Treasury Officers

Increase in working hours of a permanent 0.2 An increase in the Chief Investment

post Officer’s working hours from 0.4
FTE to 0.6 FTE.

Net total of posts created 1.2 -

4. Financial comments

4.1 The proposals involve additional annual costs to the GLA of £180,000 at 2019-20 salary levels.
This will not involve any budget growth, though, as it will be met in full by proposed charges to
London Boroughs joining the function and the marginal contribution from additional, more
complex investment activity undertaken in the Team (E1.07m for 2018/19).

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
mojor 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 Chief Officer Form fall within the definition of a ‘major restructure’
contained within the Staffing Protocol so require formal consultation with the Chief of Staff (on
behalf of the Mayor) and the Assembly’s staffing committee, currently the GLA Oversight
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Committee, (on behalf of the Assembly). Paragraph 2 confirms that these consultees have been
consulted and the HoPS has taken their views into consideration when making this decision.

5.6 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.

5,7 The GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities
Standard are followed when recruiting to the vacant posts.

5.8 The HoPS has the power to make this decision.

6. Equalities considerations

6.1 There are no specific equalities issues arising.

7. Appendices

7.1 There are no appendices.

7.2 The relevant structure charts are available via the GLA Oversight paper to its meeting on 3
5eptember 2019.
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8. Approval

Tick to indicate approval

V

Executive Director/Chief Officer

Mary Harpley has reviewed and commented on this proposal. V

Assistant Director

David Gallie has reviewed and commented on this proposal.

HR & 00 Lead Officer

Laura Hevwood has reviewed and commented on this proposal. V

Finance and Legal

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

Corporate Management Team (CMT)

This proposal does not need to be considered by CMT as it has gone through the full consultation
process via the Chief of Staff and the GLA Oversight Committee.
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Request for Head of Paid Service Decision CO-097

CO number to be allocated via the ‘Decisions’ inbox (Decisions@Ioqdongov uki

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

Decision Required

That the Head of Paid Service:

Approves the creation of one fixed-term post and the extension of one fixed-term post in the
Environment team as set out below:

Job title Grade Duration
Principal Policy and Programme 70 78 months
Officer (creation

of new
post)

Head of Paid Service

The above proposal has my approval.

Signature Date

liolto11
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1. staffing proposals

1.1 Approval is sought to re-create a full-time temporary Grade 10 post (fixed-term for 18 months to
continue the development, project management and delivery of the single 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 U.5m which has been match funded
by Thames Water; creating a total pot of £Sm 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 10 post was originally agreed for a fixed-term of 18 months until June 2019 via SAF 915.
Although that STAF has expired the post has been filled by agency staff since April 2019 when the
original post-holder left the GLA. It is now proposed to re-create the full-time temporary post
(which will be an 18 month fixed-term post) so that this post is in place until the end of the
programme. This was the original intention at the inception of the programme; to have full-time
fixed term contract staff for delivery. The position number for this role was 003633 on the
establishment.

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 use and pollution, of single use
plastic bottles in London, particularly single use plastic water bottles. The project al5o 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

4.2

4.3 The expenditure off] 75,000 will be funded from the Waste and Green Economy team’s 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/created 2 Principal Policy and Programme
Officer (Grade 10) (creation)

Fixed-terms posts to be (deleted) 0

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

Permanent posts to be regraded 0

Fixed-terms posts to be regraded 0

Financial comments

Approval is sought to create a fixed-term post within the Environment team for a period of 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
corporate vacancy factor which are summarised below:

Job title 201 9-20 2020-21 Total

Principal Policy and Programme £28,000 £68,000 £96,000
Officer (Grade 10)
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5.2 The Assembly has delegated its powers of consultation on staffing matters to the Assembly’s staffing
committee, currently the GLA Oversight Committee.

5.3 After consultation with the Mayor and the Assembly, the Staffing Protocol was adapted 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 5et 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 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 HoPS has the power to make this decision.

6. Equalities considerations

N/A

7. Appendices

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

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

8. Approval

Tick to indicate approval

V

Executive Director V

Qftlibje_JJckpmhas reviewed and commented on this proposal.

Assistant Director V
Click and ins_ejtjiam has reviewed and commented on this proposal.

HR&ODLeadofficer V

QIannPnysr 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].
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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 10 003633 04Nov19 30April21 nsinrz
(now

/-f CF€tZflOfl
expired)

€cA. fort
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GREATERLONDON AUTHORITY

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

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

months

Job title Current New
Grade Grade

e.g. Project Support Officer 5 6

Request for Head of Paid Service Decision CO-98

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 GUi permanent posts, regardless of their number and laid out as
follows in the Decision Required box:

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

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

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

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

That the Head of Paid Service:

Approves the extension of a fixed-term post (SeniorAdvisor to the Mayor Stakeholder Relations) at
G13 in the Mayor’s Office for one month to 01.11.19

Head of Paid Service

The above proposal has my approval.

Signature Date

1mO?ftr1

2



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 nat be repeated in the main body of this form.

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

The role of Senior Advisor to the Mayor Stakeholder Relations was initially a 12-month fixed term
contract (March 2018- March 2019), due to the permanent incumbent being on maternity leave.
The permanent incumbent returned in April 2019 and is working 0.6 RE. This leaves a 0.4FTE
vacancy. Previously the fixed-term post of 12 months was extended by three months (STAF 1110)
until 28 June 2019, to enable a transitional handover, cover the O.4RE vacancy and to work on a
specific project. It was then extended a further three months (C058) to 27 September 2019 to
deliver a specific project in the Mayor’s Office (in addition to continuing to cover the 0.4FEE
vacancy).

It is now clear that there is requirement over the next month (27 September—01 November
2019) for further work to be done to finalise the delivery of a specific project in the Mayor’s
Office and a further one-month extension is therefore requested. This extension also provides
further temporary capacity to cover the 0.4RE vacancy while the Mayor’s Office reviews plans
for long-term cover. Therefore the request is to extend the fixed-term post by a further month.
The fixed-term post will be 19 months in total.

2. Consultation

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

2.1 This proposal is to create a temporary staff post (defined as being up to two years in duration)
and therefore it is not necessary to 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 permanent incumbent in the Senior Adviser to the Mayor post and the fixed term employee
who was covering the post are the only GLA officers affected by the proposal. They have been
fully consulted and are supportive of the proposal to extend the fixed term post.

3. Table of changes

Posts RE5 Notes

Permanent posts to be created

Permanent posts to be (deleted)

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

Fixed-terms posts to be (deleted)

Net total of posts created I (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

Total post
duration

Original Original Original Requested linked to
Post Employee Post Start post end Employee Employee post end employee
number Post title Name date date start date End date date in years

Senior
Advisor to
the Mayor
Stakeholder Felicity

003696 Relations Appleby 01/03/2018 27/09/2019 08/03/2018 27/09/2019 01/11/2019 1.83

4. Financial comments

4.1 The cost of the extension of a Grade 13 post for a one-month period is £8,500 inclusive of on-
costs. This will be met from within the Mayor’s Office budget for 2019-20.

5. Legal comments

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

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

• make such appointments on such terms and conditions asthe 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 CIA 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
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Assembly) in a six-monthly report”. As set out above, the Assembly’s staffing committee is
currently the GLA Oversight Committee.

5.5 This Chief Officer form seeks to obtain the approval of the HoPS for the proposal to create a
temporary post as set out above. Paragraph 2 confirms that the proposal will be reported by the
HoPS to the persons set out at paragraph 5.4 above in a six monthly report.

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

5.7 The HoPS has the power to make this decision.

6. Equalities considerations

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

7. Appendices

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

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

Titles of any other Appendices

S



4

8. Approval

flck to indicate approval

V

Executive Director

David Bellamy has reviewed and commented on this proposal. V

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

KR & OD Lead Officer V
Laura Heywood has reviewed and commented on this proposal.

Finance and Legal Legal V
Kate Phelps

FinanceV
Natalie Luong

Corporate Management Team (CMT)

This proposal was considered by CMT on [DATE].

Appendix A

Details of all affected posts

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

number term/deletions
only)

PostA 13 01.11.19 creation

Post B

Post C

Etc.
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GREATERLONDON AUTHORITY

Request for Head of Paid Service Decision CO-99

CO number to be allocated via the ‘Decisions’ inbox (Decisions@Tpndong.Qv11iic)

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

Decision Required

That the Head of Paid Service:

Approves a six month extension of the following fixed-term post from 1 October 2019 to 31 March 2020

Job title Grade Duration
Senior Policy Officer — 8 & months
Technology Programme Delivery

Head of Paid Service

The above proposal has my approval. .

Signature Date

I O OL

CO99docx-V7 . dxx 1



1. Staffing proposals

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

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

The consultation responses on the Mayor’s draft Economic Development Strategy urged further
action on business support to enable start-ups and SMEs across a range of industry sectors to better
understand, access and adopt new and disruptive technologies, and for stronger action to drive
innovation across London’s CleanTech sector to accelerate the transition to a low carbon circular
economy. The Economic Development team in the Regeneration and Economic Development Unit,
have developed policy thinking on the actions the Mayor should take to grapple with the above
challenges, with a particular emphasis on: i) piloting a technology adoption programme focused on
artificial intelligence and the ‘everyday’ economy to raise productivity and wages in lower value
sectors and, ii) enabling enhanced access to both public and private sector markets for emerging
CleanTech innovation. Resource is now required to enable the team to deliver from policy to action.

In addition to the above, the post holder is charged with scaling up the Mayors flagship innovation
programme, the Civic Innovation Challenge, to maximise the impact on business growth. The
postholder will focus on leveraging external resources to scale the programme, and on designing in
the support required to help the innovations to scale. This will help to deliver an important
commitment in the Mayor’s draft Economic Development Strategy — to redirect innovation to help
solve some of London’s pressing challenges.

This is a proposal to extend position 003870 (current end date 30/9/1 9) by 6 months from 1
October2019 to 31 March 2020.

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 CLA 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 Extension of fixed-term post for
further sik months

Fixed-terms posts to be (deleted)

Net total of posts created / (deleted)

Permanent posts to be regraded

CO99docx-Vl.docx 2



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 — DRAFT AT THIS STAGE

4.1 This report is looking to extend the fixed term post — GLA3S7O Technology Programme Delivery
Officer post for a further 6-month period from the 1 October2019 to the 31 March 2020.

4.2 The post is graded at B on the GLA’s pay scales and for the 6-month extension, costs equate to
approximately £30,000, inclusive of on-costs and will be funded from the LEAP Core budget for
201 9-20, specifically from the budget provision approved for the GovTech London project via
DD2383.

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

M.nd.aipry information required to enabltpcsttc..be_&ddgto HR system:

Cost centre Cost object

(if different):

Supplementary finance information Ito include anlvsis of costs, sources of funding and virement
details, if applicable:

4.1 HOPS approval is being sought for the following:

5. Legal comments

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

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

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

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

Is the post full or part time? time

Is the post permanent or temporary?

What is expected start date? Expected end date?

co99doa-v1.docx 3



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
5taff (on behalf of the Mayor) and to the Assembly’s staffing committee (on behalf of the Assembly)
in a six-monthly repo&. 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

A summary of any equalities issues ari5ing 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
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8. Approval

Tick to indicate oppro vat

V

Executive Director

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

Assistant Director

Cjjck and insefljiaae has reviewed and commented on this proposal.

HR & OD L.ead Officer

Cii±and insert narn 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 [DATEI.

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 Policy S GLA 30/09/19 6 month fixed term
Officer

—
contract

Technology
Progromme
De)iveiy

Post B

Post C

Etc.

Appendix B

Structure chart showing reporting lines and post reference numbers
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Job Description

Job title: Senior Policy Officer — Technology Programme Delivery

Grade: 8

Directorate: Development, Enterprise and Environment

Unit: Regeneration and Economic Development

Job purpose

To work in the Industry & Innovation team and oversee the delivery of key technology projects to support
the growth of London’s technology sector, in line with the Mayor’s draft Economic Development Strategy
and forthcoming London Industrial Strategy.

Principal accountabilities

1. Work in partnership with London’s innovation ecosystem (London’s universities and wider research
base, representative business bodies, start-ups and established firms, and wider innovation
infrastructure) to support business engagement in and adoption of new technology (from artificial
intelligence to ARNR) across a range of industry sectors through the development and delivery of
policy and projects.

2. Co-ordinate the delivery of the Mayor’s CleanTech London business growth programme, to
accelerate innovation across London’s CleanTech sector and support access to both public and
private sector markets, enabling the transition to a low carbon and circular economy.

3. Working across the GLA family, and securing buy in from a wide range of public and private sector
markets, design the Mayor’s Civic Innovation Challenge 2019. This will involve evaluating the 2018
programme, learning the lessons, and scaling up the challenge programme (including securing
sponsorship) to bring new ideas to market that will grapple with key London challenges.

4. Provide a flexible resource and be responsive to the demands of the Mayoral team, Business
Advisory Board and LEAP (London’s Local Enterprise Partnership) to support the growth of London’s
technology sector and help to drive innovation across other industry sectors.

5. Work across the GLA Group to align and coordinate technology policy and projects.

6. Communicate effectively with senior staff across the GLA Group and work with internal and external
stakeholders and partners to achieve the team’s corporate objectives.

7. Provide high quality written and oral briefings, policy advice and reports for the Mayor and his
advisors, GLA staff, government departments and London and national organisations, to include:

a. drafting timely responses to Mayoral questions and correspondence
b. providing concise briefings and responses to questions
c. providing meeting management and secretariat functions for key meetings
d. representing the GLA at external events and meetings

CO9Sdoa-V1.docx 6



8. Assist in the establishment and maintenance of communications on technical and policy matters with
international organisations, Government departments, the London Boroughs, and other organisations
in the public, private and voluntary sectors.

9. Build and maintain an up-to-date awareness of legislative, technical and policy changes in the
economic and business policy field.

10. Manage resources allocated to the job in accordance with the GLA’s policies and standards

11. 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. Carry out all roles allocated to the job in accordance with the Authority’s policies and Code of Ethics
and Standards.

13. 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.

Key contacts

Accountable to: Industry & Innovation acting Manager

Accountable for: Allocated delivery budget — to be confirmed

Key Contacts: GLA Directorates, Central Government, UKRI, Catapults, other UK cities, LEPs,
LEAP, Business Advisory Board, key business stakeholders, business
membership bodies, London Sustainable Development Commission, universities
and research units, investors, London & Partners, other key institutions and
innovation spaces.

CO99doa-V7.docx 7



Person specification

Technical requirementslexperiencelqualifications

1. A relevant degree or equivalent professional qualification or ability to demonstrate an equivalent
level of knowledge and skills gained through experience.

2. Experience of working with, or alongside, the public and private sector and a good understanding
of the differences in their perspectives and values.

3. A strong understanding of economics and business policy and research.

4. Experience of working in or with the technology sector.

5. Experience of economic policy development, project management and delivery.

6. Experience of stakeholder engagement and the development of effective partnerships, including
cross sector collaboration.

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.

• 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

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.

• 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

Communication and influencing
is presenting information and arguments clearly and convincingly so that others see us as credible

and articulate, and engage with us.

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

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.
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• 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
• Balances own team’s needs with wider organisational needs
• Identifies synergies between team priorities and other relevant agendas

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

taking accountability for results.

• Takes decisions as necessary on the basis of the information available
• Makes decisions without unnecessarily referring to others
• Involves 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

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

timely solutions.

• 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

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.

• Expands networks to gain new information sources for research and policy development
• Identifies and implements methods to ensure intelligence is of a high quality
• Encourages others to analyse data from different angles, using multiple perspectives to identify

connections and new insights
• Tailors research investment in line with likely impact for Londoners and policy priorities
• Retains a bigger picture view, ensuring research recommendations are appropriate and practical for

the GLA and its stakeholders

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.

• 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

Organisational awareness
is understanding and being sensitive to organisational dynamics, culture and politics across and

beyond the GLA and shaping our approach accordingly.

• Challenges unethical behaviour

CO99docx-V7.docx 9



• Uses understanding of the GLA’s complex partnership arrangements to deliver effectively
• Recognises how political changes and sensitivities impact on 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

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.

• 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 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.

• 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 maximise use of resources
• Monitors and stays within budget at all times

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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GREATERLONDON AUTHORITY

Guidance

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 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

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

Job title Current New
Grade Grade

e.g. ProjectSupport 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 decisionform;
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,

Request for Head of Paid Service Decision CO-100

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

Once approved, this form will be published on london.gov.uk
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Job title Grade
Project Officer (Private Rented Sector) 7 (provisional)

Head of Paid Service

The above proposal has my approval.

Signature Date

2
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Decision Required

That the Head of Paid Service:

Approves:
. the creation of one RE post in the Housing and Land Directorate, fixed term for 21 months:



1. Staffing proposals

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

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

Create iRE Project Officer (Private Rented Sector) (provisionally grade 7)—fixed term for 21
months

1.1. Overthe last two decades, levels of private renting in London have risen dramatically. Twenty-six
per cent of households lived in the sector in 20181

— a proportion that is projected to grow to 40
per cent by 20252. It is increasingly becoming a long-term tenure, including for older Londoners
and those raising families.

1.2. Despite this growth, London’s private rented sector (PRS) continues to be subject to an out-of-
date regulatory system that fails to offer anywhere near enough security and stability to tenants.
At the same time, the sector is increasingly unaffordable to Londoners, with around a quarter of
the capital’s private renting households spending more than half of their income on rent3. Families
on low incomes, and those affected by the Government’s recent welfare reforms, are particularly
affected.

1.3. The Mayor is committed to improving the lives of London’s private renters, despite having no
statutory powers over the PRS. He has therefore worked with councils, lobbied the national
Government, and used City Hall’s resources in new ways to make a difference. The Mayor has
made considerable progress in delivering on his key pledges: a new database to ‘name and shame’
rogue landlords and letting agents; an end to rip-off letting agent fees; and new pan-London
working between City Hall and London councils (the London Borough PRS Partnership) to tackle
poor property conditions.

1.4. The Mayor has established himself as leading the way nationally in promoting private renters’
rights. On 19 July, he launched his blueprint for reform of the private rental market, which called
on Government to devolve powers to introduce rent control in London and comprehensively
overhaul tenancy laws to provide greater security for renters. The blueprint is underpinned by his
‘London Model’ of tenancy reform technical paper, which sets out detailed proposals to better
balance renters’ and landlords’ rights.

Justifications for the proposal

1.5 In his London Housing Strategy, the Mayor committed to ‘work with councils and the Government
to target enforcement resources against the minority of poor quality and criminal landlords,
including providing strong support for well-designed and operated council licensing schemes’.
Following discussions with, and with the support of, the Mayor’s PRS Partnership and the Deputy
Mayor for Housing and Residential Development, the GLA has successfully bid for Government
funding to develop two new projects:

a) HMO identifier project: the GLA has secured £205k of Rogue Landlord Enforcement Funding
from the Government for a project to support licencing of HMOs and, where relevant, other
properties. Tasks involved in the project include stakeholder engagement, project design and
ongoing management and monitoring into the future; and

1 GLA analysis of Labour Force Survey, 2018
2 Pwc Regional Tenure Projections, 2016

GLA analysis of English Housing survey, 2018
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b) Upskilling boroughs project: the GLA has also secured £322,500 Controlling Migration Funding
from the Government to develop a project to increase London boroughs’ capacity to enforce
against PRS landlords and letting agents. Tasks involved in this project include designing,
putting in place and implementing a major, long-term programme of training and upskilling
across London boroughs.

1.6 Significant staff resource will be required to develop and implement the above new projects.
Managers have reviewed current team resources and have concluded that there is not the
capacity to deliver the above in addition to other existing work. They have also made an
assessment whether any of the team’s existing work can be deprioritised or delayed, informed by
discussions with the Deputy Mayor for Housing and Residential Development, and have concluded
that it cannot. The team’s existing work includes:

a) London Model: detailed London Model proposals were published in the above blueprint in mid-
July. There is a significant ongoing programme of work associated with the London Model. This
includes development of more detailed proposals on certain aspects of the model that require
further research and policy development, including accommodation for students, sharers and
those with licence agreements. There will also be significant resource required to influence
Government proposals on tenancy reform to ensure they meet London’s needs and a
continuing programme of engagement with the wide range of stakeholders associated with this
issue;

b) Rent control: following the publication of the above blueprint in mid-July 2019, the PRS team
have embarked on a programme of engagement with stakeholders, which will lead to further
policy development. The first stage of this work will complete next spring, with longer-term
policy development likely to take several years and requiring widespread engagement with
partners and the commissioning of expert advice. The nature, extensive scope and timescale of
the continuing work programme relating to rent control has only recently been articulated by
the Mayor’s Office. This work will contribute to achieving the London Rousing Strategy policy
on rent stabilisation or control to address long-term affordability for London’s renters;

c) Rogue Landlord and Agent Checker: the Mayor’s flagship database of rogue landlord and
letting agents has over 1,400 records and has been reviewed more than 95,000 times. Despite
the Government’s commitment to launch a national database, the Checker continues to be the
only publicly accessible database of unscrupulous landlords and agents in the country. The
Mayor’s office has committed to continuing to enhance the Checker, This is requiring, and will
continue to require, extensive engagement with councils to design new system functionality,
secure their ongoing participation and respond to representations received from landlords and
agents;

d) Mayor’s PRS Partnership: the PRS team coordinates the London Borough PRS Partnership and
the work arising from this group. The Partnership enables boroughs to share information about
trends in criminal landlord activity across London, sharing best practice approaches to
enforcement and encourages a more consistent and collaborative approach to property
licensing schemes across London. The Partnership is much more than a talking shop and often
involves project and policy development work, information co-ordination and the production
and dissemination of good practice guidance; and

e) business as usual and support for other initiatives: much of the team’s time is taken up with
non-project work such as regular engagement with MHCLG, including contributing to a range of
Government working groups and responding to consultations. There has been much-increased
Government activity on the PRS in recent months (which is set to continue), and this obviously
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makes significant demands on the team’s time. The team also continues to drive forward other
Mayoral commitments and policy through working with other parts of the GLA (for example,
the Economic Development Unit for tenancy deposit loans, Communities and Skills on the Right
to Rent) and other organisations.

1.7 The Government’s funding for both projects is linked to delivery and implementation timescales
that mean the projects cannot be delayed. Funding for the HMO Identifier project is for 2019/20
and funding for the Upskilling boroughs project is for 2019-21. A failure to effectively deliver and
manage these projects and initiatives (or not deliver them at all, and repay the funding secured by
the GLA back to the Government) would create significant reputational risks for the Mayor and the
CLA. These reputational risks would be both with Londoners, in relation to a failure to deliver on
the commitments set out in the Mayor’s London Housing Strategy, and with the key stakeholder
relationships with the Ministry of Housing, Communities and Local Government. Implementation
of the proposal istherefore considered to be business critical.

Current and proposed future structure for the PRS team

1.8 The team currently comprises:

.1 RE PRS Manager (grade 11)

.1.2 RE Senior Policy and Project Officer (job share) (grade 9)

.1.2 RE Senior Project Officer (job share) (grade 8).

1.9 The above does not offer sufficient capacity to deliver the above ambitions while maintaining
high-quality outputs across existing work streams within contracted hours.

1.10 Approval is therefore being sought to create 1.0 RE Project Officer post (provisionally grade 7) in
the team, fixed term for 21 months.

1.11 It is likely that at least some of the staff resource requested in this proposal will continue to be
required beyond the 21-month period for which external funding is available. The level of resource
required will depend on whether the services and initiatives outlined in paragraph 1.5 continue to
run beyond the period for which they are currently funded and if so, which of those services and
initiatives continue to run. This will, in turn, depend both on the performance and impact of these
services and initiatives and on the availability of continuation funding. Managers will reviewthe
position in due course.

2 Consultation

2.1 As the proposal is to create a 1.0 RE fixed term post of less than two years, there are no formal
requirements to consult staff groups and UNISON.

2.2 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. Tableof changes

Posts

Grade 7 (provisional subject to
evaluation) for 21 months

Notes

Fixed-term posts to be created
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Net total of posts created 1.0

4. Financial comments

4.1 Approval is sought to create a 1 FTE fixed term-post provisionally at grade 7, for 21 months in the
PRS team. The cost, based on the mid-point of the grade and comprising salary and on-costs, is
ESik plus Lilk support services recharge. This post would be funded entirely by external income —

from the Rogue Landlord Enforcement Fund for the remainder of 2019/20 (E22k) and from the
Controlling Migration Fund thereafter (80k). Should this post be evaluated one grade higher,
there is sufficient external income to cover the full cost.

4.2 The net cost to the GLA staffing budget of the above proposal is therefore zero.

5. Legal comments

5.1 5.1 Under the Greater London Authority Act 1999 (as amended), the HoPS may, after
consultation with the Mayor andthe Assembly and having regard tothe 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) ond 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
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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 The public sector equality duty requires the identification and evaluation of the likely potential
impacts, both positive and negative, of the decision on those with protected characteristics (age,
disability, gender reassignment pregnancy and maternity, race, gender, religion or belief and
sexual orientation). This duty will be considered when recruiting for the post proposed in this
paper.

7. Appendices

Appendix A Details of all affected posts.
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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 .7
Rickardo Hyatt has reviewed and commented on this proposal.

HR & OD Lead Officer V

Dawn James Senior HR Adviser 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 14 October 2019

Appendix A Details of all affected posts

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

number only)
Project Officer 7 n/a asap 21 months from Creation
(Private Rented (provisional) start date
Sector)
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Guidance

This form should be used by Executive Directors and/or Assistant Directors seeking approvalfor 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. ProjectSupport 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.g. Project Support Officer S 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 STAFdecisionformforfixed-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.

Request for Head of Paid Service Decision CO-lOl

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

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

That the Head of Paid Service:

Approves:
• the creation of one FTE post in the Housing and Land Directorate, fixed term for 21 months:

Job title Grade
Senior Project Officer (Community Led Housing) 8 (provisional)

Head of Paid Service

The above proposal has my approval.

Signature Date

fflisJ\cldrcLç R Otflcr Zo(9
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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. Detailsfrom the Committee
paper should not be repeated in the main body of this form.

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

Create iRE Senior Project Officer (Community Led Housing) (provisionally grade 8)— fixed
term for 21 months

1.1 The London Housing Strategy sets out the Mayor’s commitment to increasing the supply of
community-led housing and enabling Londoners to play a role in building their own communities.
It includes a target to identity a pipeline of community-led housing schemes by 2021, with capacity
to deliver at least 1,000 homes. To this end, the Mayor is supporting the London Community-Led
Housing Hub to provide guidance to community groups looking to develop homes, and to build
support for community-led housing with councils. To further boost activity in this area, the Mayor
has secured £38m funding from the Government for a London Community Housing Fund, for
capital grants and/or loans, revenue grants, and support for local enabling bodies. The GLA is
accountable for delivering 500 starts on site through the Fund by April 2023.

Justifications for proposals

1.1. The Community Housing Fund is a major and complex programme, and managing it requires
significant staff resource. The tasks involved include:
• leadership of the Fund decision panel which is responsible for the allocation and administration

of £30m of capital and £4m of revenue funding;
• management of the relationship with the Community Led Housing London Hub, including

contract managingthe deliveryof a £4.8m grantagreementapproved through MD273Zand
MD2194;

• meeting corporate responsibilities, including quarterly performance reporting and oversight
and management of the budgets;

• managementof the relationship with the Ministry for Housing, Communities and Local
Government (MHCLG), including providing regular updates on performance against the terms in
the memorandum of understanding, and attendance at the national Community Housing Fund
steering group; and

• general policy leadership and advocacy both internally and among the wider sector.

1.2. In recognition of the additional capacity that is needed, the Government has earmarked £200,000
of the £38m as ‘resource funding’.

1.3. To date, the CHF has been managed within existing GLA staff resources. However, the volume of
work associated with it is now increasing, as it moves into its implementation phase and bids for
funding are being generated and received. There is an urgent need to more proactively market the
fund and secure new bids to ensure that both Mayoral and Community Housing Fund-related
targets are met. This means that additional staffing resources are now required. It is therefore
proposed that an additional fixed term (provisionally at grade 8) Senior Project Officer post is
created to lead on much of the day to day CHF work over the next 21 months.
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1.4. Managers have reviewed resources in the Specialist and Supported Housing team, where this work
is located, and have concluded that there is not the capacity to deliver the above in addition to
other existing work in the team. They have also assessed whether any of the team’s existing work
can be deprioritised or delayed, and have concluded that it cannot, The team’s existing work
includes the delivery of three major Mayoral funding programmes, all requiring starts on site by 31
March 2021:

a) the Care and Support Specialised Housing Fund: Elllm of funding from the Department of
Health and Social Care to deliver homes for older and disabled Londoners with support needs;

b) the Homelessness Change and Platform for Life: £30m to improve existing and deliver new
hostel accommodation for homeless people, and provide homes for young homeless people in
employment or training; and

c) the Move On Fund: f50m to deliver homes for people moving on from homelessness hostels
and refuges for victims of domestic a buse. This complex progra mme offers both capital funding
for the bricks and mortar and revenue funding to provide support to the residents of the
homes.

1.5. A failure to effectively manage the Fund not only presents a high risk to the achievement of
Mayoral and fund-related targets (and to spending Government funding) it would also create
significant reputational risks for the Mayor and the GLA. These reputational risks would be both
with stakeholders and Londoners more widely (in relation to the deliveryof the London Housing
Strategy commitments and targets), and with the management of the key stakeholder relationship
with the Ministry of Housing, Communities and Local Government. Implementation of the
proposal is therefore considered to be business critical.

Current and proposed future structure for the Specialist and Supported Housingteam

1.6. The team currently comprises
• 1 flE Programme Manager (Specialist and Supported Housing) (grade 9)
• 1 FE Senior Project Officer (Specialist and Supported Housing) (grade 8).

1.7. The above posts do not offer sufficient capacity to deliver the above ambitions for community led
housing alongside current specialist housing programmes and related workstreams within
contracted hours.

1.8. Approval is therefore being sought to create 1.0 Fr E Senior Project Officer post (provisionally at
grade 8) in the team, fixed term for 21 months.

1.9. It is possible that at least some of the staff resource requested in this proposal will continue to be
required beyond the 21-month period —the anticipated peak period for work on the Fund.
Managers will review the position in due course.

2 Consultation

2.1 As the proposal is to create a 1.0 FTE fixed term post of less than two years, there are no formal
requirements to consult staff groups and UNISON.
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2.2 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

Fixed-term posts to be created 1.0 Grade S (provisional subject to
evaluation) for 21 months

Net total of posts created 1.0

4. Financial comments

4.1 Approval is sought to create a 1.0 RE fixed term-post, provisionally at grades, for 21 months in
the Specialist and Supported Housing team. The cost based on the mid-point of the grade and
comprising salary and on-costs, is HOOk plus Elik support services recharge. This post would be
funded entirely by external income from the revenue/resource element of the Community
Housing Fund. Should this post be evaluated one grade higher, there is sufficient external income
to cover the full cost.

4.2 The net cost to the GLA staffing budget of the above proposal is therefore zero.

5. Legal comments

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

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

Authority:

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

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

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

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

5.4 Paragraph 6.1 of the Staffing Protocol says that “Any proposals to create a temporary staff post —

defined as being up to two years in duration — must be approved by the Head of Paid Service”.
Paragraph 6.2 of the Staffing Protocol says that “These will be reported by the HoPS to the Chief
of Staff (on behalf of the Mayor) and to the Assembly’s staffing committee (on behalf of the
Assembly) in a six-monthly report”. As set out above, the Assembly’s staffing committee is
currently the GLA Oversight Committee.
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5.5 This 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 on those with protected characteristics (age,
disability, gender reassignment, pregnancy and maternity, race, gender, religion or belief and
sexual orientation). This duty will be considered when recruiting for the post proposed in this
paper.

7. Appendices

Appendix A Details of all affected posts.

8. Approval
Tick to indicate approval

“

Executive Director

Rickardo Hyatt has reviewed and commented on this proposal. V

Assistant Director V
Rickardo Hyatt has reviewed and commented on this proposal.
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HR & OD Lead Officer V

Dawn James SHRA 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 14 Ocotober

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 S n/a asap 21 months from Creation
Officer (provisional) start date
(Comm unity
Led Housing)
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Job title Grade

e.g. Senior Policy Officer 9

e.g. Project Support Officer 5

Job title Grade Duration

e.g. Senior Policy Officer 9 2 years

e.g. Project Support Officer 5 18
months

Job title Current New
Grade Grade

e.g. Project Support Officer 5 6

Request for Head of Paid Service Decision CO-102

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;

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

This form supersedes: (i) the previous Head of Paid Service decision form which had a “HoPS” rather
than a “CO” reference number; (ii the STAF decision form for fixed-term posts; (iii,i 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 dotes of those CMT
meetings.
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Decision Required

That the Head of Paid Service:

Approves:

. the creation of two FEE posts in the Housing and Land Directorate, both fixed-term for 18
months:

Job title Grade

Senior Policy ond Project Officer (Rough Sleeping and 9 (provisional)
Migration)

Project Officer (Rough Sleeping) 6 (provisional)

Head of Paid Service

The above proposal has my approval.

Signature Date

ft QrQ
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1. Staffing proposals

Create 1 RE Senior Policy and Project Officer (Rough Sleeping and Migration) (provisionallygrade
9) and 1 RE Project Officer (Rough Sleeping) (provisionally grade 6)— both fixed-term for 18
months

1.1 During 2018/19, 8,855 people were seen sleeping rough in London - more than double the
number in 2010/11. Of these, 62 per cent were new to the Street 51 per cent were non-UK
nationals, and 31 per cent were from Central and Eastern European countries. Around three-
quarters had one or more support needs, with 50 percent having a need related to mental health,
42 per cent to alcohol, and 41 per cent to drugs.

1.2 Since 2016, the Mayor has coordinated efforts through his ‘No Nights Sleeping Rough’ (NNSR)
taskforce to identify, implement, lobby for and monitor the effectiveness of interventions to tackle
rough sleeping. In his London Housing Strategy, the Mayor set out his aim that there should be a
sustainable route off the streets for every rough sleeper in London. In June 2018, he published his
Rough Sleeping Plan of Action which outlines the steps that need to be taken by City Hall, the
Government, and others to achieve this.

1.3 Since taking office, the Mayor has been expanding the pan-London rough sleeping services the
GLA funds and commissions. These services collectively form his Life off the Streets programme.
They are services for rough sleepers, or initiatives to tackle rough sleeping, that cannot or would
not be provided at a London borough level, as they are pan-London or multi-borough in their
remit. The programme includes major longstanding contracted services, such as No Second Night
Out (NSNO), London Street Rescue (LSR), and Tenancy Sustainment Teams (TSTs), a raft of newer
services, such as floating hubs and Somewhere Safe to Stay, a new Winter Programme and
initiatives funded by the Mayor’s Rough Sleeping Innovation Fund.

1.4 The development and implementation of the expanded Life off the Streets programme has
increased the volume, breadth and complexity of the work of the GLA’s Rough Sleeping team,
located in the Housing and Land Directorate. In recognition of this, three additional posts have
been created and recruited to this year (approved through HOPS 0310 and HOPS 0322).

Justifications for the proposal

1.5 Since the creation of the above additional posts, the GLA has secured E3.3m from the
Government’s Controlling Migration Fund. This is for services and initiatives identified in the
Mayor’s Rough Sleeping Plan of Action as being urgently needed to help provide a sustainable
route off the street for non-UK national rough sleepers. The bid for this funding was submitted
following discussions with, and with the support of, the Mayor’s No Nights Sleeping Rough
taskforce and the Migrant and Refugee Advisory Panel, and the Deputy Mayor for Housing and
Residential Development. The new services and initiatives to be developed with the funding
include:

• a shelter for people with no or low support needs unable to access other housing;

• bedspaces and services for people with complex immigration status and people with high
support needs; and

• a new non-UK nationals rough sleeping strategy group, to provide oversight, strategic direction,
and evaluation of the aspects of the Plan of Action that relate to non-UK nationals.
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1.6 Significantstaff resource will be required to develop and implement the new CMF-funded services
and initiatives. Managers have reviewed current team resources and have concluded that there is
not the capacity to deliver the above in addition to other existing work. They have also made an
assessment whether any of the team’s existing work can be deprioritised or delayed, informed by
discussions with the Deputy Mayor for Housing and Residential Development and have concluded
that it cannot. The team’s existing work includes:

a. development and deliveryof the Winter Programme - services and initiatives to ensure
rough sleepers have shelter not just during severe weather, but for a prolonged period over
the winter. Tasks include allocating and monitoring a £2.2m grant fund, overseeing and
activating the Severe Weather Emergency Protocol and extensive stakeholder engagement;

b. development and delivery of a raft of other new rough sleeping services — these include
Somewhere Safe to Stay, the PRS Access Team, PRS support project, a mental health pilot
and a service for those not new the streets. Tasks include scoping and service design,
stakeholder engagement, procurement, and contract and budget management;

c. monitoring and contract management of current services and initiatives — these include No
Second Night Out, London Street Rescue, the Tena ncy Sustainment Teams, Clearing House,
Routes Homes and the Social Impact Bond. Tasks include assessing performance against
KPIs, performance management and working with providers to resolve issues and
continuously improve services; and

d. pan-London co-ordination and engagement — this includes leading and co-ordinating the No
Nights Sleeping Rough taskforce and the Borough Rough Sleeping Leads Group, as well as
ensuring a coherent pan-London response to issues and new funding opportunities through
ongoing engagementwith the London boroughs, voluntary sector providers and other
stakeholders.

1.7 The Government’s CMF funding for the projects and initiatives for non-UK national rough sleepers
is linked to agreed delivery and implementation timescales. A failure to effectively deliver and
manage these projects and initiatives (or not deliver them at all, and repay the funding secured by
the GLA back to the Government) would create significant reputational risks for the Mayor and the
GLA. These reputational risks would be both with key stakeholders and Londoners, in relation to a
failure to deliver of the commitments set out in the Mayor’s London Housing Strategy and Rough
Sleeping Plan of Action, and with the key stakeholder relationship with the Ministry of Housing,
Communities and Local Government. Implementation of the proposal is therefore considered to
be business critical.

Current and proposed future structure for the Rough Sleeping team

1.8 The team is currently structured as follows:
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Rough Sleeping Lead
Manager 612

Project Manager (Rough
sleeping) 610

Senior Policy and Projects
Officer (Rough Sleeping)

69

I I
Senior Policy and Project
Officer (Rough Sleeping)

69

I I

Senior Project Officer
(Rough Sleeping) 68

Senior Project Officer
(Rough Sleeping) 68

Project Officer (Rough
Sleeping) 65

1.9 As set out above, the team does not currently have sufficient capacity to deliver the CMF-funded
services and initiatives while maintaining high-quality outputs across existing work Streams within

contracted hours.

1.10 Approval is therefore being sought to: create 1 FTE Senior Policy and Project Officer (Rough
Sleeping and Migration) (provisionally grade 9) and 1 FTE Project Officer (Rough Sleeping)
(provisionally grade 6)— both fixed term for 18 months —to undertake the CMF-funded
programme of work. It is proposed that the new Senior Policy and Project Officer would report
jointly to the Rough Sleeping Lead Manager in Housing and Land and the Principal Policy and
Projects Officer (Migration) in Communities and Intelligence. The new Project Officer would report
to the new Senior Policy and Project Officer.

1.11 It is likely that at least some of the staff resource requested in this proposal will continue to be
required beyond the 18-month period for which CMF-funding is available. The level of resource
required will depend on whether the services and initiatives outlined in paragraph 1.5 continue to
run beyond the period for which they are currently funded and if so, which of those services and
initiatives continue to run. This will, in turn, depend both on the performance and impact of these
servicesand initiatives and on the availabilityof continuation funding. Managerswill reviewthe

position in due course.

2. Consultation

2.1 The proposal is to create two 1.0 FTE new fixed term posts, and therefore there are no formal
requirements to consult staff groups and UNISON.

2.2 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 the Assembly) about the proposal. However, this proposal must be reported by the Head

of Paid Service (the “HoPS”) to these persons in a six monthly report.
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2.3 In depth consultation with a range of stakeholders, including boroughs, voluntary sector providers
and the migrant sector was undertaken to inform the Mayor’s Rough Sleeping Plan of Action,
including proposals relating to services for non-UK national rough sleepers.

3. Tableofchanges

Posts FTEs Notes

Fixed-term posts to be created 2 1 atgrade9 and 1 atgrade6 (both
provisional - subject to evaluation)
for 18 months

Net total of posts created! (deleted) 0

4. Financial comments

4.1 Approval is being sought for the creation of two posts, provisionally atgradesoand 6,for 18
months in the Rough Sleeping team.

4.2 The cost of this proposal is outlined below, based on the mid-point of grades (incorporating on-
costs) for 18 months is £179k:

• 1 FTE Senior Policyand Project Officer (Rough Sleeping and Migration) (provisionallygrade 9):
£95k + £9k support services recharge

• 1 FE Project Officer (Rough Sleeping) (provisionally grade 6): £66k + £9k support services
recharge.

4.3 These posts will be funded entirely by external income — from the Controlling Migration Fund.
Should either or both of these posts be evaluated one grade higher, there is sufficient external
income to cover the full cost.

4.4 The net cost to the GLA staffing budget of the above proposal is therefore zero.

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).
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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 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 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 The public sector equality duty requires the identification and evaluation of the likely potential
impacts, both positive and negative, of the decision on those with protected characteristics (age,
disability, gender reassignment, pregnancy and maternity, race, gender, religion or belief and
sexual orientation). This duty will be considered when recruiting for all posts proposed in this
paper.

7. Appendices

Appendix A Details of all affected posts.
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8. Approval

rick to indicate approval

V

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

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

HR & 00 Lead Officer

Dawn James has reviewed and commented on this proposal.

Finance and Legal No legal input required.

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 Policy 9 n/a asap 18 months from Creation
and Project (provisional) start date
Officer (Rough
Sleeping and
Migration)

Project Officer 6 n/a asap 18 months from Creation
(Rough (provisional) start date
Sleeping)
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