GREATERLONDONAUTHORITY

REQUEST FOR MAYORAL DECISION - MD2427

Title: Our Time - Supporting Future Leaders: Cohort 2 and research

Executive Summary:

This decision seeks approval to run a second cohort of the Our Time Programme (the “Programme”),
targeted at women facing multiple barriers to progression in the workplace.

Our Time - Supporting Future Leaders, a sponsorship programme, was established in the summer of 2018.
Through the year long programme, participants demonstrating significant potential are paired with senior
champions from across the GLA Group. The champion uses her or his experience and leverage, allowing
their participant access to the networks, contacts and opportunities they need to further their career.
Tools, guidance and learning materials have been developed for the Programme and will be published to
help other organisations deliver the programme. The first cohort of 32 pairs across the GLA Group
commenced in September 2018.

The GLA Group as a whole is showing that women are underrepresented at senior levels, although this
varies between individual GLA Group bodies. The lack of women in senior roles creates a gender pay gap,
as shown in Appendix 1. It was always the intention to hold a second cohort to help tackle this, and a new
delivery partner will be procured to run the Programme.

Decision:
That the Mayor approves:

Expenditure of up to £115,000 to pay a delivery partner to establish and run a second Our Time
cohort {taking total approved expenditure on Our Time to £388,000).

Mayor of London

| confirm that | do not have any disclosable pecuniary interests in the proposed decision and take the
decision in compliance with the Code of Conduct for elected Members of the Authority.

The above request has my approval.

Signature: Date:

. G Lfey
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Introduction and background

Initiatives are in place across the GLA Group to make recruitment and development practice open,
transparent and inclusive. They also encourage and seek to ensure equality of opportunity in career
progression. However, even with these initiatives in place, women across the Group are
underrepresented at a senior level. This was reflected in the 2016 gender pay gap data for the
Croup. It was recognised across the Group that further, proactive, action was needed to ensure that
the workforce that reflects London’s diversity at all levels.

The Our Time Supporting - Future Leaders Programme (the “Programme”) was established in 2018
(MD2232) as part of the Mayor’s yearlong #BehindEveryGreatCity gender equality campaign to help
women, particularly those facing multiple barriers, to progress in their careers and into positions of
senior leadership. In this Programme; participants demonstrating significant potential are paired with
senior champions. The champion goes beyond mentoring and uses her or his experience, influence
and leverage. They help their participant to access the networks, contacts and opportunities they
need to further their career. This is in place of relying on informal networks or informal processes
which can be open to bias, both conscious and unconscious. It is a formal, structured HR-approved
activity, focused on advancement, and it helps to create the necessary pipeline of well-prepared,
confident and ambitious people which is essential to achieving parity in the workplace.

It was developed by the GLA Group with Deloitte contracted to design, develop and deliver content.
Deloitte was procured via a competitive procedure managed by TfL Procurement. The work to date
comprises development of a toolkit and guidance to run the Programme and running the first GLA
Group cohort. This has resulted in:

* Toolkit - A toolkit, setting out the design and materials to run the 12-month Programme has
been built for publication to encourage and facilitate other organisations to implement. The first
6 months are supported by a series of events. Materials for the delivery of these events are
included. The participants and champions continue to meet regularly for the following six
months. The first version of the toolkit has been built and will shortly be published. The
materials have been reviewed and tested by six early adopter organisations from across public
and private sectors to ensure that it is clear and comprehensive. They will be setting up the
scheme. An engagement plan is being developed to support the promotion of the toolkit to
ensure take up by organisations across London.

* The GLA Group cohort - 104 women from across all seven organisations applied for 25 places
on the first GLA cohort. The number of available places was extended to 32. These participants
were paired with champions from across the Group. An activation event took place in September
2018 and since then pairs have been meeting at least monthly and the following supporting
events have taken place or are planned:

¢ September 2018 - Event 1 - Activation event (participants and champions)
* December 2018 - Event 2 - Unlocking Your Barriers (participants)
e January 2019 - Event 2 - Advocacy Session (champions)

* April 2019 - Event 3 - Milestone event (participants and champions)

An evaluation of the Programme will be carried out at the end of the six-month formal supported
Programme in April 2079. Feedback to date from the participants and champions has been very
positive,
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Cohort 2

The Programme should not be considered as a one-off investment; the gender pay gap data has
improved from 2016 to 2017 (data set out in Appendix 1) but is still present for mast GLA Group
organisations in part due to the lack of representation of women in senior roles. Ongoing work is
needed to ensure that the talent pipeline is maintained and strengthened and that women are
supported in their working environments. It is therefore proposed to run a second cohort to take
part in the Programme to support a further group of women. The selection process for each
organisation will be refreshed to ensure that this is targeted at women who face multiple barriers.

It is proposed that the delivery model for the Programme is retained, consisting of:

* A high-quality delivery partner commissioned to run the second cchort to take part in the
Programme;

o (LA Group representatives to:

» Oversee development of the Programme;

* Manage the implementation (including the expression of interest process) within their
organisation;

* Provide experienced facilitation skills alongside consultancy leads to expand the capacity
for events; and

» A GLA project manager managing the contract with the new delivery partner and quiding the
delivery across the GLA Group.

To start the next group in April/May 2019, approval is needed now, to allow time for procurement
for a supplier to deliver the next cchort. The procurement will be carried out with the support of
Transport for London Procurement.

Delivery of Cohort 2 - Proposed Budget - Estimated costs for a high-quality delivery partner include:

| Area Content Days Cost Total
Consultancy Managing and running the
recruitment, selection and
matching process for a cohort 20 £36,000 £36,000
of 100 (participants and
champions)

Completion of the first cohort

set of meetings including all

the logistics (8 days) and

facilitators (15 days)

(3 facilitators for Events 1 and 23 | £41,400 | £M41,400
3, two facilitators for each of

the two Event 2)

Evaluation 5 £9,000 £9,000
Administration Such as audio visual, catering,
costs stationery, printing, venue N/A £12,000 £12,000
costs (if any)
Contingency Contingency N/A  £12,000 £12,000

48 Total £110,400
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Cohort 2 - Budget assumptions:

» It is based on a cohort of up to 50 participants (estimated cost per head of £1,968, excluding
contingency, development of champions is included within that cost);

* A recharge per head will be made to each GLA Group organisation for the delivery of the cohort
— this will depend on the final numbers on the Programme;

* An additional Event 2 (for participants) will be run to provide the required additional capacity
and flexibility;

e |t is based on a day rate of £1800;
» Al speakers at the events will be free of charge to the GLA; and

* Tea/coffee and working lunch will be provided at the events and all venues will be within the
CLA Group estate (free/minimal charge).

Objectives and expected outcomes.
The work described in this decision aims to:

* Increase the number of women in leadership roles across the GLA Group, and more widely across
organisations in London;

* Raise the profile of sponsorship as a model that enables women to take on more senior roles,
particularly in the public sector and civil society; and

* Ensure the GLA Group leads by example as champion of women in leadership and equality in the
workplace.

Cohort 2 will be set up and run across the workforces of GLA Group, London & Partners and London
Ambulance Service, The evaluation methodology included in the toolkit will be used to baseline and
measure the impact in delivering these objectives.

Equality comments

Under section 149 of the Equality Act 2010, as public authorities, the Mayor and GLA are subject to
a public-sector equality duty and must have ‘due regard’ to the need to (i) eliminate unlawful
discrimination, harassment and victimisation; (ii) advance equality of opportunity between people
who share a relevant protected characteristic and those who do not; and (i) foster good relations
between people who share a relevant protected characteristic and those who do not. Protected
characteristics under section 149 of the Equality Act are age, disability, gender re-assignment,
pregnancy and maternity, race, religion or belief, sex, sexual orientation, and marriage or civil
partnership status (all except the last being “relevant” protected characteristics).

Addressing gender equality and inclusion at senior leadership levels across the GLA Group are the
drivers behind this Programme, ensuring that the GLA Group workforce reflects the diversity of
London. The products developed under this Programme also support the development of
organisations across London.
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Legal advice has been provided as part of the development of the Programme and toolkit. It will
continue to be sought to ensure that there are still legitimate grounds to be taking positive action,
that the delivery of the initiative remains within legal boundaries and does not negatively impact on
people from other underrepresented groups.

GENDER

A gender pay gap has been identified across most of the GLA Group organisations. The most recent
data is from 2018 and is set out for all the GLA Group organisations in Appendix 1. Action plans,
some of which include the Our Time Programme, are in place in each organisation to work towards
addressing issues of pay in each organisation.

Intersectionality is the concept that women have multiple layers to their identities (black and female,
disabled and female, those with caring responsibilities, etc.) and they can face multiple barriers to
securing work and progressing in their careers (through conscious and unconscious bias). This
initiative will focus on supporting women with multiple barriers to progress in the workplace and will
contribute to addressing the identified issues of pay across the Group.

Pay gap data is just one measure of gender equality. Each organisation would need to understand
and articulate the issues that they face, for example analysis of numbers of women at each level of
the organisation to participate in a positive action programme such as Cohort 2 of the Programme.

Other considerations

Key risks and issues - Risk registers will be developed for the delivery of the cohort and for the
research work to ensure that the risks and issues are identified and managed. However, key risks
include:

(a) Legality of the initiatives to ensure they remain positive action and do not become positive
discrimination - legal advice has been provided as part of the development of the
Programme and toolkit. It will continue to be sought to ensure that there are still legitimate
grounds to be taking positive action and that the delivery of the initiative remains within
legal boundaries. Each organisation that participates in the Programme must carry out their
own assessment to check whether they have grounds to take positive action.

(b)  Timescales are tight to secure a suitable consultancy who can deliver the second cohort and
allow enough time for the selection process. Advice is being sought on the best route to
market to ensure a robust contract is put in place.

() We want to ensure that other underrepresented groups that they are included in the
development offer. Therefore, we will be commissioning research into the best course of
action to improve progression for BAME employees and will develop a programme based on
the findings of that research. We will also consider wider underrepresented groups, such as
disabled and LGBT+ employees.

Links to Mayoral strategies and priorities:

The Mayor is committed to be a proud feminist at City Hall and to making the GLA a model
employer. He wants to lead in challenging the underrepresentation of women in senior roles and to
encourage London organisations across all the sectors to support employee development
opportunities amongst women.
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This initiative aims to continue to position the GLA as a leading organisation, influencing the public
discourse on women at work, and raising the GLA Group’s profile as an innovative and inclusive
employer for female talent.

Diversity and Inclusion strategy: The Mayor is focusing on tackling unfair pay, employment gaps and
giving workers good work-place rights. The Mayor is working with employers and others to
challenge discrimination and ensure employees are treated fairly, regardless of age, disability,
ethnicity, faith, gender, gender identity or sexual orientation.

Good Work Standard: The Mayor wants to make London the best place in the world to work and a
fairer place to live. The Good Work Standard is being developed to share best practice with
employers and it will promote fair pay and the London Living Wage, excellent working conditions
and diversity in the workplace. The Programme is included in the Good Work Standard.

Impact assessments and consultations:

The equalities comments at section 3 should be considered to be our equalities impact assessment.

Financial comments

Approval is being sought for expenditure up to £110,400 to fund a second cohort of the Our Time
Programme. Our Time is targeted at women facing multiple barriers to progression in the workplace.

Expenditure of up to £110,400 is expected to be spent as per the table under section 1.8 of this
MD.

The proposed expenditure of £110,400 will be added to the final 2019-20 budget for the GLA and
funded by Revenue Grants unapplied.

Legal comments

The Equality Act 2010 (EgA 2010) contains provisions concerning lawful "positive action®, which are
designed to apply where persons who share a protected characteristic suffer a disadvantage, have
particular needs or are disproportionately under-represented. Employers can take certain actions to
address these problems without opening themselves up to discrimination claims brought by people
without the relevant protected characteristic. Generally, employers are not obliged to take positive
action under the EqA 2010. However, public sector employers such as the GLA may have a duty to
consider it under the public sector single equality duty.

The general positive action provision (s758, EgA 2010) can apply where an employer reasonably
thinks that either:

 Persons who share a protected characteristic suffer a disadvantage connected to the
characteristic;

» Persons who share a protected characteristic have needs that are different from the needs of
persons who do not share it; or

« Participation in an activity by persons who share a protected characteristic is disproportionately
low.

In these circumstances, the employer can (but is not obliged to) take any action which is a
proportionate means of achieving the aim of:
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« Enabling or encouraging persons who share the protected characteristic to overcome or minimise
the disadvantage identified;

» Meeting the needs identified; or

» Enabling or encouraging persons who share the protected characteristic to participate in that
activity.

Employers may take proportionate measures not merely to train or encourage under-represented
groups to apply for jobs, but also to overcome a perceived disadvantage or to meet specific needs
based on a protected characteristic. The EHRC Code states that proportionate refers to the
balancing of competing relevant factors and these factors will vary depending on whether the
positive action is required to overcome a disadvantage, meet different needs or address the under-
representation of a particular group.

As set out in MD2232, if the GLA or other public bodies were to offer women, including women who
face multiple barriers as explained in paragraph 3.4 above, additional coaching or mentoring, it could
be legitimate positive action under the Equality Act 2010. The GLA reasonably believes that women
are under-represented in senior management so the GLA can take action that is proportionate to try
to meet the aim of:

* Enabling or encouraging women to overcome or minimise the disadvantage;
e Meeting the needs it identified of women; and
¢ Enabling or encouraging women to share in an activity.

Offering coaching or mentoring to women would be a legitimate way of enabling and encouraging
them to be able to apply for more senior positions. If “sponsorship” were to entail a type of
mentoring programme where women are supported and encouraged to apply for new roles, then this
could fall into this category. However, the GLA would not be permitted to have a blanket policy of
treating women more favourably regardless of merit. For example, by only permitting women to
apply for a particular role.

The GLA, and any other employer relying upon the scheme will need to ensure that they have “some
indication or evidence” to confirm that women suffer a disadvantage in their particular workplace.

The foregoing sections of this report indicate that:

e The decisions requested of the Mayor concern the exercise of the GLA’s general powers, falling
within the GLA’s statutory powers to do such things considered to further or which are
facilitative of, conducive or incidental to the promotion of economic development and wealth
creation, social development or the promotion of the improvement of the environment in
Greater London; and

o In formulating the proposals in respect of which a decision is sought officers have complied with
the Authority’s related statutory duties to:

o Pay due regard to the principle that there should be equality of opportunity for all
people;

o Consider how the proposals will contribute towards the achievement of sustainable
development in the United Kingdom; and

o Consult with appropriate bodies.



6.9  In taking the decisions requested, the Mayor must have due regard to the Public Sector Equality
Duty; namely the need to eliminate discrimination, harassment, victimisation and any other conduct
prohibited by the Equality Act 2010, and to advance equality of opportunity and foster good
relations between persons who share a relevant protected characteristic (race, disability, gender,
age, sexual orientation, religion or belief, pregnancy and maternity and gender reassignment) and
persons who do not share it (section 149 of the Equality Act 2010). To this end, the Mayor should
have particular regard to section 3 (above) of this report.

6.10 The delivery partner to run the second cohort must be procured by Transport for London
Procurement who will determine the detail of the procurement strategy to be adopted in accordance
with the GLA’s Contracts and Funding Code.

6.11  Officers must ensure that appropriate contract documentation is put in place and executed by the
successful bidder(s) and the GLA before the commencement of the services.

7. Planned delivery approach and next steps

Timing Cohort delivery

Jan/Feb 2019 Decision making process, budget sign off

Feb 2019 Procurement process for a partner deliver cohort 2
Feb/Mar 2019 Partner appointed for cohort delivery

Mar/Apr 2019 Attraction:

* run selection process for Cohort 2 participants
(managed within each functional body)

» Champion attraction, inviting new champions to
come forward and engaging with the
champions who were not matched in the first

cohort
Apr/May 2019 Matching process
Jun/Jul 2019 Activation event Cohort 2
Dec 2015/Jan 2020 End of supported programme cohort 2
Jun/Jul 2020 Pairings” minimum period complete cohort 2

Background papers:

Appendix T - Gender Pay Gap Data for the GLA Group Organisations



Public access to information
Information in this form (Part 1) is subject to the Freedom of Information Act 2000 (FO! Act) and will be
made available on the GLA website within one working day of approval.

If immediate publication risks compromising the implementation of the decision (for example, to complete
a procurement process), it can be deferred until a specific date. Deferral periods should be kept to the
shortest length strictly necessary. Note: This form (Part 1) will either be published within one working day
after approval or on the defer date.

Part 1 Deferral:
Is the publication of Part 1 of this approval to be deferred? YES
If YES, for what reason:

The indicative costs in the paper may influence the bidders during the procurement process. Also the GLA
Group pay gap data for 2018 has not yet been published.
Until what date: Until procurement contract signed - review 1 April 2019.

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

Is there a part 2 form - NO

ORIGINATING OFFICER DECLARATION: Drafting officer to
confirm the
following (v)
Drafting officer:
Lesley Rennie has drafted this report in accordance with GLA procedures and v

confirms the following:

Sponsoring Director:

Martin Clarke has reviewed the request and is satisfied it is correct and consistent v
with the Mayor’s plans and priorities.

Mayoral Adviser:

Leah Kreitzman has been consulted about the proposal and agrees the v
recommendations.

Advice:

The Finance and Legal teams have commented on this proposal. v

Corporate Investment Board
This decision was agreed by the Corporate Investment Board on 4 February 2019.

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

Signature A . b . "é[& Date .0 ( 9

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

Signature 3 J%H:..:_._ pate 4 /2 /20L1.







