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SUPPLEMENTARY 
AGENDA 
 

Meeting GLA Oversight Committee 

Date Tuesday 16 July 2019 

Time 10.00 am 

Place Committee Room 5, City Hall, The 
Queen's Walk, London, SE1 2AA 

Copies of all the reports available for this meeting and any attachments may be found at  
www.london.gov.uk/mayor-assembly/london-assembly/oversight 
 
Most meetings of the London Assembly and its Committees are webcast live at 
www.london.gov.uk/mayor-assembly/london-assembly/webcasts where you can also view past 
meetings. 
 
In accordance with section 100(B)(4) of the Local Government Act 1972, the Chair has agreed to 
accept the following as an item of urgent business on the grounds that the reports set out below 
can be considered at the earliest opportunity. 
 
 

 

Ed Williams, Executive Director of Secretariat 
11 July 2019 

 

 
 
11 (a) GLA Pay Award (Pages 1 - 12) 
 
 Report of the Chief Officer 

Contact: Charmaine DeSouza, Charmaine.DeSouza@london.gov.uk; 020 7983 4194 
 

  The Committee is recommended to respond to the Chief Officer consultation on the 
GLA pay award and notes the considerations set out in the report.  

 
 
 
 
 

http://www.london.gov.uk/mayor-assembly/london-assembly/oversight
http://www.london.gov.uk/mayor-assembly/london-assembly/webcasts
mailto:Charmaine.DeSouza@london.gov.uk
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11 (b) Chief Officer Review of the Registration of Interests and of Gifts and 
Hospitality for Staff (Pages 13 - 16) 

  
 Report of the Chief Officer 
 Contact: Tom Middleton, Tom.Middleton@london.gov.uk; 020 7983 4257 
 

  The Committee notes the proposed scope of the Chief Officer’s review of the 
registration of interests and of gifts and hospitality by GLA officers and provides 
any comments Members have on that scope.  

 
11 (c)  Review of Grievance Procedure (Pages 17 - 30) 
  

Report of the Chief Officer 
Contact: Jane Greening, Jane.Greening@london.gov.uk; 020 7983 4745 
 
The Committee is recommended to respond to the ‘direction of travel’ concerning 
proposed changes to the current Grievance Procedure to enable key components of a 
resolution type model to be incorporated into a revised procedure. 

 
 

 
 
 

 
 
 
 

mailto:Tom.Middleton@london.gov.uk
mailto:Jane.Greening@london.gov.uk


                                                                                   

 
City Hall, The Queen’s Walk, London SE1 2AA 
Enquiries: 020 7983 4100 minicom: 020 7983 4458 www.london.gov.uk 
 

 

Subject: GLA Pay Award  
 

Report to: GLA Oversight Committee  
 

Report of:  Chief Officer 

 
Date: 16 July 2019 

This report will be considered in public 

 
 
 
1. Summary  
 

1.1  This report consults the Greater London Authority (GLA) Oversight Committee on the pay award 

for GLA staff for 2019/20 which will be backdated to April 2019 once it has been agreed. 

 

2. Recommendation  
 

2.1 That the Committee responds to the Chief Officer consultation on the GLA pay award 

and notes the considerations set out below.   

 

  

3. Background   
 

3.1 On 13 June 2019, Unison submitted a pay claim for GLA staff for the year beginning  

1 April 2019 at Appendix 1. 

 

3.2 The claim contains several elements as follows: 

 

Tapered claim: 

 A consolidated increase of 5% for grades 1-6; 

 A consolidated increase of 3.5% for grades 7-10; and 

 A consolidated increase of 2.7 % for grades 11 and above 

 

Suggestions for an additional award for long-serving staff at the top of their pay grade: 

 One-off cash bonus;  

 1% increase in salary;  

 Additional annual leave;  

 Long-service payment;  
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 Additional volunteering leave; and  

 Better support to secure promotion. 

 

Unison also set out additional pay and conditions issues as follows: 

 Urgent review of pay and grading;  

 Additional paid closure days over the Christmas period;  

 Compensation for home working (utilities, travel, etc);  

 Travel benefits similar to Transport for London (TfL) colleagues;  

 Ability to buy leave; and  

 Additional pay for line management responsibilities.  

 

3.3 Provision was made in the current 2019/20 GLA budget for a 2% pay award to all GLA staff 

which amounts to £1.3m. 

 

3.4 The cost of the pay claim submitted by Unison would amount to an additional £1.0m a year over 

the budget provision for the tapered claim.  If an additional 1% were to be awarded to staff at 

the top of their pay spine this would amount to an £0.2m.  The opportunity cost of one 

additional day’s annual leave would amount to £0.3m. The actual cost would be much lower – 

the cost only arises when leave is in some form of “cashed in”. 

 

3.5 The total cost of the Unison pay claim is therefore £1.2m over and above the existing budgetary 

provision. 

 

3.6 In reaching a decision on the pay award the Chief Officer is mindful of comparators; these are 

usually Local Government, the Functional Bodies and the Civil Service:   

 

 Local government: An in-depth review of the pay scales and overlaps was conducted, and 

new pay scales introduced. A two-year pay deal was introduced with at least 2% rises to 

staff, Head of Paid Services and Chief Executives, although staff in lower grades received 

proportionally higher uplifts in moving onto these new pay scales. Given the wider nature of 

this review, this local government pay award is not directly translatable to the GLA pay 

award.   

 Civil Service: for 2019/20, funding arrangements remain as set in 2015 for the current 

Spending Review period, where funding is for 1% average pay awards.  Departments have 

the flexibility to spend up to a further 1% on pay awards, provided it is affordable within 

budgets and will not impact on the safe delivery of public services. This means that 

departments have flexibility to make awards of up to 2%, therefore pay awards will vary 

across the Civil Service. 

 Transport for London is about to come out of a four-year deal for London Underground 

staff which ended March 2019. Each of the Trade Unions have submitted pay claims which 

are being reviewed; no pay claim has yet been received for non-operational staff (below 
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senior management); and a complex set of claims have been received for TfL Surface 

Transport which TfL are considering. 

 London Fire Brigade has four pay review processes in train for operational staff, control 

staff, fire and rescue staff and the Top Managers Group (approx. 50 posts which are both 

uniformed and non-uniformed).  Claims have been received for fire and rescue staff which 

are being considered.  The pay settlement for the Top Managers Group was 2% from the 1 

January 2019. 

 The Metropolitan Police Service: work is underway on this year’s pay claim for police 

staff, with evidence having been submitted to the Police Remuneration Review body 

regarding officers’ pay. 

 The Mayor’s Office for Policing and Crime: negotiations are underway with a claim being 

submitted from PCS in line with the national claim of 10%. 

 The London Legacy Development Corporation awarded a 2% increase to all staff in May 

2019 backdated to April 2019. 

 The Old Oak and Park Royal Development Corporation will follow the GLA settlement. 

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

 

Year GLA  Comment National Joint 
Council (NJC) 

Mayoral 
appointments 

2018/19 2% for all grades 1 to 

15 and Executive 

Directors and a 

further 1% for GLA 

grades 1 to 6. 

In response to a 
tapered claim from 
Unison. 

2% 2% 

2017/18 • 3% for grades 1-5  

• 2% for grades 6-10 

• 1% for grades 11 + 
 

In response to 
tapered claim from 
Unison. 

1% 1% 

2016/17 
 

2% for grade 1-5 
1.5% for grade 6-8 
1% for grade 9-15 
 

In response to 
tapered claim from 
Unison. 

1% 1% 

2014/15 & 
2015/16 

2.2%  15-month award 
covering 1 January 
2015 to 31 March 
2016. 

2.2% (1 January 
2015 – 31 
March 2016) 

2.2% 

2013/14 1% plus non-
consolidated 
amounts. 

2.5% grades 1-4 
2% grades 5-7 
1.5% grades 8-10 & 
1% grades 11.   
Only 1% added to 
pay scales the 
remainder paid as a 
one-off payment. 

1% 1% 

2012/13 Nil  Nil Nil 

2011/12 4% for grade 1-3, 
0% for all other 
grades. 

 Nil  Nil 

 
4. Issues for Consideration  
 

4.1 The Chief Officer is grateful to Unison and in particular the outgoing Chair of the GLA branch, 

for ensuring the timely submission of this year’s pay claim.  The intention will be to backdate any 

increases to April 2019 and for this to be done through September payroll. 

 

4.2 In considering the claim for 2019/20, the Chief Officer reviewed a number of issues in relation 

to the areas raised by Unison as part of the 2018/19 negotiations and also those that were 

raised as part of the 2019/20 negotiations. 

 

4.3 The Chief Officer has informed Unison that the points they raised around the treatment of long 

serving colleagues at the top of their pay scales and the need for greater transparency around 

honoraria and acting up opportunities have already been included in the Transformation 

Programme and in particular the work stream that relates to the “root and branch review of HR 
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Policy” which is now underway.  There was recognition that this would support closing the 

gender and ethnicity pay gaps.  Unison welcomed this approach. 

 

4.4 The Chief Officer outlined the previous pay awards and set out to Unison that the GLA had 

made a tapered award to staff in 2016/17, 2017/18 and in 2018/19 so had recognised Unison’s 

preferred position of a tapered claim in previous years and was willing to do so again this year.   

 

4.5  Unison were advised that additional funding would be necessary over and above the budget 

provision to offer a tapered pay claim with a higher offer to staff in grades 1-6.   The Chief 

Officer was also mindful that work was well underway on exploring the case for a wider review 

and therefore did not want to pre-empt this work or exacerbate the overlaps that already exist at 

grades 3/4; grades 4/5; grades 5/6 and grades 6/7 ahead of any possible wider changes. 

 

4.6 In relation to long serving staff, the Chief Officer set out that, in contrast to Unison’s position, 

staff at the top of their scale do receive pay awards in the form of the cost of living increases 

and as result do in fact benefit from higher salary spine points to other staff on the same grade. 

 

4.7 The GLA confirmed to Unison, as has been discussed in Joint Consultative Committee meetings 

and in the All Staff Briefings, that the work on the case for a pay and grading review is well 

underway. This is with support from a specialist consultancy and the first stage will be to analyse 

the data that exists around the application and impact of the current pay and grading structures.   

 

4.8 The Chief Officer confirmed that they were willing to explore, as part of “total reward”, the non-

cash rewards outlined in Unison’s pay claim e.g. ability to buy annual leave and additional 

volunteering leave.  Unison were supportive of this and of a wider review to understand the take 

up of other non-cash benefits to understand if they were all still relevant to the current 

workforce and part of the overall employee value proposition to attract the best and most 

diverse talent in London. 

 

4.9 Against this background the Chief Officer is minded to offer GLA staff an increase as follows: 

 2% for all grades 1 to 15 and Executive Directors; and 

 A further 0.5% for GLA grades 1 to 6. 

 

4.10  Unison were, however, further advised that GLA was not considering compensation for home 

working, as the changes underway as part of the Transformation Programme on “ways of 

working” intend that there will always be availability for staff to work from a GLA location should 

they wish to.  The Chief Officer was clear that a change of this scale would require a significant 

shift in culture and behaviours from all staff and progress would be reviewed to ensure the 

approach does deliver this intention.   Unison were informed that travel benefits for GLA staff 

was not an option as this is a TfL specific benefit.  They were advised too that our current job 

evaluation methodology considers line management when evaluating the grade of a job.   The 

Chief Officer did however agree to review evidence that Unison committed to bringing forward 

regarding lower grade staff at grades 1-5 who were now taking on increased line management.  

Finally, the Chief Officer set out to Unison that any arrangements in relation to additional leave 

days over the Christmas/New Year Period would be considered separately and outside of the 
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annual pay claim negotiations, as had been done in previous years and which would be the case 

this year also. 

 

5.  Consultation 
 

5.1 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 this proposal as it 

relates to changing the terms and conditions of employment of existing employees.   

 

5.2 Unison have submitted the claim on behalf of GLA staff and the Chief Officer has met with them 

to discuss their claim and the GLA’s response and pay offer.  The consultation feedback has 

been incorporated into the proposals as set out in paragraph 4 above.  
 

5.3  The Chief Officer is consulting the Mayor and the London Assembly, the latter through the GLA 

Oversight Committee by virtue of this paper, on the proposal for a GLA staff pay award. 

 

 

6.  Legal Implications 
 

6.1 Under section 70(2) of the GLA Act 1999 (as amended) the Head of Paid Service (the “HoPS”) 

may employ staff appointed under section 67 (2) on such terms and conditions (including as to 

remuneration) as the HoPS , after consultation with the Mayor and the Assembly and having 

regard to the resources available and priorities of the Authority, thinks fit.  The Assembly has 

delegated its powers of consultation on staffing matters to the Assembly’s staffing committee, 

currently the GLA Oversight Committee.  Under the Staffing Protocol, formal consultation with 

Unison is also required and paragraph 5 confirms this has taken place. 

 

 

7. Financial Implications 
 

7.1 A pay award of 2% for 2019-20 has already been built into the GLA’s base budget. The award of 

an additional 0.5% for grades 1 to 6 equates to a budget pressure of approximately £50,000 per 

annum, which will be met by existing contingencies available within the GLA’s budget 

 

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

 

7.3 The pay award will be processed in the September 2019 payroll. 
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List of appendices to this report: 

 

Appendix 1 – Unison pay claim for 2019/20 

 

 

Local Government (Access to Information) Act 1985  

List of Background Papers: None 

 

Contact Officer: Charmaine De Souza, Assistant Director HR and OD 

Telephone: 020 7983 4194 

E-mail: Charmaine.DeSouza@london.gov.uk  
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13th June 2019 

U n i s o n  P a y  C l a i m  2 0 1 9 - 2 0  

Dear Mary, 

This letter outlines GLA Unison’s 2019-20 Pay Claim on behalf of all GLA staff. We believe it 

recognises the vital contribution that staff make to the continued success of the GLA and is set 

against the backdrop of continuously rising prices across the board in the capital and a deeply 

uncertain economic future.  

Just over 50 percent of respondents to our 2019-2020 pay survey said they were worse off than last 

year. Just under 10 percent said they had either been unable to pay council tax or a utility bill in the 

last 12 months; 5 percent were unable to pay their rent/mortgage and 15 percent were unable to 

pay their credit card or loan repayments. It is against the backdrop of this deterioration of 

circumstances that we submit this claim. 

Cost of Living in London 

The cost of living continues to rise, and some costs are rising significantly faster such as mortgage 

interest payments at 4.5 percent, council tax and rates at 4.9 percent, electricity at 3.8 percent, 

telephone services at 4.5 percent and rail fares at 4.1 percent.  

The price of housing also remains one of the biggest issues facing employees and their families, 

with house prices hitting an average of £303,07311 in England and Wales in March 2019. Similarly, 

the average monthly rent for new tenancies in the UK picked up 3.3% over the last year to reach 

£9422.  

Childcare costs also represent a key area of expenditure for many members and so it is worth 

highlighting that the annual Family & Childcare Trust survey for 2019 found that the cost of a 

nursery place for a two-year old in England has risen by 4% since last year, with the annual cost of 

25 hours care per week hitting £6,465; in London, it is a third higher. 

2019-20 Pay Claim  

We proposed various approaches to this year’s pay claim to our members including: an inflation-

matching rise, an above inflation award (5%) across all grades and a tapered award across grades 

so staff on lower grades get a higher award. 

1 LSL Property Services, House Price Index, March 2019 
2 Home Let Rental Index, March 2019 

Appendix 1
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The clear preference expressed by members was for a tapered approach. Therefore, we would 

propose the tapering as follows:  

• A consolidated increase of 5% for G1-6   

• A consolidated increase of 3.5% for G7-10   

• A consolidated increase of 2.7 % for G11+    

 

Rewarding experienced, loyal staff 
 
We have also, in previous years, highlighted the situation in which long-serving, dedicated staff at 

the top of their pay spine find themselves in (currently approx. 20 percent of the GLA workforce). 

Unison believe that not rewarding these members is unfair, demotivating and counter-productive. 

We believe that they are effectively being penalised for their commitment and length of service. As 

such, we asked members to suggest some alternative methods of compensation for those at the 

top of their pay spine. Members’ suggestions for those in this situation included:  

• One off cash bonus   

• 1% increase in salary 

• Additional annual leave  

• Long service payment 

• Additional volunteering leave  

• Better support to secure promotion 

 

Additional pay and condition issues  

We also asked our members what other issues they would like to raise around pay and conditions, 

the following were the most frequently cited:  

• Urgent review of pay and grading  

• Additional paid closure days over the Christmas period 

• Compensation for home working (utilities, travel, etc)  

• Travel benefits similar to TfL colleagues 

• Ability to buy leave  

• Additional pay for line management responsibilities 

 

Pay and grading review  

Unison welcomes your proposed pay and grade review, given there has not been a comprehensive 

one since 2005. In this survey and every other survey we undertake, the perceived inequity 

between grades across teams and directorates is frequently raised as a concern. 

 

This review needs to ensure it fits with the GLA’s objectives and aspirations to be an exemplary 

employer and to ensure that our pay and reward structures do not unconsciously introduce bias 

into roles and salaries. Having a robust, consistent, gender/ethnicity/disability-neutral method for 

assessing and comparing the value of different jobs is vital to achieving equal pay.  

 

At Transport for London, for example, which has the largest gender pay gap (a 21.5% between 

median salaries for men and women) of the organisations in the GLA Group, they are using a variety 

of methodologies to ensure they are not unconsciously reinforcing gendered structures in the work 

place. TfL are also currently working on a job architecture project (which is about the infrastructure 
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or hierarchy of jobs within an organisation) that recognises the historic reasons for weighting jobs, 

which is driving TfL’s gender pay gap (i.e. big pay differentials between train drivers and station 

staff). It also means TfL are more transparent about how roles are remunerated across all other 

modes of transport.   

 

While the GLA uses Hays methodology for job evaluation, Unison would strongly urge you to 

seriously  consider the GLPC Job Evaluation Scheme, used in 30 of London’s boroughs, as we believe 

it is the most transparent and straightforward to use.  

 

The coming twelve months will no doubt be both busy and incredibly challenging for London and 

Londoners with the uncertainty of Brexit and the cumulative impact of a decade of austerity. GLA 

staff will rise to those challenges and Unison believe that this pay claim reflects the dedication and 

commitment of GLA staff in delivering the Mayor’s commitment to making London a more equal, 

fairer and more prosperous city for all. 

 

 

Kind regards, 

 

 

 

Siobhán McKenna      Cynthia Adjei     

GLA Unison Branch Chair     GLA Unison Branch Secretary  

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Cc: Charmaine de Souza, Assistant Director, HR&OD 

       Steve Terry, Unison Regional Officer 
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City Hall, The Queen’s Walk, London SE1 2AA 
Enquiries: 020 7983 4100 minicom: 020 7983 4458 www.london.gov.uk 

 

Subject: Chief Officer Review of the Registration 

of Interests and of Gifts and Hospitality for 

Staff 

 

Report to: GLA Oversight Committee  

 

Report of:  Chief Officer 

  

Date: 16 July 2019 

 

This report will be considered in public 

 

 

 

1. Summary  

 

1.1 The Chief Officer has been asked by the Members of the London Assembly’s GLA Oversight 

Committee to review the Greater London Authority’s (GLA) approach to the registration of interests 

and of gifts and hospitality by GLA officers. This report sets out the proposed scope of that review. 

The Chief Officer welcomes comments on the proposed scope of this review from Members. 

 

 

2. Recommendation 

 

2.1 That the Committee notes the proposed scope of the Chief Officer’s review of the 

registration of interests and of gifts and hospitality by GLA officers and provides any 

comments Members have on that scope. 

 

 

3. Background  

 

3.1 At the 1 July 2019 meeting of the GLA Oversight Committee, Members requested that the Chief 

Officer review the GLA’s approach to the registration of interests and of gifts and hospitality by its 

officers. The following section of this report sets out the proposed scope, along with a timetable for 

the review and an outline of how the review will be resourced. 

 

3.2 The following background points should also be noted in the context of the review: 

 The rules governing staff registration of interests are taken from the Code of Conduct, which 

applies to the Mayor and Assembly Members, and applied to GLA staff via the Code of Ethics 

and Standards for Staff; 
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 The increased complexity of the GLA’s operations in recent years, including the growth in the 

number of GLA owned companies and the higher level of expenditure incurred by the Authority, 

means there is a sharpened focus on the registration of interests and that it is a more challenging 

environment in which to operate this registration scheme;  

 With a larger and more complex organisation, which has a more diverse set of responsibilities, it 

is key that all staff understand what is required of them in this regard at all times and not just 

when they are asked to make declarations; and 

 All staff are covered by these rules but there is inevitably a focus on senior staff as they sign off 

Director and Assistant Director decision forms (DDs and ADDs). 

 

 

4. Issues for consideration  
 

  Proposed scope 

4.1  On the registration of interests, it is proposed that the review covers: 

 How the Code of Ethics and Standards for Staff deals with the registration of interests and 

whether any changes are required to the Code in the light of this review; 

 The extent to which GLA staff induction training and the governance e-learning module cover 

the registration of interests and whether more could be done in this regard; 

 The scope for developing tailored guidance for senior staff on their registration of interests, 

including: (i) practical examples of the different type of interests which are likely to arise for 

senior staff (ii) implications for decision-making (iii) procurement implications (iv) implications 

for any other processes which support formal decision-making;  

 How the GLA’s Senior Leadership Team (SLT) and the various directorate management teams 

(DMTs) cover the issue of the registration of interests, particularly in relation to new recruits; 

 How frequently, and in what format, refresher training is provided to long-standing senior 

employees;  

 The arrangements in place for seconded-in staff as to their registration of interests; and 

 Which GLA officer meetings and forums are likely to require a standing agenda item on the 

registration of interests and how that is being – or should be – conducted. 

 

4.2  On the registration of gifts and hospitality, it is proposed that the review covers: 

 The guidance and training provided to staff as to their registration of gifts and hospitality; 

 The processes whereby staff register gifts and hospitality; and 

 The public reporting of gifts and hospitality which have been registered by senior staff. 

  

  Timetable 

4.3  The review’s findings will be reported to the 3 September 2019 meeting of the GLA Oversight 

Committee. The report will include an implementation plan, which sets out responsibilities and 

timescales. 
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  Resourcing  

4.4  The review will be overseen by the Chief Officer, in whose name it is being conducted. The day-to-

day work of the review will be conducted by the Monitoring Officer, the Assistant Director of 

Finance & Governance and the Assistant Director of HR & OD.  

 

4.5  Internal Audit will also provide input to the review, taken from its contingency of audit days for the 

year, and including independent verification of the review’s detailed findings. Internal Audit for the 

GLA is provided by Mayor’s Office for Policing and Crime and therefore sits outside of GLA 

management structures.   

 

 

5.  Consultation 
 

5.1 This report is seeking Members’ views. 

 
 
6.  Legal implications 
 

6.1  Under the GLA’s current Code of Ethics and Standards for Staff (“the Code”):  

 

“2.5 Declaration of Interests 

 

(a) Staff who have an interest whether financial or otherwise, or if any person related to them or 

with whom they have a close personal relationship, has any interest in any organisation which 

has any business dealings with the Authority, are required to disclose such interests immediately 

and ensure that the details are recorded in the Authority’s Register of Interests.  

(b)   Staff must make a declaration of interest on any issue on which they are advising the Mayor or 

Assembly which affects an interest held by them, or any person related to them or with whom 

they have a close personal relationship whether financial or otherwise, and ensure that the 

details are recorded in the Authority’s Register of Interests.  The register of declarations of 

interests is maintained in the office of the Monitoring Officer. 

(c)  To ensure openness and transparency, declarations of interest may be published on the GLA’s 

website. 

 

… 

 

2.13. Gifts and Hospitality 

 

 (a) Offers of hospitality must be treated with caution whenever any suggestion of improper 

influence could arise.  To prevent any improper behaviour, or suggestion of improper behaviour 

arising staff must take great care when hospitality is offered.  Hospitality accepted should not 

be extravagant and nor should it be taken from the same client/individual on a frequent basis. 

(b)  If staff are in doubt about whether hospitality offered can be accepted advice should be sought 

from the relevant Director.  Staff must register receipt of any hospitality.  The hospitality 

register is maintained in the office of the Monitoring Officer. 

(c)  To ensure openness and transparency, declarations of gifts and hospitality may be published on 

the GLA’s website.” 
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6.2  It is noted above that the Chief Officer has been asked by the Members of the London Assembly’s 

GLA Oversight Committee to review the GLA’s approach to the registration of interests and of gifts 

and hospitality by GLA officers. The proposals for review of the content and application of, and 

education in respect of, the relevant parts of the Code, set out above, appear consistent with that 

request.   

 
 

7. Financial implications 

 

7.1 There are no specific financial issues arising. 

 

 

 

List of appendices to this report: 

None. 

 

 

Local Government (Access to Information) Act 1985  

List of Background Papers: None. 

Contact Officer: Tom Middleton 

Telephone: 020 7983 4257 

E-mail: tom.middleton@london.gov.uk  
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City Hall, The Queen’s Walk, London SE1 2AA 
Enquiries: 020 7983 4100 minicom: 020 7983 4458 www.london.gov.uk 

 

Subject: Review of Grievance Procedure  
 

Report to: GLA Oversight Committee  
 

Report of:  Chief Officer 

 
Date: 16 July 2019 
 

This report will be considered in public 

 
 
1. Summary  

 

1.1 This paper lays out the ‘direction of travel’ which the Chief Officer intends to pursue in term of the 

future shape of the GLA’s Grievance procedure.  

 

2.     Recommendation  
 

2.1 That the Committee responds to the ‘direction of travel’ set out in this paper concerning 

proposed changes to our current Grievance Procedure to enable key components of a 

resolution type model to be incorporated into a revised procedure. 

 

3.     Background 
   
3.1 Results from the staff survey at the end of 2017, identified three key areas of action for the 

organisation; 

 Reward and Recognition;  

 Resources and Wellbeing; and  

 Performance, Diversity and Inclusion. 

 

3.2 Three corresponding Working Groups were set up, each with an Executive Sponsor and two Senior 

Management Team (SMT) leads.   

3.3 As part of the Performance, Diversity and Inclusion workstream, 500 staff completed a follow-up 

survey focussing on Bullying and Harassment.  Further qualitative feedback was also gathered during 

two staff feedback sessions which included staff networks and Unison.  Working Groups presented 

their findings to Corporate Management Team (CMT) in November 2018. 

3.4 Results from the bullying and harassment surveys identified that staff felt the grievance procedure 

was unduly onerous, without support and they were reluctant to use it as a means of addressing 

concerns or complaints.  Staff were also keen to have informal support before problems became 

entrenched. 

3.5 Reviewing the findings, CMT committed to two actions in early 2019; a review of the current 

Grievance Procedure attached at Appendix 1, in particular looking at how issues could be resolved 

earlier before they became adversarial and in addition and building on the success of other 
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interventions such as “mental health champions” and LGBT ally schemes they would also like to be 

able to access more peer to peer support. 

3.6 HR policy leads undertook extensive research on alternative conflict resolution processes, examining 

practice in both public and private sectors and reviewed a wide range of case studies. They also 

engaged with Unison to seek their views and incorporated their feedback into proposals for a 

Resolution Policy which was presented to CMT in February 2019.   

3.7 The GLA is not alone in identifying issues with traditional grievance procedures. In 2015, a Chartered 

Institute of Personnel & Development (CIPD) report ‘Conflict Management: A shift in direction’ 

highlighted a number of organisations who have moved from traditional grievance procedures to a 

more informal means of resolution. The report was followed up in 2017 by a CIPD book ‘Managing 

Conflict – A practical guide to resolution in the workplace’ by David Liddle, which showcases a model 

Resolution Policy.   

 

3.8 Several private and public sector organisations have since made the shift from grievance to resolution 

policies and there are many case studies available.  Such organisations include London Ambulance 

Service, Royal Mail, Kent County Council, Aviva, Lloyds and HSBC Banks, Npower, EDF Energy, BT, 

Network Rail, British Airways and Tesco.  Transport for London, London Underground Limited and 

Metropolitan Police have strengthened their grievance procedures and incorporated more informal 

means of resolution and invested in their mediation offer.  

 

3.9 A Resolution Policy would still meet the statutory requirements and the ACAS Code of Practice on 

Dispute Resolution. It will enhance the current Grievance Procedure by adding more informal routes of 

resolution, more support for staff, a specialised pool of staff trained in conflict resolution techniques 

and training for all line managers to better equip them to handle difficult conversations using key 

skills from mediation and facilitation techniques.   

3.10 A resolution approach maintains the central role of the line manager in resolving conflict in the 

workplace both at informal and formal stages. To underpin this, we intend to provide line managers 

with training and toolkits to better equip them to resolve conflict within their teams and to be able to 

have difficult conversations that some managers do not feel confident to undertake. A ‘model’ 

Resolution Policy is summarised below. 
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3.11 Early engagement with Unison identified that they were supportive of a Resolution Policy approach as 

are the GLA staff networks and both these groups are key given that their voice is central to 

understanding how staff current feel. 

 

3.12 To support design and implementation of the policy, which will include a large element of staff 

training, a specialist consultancy in this field, Total Conflict Management (TCM), have been appointed 

through a competitive tendering process.  

 

4.     Issues for Consideration 
 
         Issues identified with the current GLA Grievance Procedure  

4.1 While the current GLA Grievance Procedure meets the requirements of the Employments Rights Act 

1996 and the ACAS Code of Practice on Disciplinary and Grievance Procedures, it has remained largely 

unchanged since 2005.   

 

4.2 Although the procedure includes both informal stages and the option of mediation in addition to 

formal and appeal procedural stages, the take-up of mediation at the GLA is currently low (around 2 

cases per year). Reasons include an unwillingness of the parties to engage directly with each other and 

the time commitment (2 days for a full mediation session). 

 

4.3 At the formal stage of the grievance process, complaints are heard within the line management chain.  

Concerns of possible bias have been raised by employees and Unison and the Chief Officer has agreed 

that the policy review will include a change to this part of the procedure. 
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4.4  Numbers of formal grievances at the GLA are currently low (typically less than 10 cases per year) but 

feedback from the staff survey results, the subsequent Bullying and Harassment survey and Unison 

feedback indicated that employees do not feel confident raising complaints or concerns using the 

current policy.  

   

4.5  This indicates that the current procedure is not providing a suitable means for employees to address 

issues of concern and the number of formal cases is not reflective of potential issues within the 

organisation.   

  

Benefits of a Resolution Policy for the GLA 

4.6 At the heart of a Resolution Policy is an acceptance that conflict is normal but managed well can lead 

to resilient and positive relationships. Evidence shows that resolution secured by parties is more likely 

to endure than one imposed, where there is a perceived ‘winner’ and ‘loser’. 

 

4.7  Any new model will consider: 

 Establishment of a Resolution Team and the role and composition of this. Resolution Team 

members will be trained in conflict management, facilitation skills and case assessment; 

 Establishment of a pool of 12-16 staff who can offer peer to peer support.  These staff would be 

neutral and support both parties;  

 Facilitated Conversation – this is a new stage of informal resolution and potentially will be the 

most widely used part of the procedure.  The facilitated conversation is led by one or two 

members of the Resolution Team and draws on the principles of mediation but is a less formal 

and shorter process; 

 Review of formal grievance stage – putting in place mechanisms for alternative hearing managers 

in cases when it is not appropriate for grievances to be heard within the line management chain. 

 Upskilling – to train a pool of investigators to support the formal stages of the process and to 

train all line managers in the new procedure; and 

 Name of procedure – agreement as to whether we retain the title “Grievance Procedure” or adopt 

resolution terminology instead. 

4.8 It is recommended that a resolution model meets the requirements of CMT for a more informal and 

quicker means of resolution plus the additional peer support for employees that has been identified.  

However, the policy will also be clear about when informal resolution has not brought up the desired 

outcomes and then line managers will be able to draw issues to a conclusion and signpost to formal 

procedures.  This is to avoid issues running for long periods of time with no “resolution sought”.   

 

4.9 A resolution model would also improve workforce dialogue, improve employee relations and ensure 

managers and supervisors are trained and knowledgeable in managing conflict/having difficult 

conversations.  This work would contribute towards our organisational self-assessment of the Skills 

and Development Pillar of the Mayor’s Good Work Standard. 

 

4.10 Built into delivery of the resolution model would be a Resolution Review which would include a 

detailed qualitative and quantitative assessment evaluating workplace grievances including time, 

financial cost, absence, employee engagement and health and wellbeing. This would provide base-

line data against which the resolution policy could be evaluated over the coming years. Ongoing 
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data collected would also help identify any areas or types of issues commonly arising and enable 

targeted action.  

 

4.11 Unison colleagues have been involved in the review from an early stage and the input of staff 

networks has been more recently sought.  The ‘direction of travel’ of the review has been welcomed 

by all parties and informal Unison/network input will continue to be sought as the review 

progresses.  

 

5. Next Steps 
 

5.1 The Committee are asked to consider the “direction of travel” for development of the Grievance 

Procedure in line with the rationale above to effect a change to a resolution focussed procedure.   

 

5.2 Changes to the Grievance Procedure would be an alteration of employment policies and procedures 

and would be subject to consultation as set out in the Recognition Agreement with Unison and the 

HoPS Staffing Protocol and Scheme of Delegation. 

 
6. Legal implications 
 
6.1  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 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)). 

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

staffing committee, currently the GLA Oversight Committee. 

 

6.3 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 GLA Act 

1999 (as amended). 

 

6.4 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).”  

 

6.5 The direction of travel as set out above would fall within the definition of ‘determining terms and 

conditions’ contained in the Staffing Protocol so would require approval from the HoPS and formal 

consultation with Unison. A report containing the proposed changes and appropriate background 

information would also have to be submitted 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). 
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7. Financial implications 
 

7.1     Approval was given under DD2357 for expenditure of £100,000 over a three-year period in relation 

to a new GLA dispute resolution policy. The costs arising will be met from the Chief Officer’s 

Transformation Fund.  

 

 

List of appendices to this report: 

 

Appendix 1 - Grievance Procedure 
 

Local Government (Access to Information) Act 1985  
List of Background Papers:  None 

 

Contact Officer: Jane Greening, HR Advisor (Policy) 

Telephone: 020 7983 4745 

E-mail:  Jane.greening@london.gov.uk 
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Appendix 1 

 
Grievance procedure   
 
 
1. Introduction and purpose  
 
1.1 This procedure gives employees a means to deal satisfactorily and promptly with 

any employment-related grievance.  Its aim is to ensure good working relationships 
and to settle grievances promptly, fairly and as close as possible to the point of 
origin.  It applies to both individual and collective grievances. A collective grievance 
may arise where more than one employee has the same grievance.   

 
1.2 The Advisory, Conciliation and Arbitration Service (ACAS) defines grievances as: 
 

“concerns, problems or complaints that employees raise with their employers”.  
 
1.3      The GLA places responsibility upon all employees and managers to develop and  

maintain constructive working relationships. It is important that employees are  
treated as individuals, with respect, and their needs and expectations acknowledged 
and that these are balanced together with the needs and objectives of the GLA.  
 

1.4 When dealing with a grievance, managers must endeavour to understand the reason 
for the grievance and with the employee have a shared responsibility for identifying 
solutions to the problem or concern.  
 

1.5 This procedure outlines the responsibilities of complainants and managers relating 
to grievances and provides guidance on the process of handling grievances and 
achieving resolution. 

 
1.6 The timescales within the procedure are designed to ensure that grievances are 

addressed promptly. Grievances must be raised as soon as possible and in any event 
within three months of the matter complained about taking place.  

 
2. Scope  
 
2.1 This procedure applies to all current GLA employees (excluding temporary agency 

staff) with modifications as indicated:  
 

 The Head of Paid Service (Chief Officer), the Monitoring Officer and the Chief 
Finance Officer (“the Statutory Officers”) – where this policy will be modified 
by the terms of the Statutory Officers Staffing Protocol 

 Staff appointed by the Mayor under s 67(1) of the GLA Act 1999 (as amended) 
- where this policy will be modified by the terms of the Protocol on Mayoral 

appointments.  

 Directors appointed by the Head of Paid Service – where this policy will be 
modified as set out in section 7. 

2.3 Complaints or grievances about action taken under one of the following GLA 
policies and procedures will not be considered as a grievance but will be dealt with 
under the appeals process in the relevant policy or procedure: 

 Disciplinary procedure 
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 Capability procedure 

 Sickness Absence policy  

 Probation procedure    

 Job evaluation scheme 

 Management of Change procedure 
 
2.4 Issues that are the subject of collective negotiation or consultation with Unison will 

not be considered under the grievance procedure.  

2.5 Grievances raised by an employee while they are subject to disciplinary  
 proceedings, if raised at any time before the appeal stage, will usually be heard in 

the course of those proceedings where the issues being considered are interrelated.  
Where appropriate, the disciplinary process may be temporarily suspended in order 
to deal with the grievance or dealt with at the same time. If the grievance is not 
related to the disciplinary case, the disciplinary proceedings will continue and the 
grievance procedure will be commenced after the disciplinary proceedings have 
been completed. 
 

2.6 If it is established that that an employee has raised a malicious or vexatious 
grievance then disciplinary action may be taken.  

 
3. Responsibilities  
 
3.1 Employees    
 
 All employees should: 

 comply with the arrangements as set out in this procedure;  

 aim to resolve all personal grievances informally with their manager or with the 
employee to whom the grievance relates;   

 ensure that any concerns or problems are raised early so that the matter does 
not become more serious.  

 
3.2 Managers  

 
 All managers should: 

 ensure that grievances and concerns that are raised informally by employees are 
addressed promptly and resolved where possible;  

 identify the cause of the concern and where appropriate take the necessary 
steps to prevent the issue from arising again;  

 respond to any formal grievance that is raised by an employee promptly and 
fairly, in accordance with this procedure;  

 seek the advice of the Human Resources and Organisational Development 
(HR&OD) Unit, where appropriate.   

 
 
3.3. Human Resources and Organisational Development 
 

 The Human Resources and Organisational Development Unit will: 

 provide advice and support to line managers on managing grievances where 
requested; 
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 provide training for line managers on managing grievances and encourage 
participation in such training; 

 attend formal hearings and provide advice and assistance to the Hearing 
Officer. 

 
4.  Grievance process  
 
4.1 Stage 1 – Informal process  
 
4.1.1 Employees should seek to resolve any employment-related grievance informally, 

either with their line manager or directly with the person who is the subject of the 
complaint.  Employees are encouraged to resolve the matter through informal 
discussion with the other employee or their line manager or use the GLA’s 
mediation policy as a first step. 

 
Mediation  

4.1.2 Mediation is a method of conflict resolution that brings the disputants together 
with an objective third party in order to find a solution. Mediation can be used 
effectively in cases including: 

 where both parties wish to resolve the matter themselves; 

 there is a dispute between two employees or between an employee and line 
manager;  

 to re-build the working relationship after a formal procedure has been resolved;  

 to address a breakdown of communication or interpersonal problems affecting the 
working relationship.  
 

Further details of the Mediation policy are available on the GLA intranet.   
 
4.1.3 If a grievance cannot be resolved informally, the employee should raise it 

formally following the steps set out below.   
 
 
4.2 Stage 2 - Formal process  
 
 Individual grievances 
 
4.2.1 Where an employee has a grievance relating to their employment which cannot be 

resolved informally, despite all efforts to do so, they should first write to their 
immediate line manager (where appropriate), setting out details of the grievance. 
This should include: 

 confirmation that the formal stage of the grievance process is being invoked; 

 what informal steps have been taken to resolve the issue;  

 a full statement of the reasons for the complaint, including any relevant facts, 
dates, names of individuals involved and the documentation to be referred to;   

 what outcome is being sought by the complainant.  
 
4.2.2  Where the grievance is against the line manager, the matter should be raised with 

the manager’s manager.  
 
4.2.3 The manager receiving the grievance should send a written acknowledgement to 

complainant, normally within three days.   
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Collective grievances 

 
4.2.4 In circumstances where a grievance applies to more than one person, the details of 

the grievance must be set out in writing and signed by all who are party to the 
grievance. Normally one person should be nominated to represent the group. 
Details of a collective grievance will only be considered at one grievance meeting 
and (if applicable) one appeal hearing 

 
4.2.5 Where employee grievances are not identical or where there is not a full voluntary 

agreement amongst the complainants, the grievance will be dealt with on an 
individual basis in line with this procedure.  

 
4.3      Grievance meeting   
 
4.3.1 When attempts to resolve the grievance at the informal stage have failed, and a 

formal grievance has been raised, the manager will arrange a meeting with the 
employee to discuss the matter, normally within 10 working days.  The manager 
should inform the employee of their right to be accompanied by an accredited trade 
union representative or work colleague employed by the GLA.  The manager will be 
advised by a member of the HR&OD Unit.  

 
4.3.2 If the grievance is against another employee, the manager should instead convene a 

meeting with both parties to discuss the matter. Where no individual is named, but 
the grievance is against the GLA in general, a management representative may, 
where appropriate, be nominated to respond to the grievance. 

 (See paragraph 4.4 for exceptions to this process).   
 
4.3.3 The employee(s) may be accompanied at the meeting by an accredited trade union 

representative or work colleague employed by the GLA.  The manager will be 
advised by a member of the HR&OD Unit. 

 
4.3.4 At least ten working days before the meeting, the employee who is the subject of 

the grievance (where relevant) will be provided with: 

a)  the complainant’s statement setting out the nature and details of the 
complaint 

b)  a copy of any relevant documentation to be referred to by the complainant at 
the meeting, together with the names of any witnesses to be called;   

c) a copy of the grievance procedure 
 

4.3.5 If the employee who is the subject of the grievance (where relevant) wishes to 
present any supporting documentation at the meeting, this should be made 
available to the HR&OD Unit for the information of the complainant at least five 
days before the meeting, together with the names of any witnesses to be called. 

  
4.3.6    These arrangements may be varied by the manager in consultation with the  
            employee(s) concerned and the HR&OD Unit, to deal with any practicalities, 
 sensitivities or equality considerations. 
 
4.3.7 At the meeting, the complainant (or their trade union representative/work 

colleague) will explain the grievance indicating the desired solution. The person 
who is the subject of the grievance (or their trade union representative/work 
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colleague) will respond, indicating a solution if possible.  The manager may explore 
solutions through discussions in the meeting to attempt to achieve resolution. 

 
  
4.4      Investigation  
 
4.4.1 If the grievance concerns a complaint of bullying, harassment or discrimination or is 

particularly complex due to the number of individuals involved or due to other 
issues of practicality or sensitivity, the manager may, in consultation with the 
Assistant Director of Human Resources and Organisational Development, decide 
that an investigation should be undertaken instead of holding a meeting in line 
with 4.3 above. The investigation may be conducted by the line manager or another 
manager nominated by the relevant Director, Assistant Director or Unit Head.  

 
4.4.2 Before starting the investigation, the manager should contact the HR&OD Unit and    
 a representative will be nominated to advise and assist with the investigation. 
 
4.4.3 All employees are expected to co-operate with any investigations. Any employee   

 called to an investigation meeting, will be expected to attend and may be   
 accompanied by a trade union representative or work colleague employed by the 
 GLA.   

 
 
4.5 Grievance outcome  
 
4.5.1 The manager will write to the complainant, and where relevant, the other 

party/parties setting out their decision, normally within ten working days.  If it is 
not possible to respond within this period, for example because there is a lot of 
evidence to consider, the parties should be given an explanation for the delay and 
kept informed of the progress. 

 
4.5.2 The written decision will state whether or not the grievance was upheld and the 
 reason why, along with any proposed solutions, recommendations or actions. 
 The complainant should be advised that they have the right of appeal.  
 
 
5 Stage 3 - Appeals process 
 
5.1 If the complainant is not satisfied with the manager’s decision, they may request an 

appeal hearing with the manager’s manager by writing to the Assistant Director of 
Human Resources and Organisational Development outlining the full grounds of 
appeal and desired outcome within ten working days of receiving the decision.  
 

5.2 Appeal hearings will deal only with the specified grounds of the appeal and will not 
provide an opportunity for a rehearing of the original evidence or material.  Appeals 
must be based on one or more of the following criteria: 

 the fairness and reasonableness of the hearing officer’s decision; 

 information which was not available at the time of the grievance and which 
could significantly affect the original decision; 

 a significant failure in the way in which the grievance procedure was applied.  
 
5.3 The manager hearing the appeal will normally be the line manager of the person 

who dealt with the original grievance. The Assistant Director of Human Resources 
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and Organisational Development will arrange for an appeal hearing, which will 
normally be within ten working days of the written request.  The appellant may be 
accompanied by an accredited trade union representative or work colleague 
employed by the GLA.  The manager hearing the appeal will be advised by a 
member of the HR&OD Unit. 

 
5.4  The appellant (or their trade union representative/work colleague) will state the 

 grounds for their appeal.   The manager who made the original grievance decision 
 will respond to the grounds for appeal and state the reasons for their decision. 

 
5.5 The Appeal Hearing Officer may explore solutions through discussions in the 

hearing to attempt to achieve resolution. 
 
5.6 The decision of the Appeal Hearing Officer will be final. 
 
5.7 The Appeal Hearing Officer will give their decision in writing, normally within ten 

working days.  If it is not possible to respond within this period, the employee 
should be given an explanation for the delay and kept informed of progress.  

 
 
6. Scheduling of meetings 
 
6.1 Where possible, the timing of all meetings covered by this procedure will be agreed 

with the employees concerned.  All parties are expected to make all reasonable 
efforts to attend.   

 
6.2 If an employee or their companion is unable to attend on a proposed date, the 

employee can suggest another date so long as it is reasonable and is not more than 
five working days after the date originally proposed by manager.  This five day time 
limit may be extended by mutual agreement.   

 
6.3 If an employee fails to attend a meeting through circumstances outside their 

control and unforeseeable at the time the meeting was arranged (e.g. illness), the 
manager should arrange another meeting.  Advice may also be sought from 
Occupational Health where appropriate. A decision may be taken in the employee’s 
absence if they fail to attend the re-arranged meeting without good reason.  

 

7. Application of the Grievance Procedure to Directors appointed by the Head 
of Paid Service 

 
7.1. Where a grievance is raised by a director against the Head of Paid Service, this must 

be dealt with in accordance with the Statutory Officers Staffing Protocol. 
 
7.2 Where a grievance is raised by a director against any employee other than a 

Statutory Officer or in respect of any other matter, the Monitoring Officer or the 
Chief Finance Officer will act as the director’s line manager for the purposes of 
Stages 1 and 2 of this procedure.  The Head of Paid Service will hear any appeal at 
Stage 3 of the procedure. 

 
8. Records 
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8.1 Records will be kept detailing the nature of grievances raised, the managers’ 
 response(s), the action taken and the reason for the action.  These records will be 
 kept confidential and retained in accordance with the Data Protection Act 1998. 
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