
 

                                                                    

 

 

Subject: Proposed Restructure of the Corporate 
Management Team  
 

Report to: GLA Oversight Committee  
 

Report of:  Chief Officer Date: 1 July 2019 
 

This report will be considered in public 
 
 

 

1. Summary 
 

1.1 A paper was presented to the 8 April 2019 GLA Oversight Committee, setting out the high-level 

details relating to proposals for a permanent Corporate Management Team structure, to commence 

consultation with the Mayor and the Assembly, Staff and UNISON. 

 

1.2 Consultation with Staff and UNISON, in line with the GLA’s Management of Change Procedure, is 

now complete. Additionally, the Chief Officer has given all staff the opportunity to comment on the 

proposals over and above the requirements set out in the Procedure. 

 

1.3 This paper summarises the responses received during the consultation and the changes to the 

proposals which the Chief Officer is making as a result. It also sets out the establishment changes 

now required to implement these proposals, thereby fulfilling the Chief Officer’s obligation to 

consult Committee Members formally on the proposed creation and deletion of posts.  

 

 

2. Recommendation 
 

2.1 That the Committee responds to the Head of Paid Service’s consultation on the posts 

proposed for creation and deletion as set out in paragraphs 4.9 and 4.10 of this paper 

respectively. 

 

 

3. Background  
 

3.1 Set out in this paper are the final details of the proposed structure of the Corporate Management 

Team (CMT). The Chief Officer has arrived at this position following an initial conversation with the 

Committee at the GLA Oversight Committee on 8 April 2019, a formal consultation exercise with the 

one member of staff whose post is proposed for deletion (noting that the other posts proposed for 

deletion are vacant) and with UNISON, and an informal engagement exercise with all GLA staff.    

 



        

3.2 As set out on 8 April 2019, the proposals remain primarily concerned with CMT and CMT’s 

administrative support. Below the Executive Director team, there are two proposed changes at 

Assistant Director/Head of Unit level and some proposed movement of teams between units and 

Directorates. 

 

4. Issues for consideration  

  Overview of consultation responses 

4.1  A detailed summary of the consultation responses received from UNISON and from staff is laid out 

in Appendix 1. The Chief Officer received 68 responses: eight from teams and 60 from individuals. 

The Housing Programmes & Services team submitted one of the team responses and 16 individuals 

from this team also submitted the identical response and are also counted in the 60 responses from 

individuals. 

 

4.2 The responses the Chief Officer received are largely supportive of the changes which were proposed. 

There is full support for the underpinning principles of the restructure, and particular 

acknowledgement of the importance of the work set out the Transformation Programme to invest in 

the development of the GLA’s Senior Management Team and this leadership team’s collective 

responsibility for creating a culture of collaboration across directorates, however they are 

configured, to ensure the very best outcomes for Londoners. Many responses recognise that there is 

still a culture of ‘silo’ working in places and welcome the steps proposed to address this. 

 

4.3 There is full support for the proposed structure of the Corporate Management Team, including the 

creation of a new directorate focused on the GLA’s work to support the groups and individuals who 

are most vulnerable in London and the creation of a small corporate centre bringing together a 

number of teams which are currently dispersed across the GLA. There is no support for the proposed 

name for this small corporate centre (Corporate Support in the original proposal), but several 

suggestions for alternative names for this directorate as well as some of the others. 

 

4.4 Of the sixteen teams for which a move to another directorate or a change in line management is 

proposed, thirteen are either positive about or largely comfortable with the proposal for them. The 

three exceptions are: the Housing Programmes & Services team in Housing & Land; the Government 

Relations team in the Mayor’s Office; and the Food team in Development, Enterprise & 

Environment. These three teams disagree with my proposals for them, although all three are clear 

that they agree with the underpinning principles of the restructure and the overarching structure of 

the new directorates. The detail of the responses from all the teams are laid out in Appendix 1.  

 

  Implications of consultation responses for original proposal 

4.5 The Chief Officer intends to go ahead, as originally proposed, with the permanent Corporate 

Management Team structure of Chief Officer and five Executive Directors, with an additional extra 

Executive Director post over and above these arrangements for a fixed-term of 18 months. 

 

4.6 In light of the feedback received to the consultation, some changes to the titles of the Executive 

Director roles are now proposed: 

 Executive Director, Communities & Skills (was Learning & Communities); 

 Executive Director, Good Growth (was Development, Enterprise & Environment); 



        

 Executive Director, Strategy & Communications (was Corporate Support), fixed term; 

 Executive Director, Housing & Land (no change); 

 Executive Director, Resources (no change); and 

 Executive Director, Assembly Secretariat (no change). 

 

4.7 After considering the feedback from the three teams who disagree with the proposals for them, the 

Chief Officer plans to: 

 Leave the Housing Programmes & Services teams in Housing & Land, but to establish a dotted 

management line between the Head of Housing Programmes & Services and the Assistant 

Director, Communities & Social Policy to formalise the requirement for enhanced collaboration 

with colleagues in the Communities & Skills directorate. This arrangement, and the outcomes 

which have resulted, will be reviewed at the end of this financial year, to enable the Chief Officer 

to judge whether these arrangements have delivered the level of collaboration originally 

envisaged from structural change. 

 On balance, and in consultation with the Mayoral Director for Political & Public Affairs, still move 

the Government Relations team to Strategy & Communications. The team will retain a dotted 

reporting line to the Mayoral Director for Political & Public Affairs and will continue to be 

physically located with the other teams in the Mayor’s Office. 

 On balance, and in consultation with the Mayoral Director of Policy, still move the Food team to 

Communities & Skills. The team’s links with Economic Development and other teams in the Good 

Growth directorate will remain very important, as will their links with the Environment team. But 

the support for creating a directorate focussing on supporting vulnerable communities is strong 

and the food team have a very important contribution to make to many top priority strands of 

work, not least childhood obesity and food poverty. This proposal, proposed as a slightly later 

change in the original proposal is subject to formal consultation, given that the remit of one 

managerial post stretches across the food and other teams. 

 

  Proposed new corporate management structure 

4.8 In light of the above and the fuller detail in Appendix 1, the following changes to the establishment 

are proposed: 

 

Current Executive Director 

Position 

Proposed Executive Director 

position 

Proposed changes to 

Directorate 

Housing & Land No material change Dotted management line 

between the Head of Housing 

Programmes & Services, 

Housing & Land directorate, 

and Assistant Director, 

Communities & Social Policy, 

Communities & Skills 

directorate 

Development, Enterprise & 

Environment (DEE) 

Re-named Executive Director, 

Good Growth, but limited 

Proposal to move in: 

Culture & Creative Industries  



        

change otherwise Proposal to move out: 

Skills & Employment to 

Communities & Skills 

Proposal to delete posts: 

Assistant Director, Growth and 

Infrastructure.  

Resulting from deletion, a 

proposal to move infrastructure 

activity to Transport team 

within the Directorate and 

growth/policy activity to new 

Strategy, Intelligence & 

Analysis team in new Strategy 

& Communications directorate 

Communities & Intelligence 

(C&I) 

 

Executive Director (ED) post to 

be deleted 

 

Communities & Skills Executive Director, 

Communities & Skills 

 

 

Proposal to move in: 

Skills & Employment; 

Health, Education & Youth; 

Community & Social Policy; 

Team London; and 

Food 

Resources No change at ED level beyond 

the already-implemented move 

of Facilities Management, 

Human Resources and 

Technology Group to report 

directly to the Chief Officer 

Proposal to move out: 

Information Governance team 

into new Strategy & 

Communications directorate; a 

further two positions from 

Finance & Governance to new 

Strategy, Intelligence and 

Analysis team in new Strategy 

& Communications directorate 

N/A Executive Director, Strategy & 

Communications (fixed term for 

18-months) 

 

 

 

Proposal to move in: 

City Intelligence; 

External Affairs (to include 

responsibility for major 

sporting events); 

The Mayor’s Press Office; 

City Operations; 

Information Governance; 

Policy and Performance; and 

support team to Deputy Mayor 

Fire and Resilience (enhanced 

with two additional posts). 

Proposal to enhance posts: 

Alter the duties of the Assistant 



        

Director, Intelligence & 

Analysis, with an updated focus 

and new job title of Assistant 

Director, Strategy, Intelligence 

& Analysis. 

Corporate Management Team 

– Administrative support 

N/A Proposal to create two 

Executive Assistant posts 

(one permanent and one 

fixed-term) and one 

Administrator post 

To move to a flat structure of 

Executive Assistants supporting 

between them the Chief 

Officer, Executive Directors and 

collective work of the 

Corporate Management Team 

(CMT) and Senior Leadership 

Team (SLT). 

 

 

4.9 Posts now proposed for creation 

 Seven posts are proposed for creation: 

 Executive Director, Communities & Skills (Spot Salary): This role will bring together and provide 

leadership to the teams that work to support the groups and individuals in London who are most 

vulnerable; 

 Executive Director, Strategy & Communications (Spot Salary): This role will bring together and 

provide leadership to the teams from across the GLA that serve the whole organisation and who 

are currently dispersed across our structure. The role will be fixed-term for 18 months and will 

provide additional leadership capacity during the Chief Officer’s transformation programme; 

 Two Executive Assistants (EA) – CMT Support (Grade 7): One permanent and one fixed-term for 

18 months. These roles will move the CMT administrative support to a flat structure of 

professional EAs supporting between them the Chief Officer, Executive Directors and the 

collective work of the Corporate Management Team (CMT) and Senior Leadership Team (SLT); 

and  

 Administrator – CMT Support (Grade 4): This role is a career development role, to provide a 

talent pipeline to the CMT administrative support team. It will work to the Executive Assistants 

providing daily support for meetings and visitors, while shadowing the EA role. 

 

Further work has been done now on the detail of the two posts required to support the Deputy 

Mayor for Fire & Resilience, responsible for ensuring that the Deputy Mayor for Fire & Resilience has 

the analytical, policy, project management and administrative support needed to fulfil their role in: 

exercising oversight and formal scrutiny of the London Fire Brigade; developing specific policies and 

programme, in conjunction with the London Fire Brigade, to deliver Mayoral priorities; and leading 

the work of the London Resilience Forum. The roles are Head of Fire & Resilience (Grade 12) and 



        

Policy Officer, Fire & Resilience (Grade 8). These jobs are being created in light of not only issues 

arising from the Grenfell Tower Fire and Grenfell Tower Inquiry, but also an ever sharper focus on 

London’s resilience.  

 Head of Fire & Resilience (Grade 12): This role will lead the GLA Fire & Resilience team, 

responsible for ensuring that the Deputy Mayor for Fire & Resilience has the analytical, policy, 

project management and administrative support needed to fulfil their role; and 

 Policy Officer, Fire & Resilience (Grade 8): This role will provide additional policy support 

capacity to the Deputy Mayor for Fire & Resilience. 

 

4.10 Posts now proposed for deletion 

 Four posts are proposed for deletion: 

 Executive Director, Communities & Intelligence (Spot Salary): This role will be replaced by the 

Executive Director, Communities & Skills.  The teams currently in Communities & Intelligence will 

be relocated in either the Good Growth or Strategy & Communications directorate; 

 Assistant Director, Growth Infrastructure & Connectivity (Grade 14): The majority of 

responsibilities undertaken by this post will be transferred to the existing Head of Transport 

post.  The rest will be allocated to the Assistant Director, Intelligence & Analysis, with an 

updated focus and new job title of Assistant Director, Strategy, Intelligence & Analysis;  

 Head of Office – CMT Support (Grade 9): The flat Executive Assistant structure going forward 

means that this role is no longer required; and  

 Executive Support Assistant – CMT Support. This post, fixed term to 31 July 2019, will not be 

extended.  

 

4.11 Posts now proposed for alteration 

 It is proposed that the duties of three posts are changed: 

 Assistant Director Intelligence & Analysis to take on the new strategy function as Assistant 

Director, Strategy, Intelligence & Analysis (Grade 15); 

 Head of Transport to take on the majority of functions of the deleted Assistant Director, Growth 

Infrastructure & Connectivity post; and 

 Assistant Director, Communities & Social Policy to take on dotted line management of Head of 

Housing Programmes & Services and, pending formal consultation, the Food team. 

  

Formal evaluation of the current posts of Head of Transport and Assistant Director, Communities & 

Social Policy posts, with their additional responsibilities, will now be undertaken. Should either of 

these need to be upgraded, this can be funded through current budgets. 

 

4.12 The current structure is set out in Appendix 2.  The proposed structure is set out in Appendix 3. 

 

 

 

 



        

Next steps 

4.13 Now the consultation with staff and UNISON is complete, the Chief Officer intends to start 

permanent recruitment to three Executive Director roles: Executive Director, Good Growth; Executive 

Director, Communities & Skills; and Executive Director, Strategy & Communications (fixed term). The 

services of a recruitment consultant have been procured for this purpose. 

 

4.14 The timing of the proposed changes of Directorates and line management arrangements will now be 

considered and agreed. Some will wait until the Executive Director posts are recruited to and 

successful candidates are in post; others will be made sooner. 

  

Equalities Impact  

4.15 The purpose of an Equality Impact Assessment is to highlight if any particular group or groups are 

disproportionately impacted by the proposed restructure. Whilst the proposals are determined by 

business requirements and job content, it is important that management consider the impact of their 

proposals from an equalities perspective and the Chief Officer confirms they have considered this in 

partnership with Human Resources. 

 

4.16 The current interim appointments to CMT and SMT posts has enabled the new proposals to be 

presented with minimum impact on individual staff members. There is only one occupied post 

proposed as being deleted and therefore only one employee ‘at risk’. Throughout the consultation 

process, management have been considerate of the impact on the individual, and where appropriate, 

support and adjustments to the process have been offered in line with the GLA management of 

change procedure. 

 

4.17 For the informal engagement exercise with staff and UNISON, opportunities for feedback and 

engagement with the proposals have been offered through a variety of forums to increase 

accessibility to the process. The interim arrangements at CMT level provide opportunity for the new 

permanent structure to be recruited to via open, transparent GLA recruitment processes with the 

intention to attract a high quality and diverse applicant pool. 

 

 Consultation 

4.18 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 required for this proposal as five or more posts within one unit are being created or deleted. The 

Assembly has delegated its powers of consultation on staffing matters to the GLA Oversight 

Committee. 

 

4.19 Consultation with the Assembly (via the Assembly’s staffing committee, the GLA Oversight 

Committee) and the Chief of Staff, on behalf of the Mayor commenced on 8 April 2019. This paper 

provides a further opportunity for consultation on the Chief Officer’s final set of proposals. The 

Head of Paid Service will take their views into consideration when making their decision. 

 

4.20 Formal consultation with the staff member whose post is proposed for deletion and their 

representatives (UNISON) has taken place in accordance with the GLA Management of Change 

Procedure. UNISON and all staff have also been invited to take part in an informal engagement 

exercise on the proposals. 



        

 

5.  Legal Implications 
 

5.1  Under the Greater London Authority Act 1999 (as amended), the Head of Paid Service (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’s (section 67(2)); and  

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

 

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

staffing committee, currently the GLA Oversight Committee. 

 

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

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

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

and 70(2) of the Greater London Authority Act 1999 (as amended).  

 

5.4 Paragraph 5.1 of the Staffing Protocol says that, “The HoPS will consult the Chief of Staff, on behalf 

of the Mayor, and the Assembly’s staffing committee, on behalf of the Assembly, on any major 

restructure; namely the creation or deletion of five or more posts within any one unit.” As set out 

above, the Assembly’s staffing committee is currently the GLA Oversight Committee.    

 

5.5 The proposals set out in this paper 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). Consultation with the Assembly (via the Assembly’s staffing committee, the GLA 

Oversight Committee) and the Chief of Staff, on behalf of the Mayor commenced on 8 April 2019. 

This paper provides a further opportunity for consultation on the Chief Officer’s final set of 

proposals. The Head of Paid Service will take their views into consideration when making their 

decision.  

 

5.6 The GLA has followed its Management of Change Procedure in dealing with this restructure.  The 

GLA’s Compensation Payments Policy may apply in relation to the employee whose post is being 

deleted.   

 

5.7 The GLA should ensure that its Recruitment and Selection Policy and Equal Opportunities Standard 

are followed when recruiting to the vacant posts. 

 

5.8 Fixed term employees have the right to be treated no less favourably than permanent employees 

due to their fixed term employee status.  Once the post holder has been in post beyond two years, 

they will have the same statutory right as a permanent employee not to be unfairly dismissed.  After 

two years’ service, the post holder may also be eligible to receive a redundancy payment should the 

post come to an end. Any fair dismissal of the employee at the end of the fixed term will necessitate 

a fair reason and a fair procedure.  This will involve considering suitable alternative employment 



        

before confirming that their employment is terminated.  If the funding continues after the end of 

their fixed term contract, it may be difficult to dismiss for redundancy (one of the fair reasons) if in 

fact there is further work to be carried out after the end of the contract. If the employee has been 

employed on a series of successive fixed-term contracts, then they will be considered to be a 

permanent employee after four years of service. 

 

 

6. Financial implications 
 

6.1 An initial set of financial implications was reported to the Committee at its 8 April 2019 meeting, the 

meeting to which the first paper on the corporate restructuring was presented. Now that further 

details are available on the corporate restructuring, specifically in terms of grading of posts, it is 

possible to provide a further, and more detailed, set of financial implications. 

 

6.2 In terms of the proposals as they relate to the permanent staffing establishment, and therefore the 

implications for the GLA’s base budget, 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 2019-20 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. 

 

6.3 It should be noted that the £59,000 of annual growth set out above closely equates to the cost of 

establishing the Grade 8 Policy Officer post in support of the Deputy Mayor for Fire & Resilience. 

The latter amount is £55,000 per annum. It is understood that this Policy Officer post, if established, 

would be integral to delivering on Mayoral priorities in key areas of fire and resilience work. 

 

6.4 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 2019-20 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 

and will be met in full from the Chief Officer’s Transformation Fund. The annual budget for the 

Transformation Fund is £1.5m and has the capacity to meet these costs. 
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APPENDIX 1 

 

SUMMARY OF CONSULTATION RESPONSES AND RESULTING CHANGES TO ORIGINAL 

PROPOSAL  
  
1  Introduction  
 
1.1 This paper summarises the themes and ideas which have come out of the opportunity I have given 

all GLA staff to comment on my proposed restructure of the Corporate Management Team. I used 
the consultation paper submitted to the Mayor and the GLA Oversight Committee and discussed at 
the Oversight Committee’s meeting of 8th April, as the basis for the consultation. 

  
1.2  I had 68 responses to my consultation, with almost every response expressing appreciation of the 

opportunity to comment on my proposals, recognising that our adopted Management of Change 
Procedure does not require me to consult formally on the changes I have proposed. The only 
exception to this is my proposed deletion of one Assistant Director role, given this is filled 
permanently. I have fulfilled this obligation separately. 

 
1.3  I received 60 responses from individuals and eight from teams. The Housing Programmes & Services 

team submitted a team response; 16 individuals from this team also submitted the identical response 
but are included in the 60 responses from individuals.  In further support of the consultation I held 
two drop-in sessions for staff (one in City Hall and one in Union Street) and offered every team 
directly affected a private meeting. I have also received a response from UNISON colleagues.  

 
1.4  This paper also summarises the changes I intend to make to the final detail of my restructure after 

giving substantial thought to all the responses I have received.  
 
2  Summary of consultation responses  
 
2.1  The responses I have received are largely supportive of the changes I am proposing.  
 
2.2  There is full support for the underpinning principles of my restructure, and particular 

acknowledgement of the importance of the work set out in my Transformation Programme to invest 
in the development of the GLA’s Senior Management Team as the leadership team of the GLA 
staffing body, with collective responsibility for creating a culture of collaboration across directorates, 
however they are configured. Many responses recognise that there is a culture of ‘silo’ working in 
places and welcome the steps I am taking to address this.  

 
2.3  There is full support for the proposed structure of the Corporate Management Team, and specifically 

for the creation of a new directorate focused on our work to support the groups and individuals who 
are most vulnerable in London (Learning and Communities in my original paper), and the creation of 
a small corporate centre bringing together a number of teams (Corporate Support in my original 
paper). There is absolutely no support for the name ‘Corporate Support’, but many alternatives for 
this directorate have been suggested, alongside alternatives for some of the other directorates. 

 
2.4  Of the sixteen teams for which a move to another directorate or a change in line management is 

proposed, thirteen of these teams are either positive about or largely comfortable with the proposal 
for them. The three exceptions to this are: the Housing Programmes & Services team in Housing & 
Land; the Government Relations team in the Mayor’s Office; and the Food team in Development, 
Enterprise & Environment. These three teams disagree with my proposals for them, although all 
three are clear that they agree with the underpinning principles of the restructure and the 
overarching structure of the new directorates.  



        

 
2.5 I lay out the detail of the support and disagreement from teams later in this paper.  
 
3  Summary of proposed action in light of the responses 
 
3.1 I intend to go ahead, as originally proposed, with a permanent Corporate Management Team 

structure of Chief Officer and five Executive Directors, with an additional extra Executive Director 
post over and above these arrangements for a fixed-term of 18 months. With changes to titles, in 
light of the consultation feedback, these are:  

 

 Executive Director, Communities & Skills (was Learning & Communities)  

 Executive Director, Good Growth (was Development, Enterprise & Environment) 

 Executive Director, Strategy & Communications (was Corporate Support), fixed-term 

 Executive Director, Housing & Land 

 Executive Director, Resources 

 Executive Director, Assembly Secretariat  

 
3.2 After considering the feedback from the Housing Programmes & Services team, the Government 

Relations team and the Food team, I am proposing to make some changes to the arrangements I 
originally proposed, the detail of which I lay out later in this paper.  

 
4  Communities & Skills (was Learning & Communities) 
 
4.1  There is full support for the creation of this new directorate focused on our work to support the 

groups and individuals who are most vulnerable in London. Even the Housing Programmes and Food 
teams – who disagree strongly about their potential inclusion in this new directorate – are clear that 
its creation is the right approach for the GLA. Other responses, however, explicitly support the 
inclusion of the Housing Programmes and Food teams in this directorate.  

 
4.2  The majority of the Skills & Employment unit is very positive about their proposed move into this 

directorate. Responses from others recognise the value of bringing our work on education, youth, 
skills and employment closer together, although one response suggests that the Skills & 
Employment team should remain in Good Growth given the need to align the deployment of the 
Adult Education Budget (AEB) with the needs of employers. But this move should not and cannot 
mean that the Skills & Employment unit stop working with their colleagues in Good Growth as they 
will continue to need to do. The push towards enhanced collaboration across directorates will 
support this.  

 
4.3  I have considered the response from the Housing Programmes & Services team in depth and 

spoken directly to many members of the team over the consultation period. I do not accept all of 
their concerns about the proposed move and do believe that, with a will to make it work and the 
right support, the move could bring additional benefits over and above the very good work which is 
done now. However, I do understand that the proposed move of the entire Housing Programmes & 
Services team is not the best way forward as the component parts are quite different. I also accept 
the importance of ensuring that there is no distraction to the planning for and delivery of this year’s 
rough sleeping winter campaign. The Housing Programmes & Services team has responded to my 
request for alternative arrangements given the need for a greater level of collaboration with 
colleagues outside Housing & Land on support for rough sleepers and private renters which I am 
seeking to achieve.  

 



        

4.4  As a result, I no longer propose to move the Housing Programmes & Services team out of Housing & 
Land now, but to establish a dotted management line between the Head of Housing Programmes & 
Services and the Assistant Director, Communities & Social Policy to formalise the requirement for 
collaboration with colleagues in the Communities & Skills directorate. I propose to review this 
arrangement, and the outcomes which have resulted, at the end of this financial year, before 
deciding whether this has facilitated the level of collaboration I was seeking from the structural 
change I proposed originally.  

 
4.5  I have considered the response from the Food team in depth and spoken directly to the members of 

the team over the consultation period. Like most of the teams affected by my proposals there is 
more than one possible location for the Food team in the GLA structure. On balance I still propose 
to move the team to Communities & Skills, subject to some formal consultation required in this 
particular case. The team’s links with Economic Development and other teams in the Good Growth 
directorate will remain important, as will their links with the Environment and other teams. But the 
support for creating a directorate focussing on supporting vulnerable communities is strong and the 
food team have a very important contribution to make to the GLA’s overall work many top priority 
strands of work, not least childhood obesity and food poverty.  

 
4.6  Also in response to the consultation, I propose to make a slight amendment to the originally 

proposed title of this directorate – to become Communities & Skills, reflecting that the focus of this 
new directorate is on a wide range of communities who, for different reasons, need some extra focus 
and support from City Hall.  

 
 
5  Good Growth (was Development, Enterprise & Environment) 
 
5.1  The Culture & Creative Industries unit is, on balance, comfortable with my proposal to move 

them into this directorate. I met with team members who agree that this move has merits, reflecting 
as it does the central contribution which the creative industries make to London’s economy. At the 
same time, however, the team is concerned about losing the valuable links they have with teams in 
the current Communities & Intelligence directorate. But team members recognise that their position 
in the organisation’s structure is only one influence on their ability to make the connections they 
need to make internally, and that the cross-cutting nature of their work and the integrated nature of 
the Mayoral strategies means that what is most important is their ability to collaborate with many 
teams, whichever their host directorate.  

 
5.2  I have responses from both the Growth, Infrastructure & Connectivity team and Transport 

team to my proposal to delete the role of Head of Growth & Infrastructure and split the functions of 
this role between the Head of Transport (to remain in Good Growth) and the Assistant Director, 
Strategy, Intelligence & Analysis elsewhere in the structure. Through good, constructive dialogue 
between the teams, the Executive Director and myself, we have reached agreement on which 
functions should move to the Transport team and which to the Strategy, Intelligence & Analysis 
team and both the Growth, Infrastructure & Connectivity team and Transport team are positive 
about my proposals for them. We need to re-think the name of the combined team and the current 
Head of Transport will lead the thinking on this, involving everyone concerned.  

 
5.3  I have also had a response from the European Programmes Management Unit (EPMU) which 

makes it clear that the team agrees with my proposal to leave them in the Good Growth directorate.  
 
5.4  In response to the consultation, I propose to re-name this directorate Good Growth. Even the long, 

current name of Development, Enterprise & Environment does not capture the current teams in the 
Directorate particularly well and it makes sense to move to a title which is appropriate for all teams. 
The Culture & Creative Industries unit has asked me to consider making it clear that team is now 



        

joining the former Development, Enterprise & Environment Directorate by rethinking the 
Directorate’s name to include Culture specifically. I have rethought the name but want to move away 
from one which references some but not all of the teams involved.  

 
 
6  Strategy & Communications (was Corporate Support) 
 
6.1  There is full support for the creation of this directorate, a small but strong corporate centre, which 

will bring together a number of teams with organisation-wide remits and mutual collaboration 
opportunities which are not maximised in the current structure.  

 
6.2  There is no support for my proposed title! The overwhelming view of respondents was that this title 

does not adequately reflect the outward-facing nature of the teams to be included in this 
directorate and (inadvertently) devalues them. Many alternatives have been proposed. Strategy, 
Insight & Engagement was one proposed, although it falls into the trap of being too long. Strategy 
& Communications has also been suggested and I think this is preferable. 

 
6.3  Several respondents questioned my rationale for making the Executive Director role a fixed term 

role, noting in particular that the functions of the teams proposed in this directorate are required 
permanently. To repeat what I said in my original proposal, I will need to give significant time over 
the next 12-18 months to leading the Transformation Programme and preparing for the May 2020 
elections and the transition to new Mayoral and Assembly terms. I therefore need additional 
resource in the Corporate Management team for this period and am creating this Executive Director, 
Strategy & Communications to provide this. I will review the situation in a year’s time but want to be 
clear that I intend to retain these teams together beyond the 18-month term of the Executive 
Director role. Teams will not be redistributed elsewhere, although may be managed going forward in 
a different way.  

 
6.4 The External Affairs team is very positive about my proposal to move them into this new 

directorate. I met with the senior members of the team and have a written response from them. The 
Information Governance team is also positive about my proposal to move them into this new 
directorate. Again, I met the team and have a written response from them. They make some very 
useful points about the degree of independence they need to ensure that FOI requests are fulfilled 
in line with our information management and data protection obligations, but the team and I are 
confident that this can be easily achieved in the new directorate.  

 
6.5  There is support in the responses for moving the team which provides policy and performance 

support to the Deputy Mayor for Fire & Resilience into this directorate and to increase the size of 
the team by two posts with immediate effect. The City Operations team also supports my proposal 
for them to move into this directorate, although they make the point that we need to be careful 
about our use of the term ‘resilience’ in post titles, given potential confusion among external 
partners about which post does what. We will take a look at this.  

 
6.6  There is full and wide support from many respondents for the proposed enhancement of our current 

intelligence and analysis team into a Strategy, Intelligence and Analysis team, headed up by an 
Assistant Director, Strategy, Intelligence and Analysis. The current City Intelligence team is 
positive about this proposed enhancement. I have also suggested that two posts currently in 
Finance and Governance should move into the new Strategy, Intelligence and Analysis team and 
the current postholders and others are positive about this. 

  
6.7 The Government Relations team, however, do not agree with my proposal to move them into this 

directorate. They are concerned that, while the move may well integrate them better with some 
teams, they risk losing the high level of integration they have with other teams in the Mayor’s Office 



        

which will outweigh any benefits of the move. On balance, I still propose to move the team to 
Strategy, Insight & Engagement. I think the team has a much greater contribution to make to this 
small, strong corporate centre than they give themselves credit for, but I also hear their concerns 
about the move. The team will retain a dotted reporting line to the Mayoral Director for Political & 
Public Affairs and will continue to be physically located with the other teams in the Mayor’s Office.  

 
6.8  Finally, the Internal Communications team is positive about my proposal to move them into this 

directorate. I had proposed to delay this to a second phase of implementation, but in light of the 
very positive responses I have had from both the internal communications team and the External 
Affairs team, I now propose to make this change at the same time as the rest of these proposals.  

 
6.9 I have also proposed moving the corporate equalities function out of Communities & Social Policy 

into this new Strategy & Communications directorate and responses support this. However, given 
this function is undertaken across several roles, none of which are dedicated to it, this is going to 
require some further thinking and will not therefore be part of the immediate implementation. 

 
 
7 Administrative support to the Corporate Management Team  
 
7.1  Very few respondents commented on the plans for administrative support to the Corporate 

Management Team going forward, but those who did supported them – both in terms of the move 
to a team of three Executive Assistants and one Administrator (and continuing separate support for 
the Executive Director, Assembly Secretariat) and an additional Executive Assistant temporarily for 
the next eighteen months.  

 
 
8 Other issues raised through consultation 
 
8.1 A number of other ideas and issues were raised in the consultation responses which I will be 

following through separately. Two are directly relevant to this restructure paper: 
 

 Titles of Assistant Directors – some respondents have asked me to consider whether 
‘Assistant Director’ remains the right title for the most senior posts beneath Executive 
Directors, and specifically whether ‘Director’ is more appropriate. I propose to consider this 
question as part of the review of our pay and grading structure. The first phase of this work 
is already underway. 
 

 Digital and technology resources – several respondents have asked me to consider how we 
organise our digital and technology resources and consider whether all the right structural 
arrangements and working relationships are in place to maximise the expertise we have in 
the staffing body and to deliver the aspirations we have for transformation. I propose to 
consider this question as part of our Transformation Programme. 

 

Mary Harpley  

Chief Officer 

June 2019 
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