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1. The GLA context 

The GLA published its first gender pay gap analysis (data as at the end of March 2016) in 
November 2016. The updated data (as at end of March 2017), shows an overall median 
pay gap of 6.14%, compared to the overall pay gap for London workers of 16.2%.  Mean 
pay gap at the GLA is 9.01% compared to 21.6% across London. The GLA gender pay gap 
is primarily driven by the disproportionately lower number of women in senior roles 
(£80,000+): 36% versus 54% in the overall workforce.  
 
The analysis of workforce, pay and promotions data, including detailed recruitment data is 
important in understanding any gender representation and pay issues. Every six months 
the GLA presents workforce reports to the London’s Assembly’s Oversight Committee 
which are scrutinised and published on the London.gov.uk. The workforce report is then 
discussed by the Committee. Any actions agreed to address any issues arising are also 
published in the workforce reports. The GLA has been commended on the transparency of 
the information by Business in the Community. We have analysed very detailed information 
on the gender pay gap at every level of the organisation.  
 
Improvements are being made in the attraction and recruitment of female candidates 
particularly with internal appointments. The gender pay gap has already reduced at the 
GLA. Since 2008, the percentage of female staff earning £60,000 or more has increased 
from 31% to 41% in March 2017. In 2017, the organisation’s progress towards gender 
equality was recognised when the GLA was named in the Times Top 50 Employers for 
Women. 

2. Why we have an Action Plan 

Gender pay gap is a complex issue and is impacted by a variety of factors. In developing 
the action plan, the GLA is looking broadly at providing fair and equal opportunities for 
development and progression, creating and increasing flexible working options and other 
family friendly benefits as well as ensuring men and women have an equally positive 
experience of working at the GLA.  
 
It is recognised that a number of factors influence the number of senior women in an 
organisation, including the culture of the organisation, opportunities for promotion, flexible 
working etc. Therefore, a range of initiatives are being included in this action plan to 
develop a strategic approach to change. It is not believed that one initiative alone can 
bring about the change required.  
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3. The GLA Action Plan 

The work to date as well as the proposed actions are based on external research, most 
notably from Business in the Community (bitc.org.uk), internal research (focus groups, 
discussions with staff and analysis of data) and all staff consultation on the action plan 
(through the Equalities Taskforce meetings, Women of City Hall Network and an open 
feedback link published in staff newsletter and on the intranet).  
 
The GLA established an internal working group in 2014 to improve and deliver on the 
Mayoral objective of having a workforce representative of London’s diversity at every level 
at the GLA. The Diversity and Inclusion Management Board is chaired by the Chief Officer 
and has representatives from all GLA Directorates and the Mayor’s Office as well as 
Unison. The Board’s priority areas of focus are: governance of workforce equalities, 
recruitment of diverse workforce, representation at all levels of the organisation, ensuring 
accurate equalities monitoring data is in place, parity of employee satisfaction between 
diversity groups. 
 
The GLA supports the Women of City Hall Network which works collaboratively with the 
Equalities Taskforce to facilitate events such as roundtables on flexible working, or 
presentations promoting flexible workers. The Network has its own programme of activities 
to promote gender equality at the GLA. 
 
The below actions are jointly owned by the Corporate Management Team, Diversity and 
Inclusion Management Board (with its representatives from all GLA Directorates and 
Unison), the Human Resources & Organisational Development (HR&OD) Team and 
Women of City Hall Network.  
 
 
 Action Timeframe 

 Data Transparency  

1 Continue to analyse and publish transparent, clear and detailed 
workforce information including information on the gender pay 
gap. Expand the range of metrics to provide data on fixed term 
contracts (including gender breakdown of staff on fixed term 
contracts). 

In place - 
every six 
months 
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2 Review and internally publish the most recent staff survey data on 
female staff experience to identify any issues in order to address 
them.  

31 March 2018 

 Diversity and Inclusion Management Board  

3 Continue to review gender equality pay data, emerging issues 
and this action plan. 

In place - 
every six 
weeks 

 Flexible working and family friendly benefits  

4 Continue offering, promoting and publicising the full range of 
flexible working to all GLA staff and to new entrants through all 
appropriate media to raise awareness of their range and 
availability.  All recruiting managers to continue to consider 
flexible working at the staff hiring stage.  

In place - 
ongoing and 
monitoring 

5 Support senior and line managers to further improve consistency 
of access to flexible working across different teams, monitor take 
up and staff perceptions about availability of flexible working in 
the staff engagement survey and take action as appropriate, for 
example training interventions.  

Ongoing - 
every 6 months 
Survey in 
place for every 
2 years   

6 Continue to work with external expert partners, for example 
Timewise to promote best GLA practice. 

In place – 
ongoing and 
monitoring 

 Inclusive leadership and unconscious bias  

7 All interview panels to be gender diverse, trained in best practice 
in recruitment, including countering discrimination and 
unconscious bias.  

In place -
ongoing and 
monitoring 

8 Review impact of ‘no name’ applications forms.  30 June 2018 

 Include an unconscious bias script/reminder in the interview pack 
for recruiting managers, to ensure bias/how to minimise it is front 
of mind.  

In place – 
ongoing and 
monitoring 

9 Roll out unconscious bias learning to all staff including the 
Mayoral team. 

30 September 
2018 
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10 Continue to encourage and monitor take-up of mandatory 
Diversity and Inclusion training to further minimise discrimination, 
inappropriate behaviours and unconscious bias occurrence in the 
workplace. Offer team-based refresher training where 
appropriate.  

In place - 
ongoing 
monitoring 

 Career development  

11 Continue to expand the mentoring, career advice/coaching offer 
and career development programmes by allocating more funding 
for women and promote it in to organisation to maximise take up.  

In place - 
ongoing and 
monitoring 

12 Work with the GLA Group to offer access to external mentors 
through initiatives like Women’s Sponsorship Initiative and 
prioritise access to middle and senior manager level female staff.  

Pilot by 30 
June 2018 

13 Produce regular updates as part of the Workforce Report on take-
up of development opportunities by gender and other equality 
strands. Include breakdown by permanent/fixed term contracts to 
see if staff on fixed term contracts are not adversely affected. 
Where appropriate, extend development opportunities available to 
permanent staff, to staff on short term contracts.   

In place - 
ongoing and 
monitoring  

14 Continue providing leadership and management development 
programmes to establish a talent pipeline for leaders and 
managers of the future. Monitor resulting promotions and other 
impact on career development.  

In place - 
ongoing and 
monitoring 

15 Continue to support Women of City Hall Network and their 
programme of activities and events. Work with the wider GLA 
family to promote women’s networks to female employees to 
support their career develop. 

In place - 
ongoing and 
monitoring 

 Board and senior level recruitment  

16 All senior and remunerated board recruitment campaigns to aim 
for balanced shortlists. 
.  

In place - 
ongoing and 
monitoring 
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Other formats and languages 
For a large print, Braille, disc, sign language video or audio-tape 
version of this document, please contact us at the address below: 

 

Greater London Authority  
City Hall      
The Queen’s Walk  
More London  
London SE1 2AA 

Telephone 020 7983 4000 
www.london.gov.uk 

You will need to supply your name, your postal address and state 
the format and title of the publication you require. 

If you would like a summary of this document in your language, 
please phone the number or contact us at the address above. 
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