
 
 
 
  

Greater London 
Authority (GLA) 
Gender Pay Gap 
Action Plan 
 
 
 
January 2019  

 

 

 



1. The GLA context 

The GLA published its first gender pay gap analysis (data as at the end of March 2016) in November 2016 and its second 
analysis (data as at the end of March 2017) in March 2018. The updated data (as at end of March 2018) indicates that our 
median gender pay gap is 4.82%, down from 6.14% and the mean is 6.73%, down from 9.01%. We’re well below the national 
and London averages for gender.  
 
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 Assembly’s 
Oversight Committee which are scrutinised and then published on the London.gov.uk. 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 (BITC). We have analysed very detailed information on the gender pay gap at every 
level of the organisation.  
 
Improvements continue to be made in the attraction and recruitment of female candidates particularly with internal 
appointments. The gender pay gap has already reduced at the GLA. The GLA continues to perform well on gender compared 
with London's economically active population (taken from ONS survey).  This reflects investment in policies and partnerships 
over a sustained period e.g. family friendly suite of HR policies, partnership with Timewise who champion part-time and flexible 
working and a sustained push to support flexible working in its broadest sense. And since 2016 this has continued with the 
work we have done to deliver actions against the GLA gender pay gap action plan to support positive action for women to 
reach leadership positions. However, we are aware that female representation remains just below 50% at senior management 
team (SMT) level.  This continues to be addressed as part of the ongoing pay gap activity and there will need to be a 
continued investment in the succession pipeline to secure this and in succession planning to senior roles to ensure we don’t 
slip backwards.   
 
The GLA Women’s Network continues to participate fully in activities to promote diversity and inclusion including closing the 
gender pay gap.  They are represented on the GLA Diversity and Inclusion Management Board which is responsible for the 
oversight of all workforce diversity and inclusion activity and contributed to the development of this and previous action plans.  



The Network has also been involved in hosting several events to promote an inclusive GLA culture for example events that 
celebrated the 100-year anniversary of women’s suffrage. 
 

2. Why we have a 2019 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 all our staff regardless of gender have an equally positive 
experience of working at the GLA.  
 
It is recognised that several 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.  
 

3. What progress have we made? 

We have made progress in co-ordinating our work to drive workforce diversity and inclusion through strengthening our 
corporate oversight in this area through the Diversity  and Inclusion Management Board, developing directorate-level diversity 
and inclusion action plans, aligned to our Diversity and Inclusion Action Standard, and ensuring all senior managers have a 
diversity performance objective – all of which ensure that change is being driven across the organisation in this area. That work 
has been supported by the roll out of unconscious bias learning starting with the Mayor and his team, the corporate and senior 
management teams. This learning will be rolled out more widely across the GLA in 2019.  
 

https://www.london.gov.uk/about-us/governance-and-spending/spending-money-wisely/salaries-expenses-benefits-and-workforce-information/diversity-and-inclusion-action-standard


As part of the Mayor’s #behindeverygreatcity campaign to tackle gender inequality in London, the Our Time programme was 
developed for the wider GLA Group to accelerate the development of more women into leadership roles. A toolkit available to 
any employer was also launched to complement the programme to maximise the reach of the approach. 
 
A new policy was launched to support parents of premature babies and new-born babies requiring neonatal care. The policy 
offers parents additional paid leave if their baby is born prematurely or needs neonatal care in hospital.  The GLA Women’s 
Network contributed to the development of this policy. The Mayor of London, Sadiq Khan, has revealed pioneering new plans 
to support parents of premature babies and new-born babies requiring neonatal care. We also introduced a new Transgender 
and Gender Identity Policy, designed to help us support our trans and non-binary staff. 
 
Timewise has worked with our Human Resources and Organisational Development Unit to improve our capability in flexible 
job design and building flexible career pathways to upskill the function to better support managers to offer more flexible 
working opportunities.  We have also participated in BITC and other events, for example the Open Data Summit 2018 to share 
knowledge and expertise on the initiatives we are pursuing to improve our gender representation and create an inclusive GLA 
culture. In addition, we have started work to gather a clearer insight on our Employer Value Proposition which we hope to 
complete by March 2019.  
 
We contributed to the Timewise roundtable in April: The Gender Progression Gap: Uncovering the Truth about the Gender Pay 
Gap and how to tackle it. We also contributed to EHRC research on pay gaps where the GLA is featured as a case study –  

 

  

4. The GLA Action Plan 

Since the publication of our 2016 gender pay gap we have delivered a number of initiatives to reduce the gap.  These included: 
 

• Unconscious bias learning for all senior staff at the GLA, including the Mayor, his team, the corporate and senior 
management teams 

https://www.equalityhumanrights.com/sites/default/files/measuring-and-reporting-on-ethnicity-and-disability-pay-gaps.pdf.


• Supporting the Women of City Hall Network and their programme of activities and events 

• Introducing the `Our Time – supporting future leaders’ which paired high potential women with senior management level 
champions both male and female who help to open up the professional networks, opportunities and contacts often 
needed to progress within workplaces. 

• Signed up to The Tech Talent Charter which brings together industries and organisations to drive diversity and address 
gender imbalance in technology roles.  

 
There are more things we want to do in 2019 including reviewing our policies on additional payments and their application and 
the below actions are jointly owned by the Corporate Management Team, Diversity and Inclusion Management Board (with its 
representatives from all GLA Directorates, Staff Networks, the Mayor’s Office and Unison) and the Human Resources & 
Organisational Development (HR&OD).  
 
 
 

GLA Gender Pay Gap Action Plan 2019 

 

No. D&I Action Standard Action Owner Timeframe 

1 Diversity 

Foundations 

Chief Officer acts as Diversity Sponsor with 

organisational accountability for diversity and 

performance against any workforce aspirational 

objectives. All Corporate Management Team (CMT) 

members to sponsor a different area of equality and 

diversity both internally and externally. 

Chief Officer, 

CMT  

Throughout 

the life of this 

plan  

2  Implement directorate-level workforce diversity and 

inclusion action plans to improve the representation 

of women at all levels in the organisation, so that the 

GLA’s staff reflect the economically active population 

at all levels and close the gender pay gap 

Executive 

Directors 

In place - 

ongoing and 

monitoring 

https://techtalentcharter.co.uk/


No. D&I Action Standard Action Owner Timeframe 

3  All Senior Management Team members to have an 

annual appraisal objective on diversity, specific to 

their role, for which they are accountable. Progress to 

be reported to the Diversity and Inclusion 

Management Board. 

HR&OD and 

CMT 

From 

November 

2018 

4 Workforce 

Transparency 

Review our HR policies and their application in line 

with best practice to ensure consistency – prioritising 

those that are likely to impact most - so that all staff 

(including women) are not disadvantaged in 

recruitment, selection career progression and reward. 

Develop performance measures to evaluate the effect 

of this work.  

HR&OD 

Assistant 

Director 

 

December 

2019 

5 Recruitment Maximise our ‘employer value proposition’ (our 

proposition as an employer to prospective 

employees) to attract more external women 

applicants from a range of backgrounds for GLA jobs 

in particular at senior level in order to reflect the 

diversity of London and create a diverse workforce. 

HR&OD 

Assistant 

Director 

 

March 2019 

6  Promote our new and updated policy on Premature 

Birth and Neo-Natal Care internally and externally, 

including using recruitment materials. 

HR&OD 

Assistant 

Director 

March 2019 

7  Continue to improve capability in flexible job design 

and building flexible career pathways.   

HR&OD 

Assistant 

Director 

Dec 2019 



No. D&I Action Standard Action Owner Timeframe 

8 Career Development 

and Reward 

Develop and maintain a pipeline of future senior 

women leaders by running further cohorts of Our 

Time to support the development of women, 

particularly those facing multiple barriers to 

progression. 

HR&OD 

Assistant 

Director 

December 

2019 

9  Work with the wider GLA family to promote women’s 

networks to GLA women to support their career 

develop. 

HR&OD 

Assistant 

Director 

Throughout 

2019 

10  Review and strengthen succession planning and 

talent management processes which together will 

lead to an effective career development process for 

senior roles. 

HR&OD 

Assistant 

Director 

September 

2019 

11  Review our policies and practice around additional 

payments to ensure it is fair and transparent and that 

women, and other groups are not disadvantaged. 

HR&OD 

Assistant 

Director 

September 

2019 

12 Inclusive Culture: 

GLA Women’s 

Network 

Roll out Inclusive GLA learning to reduce bias to all 

new and existing staff as part of a programme of 

activities to promote an inclusive culture. 

HR&OD 

Assistant 

Director 

Throughout 

2019 

13  Continue to support the GLA Women’s Network and 

their programme of activities and events.  

HR&OD 

Assistant 

Director 

Throughout 

2019 

 
 


