
 

 

 
Transport for London 

 
CORPORATE ADVISORY PANEL 

 
Meeting No. 1 to be held on Thursday 25 January 2007 at 1400hrs 

Windsor House, 14th Floor Boardroom 
 
 

AGENDA 
 
 

A Meeting of the Panel will be held to deal with the following business: 
 

 
 

1. Apologies  for Absence 
 

 

   
 Business Items Sponsor 
   
2. CAP Terms of Reference and CAP  

Work Plan 2007 
 

Peter Hendy, Commissioner 
 

3. TfL Workforce  Valerie Todd, Interim MD 
Group Services 
 

4. TfL Workforce Diversity Valerie Todd, Interim MD 
Group Services 
 

5. TfL Accommodation Strategy Charles Stafford, Director 
Group Property and Facilities 
 

6. Project consents (ACORN) Ben Plowden, MD Group 
Communications 
 

7. Any Other Business 
 

 

 
 

Date of next meeting 
18th May 2007  at 1000 hours 

Windsor House, 14th Floor, Boardroom 
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Table 2 – The average time to close a disciplinary /grievance case by period. 
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5 Sickness Absence  
 

Sickness Absence (3 period rolling average) 
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5.1 Sickness levels across TfL were within target levels for period 9. The 

slight increase in sickness absence since period 6 is in line with 
seasonal expectations as the trend lines for 2004/5 and 2005/6 
illustrate. 

 
Sickness Absence – London Underground 

-
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Actual: Op staff  1.18  1.21  1.06  1.08  0.98  1.00  1.08  1.08  1.10  1.07  1.12  1.15

Actual: Non-op staff  0.55  0.64  0.50  0.40  0.38  0.40  0.52  0.61  0.50  0.53  0.55  0.54

Target: Op staff  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06

Target: Non-op staff  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58

Actual: All staff  1.04  1.08  0.93  0.92  0.84  0.86  0.95  0.97  0.96  0.94  0.98  1.01

Target: All staff  0.58  0.58  0.58  0.95  0.95  0.95  0.95  0.95  0.95  0.95  0.95  0.95

11 12 13 01 02 03 04 05 06 07 08 09

 

Sickness Absence – Surface Transport 
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Actual: Op staff  1.12  1.11  0.67  0.95  0.97  1.01  0.93  1.04  1.06  0.94  1.00  1.07 

Actual: Non-op staff  0.46  0.47  0.43  0.31  0.32  0.29  0.31  0.39  0.33  0.33  0.40  0.39 

Target: Op staff  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06  1.06 

Target: Non-op staff  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58 

Actual: All staff  0.74  0.74  0.58  0.58  0.60  0.60  0.58  0.67  0.64  0.59  0.65  0.67 

Target: All staff  0.79  0.79  0.79  0.79  0.79  0.79  0.79  0.79  0.79  0.79  0.79  0.79 

11 12 13 01 02 03 04 05 06 07 08 09

 
5.2 Overall sickness absence rates within London Underground continue to 

be slightly worse than target this period due to an increase in 
operational sickness rates of 0.1 days above target of 1.06 days per 
employee. In contrast non-operational absence rates improved and 
were better than target at 0.54 days per employee. 

 
5.3 The overall sickness rate in Surface Transport was better than target at 

0.67 days per employee and represents a continued improvement of 
0.02 days per employee. The absence rates of operational staff 
worsened slightly by 0.07days per employee. 

 
Sickness Absence – London Rail 
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Target: Non-op staff  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58

Actual: All staff  0.04  0.15  0.03  0.06  0.14  0.14  0.27  0.13  0.29  0.26  0.30  0.42

Target: All staff  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58  0.58
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Sickness Absence – Group Directorates 
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5.4 Sickness rates in London Rail were 0.42 days per employee, well 
below the target of 0.58 days. 

 
5.5 Sickness rates within corporate departments increased to 0.57 days 

per employee compared to a target rate of 0.58 days. 
 
5.6 There is a concerted effort across TfL to manage sickness levels. 

Recently, back to work interviews have become mandatory, health 
interventions are undertaken for illness such as stress and 
occupational health engagement together with occupational health 
referrals are implemented.   

 
6 Recruitment and Retention 
 
6.1 Period saw an increase in the recruitment activity across TfL. This has 

been driven by the need to fill roles created as part of the TfL business 
plan 2006/7, the need to reduce our reliance on temporary labour, and 
the numbers of staff needed to support the London Underground line 
upgrade programme. The staff turnover rate across TfL is currently  
c10% and has been at this level since period 6. Staff turnover has also 
contributed to the high volumes of recruitment. The tables below 
illustrates the trend is recruitment for senior and specialist post and 
high volume roles, e.g. customer services assistants revenue 
inspectors. 

 
 Table 7 -Non operational recruitment   Table 8 -Operational recruitment 

 
 
6.2 As part of its service improvement programme HRS, in conjunction with 

the modes and corporate departments, has put in place plans to reduce 
the time taken to recruit (i.e. from advert to offer and from offer to 
starting employment). The tables below illustrate the current 
performance. 
Table 9 - Non operational – time to recruitment   Table 10 - Operational – time to recruitment 
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7 Temporary Staff 
 
7.1 It is recognised good practice to retain a flexible element in any 

workforce. At present 8.4% of the TfL workforce is temporary staff, thus 
providing the flexibility to scale down or up to meet the demands of the 
business. (NB. This figure excludes consultant engaged through 
contracts to work on specific projects). TfL is still working to understand 
the current ratio of permanent staff to temporary; however the current 
position is that the level of temporary staff within the organisation is too 
high with around 630 having been in engaged by TfL for over 12 
months. 

 
 

Table 11 – Number of temporary staff across TfL 

 
 

 
Table 12 – Number of temporary staff across TfL in post for more than 12 months 

 
 
 
7.2 Although the number of temporary staff has reduced slightly since 

period 1 from 1,818 to 1,718 the number of agency staff as a 
percentage of the overall workforce has fallen from 9.9% to 8.4%. 
Across TfL plans are in place to further reduce the number of 
temporary staff. 
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8 Learning and Development 
 
8.1 The Learning & Development team is focused on producing a pan TfL 

management development framework, which is specially targeted at 
manger grades 2 and 3 across all modes.  The programme comprises 
essential and specialist skills and the roll-out has commenced and will 
be fully implemented by the end of this financial year. 

 
8.2 At senior management level leadership development interventions 

have been designed with the aim of enhancing the overall Leadership 
Capability across TfL.  This programme comprises both formal and 
informal learning and includes an on line development tool to highlight 
individual potential development needs informing ongoing performance 
discussions. 

 
9 Performance management 
 
9.1 Performance Management at TfL is a process that helps the business 

and our people succeed in achieving their goals and developing their 
capability.  At its core it will ensure that people know exactly what is 
expected of them, know how well they are doing and lastly know how 
they can improve and progress. 

 
9.2 It is a process that connects quality conversations around performance 

throughout the year, both formal and informal. The primary aim of the 
conversations is to engage the individual in the aims of the business, 
clarify what success will look like and how the organisation will get 
there.  

  
9.3 Performance Reviews will be conducted between 26 February 2007 

and 23rd March 2007.  Moderation and sign off, including 
the analysis and review of the distribution of performance ratings by 
diversity factors will be complete by the end of May 2007.  

 
10 Recommendations 
 
10.1 The Corporate Advisory Panel is asked to note the report. 
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        AGENDA ITEM 4 
TRANSPORT FOR LONDON 

 
CORPORATE ADVISORY PANEL 

 
SUBJECT:  WORKFORCE DIVERSITY 
 
MEETING DATE: 25 JANUARY 2007 
 
1. Purpose 
 
1.1 Transport has a vital role in creating a socially inclusive transport 

network. TfL is committed to providing safe, integrated and accessible 
transport to all those who live in, work in or visit London.  

 
1.2 This report summarises TfL’s workforce diversity in relation to race, 

gender, disability and age providing the basis for future discussions at 
the Panel on plans and actions to improve workforce diversity, tackle 
discrimination and promote equality of opportunity.   

  
2. Background 
 
2.1 TfL is challenging discrimination and removing any unintended 

adverse impacts experienced by women, black, Asian and minority 
ethnic groups, disabled people, lesbians, gay men, bisexual (LGB) 
and transgendered people, older people, children and younger 
people, and people of faith and belief. TfL is also creating 
opportunities for the employment of people from the following groups 
who historically have experienced social exclusion. Unemployed 
people, people on low income, lone parents, people with caring 
responsibilities and refugees and asylum seekers. 

 
2.2 Workforce Targets are set for BAME people, Women and Disabled 

people.  TfL monitors the representation of people of faith and belief 
and LGB people, but does not currently set specific targets for these 
groups.  During 2004 TfL carried out a staff survey requesting staff to 
declare their faith or belief or their LGB status.  Approximately 24% of 
the organization responded to that survey and around 7% of staff 
have declared themselves to be either a Lesbian, a Gay man or a 
bisexual person.  Around 24.3% have declared themselves to be a 
person of faith or belief.    TfL plans to re-survey staff during 2007.   
TfL were recently placed 8th  out of total of 200 organisations who took 
part  in Stonewall’s workplace index which indicates that we have a 
positive approach to LGB issues in the workplace and that we are 
seen as a LGB friendly employer.   A LGB equality scheme will be 
developed during 2007 which will set out our key priorities for the next  
years including plans to further improve representation of LGB people 
in the organization. 

 
2.3 TfL is finalising its Faith Equality Scheme which further develops our 

approach to faith equality in the workplace.  Consultation and 
independent research with staff has shown that people of faith and 
belief within the organization regard us as a fair employer and that we 
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approach faith issues with sensitivity.  Our aim over the next 12 
months is to develop managers’ understanding of the particular faiths 
or beliefs represented in the workforce.  

 
2.3 Since it was established in 2000, TfL has placed great emphasis on 

promoting equality, eliminating discrimination and creating work 
opportunities for all Londoners.  Over the past three years this has led 
to the following overall improvements: 

 
 
 31/3/04 

Actual (%)
31/3/05 

Actual (%) 
31/3/06  

Actual (%) 
% of black, asian and ethnic 
minority staff  

31.9 32.0    32.9 

% of women staff  20.9 21.3 22.3 
% of black, asian  and ethnic 
minority staff in top 5% of earners  

8.2 9.2 9.8 

% of women in top 5% of earners  14.8 15.1  16.7 
% of women joiners  34.5 32.0 37.0 
% of black , asian and ethnic 
minority joiners  

36.1 38.0 28.9 

% of staff who are disabled  - * 0.4  7.7 
    
 
* Due to the merger of London Underground and TfL during 2003/04 no actual 
figures for the organisation as a whole were recorded as LU did not monitor 
disabled staff in its organisation.  A staff survey was carried out in 2004 
across TfL and this was repeated in December 2005.  
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3 Representation of women across TfL 
 
3.1 The following data (Table 1) shows the representation of women 

relative to men across the organisation. The overall target for women’s 
representation in TfL for 2006/07 is 23.9%. Currently 22.7% of the 
workforce are women.  

Table 1 

Gender Distribution by mode
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3.2 Progress to date shows that although there has been a year on year 
improvement it is unlikely that the 2006/07 targets will be met.  There 
are a number of factors which have influenced this performance, 
including the higher rate of turnover for women when compared to men 
and the lower attraction rates for women.    

 
3.3 There are a number of key activities aimed at increasing women’s 

representation in the workforce.   TfL has established a presence on 
recruitment portals specifically targeting women such as ‘where women 
want to work’.  TfL continues to have a high profile at appropriate 
exhibitions and has established an engagement programme with Job 
Centre plus to become more finely tuned to the behavioural 
characteristics of women seeking employment.   

 
3.4 Past successes include campaigns to recruit women tube operators in 

London Underground resulting in an increase from 2.6% to 7.8% since 
2001.  Work is now underway to encourage women supervisors to 
become duty managers. Initiatives such as the dignity at work 
programme have helped London Underground and Women in the Bus 
Industry led by London Buses have improved facilities and 
opportunities for women.  Further work has been carried out to 
encourage more women to become Revenue Protection Inspectors, 
this has included a more targeted recruitment campaign emphasising 
the customer services aspects of the role. 

 
3.5 Internal research has also been undertaken to understand the attitudes 

towards flexible working arrangements and the impact this has on 
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career choices. The results of this research are being collated and a 
report will be circulated for consideration by the business in the final 
quarter of 2006/7. 

 
3.6 During December 2006 TfL introduced a child care voucher scheme to 

assist staff in meeting the cost of nursery and other prescribed child 
care arrangements.  It is too early to assess uptake, but it is likely to 
have a positive effect on maternity return rates and retention of women 
within the organisation.    

 
3.7 TfL’s Gender Equality Scheme will be published in February 2007.  

This work has been developed not only to meet our obligation under 
the up-coming Gender Duty but also to build on TfL’s work in 
addressing the barriers that lead to job segregation.   
 

4 Women in Senior Management Positions 
 
4.1 Women make up 20% of the people in senior management positions 

compared to the target for 2006/07 of 21.1%.  There has been an 
increase of 0.5% in the last quarter. This improvement is encouraging. 

 
Table 2  

Senior Management - Gender Representation
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4.2 Group E&I are currently monitoring through the exit interview process 

women leaving TfL, specifically, corporate areas, London Rail and 
Surface Transport.  Exit interviews are undertaken by an independent 
consultant. The findings will increase understanding of the reasons for 
women choosing to leave the organisation.  The trial started at the end 
of September 2006 and the first reports are due in the final quarter of 
2006/07.  
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5 Representation of women by age band 
 
5.1 A review of the Age distribution of staff demonstrates a diverse and 

balanced workforce.  Table three shows that female staff are relatively 
younger than male staff which is probably due to transport being an 
historically male dominated industry. 

Age distribution by gender
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Table 3 

 
5.2 Tables 4 – 7 show the distribution of staff by age and gender across 

modes.  Men are relatively older in the operational modes and in areas 
such as London Rail where older workers are more likely to hold rail 
related technical experience.  In corporate areas, the distribution of 
men and women between the age groups is more evenly distributed 
which indicates women’s long established place in professions/ 
disciplines such as legal services, HR, administration.  
 
Table 4       Table 5 

Age distribution - corporate directorate
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Age Distribution - London Underground
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Age Distribution - Surface Transport
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Age Distribution - London Rail
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Table 6       Table 7 
 

 
6 Representation of Black Asian and Minority Ethnic Staff (BAME) 
 
6.1 During 2006 TfL adopted a single method of reporting BAME figures 

across the organisation which reflected the indicators required under 
Best Value reporting.  This means that BAME representation is 
calculated using the total number of staff who have declared their 
BAME status and discounts the numbers who have not declared or 
prefer not to say. 

 
6.2 Currently 90.1% of the workforce have provided this information.  The 

number who have not provided this information is within the range that 
is expected from an organisation of TfL’s size and complexity. TfL will 
continue to encourage staff to provide this information.  

 
6.3 Table 8 illustrates overall TfL position in terms of its representation of 

BAME staff.  The current position shows that 33.2% of the workforce is 
from BAME groups compared with a target of 27% (which reflects 
London’s economically active BAME population). Data source:  LDA 
BVPI 17B Annual population survey 2005/06.  

 
6.4  BAME people are better represented in operational areas of the 

organisation such as London Underground and Surface Transport and 
less well represented in the support functions of the corporate 
directorates or in London Rail. 
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6.5 Table 9 shows representation of BAME people in senior management 
across the modes.  Currently 10.5% of senior roles are occupied by 
people from BAME groups.  This is 1.1% above the target for 2006/07.   

 
 

Table 9 

BAME Senior Manager representation by Mode
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6.6 Increasing the representation of BAME people within senior roles 

remains a key priority for the organisation.  TfL will continue to ensure 
that recruitment campaigns are targeted at reaching the widest 
possible pool and that recruiting managers are trained in conducting a 
recruitment exercise that promotes equality of opportunity.  

 
6.7 In addition, the TfL mentoring scheme has been successfully launched 

and currently 47% of participants on the scheme are from BAME 
groups. Mentoring is a recognised way of encourage more people from 
under-represented groups to plan and pursue their career choices. 

 
6.8 Another example of good practice has been the TfL Press officers 

Internship Scheme. An initiative driven by the Group Media Relations 
to create a development and employment opportunity for BAME 
people, who are under-represented in this field.   

 
6.9 During 2007 TfL will re-write its Race Equality Scheme and will develop  

further plans to work with educational establishments and other 
organisations to increase further BAME representation within the 
organisation. 

 
7. Disabled Staff Representation  
 
7.1 Following discussions with the Disability Rights Commission and the 

Audit Commission, during December 2005 TfL conducted a workforce 
survey to re-establish the number of disabled people working for TfL.  
52% of staff responded to this survey, which is well above the level of 
participation in similar exercises carried out in 2003/04.  TfL will repeat 



8 

this exercise again during December 2007. Encouragingly, responses 
from the survey were evenly spread across the modes and also 
between operational and non operational roles. 

  
7.2 The target for 2006/07 is 7.8%. Current performance (Table 10) shows 

that disabled people make up 7.44% of the workforce and this figure is 
fairly constant across the modes and corporate directorates with the 
exception of London Rail where 4.7% of the workforce has declared a 
disability.     

 
7.3 During 2006 TfL developed its Disability Equality Scheme and has 

included a number of actions in the scheme to both increase the 
number of disabled people applying for roles as well as ensuring that 
the process is as accessible as possible for disabled people with a 
variety of access needs. 

 
7.4 Group E&I are working with Group HR services to review the current 

processes from end to end and a disabled person with recruitment 
expertise is leading this piece of work.  The scope of this work also 
covers the processes of: implementing reasonable adjustments, 
selection methodology and our vacancy advertising strategy.  The work 
is also looking at the best way of opening up work placement 
opportunities for disabled people and builds on the work done with the 
Camden Society and with Action for Blind people. 

 
    Table 10 
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8. Disabled Staff in Senior Management 
 

8.1 The senior management population (Table 11) shows that 4.5% of 
senior managers are disabled people. This compares with an overall 
target of 5.9%. Corporate areas and London Rail are below this figure 
with 2.5% and 3.9% of senior managers in these areas identifying 
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themselves as disabled. 5.4% of senior managers in Surface Transport 
and 5.5% in London Underground are disabled.    

 
8.2       The low representation of disabled people in senior roles must also be 

addressed through developing existing disabled staff as well as 
attracting applicants from disabled candidates.  During 2007 TfL plans 
to hold a recruitment event, working with other organisations to 
enhance our profile with disabled people as a possible employer. 
Currently 9 of the mentees on the Mentoring programme have 
identified themselves as disabled people.  

 
Table 11 

BAME Senior Manager representation by Mode
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9. Future targets: 
 
9.1 Equality & Inclusion targets for the period 2007-2008 are currently 

being compiled.   Current performance together with demand planning 
will be taken into consideration.  These will once again establish 
targets across TfL for women, BAME and disabled staff.  Other 
groupings including faith and belief and sexual orientation will continue 
to be monitored to ensure that TfL remains reflective of the London 
community it serves. 

 
10. Recommendations 

 
10.1 The Corporate Advisory Panel is asked to note the progress made to 

date across the Equality & Inclusion agenda and offer comments as 
appropriate. 
 


