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foreword
This is the fourth year of the Green Park Leadership Series, and the first Local 
Government Leadership report specifically written for Local Authorities. It 
follows on from the 2017 Leadership 5000 report analysing gender and 
ethnocultural diversity across the Public Sector including Local Government. 
This report analyses both Chief Officer and Chief Executive roles across all 
English Local Authorities. The purpose is to monitor diversity trends within 
senior leadership, enabling Authorities to measure their progress in creating 
increasingly inclusive senior teams that reflect their wider workforces and 
the communities they serve.

Green Park has been an active champion of diversity 
and inclusion in all its forms since our inception 
in 2006 as we look to change the face of work by 
helping people and organisations think differently 
about talent.

2018 has been a watershed year as the spotlight 
shines even brighter on diversity and inclusion 
nationally; not least in terms of the gender pay gap 
and the lack of female representation on boards. 
These reports are our contribution to the health and 
prosperity of a sector that has suffered significantly in 
terms of public perception over the past 12 months 
and has been hit harder than any other by austerity 
since 2010. Despite the prevailing climate, at a 
time when public scrutiny and trust is volatile, Local 
Authorities have an even greater responsibility now, 
not only to meet the demands of their communities, 
but also to better reflect them from a diversity and 
inclusion perspective.

This is our most comprehensive research yet and it 
demonstrates that little progress is being made when 
it comes to under-represented groups securing senior 
leadership roles in Local Authorities. This is often not 
the case in roles at lower grades but that is precisely 
the point – it is incumbent on Local Government, 
individually and collectively, to foster and enable 
greater levels of inclusion in its most senior ranks. 
Whether diversity is acquired or inherited, visible or 
otherwise, evidence shows that no organisation can 
sustainably thrive and evolve without increasing the 
agility, skills and customer orientation of its leadership 
team. The correlation between such qualities, the 
diversity of the team, the inclusiveness of the culture 
and the ability of the organisation to remain relevant to 
its community is compelling. Indeed, monochromatic 
leadership teams achieve lower levels of success than 
those with broader thinking, experience, perspective 
and inputs.

As someone once famously sang, “you can’t always 
get what you want”. In the context of austerity, 
the sector would likely, if quietly, admit that talent 
management and development in all their forms 
have suffered from under-investment in recent years 
despite an often-stated desire to do more to increase 
diverse representation and inclusion, particularly at 
the top where it remains painfully lacking.

The factors influencing increasing representation are 
far from universally applicable across the country. 
The opportunity to raise the bar varies according 
to a whole host of factors; not least geography, 
organisation scale and scope, and local talent pools. 
However, every Local Authority has a responsibility 
to nurture and develop the diverse talent of today, 
as well as of tomorrow, and to create the most 
inclusive and representative leadership possible. It 
is a shared responsibility and we remain committed 
to further changing the face of work in 2018 and 
beyond, as we continue to champion the power of 
inclusion in Local Government.

Neil Lupin 
Managing Partner, Green Park
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The Local Government Leadership report maps the gender and ethnocultural 
diversity of Board and Executive leaders in Local Authority organisations. The 
sample is carefully designed to allow comparison with the Top 20 levels of 
The Green Park Leadership 10,000, an analysis of the FTSE 100’s Top 10,000 
senior leadership.
Our analysis shows that there has been very limited 
progress for women at Top 20 level in Unitary 
Authorities and County Councils and a fall in the 
number of women in senior management positions in 
Metropolitan Boroughs and London Boroughs.

Such glacial progress extends to the ethnocultural mix 
of senior management. There are now 10 Black, Asian 
and Minority Ethnic (BAME) CEOs across all Unitary 
Authorities, County Councils, Metropolitan Boroughs 
and London Boroughs. District Councils show a better 
result, with six BAME CEOs.

Most noticeably, despite London having a population 
that is 60% white and 40% non-white, only two 
of London’s 32 Boroughs have BAME CEOs. Yet 
progress is being made in the representation of BAME 
people at Top 20 level in London Boroughs with a 4.9 
percentage point increase from 5.6% in 2017 to 10.5% 
today. This compares favourably to Local Authorities 
outside London, which average out at about 3%.

Women are most likely to make it to Top 20 Level 
in London Boroughs, but when it comes to women 
achieving the top role of CEO, Metropolitan Boroughs 
offer the best prospects. There has been a significant 
increase in female CEOs appointed to lead Metropolitan 
Boroughs where women now account for 55.6% of 
CEO positions, compared to 47.2% a year ago.

While it is encouraging to see such positive pockets 
of progress with more councils adopting a diverse 
approach to recruitment and leadership development, 
a look at the overall representation of women and 
ethnic groups shows that there’s still progress to be 
made. Combined analysis of all senior roles across 
Unitary Authorities, County Councils, Metropolitan 
Boroughs, London Boroughs and District Councils 
reveals that the majority of senior positions are 
occupied by men, with only 39% held by women. 

This latter figure compares well with the FTSE 100, 
where according to our most recent research only 
24% of the top roles are held by women. However, 
considering 51% of the UK working age population 
are female, deficit still exists at the highest levels of 
Local Authority management.

The overall proportion of senior roles held by BAME 
executives now totals 3.7%. With the UK population 
including 13% non-white citizens, there is clearly an 
even wider diversity gap to fill before the insights 
and interests of everyone are truly represented in 
Local Government.

executive Summary 

There are now 10 Black, asian and MinoriTy eThnic (BaMe) 
ceos across all UniTary aUThoriTies, coUnTy coUncils, 

MeTropoliTan BoroUghs and london BoroUghs
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In analysing the ethnocultural diversity of the Local 
Government Leadership 2018, we have categorised 
names in over 200 different classifications. To 
create a meaningful picture, and to approximate to 
common usage, we have aggregated these into five 
categories – three ethnic categories (white, black, 
Chinese/other Asian) and two cultural/religious 
categories (Muslim and Hindu + Sikh). Throughout 
this report we refer to this collective grouping as 
Black, Asian and Minority Ethnic (BAME). 

We are confident that these categorisations are, in 
practice, the best comparisons for the identity groups 
used. In a few cases where a group is identified both 
by national and cultural signifiers, we have chosen 
what we take to be the category that most strongly 
predicts outcomes. For example, Indian Muslims are 
categorised in the broad group “Muslim”.

People of mixed heritage tend to be counted 
according to their male parental origin, though the 
combination of personal and family name usually 
offers a strong indication of the most appropriate 
category.

This report covers Unitary Authorities, Metropolitan 
Boroughs, County Councils, London Boroughs and 
District Borough Councils. The layers of leadership 
that we analyse are defined as follows: 

•	 The	Top	20:	The	overall	representation	of	senior	
management made up of the Chief Executive 
and their direct reports (Chief Officers) 

•	 The	Chief	Executive	

•	 Chief	Officers	-	The	Chief	Executive’s	 
direct reports

We have examined the background of 2425 
individuals in total. They include: 363 individuals 
within the 55 Unitary Authorities, 220 individuals 
at the Metropolitan Boroughs, 195 individuals in 
the County Councils, 258 individuals at the 32 
London Boroughs and 1389 individuals in the District 
Boroughs. The analysis by gender and ethnocultural 
origin is collated using Origins, a unique software 
tool created by Professor Richard Webber, best 
known as the lead developer of two of the most 
commonly used consumer classification systems in 
the world: Mosaic and Acorn. 

This software employs a database of 1.2 billion 
individual records globally. It uses 2.5 million family 
names and 0.8 million personal names to generate 
algorithms that can associate individual names with 
gender and ethnic or cultural identity. We have tested 
this against several samples where the ethnic and/
or gender compositions are known through other 
methods and achieved accuracy in excess of 95%.

For example, against a file of 40 million British 
adults, the software we use produces a population 
breakdown directly comparable to that of the 2011 
census. In some respects, our breakdown differs 
slightly from that published by public service 
employers. The principal reason is that most 
published surveys rely on self-declaration, which, 
in the case of ethnocultural origin, suffers from 
partial, incorrect or differential rates of return by 
various ethnic groupings. Our Origins database is 
unaffected by any of these difficulties. In the case 
of the Executive Level employees considered in 
this report, virtually all names are published on the 
relevant organisation’s website or annual report. 
Where possible, we have validated our results 
through other methods. 

Our statistics are correct as of Aug 2018. All figures 
are rounded to one decimal point. 

metHodoLoGy

termiNoLoGy
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uk PoPuLatioN

uk workiNG aGe PoPuLatioN (2011)

Our results should be viewed within the context 
of the background of the country’s ethnocultural 
composition. In the 2011 Census, most of the UK 
population described themselves as belonging to the 
“White” ethnic group (87%, or 55 million).

The remaining 13% (8.1 million) belonged to a minority 
ethnic group, representing one person in eight of 
the UK population. The Asian/Asian British (including 
Chinese) ethnic group accounted for 7% of the UK 
population (4.4 million people). The Black ethnic 
group accounted for a further 3%. The remaining 3% 
comprised a variety of smaller groups.

Our database classifications – for both the overall and 
the working population – are consistent with those 
derived from the census. In this report, we focus on 
Local Authorities inside and outside of London. In 
London, 44.9% of residents describe themselves as 
White British, with another 14.9% accounting for other 
White groups. 

etHNocuLturaL GrouP

Black Pakistani Indian Chinese
African Bangladeshi any other Asian
Caribbean Arab
Black British

White

chinese/other asianHindu + SikhmuslimBlackwhite unknown/other

87.2% 3.5%3.6% 0.6%3.8% 1.3%

female male

51% 49%
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all local government
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Women hold 39% of leadership roles in Local Government across England. Compared to the FTSE 100 equivalent 
metric of 24.3%, Local Authorities are performing well, however there is still some way to go to match the female 
working age population at 51%. Overall, District Councils under-perform against the wider Local Government 
community with 37% representation whereas this figure rises to nearly 45% within the London Boroughs.

FIG 1. ALL LOCAL GOVERNMENT TOP 20 : SECTOR COMPARISON

GeNder diverSity

39% 24.3% 51%

aLL LocaL GoverNmeNt ftSe 100 toP 20 LeveL uk workiNG aGe PoPuLatioN

LONDON BOROUGHS TOP 20 LEVEL

DISTRICT COUNCILS

COUNTY COUNCILS TOP 20 LEVEL

METROPOLITAN BOROUGHS TOP 20 LEVEL

FIG 2. ALL LOCAL GOVERNMENT TOP 20 : LOCAL AUTHORITY COMPARISON

UNITARY AUTHORITIES TOP 20 LEVEL

femaLe

39.4%

43%

41%

44.6%

37%

Sector comPariSoN

LocaL autHority comPariSoN
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FIG 3. ALL LOCAL GOVERNMENT TOP 20 : SECTOR COMPARISON

etHNocuLturaL diverSity

LONDON BOROUGHS TOP 20 LEVEL

DISTRICT COUNCILS

COUNTY COUNCILS TOP 20 LEVEL

METROPOLITAN BOROUGHS TOP 20 LEVEL

FIG 4. ALL LOCAL GOVERNMENT TOP 20 : LOCAL AUTHORITY COMPARISON

UNITARY AUTHORITIES TOP 20 LEVEL3.3%

3.2%

2.6%

10.5%

2.7%

Bame

3.7% 7.1% 13%

Bame Bame Bame

aLL LocaL GoverNmeNt ftSe 100 toP 20 LeveL uk workiNG aGe PoPuLatioN

Sector comPariSoN

LocaL autHority comPariSoN

The proportion of BAME representation in Local Government leadership positions is woeful. Considering the 
drive for Local Authorities to reflect the communities they serve, levels of senior BAME representation are 
astonishingly low. Across the sector, this figure stands at just 3.7% which is barely half the equivalent statistic in 
the FTSE 100. 

With 13% of the UK working age population identifying as non-white, these figures should act as a wake-
up call to the sector. Again, London Boroughs buck the trend with BAME representation at 10.5% which has 
progressed when compared to 2017. However, it is the District and County Councils that have the most ground 
to make up in this regard.
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unitary authorities
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GeNder diverSity

2018 2017

FIG 6. UNITARY AUTHORITIES : CEO

FIG 7. UNITARY AUTHORITIES : CHIEF OFFICERS

36.4%

29.1%

Little progress has been made over the past twelve months in terms of female representation in Unitary 
Authorities. Whilst there has been a very small uptick in female CEOs, overall female representation remains 
stubbornly cemented at under 40% compared to the female UK working population at 51%. 

The number of women occupying a Chief Officer role within Unitary Authorities has remained almost static at 
39.9%, highlighting a lack of progress in developing a strong pipeline of female executives.

cHief officerS

femaLe

femaLe

39.4%

39.9%

38.5%

40.4%

2018

2018

2017

2017

FIG 5. UNITARY AUTHORITIES : TOP 20

toP 20

ceo
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2017

2018

2017

2018

etHNocuLturaL diverSity
In 2017 our analysis disclosed zero representation of BAME CEOs within the 55 Unitary Authorities. Progress 
in 2018 has been minimal, despite an interim management appointment that portrays a generous picture, 
where in fact no real progress has been made. Across the Top 20, very minor improvements have been seen 
with a nominal increase from 2.3% in 2017 to 3.3% in 2018. 

Progress towards fair and equal representation at the level below CEO within Unitary Authorities has only 
picked up marginally. 

FIG 8. UNITARY AUTHORITIES : TOP 20

FIG 9. UNITARY AUTHORITIES : CEO

FIG 10. UNITARY AUTHORITIES : CHIEF OFFICERS

2017

etHNic GrouP

etHNic GrouP

etHNic GrouP

20180.8% 1.1% 1.4%

3.6%

1.0%

0.3%

1.3%

1.7%

1.0%

0.7%

0.3% 1.4% 0.6%

cHief officerS

toP 20

ceo

Black Muslim Hindu & Sikh Chinese & Other AsianKEY
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METROPOLITAN BOROUGHS 
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GeNder diverSity

2018 2017

FIG 12. METROPOLITAN BOROUGHS : CEO

FIG 13. METROPOLITAN BOROUGHS : CHIEF OFFICERS

55.6%

47.2%

The share of women CEOs across the Metropolitan Authorities is the highlight of this report at 55.6%, noticeably 
above the UK working population figures. 

Whilst commendable progress has been made in the past twelve months, there has been a drop in female 
representation in the wider Top 20 cohort. Some of this may be due to the internal promotion of females to the 
position of CEO; however, if this is a trend that continues in subsequent years, it would indicate that there is a 
diminishing talent pipeline of future female CEOs currently working across the Metropolitan Boroughs.

FIG 11. METROPOLITAN BOROUGHS : TOP 20

femaLe

femaLe

43%

40.5%

45%

44.9%

2018

2018

2017

2017

cHief officerS

toP 20

ceo
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etHNocuLturaL diverSity

2017

2018

2017

2018

The complete lack of BAME representation at CEO level in Metropolitan Authorities for a second year 
running is one of our most disappointing findings. 

Considering the many diverse communities they serve, an overall year-on-year drop in BAME representation 
at Top 20 level is most certainly a worrying trend. Some of the most diverse places in England are within 
Metropolitan Authority areas yet overall BAME representation has fallen by 0.6% in a year. This may in part 
be due to promotions across other Local Authority types but what is most concerning is the apparent lack of 
BAME talent pipelining and succession planning. 

FIG 14. METROPOLITAN BOROUGHS : TOP 20

FIG 15. METROPOLITAN BOROUGHS : CEO

FIG 16. METROPOLITAN BOROUGHS : CHIEF OFFICERS

2017

etHNic GrouP

etHNic GrouP

etHNic GrouP

20181.4% 1.8%

1.1%

1.6%

2.3%

2.2%

1.1%

1% 1.9% 1%

cHief officerS

toP 20

ceo

Black Muslim Hindu & Sikh Chinese & Other AsianKEY
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county councils
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2018 2017

40.7%
33.3%

GeNder diverSity

FIG 18. COUNTY COUNCILS : CEO

FIG 19. COUNTY COUNCILS : CHIEF OFFICERS

County Councils have also demonstrated growth in the proportion of CEO and Chief Officer roles occupied 
by women but fall short of full parity on gender diversity.

cHief officerS

femaLe

femaLe

2018

2018

2017

2017

FIG 17. COUNTY COUNCILS : TOP 20

toP 20

ceo

41%

37.3%

41.4%

38.1%

Female representation at CEO level has made progress, moving from 33.3% in 2017 to 40.7% in 2018 due to 
nominal female appointments. Again, there has been small positive steps in Top 20 female representation 
but the 2018 figure of 41% still shows that most leadership positions in County Councils are occupied by men.
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etHNocuLturaL diverSity

2017

2018

2017

2018

There is not a single BAME CEO working across the County Council Network in England. BAME representation 
at Top 20 level has barely improved from 2.4% in 2017 to 2.56% in 2018. Further analysis would be needed 
to understand why these figures remain so low, given the scale of County Councils. It would seem the glass 
ceiling remains defiantly in place across the Counties.

FIG 20. COUNTY COUNCILS : TOP 20

FIG 21. COUNTY COUNCILS : CEO

FIG 22. COUNTY COUNCILS : CHIEF OFFICERS

2017

etHNic GrouP

etHNic GrouP

etHNic GrouP

20181% 0.5% 1%

1.2% 0.6%

1.4%

1.2%

0.7%

0.6%

3.7%

1.2% 0.6%

cHief officerS

toP 20

ceo

Black Muslim Hindu & Sikh Chinese & Other AsianKEY
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london BoRoUGHS
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GeNder diverSity

2018

31.3% 34.4%

2017

FIG 24. LONDON BOROUGHS : CEO

FIG 25. LONDON BOROUGHS : CHIEF OFFICERS

Ten of the 32 London Borough Chief Executives are female with most CEOs being disproportionally white males. 
It is perhaps surprising that the Metropolitan Boroughs outperform London in terms of female representation for 
the top job. The truth behind these statistics is that several CEO roles have changed hands this year – in fact, 
turnover stands at 18.75% at the time of going to print. 

Progress has stalled. There is a strong risk that by 2019 CEO turnover could be below 30% with further changes 
anticipated. It is a disturbing trend that one of the most diverse cities in the world is moving backward rather than 
forwards in terms of gender equality even if it is vastly outperforming the FTSE 100 for example, where female 
CEO representation is 6%.

Overall female representation in the Top 20 has also dropped and whilst it is a minimal shift, it is in the wrong 
direction. If this downhill dip continues, London Boroughs could find themselves outpaced next year by 
Metropolitan Boroughs in terms of Top 20 female representation.

FIG 23. LONDON BOROUGHS : TOP 20

femaLe

femaLe

44.6%

46.7%
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etHNocuLturaL diverSity

2017

2018

2017

2018

Currently, there are two BAME CEOs across the 32 London Boroughs. On the face of it, that is a fundamental 
shift from 2017, when there were none. Indeed, there had been no BAME CEOs in London since Derrick 
Anderson’s retirement from Lambeth in 2014. It is undoubtedly a positive step forward but at 6.25% BAME 
representation, it is less than half the UK working population average of 13%. 

London boasts one of the world’s most diverse populations and arguably, needs to lead the way for BAME 
leadership. White men still dominate these positions, holding almost two thirds in total. Of the two BAME 
appointments, one was an internal move that is a positive indicator for succession planning and, the other 
was a Chief Officer appointed from a Metropolitan Authority, which bodes well for future leaders who aren’t 
already working in London.

What has changed noticeably in 2018 is a near doubling of BAME representation in the Top 20 from 5.6% in 
2017 to 10.5%. This is impressive progress in a single year which will be interesting to track in future reports.

FIG 26. LONDON BOROUGHS : TOP 20

FIG 27. LONDON BOROUGHS : CEO

FIG 28. LONDON BOROUGHS : CHIEF OFFICERS

2017
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1.9% 2.8% 0.9%

cHief officerS
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district councils
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2018

30.3% 28.8%

this is the first year that we have expanded our analysis of district councils to include chief officers 
and, as such, we are unable to show year-on-year comparisons below ceo level.

District Councils lag behind all other types of Local Authorities in terms of Top 20 female representation at 
37% yet, are broadly comparable to London Boroughs and Unitaries in terms of female CEO representation, 
even if they have the lowest overall figure. Given the sheer number of District Councils across England, they 
most likely have the greatest opportunity of all Council types to make meaningful progress towards female 
equality.

2017

GeNder diverSity

FIG 30. DISTRICT COUNCILS : CEO

FIG 31. DISTRICT COUNCILS : CHIEF OFFICERS

cHief officerS

femaLe

femaLe

2018

2018

FIG 29. DISTRICT COUNCILS : TOP 20

toP 20

ceo

37%

38%
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The same is true of ethnocultural representation, as District Councils are outperformed by every other type 
of Local Authority in England when it comes to BAME representation. The overall figure sits at a stark 2.7% 
which is painfully below the 13% working age population statistic. It is essential that District Councils step up 
to ensure that aspirant BAME managers have access to senior roles. As things stand, District Council senior 
management teams simply do not mirror the wider population at large. Across the 201 District Councils that 
we examined, there are just six BAME CEOs. Put simply, more needs to be done.

etHNocuLturaL diverSity

2018

2017

2018

FIG 32. DISTRICT COUNCILS : TOP 20

FIG 33. DISTRICT COUNCILS : CEO

FIG 34. DISTRICT COUNCILS : CHIEF OFFICERS

etHNic GrouP
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Afterword 
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Our analysis of the top 2425 Local Government 
leadership roles reveals some mixed trends with 
pockets of promising diversity in some respects and, 
some concerning statistics elsewhere that have not 
progressed in the past 12 months. 

Overall, there is promising female representation 
in senior leadership positions with 39% of the top 
Local Government posts held by women. That 
compares favourably to 24% across the FTSE 100, 
although with some way to go to match the overall 
UK working age population at 51%. When looking at 
female representation at CEO level, it is positive to 
see a notable increase in females amongst the ranks 
of Metropolitan Authorities above the 55% mark, 
although representation lags behind in London 
Boroughs with the figures resolutely static around 
the one third mark. This is disappointing when 
considering the broader diversity credentials of 
the London Boroughs. Undoubtedly, it is one of the 
areas where Local Government arguably needs to 
improve female representation in the years ahead.

More detailed analysis of the proportion of female 
talent in areas such as finance, IT, law, procurement 
and environmental services across Local 
Government might well paint a picture of under-
representation at senior levels, whilst in areas such 
as adult and children’s social care and HR, female 
representation is likely at its highest.

Whilst female representation is reasonably healthy, 
the same cannot be said for ethnocultural diversity, 
and it is here that the most disappointing statistics 
are to be found. Considering that 13% of the UK 
population identifies as non-white, the lack of 
BAME representation in senior Local Government 

roles remains a critical concern. Although the 
drive towards Local Authorities reflecting the 
communities they serve through workforce diversity 
has gained significant traction in recent years, it is 
starkly apparent that representation at leadership 
levels remains stubbornly low. All too often, BAME 
groups are well represented overall yet are less 
able to progress to senior positions. Overall BAME 
representation is a concerning 3.7% yet across 
Counties and Districts this falls to 2.6% and 2.7%, 
respectively.

In London, which proudly boasts some of the most 
diverse and multi-cultural populations in the UK, 
overall BAME representation has jumped to 10.5% 
which is a near doubling from 5.6% in 2017. There 
are now also two BAME CEOs in London whereas in 
2017, there were none. On the one hand, this is a very 
positive step, however at 6.25% CEO representation, 
there is far more for London Boroughs to do to truly 
engage with tomorrow’s BAME leaders.

Combined Authorities are not featured in our 2018 
report. Their senior management teams are in 
the midst of settling down and will feature in our 
next report., However, across the nine Combined 
Authorities, there is 33% female representation and 
11% BAME representation at Chief Executive level.

Overall, there is prOmising female representatiOn 
in seniOr leadership pOsitiOns with 39% Of the tOp 

lOcal gOvernment pOsts held by wOmen
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key recommendations 
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The Local Government Leadership 2018 report is 
a story of one step forward, one step back. There 
is some progress towards more diverse leadership 
in certain areas, notably across the 32 London 
Boroughs. But it seems the diversity dial has moved 
backwards in particular areas and, stayed stubbornly 
unchanged in others.

Overall, it seems there has been more progress 
on the gender front than in ethnocultural diversity. 
This may well have been driven in part by the high-
profile Gender Pay Gap reporting requirement which 
served to expose the lack of balance between men 
and women in the most senior, highest paid positions 
within all organisations, not just Local Government. 
More guidance and initiatives to deliver gender 
parity at Board level have also served to bring the 
issue to the forefront.

While we wholeheartedly welcome progress, 
however slight, we would also stress that focusing 
on one strand of a diversity strategy, is missing 
the point. To build truly diverse and inclusive 
management teams that reflect the interests of the 
whole population they represent, Local Authorities 
need to ensure they remove racial and gender 
prejudice from every stage of the sourcing and 
recruitment process and, seek to help every 
employee to reach their full potential.

We would also advise Local Authorities that simply 
ticking a notional diversity box, by chasing the few 
high-profile suspects around the marketplace, does 
not work either. Building a network of talented future 
leaders, both inside and outside the Local Authority, 
is vital to its future success. 

And while diversity at the point of candidate 
shortlisting is vital, genuine inclusion once a 
candidate is hired, is hugely important too. New 
joiners across the board will be devastated to 
learn that promises made as part of the interview 
process are broken - and there are actually very 
limited opportunities for progress in organisations 
dominated by the old guard. 

Trust is a vital commodity that can be destroyed 
incredibly quickly. An institution with a poor 
reputation will find itself in a difficult position in the 
future, when more rigorous measurements and 
guidance for inclusion eare implemented. 

So, having read and digested the information within 
this report, consider your senior management team’s 
responses to these questions:

•	 How	do	our	 individual	gender	and	ethnocultural	
diversity balances compare to the benchmark 
outlined in the Local Government Leadership 
2018?

•	 How	 do	 we	 currently	 measure	 our	 gender	 and	
ethnocultural diversity, and do we have targets to 
work towards?

•	 Do	we	have	balanced	recruitment	panels	who	are	
selected to guard against institutional gender or 
ethnocultural bias?

•	 Do	we	ensure	that	everybody	in	the	organisation	
has their fair share of opportunities to progress 
and fulfil their personal potential?

•	 Are	we	partnering	with	an	Executive	Search	team	
with the strongest networks and widest pools of 
diverse candidates?

Green Park works with a broad range of Local 
Government clients across the country from core 
cities and London Boroughs to District Councils. 
As trusted advisors, we work in partnership with 
our clients to understand their issues and tailor 
our solutions accordingly; over 80% of our work 
comes from repeat business, recommendations and 
referrals. Clients value our in-depth knowledge of 
Local Government, the challenges it faces, and our 
robust and non-intrusive approach, which rapidly 
gives them access to the best talent in the market.

Let us work together to reverse the negative trends 
that exist in Local Government senior leadership and 
accelerate the pace of change around inclusion in 
the workplace.

Yes, we know the road to sustainable progress is 
long, however, Local Government organisations 
can only move forward with courageous leadership, 
clarity of vision and purposeful activities committed 
to delivering a diverse and inclusive workforce.

LocaL authorities need to ensure 
they remove raciaL and gender 

prejudice from every stage of the 
sourcing and recruitment process...
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To move the discussion of diversity faster and farther, we have ambitious plans to 
bring about action and change in addition to the existing analysis. Its purpose is to 
help widen the gate by providing statistically valid data into the actual composition of 
leadership in the Public Sector. 

We believe that shining this light is more important than ever to build trust and help Local 
Authorities remain competitive and relevant through diversity and inclusion, enabling 
them to better support and represent the communities they serve.

To ensure the report adds genuine value and makes the move towards a more diverse 
sector easier to achieve, we have included insight and interviews with senior leaders 
within the Sector.

sector contributions
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maNjeet GiLL
iNterim ceo 
WOKINGHAM BOROUGH COUNCIL
Manjeet Gill describes herself as a social entrepreneur 
believing in leadership of values to make the difference 
that matters to society. She has worked at board level as 
a Chief Executive, chair and non executive across local 
government, on national charity boards and mental health 
trusts, in areas including Bristol, Nottingham, Lincolnshire 
and Hertfordshire. 

Manjeet has a track record of board development, 
organisational development and has chaired corporate  
transformation programmes in the NHS and local 
government, modernising services to be more  customer 
focussed, commercial, digitally enabled and working in 
partnership with communities. 

Having spent the majority of my career so far in Local 
Government, I have read this report with great interest. My first 
observation is how little has changed. I also work in the NHS 
and Central Government sectors where I have found there to be 
less resistance to taking positive action on diversity than I see in  
Local Authorities.

 In the beginning of my career, there were many more positive 
action programmes in place targeting people in higher education. 
One such programme encouraged me to apply for a role that I 
would not otherwise have considered. Despite having excellent 
A level grades and being one of the most qualified students in my 
class, I did not think someone from my background would get a 
government job. Now I am in my third Chief Executive job and a 
living example that if you make jobs accessible, you get a greater 
pool of talent.

Whether lack of positive action is down to lack of funding or 
just feeling that it could be a threat to the old guard is not clear. 
But with all the evidence showing that organisations with more 
diverse leadership teams perform better, there is a commercial as 
well as a moral reason to change attitudes at the top.

We need the same formal levers as Central Government and 
the NHS to modify both thinking and action, and to root out 
unconscious bias. We need our associations, trade bodies and 
publications to celebrate and recognise good examples of 
diversity. We need to centre our values and visions for Local 
Authorities around equality of opportunity, not just prosperity.

And when Local Authorities are the place of last resort for many 
of our most vulnerable people, we need executive teams in place 
who understand the challenges that everybody faces, not just 
the few.

Another challenge is that the Local Government sector is in 
danger of becoming unattractive to young people, especially 
those from a BAME background. Other industries, notably 
financial services, accountancy and technology, are actively 
seeking to build a diverse pipeline of potential future leaders. By 
contrast, Local Government seems to be way behind the times. 
How can it hope to compete in the future?

As well as addressing the future pipeline, I’m a big believer in 
appointing diverse leaders at the top and helping them build a 
pull factor that encourages people to aim for the top. Too often 
our talented managers get stuck in the middle of an organisation 
because they feel they have no prospects. 

Has the austerity agenda reduced training and development 
budgets so far that frameworks are no longer in place to help 
manage careers, or do senior executives feel frightened by 
change? Either way, I notice a high proportion of middle managers 
leaving our sector before they fulfil their potential.

Finally, I believe we need to be far more honest in the Local 
Government industry about why there is an imbalance of 
representation in leadership. This needs to happen across the 
board in councils outside London, as well as inside. Green Park’s 
report is a great reason to start having the conversations that 
need to take place before effective action plans are rolled out.

Manjeet Gill
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kareN Grave
PreSideNt PPma  
PUBLIC SERVICES PEOPLE MANAGERS 
ASSOCIATION (PPMA)
Karen has worked in HR and OD in public and private 
sectors in a career spanning more years than she cares 
to remember. She is passionate about public services, 
believing that well run public services are critical to how 
well our society runs. 

For her, workforce is at the heart of everything public 
servants do. Whilst technology, policy and processes have 
a huge role to play, none of this matters without engaged, 
committed, passionate and productive workforces. She 
is committed during her term to continuing with ongoing 
PPMA work to raise and develop our collective professional 
voice so that every decision taken about the what, why 
and how of public services harness the inherent passion, 
creativity, innovation and commitment of the broader public 
service workforce.

I am delighted to be able to contribute to the Green Park Local 
Government Leadership 2018 report. In my view, this report gives 
us a comprehensive insight into the challenges that the sector 
faces with respect to building diversity in our leadership teams.

It is incumbent on me as President of the Public Services People 
Managers Association (PPMA) to provide commentary and 
analysis that is both evidence-based but also experience-based. 

The data in this report purely analyses gender and ethnicity 
which is a positive start as it goes further and deeper than any 
other previous analysis.  It therefore gives our sector robust, 
evidence-based metrics against which to measure ourselves 
individually and collectively. It enables us to foster further debate 
about creating diversity in our leadership teams. 

Sadly, there is not yet a complete analysis of how well-
represented we are of all of the protected characteristics set out 
in Equalities Act 2010.  As things stand it is simply not possible 
to gather sufficient meaningful statistical data on a national 
basis across other under-represented characteristics. However, 
as a HR and Organisational Development (OD) community, we 

absolutely need to make sure that we increase our focus on 
capturing evidence. The quality and quantity of data matters – it 
helps us ensure we are asking the right questions and drawing 
conclusions that are relevant and which inform practice.

Having said that, the data we do have finds that diversity across 
public sector leadership has shown little progress since Green 
Park started to produce these reports in 2015. It is clearly the 
case that gender and ethnicity is under-represented in leadership 
teams.  

For me, the most important question is why this matters? It’s an 
easy answer. There is an increasing body of evidence that shows 
that organisations that are diverse at senior levels do better – 
they deliver improved outcomes and greater value. We are 
therefore talking about a strategic imperative, not a ‘nice to have’ 
for our organisations. 

It is important to acknowledge that there is still the whiff of political 
correctness in this debate. It’s critical to remember that the 
purpose of the Equalities Act 2010 is to ensure that the ‘playing 
field is levelled’ in order that the people with the talent to rise to 
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there is an increasing body of evidence 
that shows that organisations that are 

diverse at senior levels do better 

Karen Grave 

leadership positions do so. When you remember this 
and look at the current data, it’s incredibly difficult to 
imagine that there are so few talented women and 
ethnic minority candidates good enough to occupy 
senior leadership roles. 

The data is the tough news. However, the good 
news is that diversity is increasingly on the agenda 
of leadership teams – HR & OD teams cannot deliver 
on their own. It’s encouraging to see the proliferation 
of initiatives to promote diversity networks; recognise 
outstanding leaders and role models; increase 
outreach efforts to different groups; understand 
where recruitment (and other) policies, processes 
and attitudes need attention, etc. 

However, the pace of change is much slower than 
we need. Part of this is because we don’t yet have 
the body of evidence in HR & OD which shows which 
interventions work best and deliver quicker. It is 
imperative that we understand this as the pressure 
to demonstrate value for money in public services is 
paramount.  

Another reason I think the pace is far too slow is that 
there are genuine structural challenges. Funding 
pressures across the sector mean that there aren’t as 
many vacancies or development programmes which 
support gifted and talented leaders. We don’t yet have 

a strong enough focus on managing performance 
across organisations, which should be a mechanism 
for setting high expectations and helping people who 
don’t match those to leave our organisations and 
create vacancies.

We are all grappling with the best way to deal with 
this. The evidence suggests that initiatives are not 
enough on their own to address the challenge. My 
view on this is that we need to increase our focus 
on inclusion and building inclusive cultures. The 
sensitivity around the debate has ironically meant that 
diversity has become divisive. And that doesn’t help 
any of us. 

In addition to ensuring we are levelling the playing 
field, we have to focus on broader workforce design 
and transformation. We need jobs and careers that 
will attract people from a range of backgrounds 
and groups, which inspire, motivate and engage 
workforces to focus on delivering high quality 
services for our citizens. 

This data and its implications are challenging. We 
clearly need a step change to ensure we collectively 
develop the diversity in leadership teams that 
research and evidence shows us delivers better 
performing organisations. 
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HeatHer jameSoN
editor 
THE MJ
Heather Jameson is editor of The MJ, the leading weekly 
local government title for Chief Executives and senior 
managers, and of www.TheMJ.co.uk. 

Her career started 20 years ago, alongside the birth of the 
Local Government Association and the beginnings of the 
Blair government, and she has been a prominent reporter 
and commentator in the sector ever since. 

Heather joined The MJ in 1999 as news reporter and rose to 
her current post of Editor. The MJ has gone from strength to 
strength within the past 18 years, expanding news, views and 
opinions in the sector and dominating the recruitment market. 
She is a regular speaker at both local government events and 
The MJ’s own events, including The MJ Future Forum, The 
Future Forum North and The MJ Achievement Awards. 

Heather is a member of the Councillors’ Commission, chaired 
by Professor Colin Copus of De Montfort University, and a 
passionate advocate of local government.

Senior management in local government is regularly charged 
with the criticism that it is pale, male and stale. Sadly, it’s not an 
altogether unfair accusation. Despite being at the forefront of 
diversity issues in the past – and with the very best of intentions - 
the pace of change in local government is pitifully slow. 

But what is most striking is the difference between frontline staff 
and those at the very top of the organisation. Despite making up 
more than half of the workforce, in the past women have failed 
to break into the most senior posts, with women filling roughly a 
quarter to a third of the top jobs. 

The same is true of other minority groups. Despite ethnic diversity 
in junior jobs, only a handful of BAME candidates ever make it 
to Chief Executive or even Director level – or indeed make it 
as council leaders. What message is this sending to staff? What 
message is sending to the public?

If local government can get it right at the frontline, why does it fail 
so badly at the top?

In the recent gender pay figures, women workers in local 
government were paid, on average, 5% less than their male 
counterparts – a vastly better figure than the 18.4% average 
gap across all sectors. But before we celebrate, let’s just pause. 
There is still a pay gap.
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councils will need to swap stability 
for flexibility and create a working 

environment to appeal to millennials 

HeatHer Jameson

This comes years after local authorities, tasked with 
sorting out their equal pay, finally faced legal action 
as they avoided the issue for so long. There is just 
no excuse. 

And when it comes to age profile, a recent council 
staff survey showed one of our mayor local authorities 
employed more people over the age of 70 than 
aged 16-25. That’s not just a diversity failure, it’s a 
succession planning catastrophe. 

Despite all this, I am optimistic about the future for 
diversity within local government. While the statistics 
for senior staff may be slowly creeping up in the 
equality stakes, we have seen some of the biggest 
posts in local government – Manchester, Birmingham 
and Newcastle Chiefs – all being filled by women.

But the slow pace of this evolution is not nearly 
enough – we need a big bang. 

Attracting the next generation of talent to local 
government has never been harder. In the age of 
austerity, councils can’t coax a new generation of staff 
to join with offers of large pay packets and pensions, 
nor can they offer the employment stability of the past. 

To appeal to millennials in the job market, councils 
will need to swap stability for flexibility and create a 
working environment to appeal to millennials – with 
all the trappings that the gig economy has to offer. 

Councils will have to sell themselves – and there is 
a lot to sell. They need to banish the image of bins 
and bureaucracy and show the jobs market just how 
vibrant and diverse a local authority can be.

Local government is all about supporting people and 
places, about holding together communities with all 
their diversity. Now is the time to take the lead and 
create a truly diverse sector, right up to the very top.  
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jo miLLer
cHief executive officer 
DONCASTER COUNCIL
Jo Miller holds one of the most high-profile local government 
jobs in the UK, with an outstanding track record for 
motivating people, creating solutions and brokering 
agreements in major housing, economic regeneration and 
capital investment schemes.

As Chief Executive at Doncaster Council, Jo is recognised 
as having brought exceptional growth and optimism to 
a previously economically depressed town. The Local 
Government Chronicle said Doncaster had been “dragged 
up from the depths of despair to something to be proud of.” 

Landmark projects with a total investment of £2 billion have 
boosted economic performance, putting Doncaster in the 
UK’s top ten for growth. Jo is the elected President of the 
Society of Local Authority Chief Executives and in 2017 
the Local Government Chronicle named her the third most 
influential person in local government.

Diversity and inclusion matters and requires personal attention 
by leaders if we are to represent the communities we serve, 
harness talent and perform well. It is not good enough in this day 
and age to have more FTSE 100 companies headed by blokes 
called Dave, than there are companies headed by women. From 
a personal point of view, I was determined to put diversity at the 
heart of my presidency of SOLACE. 

The evidence in support of diversity being a good thing is clear. 
Amongst that evidence is a global dataset from McKinsey which 
shows lags in profitability and value creation within organisations 
that don’t value diversity and inclusion. Conversely, data shows 
a profitability and value creation premium is enjoyed by those 
companies with a good gender balance, with the highest 
premium of all is secured by organisations that are diverse in the 
widest sense.

 We have seen some change in the public sector, particularly in 
Parliament, where there’s an increase in gender diversity and a 
smaller increase in ethnic diversity, but the rate of change is not 
fast enough and there’s still a long way to go. 

As this report shows, the situation in local government is not 
good enough. The people who are making the decisions simply 
don’t reflect the people they serve, and that includes deciding 
who to hire and who to promote. 

How can we change things? I believe it is part of the CEO’s role 
to pay attention to diversity. It’s got to count and matter to you, 
and it’s about action not just words. You have to actively manage 
your organisation and spot opportunities for talent to progress.
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i believe it is part of the ceo’s 
role to pay attention to diversity

jo miller

One example of how this can work is flexible 
progression. Offer your staff the opportunity to try 
out a different job for six months to see if they take 
to it and succeed – back this up with mentoring and 
encouragement. Make your own choices count. 
When choosing to mentor, I ensure that diversity and 
inclusion is embedded in that mentoring relationship. 

We need to think differently about who to consider 
for roles. Aptitude, attitude and behaviours are at 
least as valid if not more important as experience and 
qualifications in many cases.

Of course, it’s challenging to improve diversity and 
inclusion when we are all having to downsize our 
workforces and shed staff. But it doesn’t mean that 
you can’t actively manage the people that you have 
or look outside the organisations for leaders, rather 
than always recruiting from within. If you don’t have 
a diverse workforce to begin with, an onwards only 
approach is going to take you backwards.

Finally, it’s important to know what the problem is 
that you are addressing. I’m proud that we were the 
first local authority to publish our gender pay gap 
data. Now we know what we are dealing with and 
can take appropriate action. You can also measure 
data on joiners, leavers or who’s been promoted. It’s 
important to be curious, to use data as evidence of 
the true picture and for it to drive action.

I’m encouraged by conversations I’m having with Chief 
Executives around the country, because diversity 
and inclusion are now clearly on their agendas. 
Organisational challenges like this may seem to be 
difficult mountains to climb, but my advice to leaders 
is to pay attention to diversity and inclusion and 
take small personal actions alongside organisational 
actions to make a difference.

“Never doubt that a small group of thoughtful, 
committed citizens can change the world; indeed, it’s 
the only thing that ever has,” said Margaret Mead.

“If you want to change the world, start in your own 
neighbourhood,” said Harvey Milk.
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iaN tHomaS 
cHief executive   
LONDON BOROUGH OF LEWISHAM
Ian Thomas is Chief Executive of Lewisham Council. 
Lewisham is an inner London Council serving a socially 
diverse population of over 300,000 people. The Council has 
a directly elected Mayor and 54 Councillors. 

Before becoming Chief Executive, Ian was the Strategic 
Director of Rotherham Borough Council’s Children and 
Young People’s Services, responsible for transformation of 
the service, following the Child Sexual Exploitation scandal 
which rocked the town. Prior to this role he was DCS and 
Deputy Chief Executive at Derbyshire County Council

He has 33 years’ experience in the public, voluntary and 
private sectors and holds a Masters Degree in ‘Developing 
Professional Practice’ (incorporating change management) 
and is a Masters level qualified Executive Coach and Mentor. 

The findings of the Green Park Local Government Leadership 
2018 report show that little is changing in terms of diversity at a 
senior level, and in some cases even the limited progress that 
has been made is reversing. 

I believe the biggest problem lies in management tiers below the 
executive board, where you find Assistant/ Associate Directors 
and Heads of Services. One cannot become a Chief Executive 
without having previously worked in those roles – and the fact 
that there are so few BAME people operating at that level does 
not augur well for the future.

Why is there still a glass ceiling at these levels in local 
government? Well, we are all guilty of hiring in our own image, 
and when the panels that appoint ADs and Heads of Services 
are almost exclusively white, this may help to explain why things 
are slow to change. 

And while everyone is happy to talk about diversity in terms of 
gender and even visible disability, race still seems to be a difficult 
topic to discuss. So much is bound up in cultural differences, 
discrimination and trenchant attitudes that it will be a long and 
difficult issue to unpick.

Yet there is a lot that Local Authorities can do to help, from 
ensuring selection panels themselves are diverse to actively 
encouraging and coaching talented BAME people to reach 
their potential.

Some of the training and development sessions I’m involved with 
are designed to help BAME employees think differently about 
where they can take their careers. It’s the 80:20 rule: 80% of the 
problem is caused by institutions and society in general, 20% by 
individuals not reaching outside their perceived boundaries. We 
all have to expand the possibilities available to us by being much 
more flexible. I’ve followed my own advice here and moved from 
Sheffield to London, to secure my first CEO role.

It’s also hugely important to take control of your own profile. 
Get out and network, meet as many stakeholders as you can, 
write for publications, use social media responsibly to get your 
ideas out there. Work hard and volunteer for new challenges – 
you will be noticed and remembered for your positive energy 
and effective contributions, not for how you look or what your 
background happens to be.

The uncomfortable truth is that institutional racism and bias exists. 
However, quotas are not the answer in my view: people should 
100% get jobs on merit. But many people with merit and talent 
are not getting the jobs they deserve and this needs to change.

It’s up to all of us to challenge the status quo, spot talent and give 
people the chance to show the world what they are capable of. 
As a priority, the log-jam that exists in the middle management 
tier in local government must be broken to augment the supply 
chain of tomorrow’s BAME leaders.
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raj tuLSiaNi
co-fouNder & ceo

raj tulsiani is one of the uk’s leading figures in executive 
Search and interim management with over 20 years’ 
experience supporting the needs of a diverse range of 
organisations. 

Raj’s leadership has driven Green Park Interim & Executive 
Search to the forefront of industry standards for customer 
service and innovation, achieving a rank of No. 1 in the Hot 10 
Public Sector Providers & No. 4 in the Recruiter Hot 100 2018. 
The company has also regularly achieved recognition in the 
National Business Awards, Recruiter Awards for Excellence, 
and Recruitment International Awards. 

Raj is a passionate advocate of the power of diversity as a 
source of competitive advantage, heading a team that sets 
the benchmark for innovation and commitment to consistently 
attracting diverse groups of appointable candidates. In 2017, 
Raj was the recipient of the Global Equality and Diversity 
Award’s Lord Noon Award for his commitment to increasing 
Boardroom diversity.

NeiL LuPiN
maNaGiNG PartNer 

Neil has strategic responsibility for our Public Sector 
interim management Practice. He specialises in recruiting 
board and senior management level interim managers 
across the Public Sector with a strong focus on Local 
Government.  

He heads a national practice focused on recruiting at 
Chief Executive, Executive Director and Assistant Director 
level across all corporate resources functions including 
transformation, change and programme management and all 
frontline services across People and Place.

With over 21 years’ experience as an interim management 
specialist recruiter in Local Government, Neil is widely 
recognised as a national leader not just in Local Government 
but across the interim management industry as a whole. He 
has consistently been voted as a Leading Provider Consultant 
in the highly influential, annual Institute of Interim Managers 
(IIM) survey and has twice been a finalist for the Institute of 
Recruitment Professionals IMA Consultant of the Year award.

Neil chairs the MJ Local Authority of the Year award judging 
panel and has done so for six years. The award is widely 
recognised as the most prestigious award of its type in the 
sector. In addition, Neil is one of the only executive recruiters 
in the country to hold associate membership of the PPMA. He 
believes passionately in public services is proud of the role his 
practice plays in helping Authorities to more effectively deliver 
their strategic objectives by ensuring they have access to 
highly qualified and diverse talent pools of senior interims.
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jo HeatH
Head of diverSity & iNcLuSioN Practice

jo Heath heads up Green Parks diversity and inclusion 
Practice. She is an equality Law improvement Professional 
and a diversity and inclusion (d&i) auditor, working in this 
field for over 20 years. 

She has worked with global organisations in the Private, 
Public, and Third Sectors carrying out complex inclusion 
audits and cultural impact assessments. Her clients have 
included Linklaters LLP, HSBC, Santander, Ernst & Young, 
Office for National Statistics, The Home Office, Amnesty 
International, BT Group, Vodafone, Hays Recruitment, EDF 
Energy, Yorkshire Water and Harvey Nash.

She advises on all equality legislation related issues and 
designs and delivers a range of cultural initiatives, leadership 
programmes and diversity and inclusion solutions for 
businesses.

Pao SaNGSuwaN
diverSity & iNcLuSioN Project maNaGer

Pao Sangsuwan has a successful track record of helping 
Government and ftSe companies deliver their strategic 
objectives through increasing inclusive practices and 
improving their organisational culture.

He leads the Green Park Research and Analytics team, 
ensuring year-on-year success of the Leadership Series and 
benchmarking, data, insight and analytics exercises.

Working with world class Universities and organisations to 
deliver social inclusion programmes, Pao has led prjects 
specifically aimed at educational policy reforms, empowering 
women, young people, and NEETs, and overseen the 
logistics and delivery of high-level international programmes 
for EU funded projects in Turkey, Italy and Germany. From 
the research stage to the implementation of policies, Pao 
has created and delivered career education programmes 
and guidance schemes in Europe to help educators across 
Europe become effective career advisers in vocational 
education training and career guidance. 
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GreeN Park’S LocaL 
GoverNmeNt Practice
Green Park’s Local Government Practice offers a unique blend of interim 
management, executive search and diversity & inclusion solutions. at 
a time when Local Government faces uncertainty and opportunity in 
equal measure, we know first-hand that as trusted advisors, our deep 
affinity for and expertise in the sector pays dividends for our customers.

With ever-increasing public demands and no end in sight to austerity, bold leadership in Local 
Government and new ways of thinking are essential. Our extensive networks, insights and advice 
can help facilitate this. In a crowded supplier market we differentiate ourselves not only through 
the range of solutions we provide but also by doing away with traditional, complacent recruitment 
methodology instead delivering innovative, bespoke and outcome-focused solutions.

Our practice is a national market leader, built on developing partnerships with our customers 
as trusted advisors. This enables us to challenge and work with our customers to exceed 
expectations and ensure we identify and attract the talent they need to adapt and respond 
effectively to the pressures they face and to build teams that deliver lasting impact.

We work in partnership with our clients to understand their issues and tailor our solutions which 
has resulted in the vast majority of our work coming from repeat business, recommendations 
and referrals. Clients value our in-depth knowledge of the sector and our robust yet unintrusive 
approach.

Coupled with our unique insights and expertise in diversity and inclusion we are set apart from 
the crowd because we have a proven ability to attract and retain both the usual and unusual 
suspects. We act as a thinking partner to create the necessary space for honest, objective 
and inclusive conversations that afford our customers the option of reflecting those bold and 
effective leadership decisions in their executive resourcing strategies.
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INTERIM MANAGEMENT  |  ExECUTIVE SEARCH  |  BOARD & ADVISORY  |  DIVERSITY PRACTICE | PEOPLE SOLUTIONS 

meaN deLiveriNG
tHe BeSt 

we kNow tHat
deLiveriNG vaLue

doeSN’t juSt

For 12 years, we have been helping organisations gain compound competitive 
advantage through our pioneering insights and thought leadership.

Through our team’s extensive market knowledge, original research, face-to-face interviews and independent three stage 
validating, using our custom built software, we produce thought leadership reports on what constitutes excellence in our 
clients markets to enable them to stay ahead of the competitive curve.

caNdidateS



aBout GreeN Park
Since our inception in 2006, Green Park has become one of Europe’s most trusted suppliers across the 
Private, Public and Third Sectors. We have 10 core practices dedicated to delivering “right first time” results 
across executive search, interim executive management and our consultancy practices in diversity and 
leadership development. 

For over a decade, we have focused on building a company with a reputation for delivering results and 
customer satisfaction through collaborative and high-quality solutions. In doing this, we hold ourselves 
accountable for not only setting but meeting a higher standard.

Our dedication to supplying sustainable and “right first time” talent solutions has enabled us to achieve a 
94% average client satisfaction scoring across our business and generate over 69% of our annual mandates 
through repeat client business.

54 Brook’s Mews, London, W1K 4EG www.green-park.co.uk+44 (0)20 7399 4300

A Diverse Approach to Leadership


