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The Trust’s observations on the current operation and effectiveness of the BBC 

Executive’s arrangements for promoting equal opportunities in employment. 
 
Introduction  
This is the first time the BBC Trust has commented on the BBC’s arrangements for promoting 
equal opportunities in employment. Although the BBC Executive voluntarily already provides an 
annual report to Ofcom, the publication of these new reports is an important and welcome step 
to driving progress on equality and diversity.  
 
The Trust aims to ensure that the BBC Executive delivers public value by providing distinctive 
services of the highest quality to all the people and all the communities across the United 
Kingdom1. The Trust recognises that in achieving this it is important that the BBC has a truly 
diverse workforce.  The 2007/08 report from the Executive shows that although progress is 
being made in some areas, there is still some work to be done, especially with regard to black 
and minority ethnic staff.  The Trust will, therefore, carefully monitor these arrangements on an 
annual basis to ensure that there are positive outcomes for all groups, but in particular in those 
areas where improvement is most needed. 
 
 

Background 
The Agreement (Clause 85) states that the Executive Board must at least once a year make a 
report to the Trust on the current operation and effectiveness of the arrangements for 
promoting equality of opportunity in employment. The Executive’s report is included here at 
Annex A. 
 
The BBC Trust is required by the Agreement to publish its observations, and this report 
honours this commitment. It covers the BBC’s financial year ending at 31 March 2008.  
 
2007-8 is the first full year of the BBC Trust’s operation, and this is the first such report. It will 
be available on the Trust's website, and a summary of the main points will also appear in 
the Annual report and Accounts 2007/08.  An interim report by the Executive was presented to 
the Trust in January 2008.  This gave the Trust the opportunity to feedback any comments they 
had in time for the full report in May. 
 
 

                                                 
1 The BBC Trust’s Statement of purpose: http://www.bbc.co.uk/bbctrust/about/index.html 
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Observations on key issues  
 
Black and Minority Ethnic staff 
 
Employment data provided by the Executive shows that the BBC has not met its target on black 
and minority ethnic (BME) staff, both across the entire workforce and also at the senior manager 
level.  There is currently a 1.5% gap for staff overall (the target is 12.5% whereas the actual figure 
is 11%, as at 31 March 2008) and a 2% gap for those staff at the SM1 and SM2 grade (the target is 
7%, whereas the actual figure is 5%) 
 
As set out in the Executive’s report this has led to the BBC investing in a number of initiatives, 
such as the Mentoring and Development Programme and the Journalism Trainee Scheme. The 
Mentoring and Development Programme ensures that 50% of applicants are ring-fenced for BME 
staff. Although the Journalism Trainee Scheme does not, the Trust notes that it does have a 
strong diversity focus.  
 
The Trust accepts the Executive’s commitment to improve the organisation’s BME Profile. 
However, it notes that the trend analysis indicates the situation has plateaued over the last four 
years – both across the entire workforce and for senior managers. The Trust is keen to see real 
improvement here and would encourage the Executive to conduct and share a review of the 
emerging impact of new diversity initiatives at an early opportunity. 
 
The good work the BBC has built over the last years with industry networks must also continue, 
as it is apparent that the diversity challenges are industry wide.  
 
Women 
 
The Employment data also shows that while women are reflected fairly in the workforce overall, 
they are not proportionally reflected at the most senior levels.  For example, as at 31 March 
2008 women account for 49% of the BBC’s total workforce, but only 37.4% of staff employed at 
grades SM1 and SM2.    
 
Although none of the initiatives outlined in the Executive’s report specifically target women, the 
Mentoring and Development Programme provides a good opportunity to address this imbalance.  
 
Disabled members of staff 
 
The Trust notes and welcomes the fact that the BBC has successfully met its disability workforce 
target of 4% (as of 31 March 2008 the percentage of disabled staff employed by the BBC was 
4.6%).  
 
The Trust welcomes the Extend Scheme and the deferred development programme which (will) 
target both external candidates and disabled members of staff.  The Trust would also like to 
encourage the Executive to consider targeting those divisions where the disabled workforce is 
below the target and BBC average 
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Members of the Trust Unit 

The report identifies that, as of 31 March 2008, the percentage of women employed by the 
Trust stood at 70.3%. With regard to ethnicity and disability as of 31 March 2008 the figures 
were 8.3% and 3.1% respectively.  Although the size of the Trust’s support staff is relatively small 
compared to the other BBC divisions captured in the Executive’s report, it recognises that 
improvement is needed and is committed to addressing these imbalances and gaps by launching 
its own staff diversity plan.   

 
General observations on the current operation 
 
The Trust is currently satisfied with the reporting and reviewing processes the Executive has put 
into place for all policies and activities related to equal opportunities and diversity. Senior 
members of the BBC are accountable for the organisation’s diversity objectives and priorities 
and they are supported by a professional and dedicated centre of expertise.  
 
In addition to this visible and high-level leadership, the Trust is pleased to note that much work 
has been done to embed diversity into the departmental and local level. In particular, diversity 
action plans have been implemented for each division.  With this structure in place the Trust is 
expecting to see real improvement being made.  
 
The means by which the Executive communicates its arrangements to BBC staff appears effective 
and transparent, especially given the spread, diversity and volume of employees. It is important 
that these arrangements are communicated in ways which the staff can both access and 
understand. The various methods currently used by the BBC would suggest that this is the case. 
 
The Trust notes that progress has been made with regard to the process of monitoring BBC 
employees as well as the scope of information collected. It is also reassured that formal 
employee management procedures are part of the BBC’s quarterly compliance report – which 
the Trust receives on a bi-annual basis. The Trust has asked that in future,  further details should 
be provided about the frequency with which management information is collected relating to 
ethnicity, disability, gender and age (in the areas stated within the Executive’s report), as it is 
important that consistency and regularity is maintained. 
 
For practical reasons freelancers and special advisers to the BBC are not captured in the 
employment monitoring data.  The Trust has therefore sought assurance from the Executive that 
the procurement process for freelancers/special advisors is fair, accessible and non-
discriminatory.  The Trust has also requested that the Executive explore the opportunity to 
build diversity monitoring into the procurement process of freelancers and that this data is then 
included in annual reporting.   
 

 4 
 



The Trust welcomes the level of investment the BBC has made towards building a diverse and 
more representative workforce. Both the Journalism and Mentoring and Development 
programme outlined in the Executive’s report target those BBC divisions where there is a 
record of poor performance for both ethnicity and disability.  Although the Trust recognises that 
in one year it is not possible to target all the divisions where they may be an imbalance, it 
recommends that over time these initiatives consider incorporating those under-represented 
divisions not presently included.  
 
As well as the initiatives detailed in the report, the Trust also welcomes the proposal to use 
both Project North and Salford as opportunities to attract a greater diversity of staff to the BBC. 
The Trust notes the work and effort going into to assessing the impact on both existing and new 
staff on the Salford relocation and notes that a formal and systematic approach has been taken 
to ensure that any adverse or negative impact is mitigated.  
 
Likewise the BBC’s presence at recruitment fairs and its programme of outreach activities are 
also proactive methods for attracting people to the BBC. As long as these events remain diverse 
both in terms of the audience and locations they are targeting, then they should support the 
organisation’s equal opportunities arrangements.  
 
Finally, the Executive’s report notes that the workforce targets are currently under review, and 
differentiated targets, which would take into account regional and local labour market 
demographics, are being considered. The Trust has requested that progress on this work is 
brought to it in due course, with an assurance that overall targets will not be lowered. 
 
Summary 
 
The Trust supports the Executive’s assessment of the arrangements and is encouraged that 
addressing the shortcomings with regards to BME and disabled staff are a priority for the 
corporation and its future initiatives. The Trust notes the progress being made to enhance the 
BBC’s people policies and is encouraged by the tools and reviewing mechanisms which have and 
are being put into place to ensure the improvements are always being sought. It looks forward 
to seeing real impact in future years.  
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Annex A 
 
The BBC’s arrangements for promoting equal opportunities as required under the 
Charter and Agreement. 

Introduction 

 
The BBC Executive Board is required under its Charter and Agreement (Clauses 83 and 
85) to report annually to the Trust on the Corporation’s arrangements to promote equality 
of opportunities in employment: 
 

• between men and women;  
• between people of different racial groups; 
• for disabled persons as under the Disability Discrimination Act 1995. 

 
The Board is also required to demonstrate how it reviews the arrangements, and to 
inform individuals in the three groups that adequate arrangements are in place.  
 
The BBC Trust is then required to publish their own report commenting on the 
effectiveness of the arrangements as they see it.  
 
This paper covers the BBC financial year ending in 31 March 2008. An interim report was 
tabled at the BBC Trust meeting in January 2008. 
 
 
1. Definitions  
 
Equal opportunities in this context is defined as removing direct or indirect 
discrimination, and ensuring respect and equal access for everyone. 
 
Diversity is defined as how the BBC leverages the opportunities that different internal 
and external stakeholders bring, to add value in delivering its services. 
 
 
2. The BBC’s arrangements to promote equal opportunities in employment 
 
2.1 The BBC Policy framework  
 
The BBC’s Equal Opportunities Statement reads as follows: 

“The BBC is committed to promoting equal opportunities for all, irrespective of colour, race, 
religion or belief, ethnic or national origins, gender, marital/civil partnership status, sexuality, 
disability or age.  

The BBC is committed to reflecting the diversity of the UK and to making its services accessible 
to all. This applies both to our output, and the people who work here.  
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The BBC aims to create and sustain an inclusive work environment which provides equality of 
opportunity for everyone.” 

The BBC has a number of policies that actively support equality of opportunity for 
different groups of staff by offering flexibility and choice. These include maternity and 
paternity leave, adoption leave, part-time and flexible working, parental leave (paid and 
unpaid), domestic leave, and flexible holidays. 

2.2 Reporting structures and mechanisms 

The BBC’s Executive Board chaired by the Director-General sets and reviews key 
policies and activities related to equal opportunities and diversity, across employment 
and other core activities.  The Board also reviews the Corporation’s Equality Schemes, 
which relate solely to the BBC’s public functions (ie. not to employment).   
 
The Executive Board has delegated its authority to set the strategic direction on diversity 
for the organisation to the BBC’s Diversity Board, also chaired by the DG and attended 
by all Divisional Directors. The Diversity Board sets the corporate priorities and 
objectives on diversity, as well as monitoring and reviewing progress against the 
corporate diversity strategy.  The Director of BBC People is the champion of the pan-
BBC diversity strategy covering all 4 quadrants, and is accountable for the workforce 
elements. 
 
The BBC’s Diversity Centre supports both of these Boards, and provides specialist 
expertise and advice internally to hardwire diversity into BBC policies and processes. 
  
Each BBC Division has a diversity action plan (DAP), which includes initiatives aimed at 
diversifying the BBC workforce at departmental and local level.  DAPs are reviewed by 
divisional management boards, and annually by the Diversity Centre.  Some divisions 
also have active diversity working groups which develop and monitor related activity on 
behalf of the division, supported by HR and Development Managers. 
 
2.3 Legislative requirements 

The BBC meets its legal obligations and is compliant with current legislation around 
employment and access to its facilities and services. This includes: 
 

- Compliance with the Disability Discrimination Act (DDA) legislation to provide 
reasonable adjustments for staff with disabilities. The Access Unit, run by 
outsourcing partner Capita, has won awards for its work in this area. 

 
- Compliance with DDA legislation to ensure assess for disabled stakeholders to BBC 

premises and facilities. Statutory disability access requirements are integrated into 
new buildings, and site moves are audited for physical accessibility. 

 
- The BBC complies with the public sector equality duties (general and specific) on 

race, gender and disability.  These apply to the BBC’s public functions and therefore 
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not to employment, which is a private function. The BBC’s public functions are TV 
Licensing, certain functions of the BBC Trust, key aspects of digital switchover, and a 
small number of other functions under the BBC Agreement.   

 
The BBC has in place 3 Equality Schemes covering disability, race and gender 
respectively.  Each Scheme outlines how the BBC promotes equality across its 
public functions.  All 3 schemes are now undergoing a formal annual review and the 
BBC remains compliant in relation to its public functions (as currently defined). 
 

2.4 Public commitments 

As a public service broadcaster, funded by a unique licence fee payable by all parts of 
society, the BBC is committed to reflecting the diversity of the UK in its workforce. 

The BBC has set itself workforce targets on ethnicity and disability, supported by a 
number of corporate and divisional initiatives. These targets are currently under review 
and differentiated targets, which would take into account regional and local labour market 
demographics, are being considered.  Incremental target setting is also under 
consideration.  

The current workforce targets are: 

• 12.5% for black and minority ethnic (BME) staff overall (11% as at 31 March 2008; 
• 7% for ethnic minority staff at SM1 and SM2 grades (5%);  
• 4% for staff with disabilities - met in November 2007 (4.6%).  

Whilst the BBC is under no obligation to report on its arrangements for promoting equal 
opportunities (as is required of other broadcasters under the Communications Act 2003), 
the Corporation recognises the value of sharing relevant information across the industry.  
The BBC therefore voluntarily provides an annual report to Ofcom.  

The BBC is also a member of the major industry networks on gender, disability and 
ethnicity, as well as of the main UK employer forums committed to driving progress on 
equality and diversity. 

2.5 Outsourcing 

The service contract with Capita specifies that the outsourcing partner will support the 
BBC in meeting its workforce targets through ‘creative and innovative’ attraction and 
recruitment strategies. This includes proactive outreach to attract BME and disabled 
people to apply for opportunities with the BBC. 

The service contract also specifies that Capita (through the Access Unit) will support the 
BBC in meeting the access needs of disabled employees working the UK. This includes 
providing appropriate reasonable adjustments for staff with disabilities. 
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2.6 Project planning  

The BBC has taken steps to ensure that both physical and technological access is 
embedded up front in all major BBC technology projects, including the Digital Media 
Initiative (DMI), W1 and Project North/ Salford. A named individual will be accountable 
for the delivery of the appropriate access technology for each project. 

Equality and diversity (including physical and technological accessibility) are also built 
into the clearances and investment guidelines for major projects going to the BBC’s 
Finance Committee for approval. 

2.7 Communicating the arrangements 

The BBC uses a variety of methods to make its staff affected by these arrangements 
aware of them. All of the BBC’s employment policies appear on the BBC People section 
of the intranet.  Diversity initiatives and progress towards the targets feature regularly in 
the internal newspaper Ariel. 

The BBC also discusses the relevant arrangements with its trade unions via regular 
meetings of the National Joint Council’s diversity committee. 

Divisional management boards are tasked with cascading key messages and 
developments to teams. Teams in HR and in outsourcing partner Capita receive training 
in equality legislation and good practice. Anyone involved in recruiting people in the BBC 
must attend fair selection training.  

The BBC also consults with, and provides funding for, its 3 internal staff networks for 
black and minority ethnic, disabled, and lesbian, gay and transgender people. 

 

3. Employment monitoring 

Updates and statistics on progress against the workforce targets, total staff numbers and 
divisional profiles are circulated to HR teams in each division every quarter. 
 
Management information relating to ethnicity, disability, gender and age is regularly 
captured and analysed in these areas: 
 
• Grade, division and department ; 
• Type of contract and length of service; 
• Occupational group/job family; 
• People joining the BBC, including applicants, short-listed candidates and actual hires; 
• People leaving the BBC, including retention rates and reasons for leaving; 
• Internal moves within the BBC (promotions, attachments and transfers); 
• Pay (by ethnicity and gender); 
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• The take up of places on training and development activities. This is reported against 
in a separate report under Clause 85. 

 
The BBC does not currently monitor freelancers or Special Advisors. 
 
Management information is also available for formal employee management procedures 
including grievances, disciplinaries and employment tribunal cases. The number of cases 
per division is reported in the BBC’s quarterly compliance report. 
 
Data related to the annual pay review (covering remuneration, pay increases and 
bonuses) is analysed to check for actual or potential discrimination and differentials on 
the basis of gender, ethnicity and age. The 2006 classification of posts into ‘job families’ 
plus the existing grade categories, allows for greater accuracy in making comparisons.   
The first stage of an equal pay audit is being carried out currently, and we would hope by 
the end of the summer to have analysed and put forward any recommendations to 
address issues on diverse groups of staff. 
 
The BBC is also able to monitor and track how women, BME and disabled people feel 
about their experience at the BBC through the staff survey. The results of this year’s 
survey will be analysed at corporate and divisional level to identify whether there are any 
variances between how staff in these groups feel about the BBC, compared with other 
colleagues. 
 
 
4. The BBC’s workforce profile/ trends 

Appendix 2 provides statistics on the numbers of women, BME and disabled staff 
employed by each Division of the BBC, as at 31 March 2008.  

Appendix 3 provides data on staff in these groups by seniority/ grade. 

Appendix 4 provides statistics on external joiners to the BBC by Division. 

Appendix 5 provides data on the average length of service for staff. 

The representation of women, BME and disabled staff in the BBC workforce as at 31 
March 2008 is shown in the table below. 

 

  
Group 

March 2008 
percentage 

March 2008 
number 

men 51% 12,300 
women 49% 11,793 
BME staff overall 11% 2,488 
BME staff at SM1/2 
grades 

5% 40 

Staff with disabilities 4.6% 1,080 
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Women 

The percentage of women employed by the BBC has fallen slightly during the last year 
from to 49% from 50% in February 2007.  The number of women fell by 393 from 12,186. 
The number of men remained constant during this period.  

Men now outnumber women in the BBC by 507 people, although more women (219) 
than men joined the organisation from externally for this period. 

The average length of service for a woman in the BBC is currently 8 years, and there is 
evidence to suggest that the more senior you are, irrespective of gender, the longer you 
tend to stay with the BBC. The average length of service for a man is 10 years.  

Most women are employed on continuing contracts. Nearly two-thirds (64%) of women 
employed by the BBC are at the more junior grades of the organisation, ie Bands 1-7. 
2.7% of women employed by the BBC are at the senior management SM1/SM2 grades. 

BME staff 

Although progress towards the workforce targets has been slow and steady, an analysis 
of the last 5 years shows that the percentages of BME staff have remained fairly 
constant. This would suggest that the ongoing business restructuring has not 
disproportionately impacted on staff from these groups. 

Progress towards the BBC’s workforce targets: 2004-8 
 31 March 

2004 
31 March 

2005 
31 March 

2006 
31 March 

2007 
31 March 

2008 
2007 
target 

 
Ethnic 
minority 
staff 

 
10.3% 

 
10.1% 

 

 
10.3% 

 
10.5% 

 
11% 

 

 
12.5% 

Ethnic 
minority 
staff at 
SM1/SM2 
grades 

 
4.3% 

 
4.9% 

 

 
5.3% 

 
5% 

 
5% 

 
7% 

Staff with 
disabilities 
 

 
1.5% 

 
2.7% 

 
2.7% 

 

 
2.6% 

 
4.6% 

 

 
4% 

 
As at 31 March 2008, the BBC employs 2,488 BME staff. The percentage of BME staff 
rose slightly (0.5%) during the financial year 2007/8. This represents 100 people.   
 
68% of BME staff are employed at the relatively junior grades of Bands 1-7, and make up 
5% of senior management at SM1/2 grades. The majority of BME staff are employed on 
continuing contracts. 
 
The average length of service for BME staff is 6 years. The longest serving group of 
BME staff is at Bands 10 and 11, just below that of staff in this group at SM1/2 grades. 
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Disabled staff 
 
The BBC met its disability targets in November 2007, after a pan-BBC audit which gave 
staff the opportunity to self-declare whether they have a disability, against an expanded 
range of monitoring categories. 
 
As at 31 March 2008, the BBC employs just over a thousand (1080) staff with disabilities. 
Nearly half (45%) of staff in this group are employed at Bands 5-7. 3.8% of staff at SM1/2 
grades have declared that they have a disability. 
 
The majority of staff with disabilities are employed on continuing contracts. Disabled staff 
tend to stay longer with the BBC- the average length of service is 11 years. 
 
 
5. Diversity initiatives 
 
The BBC runs a number of initiatives aimed at diversifying its workforce in terms of 
ethnicity and disability at corporate and divisional level. In 2007 the Corporation 
announced a £2.9million investment over 3 years in a small number of pan-BBC 
workforce initiatives. 
 
5.1 The Journalism Trainee Scheme  
 
The first intake of trainees on the Journalism Trainee Scheme began their 2 weeks 
training in March this year. The training was done in collaboration with the College of 
Journalism.  
 
The scheme has a strong diversity focus, and successfully attracted a high number of 
applicants from backgrounds that are under-represented in the BBC.  More than half of 
21 trainees recruited for the first programme were from an ethnic minority. One trainee 
has a visible disability.    
  
All trainees have some print or online experience but no broadcasting.  They began their 
six month paid contracts in March with two weeks training, and will receive close 
mentoring throughout the programme.   
  
Placements are in News (11), Sport (1), English Regions (6), Scotland (1), Wales (1) and 
Northern Ireland (1).   At the end of the scheme, they will be eligible to apply for posts in 
open competition. 
 
5.2 Extend 
 
Extend is the BBC’s work placement scheme for people with disabilities, and is a proven 
route into the BBC. 515 applications were received for 48 six month placements in 
departments across the BBC during the 2007/8 financial year. Seven of the Extendees 
have gone on to secure longer term work with the BBC after their placement. The 
commitment is to offer up to 50 places each year for the next 2 financial years. 

 12 
 



 
 
5.3 The BBC Mentoring and Development Programme (MDP) 
 
148 completed applications were received for the 30 places on offer in year 1 of the new 
Mentoring and Development programme (MDP). 
 
The scheme aims to create a pool of diverse staff with the credibility, confidence and 
competences to move into senior roles in the BBC.  
 
The MDP is a positive action scheme. Only staff in particular grades (progressive band 
8/9 in Journalism, 9,10 and 11) and occupational groups in the BBC where there is clear 
under-representation were eligible to apply for a place on the programme. These job 
families are: 
 

1. Commissioning and scheduling; 
2. Information technology; 
3. Interactive; 
4. Marketing and communications; 
5. Broadcast news journalism; 
6. Rights and business affairs; 
7. Radio production; 
8. TV production; 
9. Training. 

 
15 of the 30 places on each year’s intake are ring-fenced for black and minority ethnic 
staff, five for staff with disabilities. All candidates complete an on-line assessment. 60 
people then go on to an assessment centre, after which 30 people gain a place on the 
development programme. 
 
65 senior BBC leaders have stepped forward to mentor participants on the programme. 
 
Appendix 1 (page 12) is an overview of the BBC staff who applied for a place on the first 
programme. 
 

- More men than women applied- 56%, and more men were shortlisted for the 
assessment centre- 55%; 

- Just over a third of staff who applied are black or minority ethnic- 36%; 
- 7% of people who applied declared they had a disability; 
- The majority of staff who applied were at band 9. Relatively few band 11s applied- 

5%; 
- The majority of people who applied were aged 40-44; 
- The biggest groups of applicants were from broadcast news journalism- 27%, and TV 

Production- 20%; 
- Nearly two-thirds of staff who applied are based in London. One in 6 is from the 

English Regions.  
 

 13 
 



5.4 A development programme for staff with disabilities at bands 5-9 
 
This has been deferred until 2009, in order to incorporate the learnings from 
implementing the MDP. 
 
5.5 Training and awareness raising 
 
A diversity play was due to be scripted and rolled out as a way of giving BBC staff the 
opportunity to discuss diversity issues in a creative and constructive way, whilst raising 
awareness and building capability. 
 
This has been put on hold so that staff and resources can focus on the high profile MDP 
programme. Meanwhile BBC People is leading on the development of new diversity 
training modules, which are due to be in place by the end of 2009.   
 
5.6 Other employment initiatives 
 
The BBC runs a number of other initiatives (eg work placements, trainee schemes) 
aimed at creating a diverse workforce in Divisions and at local level. These include 
targeting diverse communities through our recruitment advertising, careers fairs and 
other outreach activities.  
 
The BBC also makes links with universities and educational institutions attended by 
diverse people. The Corporation is also looking at using Project North and Salford as an 
opportunity to attract diverse people to work with the BBC. 
 
The BBC participates in events like ‘Move on Up’ designed to match people already in 
the industry with job opportunities. Recruitment teams hold open sessions in different 
parts of the UK to encourage groups under-represented in the BBC to apply.  
 
The BBC also plays an active role in industry networks aimed at creating a skilled and 
diverse workforce across broadcasting. 
 
 
6. Effectiveness of these arrangements 
 
The BBC reviews what it is doing on equality and diversity regularly at the Diversity 
Board and divisional management boards.  
 
The Corporation also benchmarks its performance against other organisations in the 
public and private sector using the leading employer networks on race, disability and 
women. The benchmarking results suggest that the BBC is making steady progress 
towards creating an inclusive environment, has clear goals and a vision, and recognises 
where it needs to make improvements. For example, key employment policies are now 
being ‘equality screened’.  It is acknowledged that internal structures for monitoring 
action could be further developed to ensure consistency across a large and complex 
organisation.   
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There is parity in the numbers of women and men employed across the organisation, 
and evidence of the progression of women, including on the Executive Board.  The 
relatively low numbers of BME and disabled staff in programme making and production 
areas is still an area of concern, as is the seniority of staff in these groups. This has led 
to the BBC focusing its investment in identifying and developing staff with high potential 
in these groups.  
 
The BBC has most of the standard employment policies in place to safeguard equality of 
opportunity in its workplace. It is also compliant with current equality legislation. 
 
All of the BBC’s people policies are regularly reviewed to reflect legal developments or 
recommended best practice. Equality impact assessments are being built into the current 
HR policy review project to help screen for any potential barriers.   
The BBC also conducts research and analysis to shape policies, spot gaps, highlight and 
communicate good practice, and make recommendations for sustainable improvements.   

The BBC Executive considers the current arrangements outlined in this report to be 
reasonably effective in promoting equal opportunities for women, BME and disabled 
people in employment, recognising that there is more work to be done. 
 
 
7. Conclusion 
 
Under the terms of the BBC Charter and Agreement, the BBC Executive Board is 
required to report annually to the BBC Trust on its arrangements to promote equal 
opportunities in employment in a number of different categories.  This paper describes a 
number of these arrangements, and provides details of initiatives undertaken at pan-
BBC, divisional and local level, that are aimed at creating a level playing field for jobs 
and opportunities within the organisation.  The paper also provides a summary of the 
effectiveness of these arrangements.  
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Appendix 1 
 
The BBC Mentoring and Development Programme  
Analysis of applicants and first shortlisting 2007/8 
 

  applied 
shortlisted for top 

60 % applied % shortlisted 
women 65 27 44% 45% 
ethnic minority 53 33 36% 55% 
disability 10 7 7% 12% 
          
Band/Grade         
progressive 8/9 21 5 14% 8% 
9 80 36 54% 60% 
10 39 16 26% 27% 
11 8 3 5% 5% 
          
age         
25-29 7 2 5% 3% 
30-34 25 8 16% 13% 
35-39 35 13 24% 22% 
40-44 44 18 30% 30% 
45-49 28 17 19% 28% 
50-54 3 2 2% 3% 
55-59 2 0 1% 0% 
no age given 4 0 3% 0% 
     
Location Applied shortlisted   
London 96 41   
World Service 13 7   
Northern Ireland 6 2   
Scotland 5 0   
Wales 3 0   
English Regions 25 10   
International 1 0   
          
Occupational group  Applied shortlisted   
Broadcast news 
journalism 40 16   
Commissioning/ 
Scheduling 7 3   
Communication/ mktg 4 3   
Information technology 16 5   
Interactive 11 7   
Radio Production 15 4   
Rights & Business Affairs 5 2   
Training 10 5   
TV Production 30 15   
unsure/ out of scope 10 0   
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Appendix 2 
 
BBC workforce as at 31 March 2008 
 

ALL STAFF: Percentage of Ethnic Minority Staff as at 31 Mar 08    
      
      

Numbers Percentages Division 
Minorities Majority Total Minorities Majority 

Exec Support & Projs 6 30 36 16.7 83.3 
People 91 479 570 16.0 84.0 
Finance 69 457 526 13.1 86.9 
Worldwide 174 1,201 1,375 12.7 87.3 
Marktg, Comms & Auds 53 408 461 11.5 88.5 
Journalism 1,369 10,553 11,922 11.5 88.5 
Audio & Music 193 1,491 1,684 11.5 88.5 
BBC WIDE 2,488 20,050 22,538 11.0 89.0 
Future Media & Tech 130 1,131 1,261 10.3 89.7 
Operations 29 273 302 9.6 90.4 
Vision 293 2,996 3,289 8.9 91.1 
BBC Trust 5 55 60 8.3 91.7 
Resources Ltd 76 967 1,043 7.3 92.7 
      
      

Numbers Percentages Sub-Division 
Minorities Majority Total Minorities Majority 

News 326 2,940 3,266 10.0 90.0 
Sport 38 413 451 8.4 91.6 
Nations & Regions 362 6,152 6,514 5.6 94.4 
Global News 643 1,048 1,691 38.0 62.0 
Total BBC Journalism 1,369 10,553 11,922 11.5 88.5 
      
      

Numbers Percentages Nation/Region 
Minorities Majority Total Minorities Majority 

N&R Direction 2 19 21 9.5 90.5 
English Regions 292 2,909 3,201 9.1 90.9 
Northern Ireland 7 702 709 1.0 99.0 
Scotland 37 1,313 1,350 2.7 97.3 
Wales 24 1,209 1,233 1.9 98.1 
Total Nations & Regions 362 6,152 6,514 5.6 94.4 
      
      

Numbers Percentages Sub-Division 
Minorities Majority Total Minorities Majority 

Childrens 36 345 381 9.4 90.6 
Commission Services 100 671 771 13.0 87.0 
Vision Studios 157 1,980 2,137 7.3 92.7 
Total BBC Vision 293 2,996 3,289 8.9 91.1 
      
Those with unknown ethnicity and local recruits are excluded from the above data tables.  
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Appendix 2 Cont’d../… 
 

SM STAFF: Percentage of Ethnic Minority Staff as at 31 Mar 08    
      

Numbers Percentages Division 
Minorities Majority Total Minorities Majority 

Exec Support & Projs 1 9 10 10.0 90.0 
Worldwide 11 156 167 6.6 93.4 
Operations 2 30 32 6.3 93.8 
Future Media & Tech 2 31 33 6.1 93.9 
Journalism 13 213 226 5.8 94.2 
BBC WIDE 40 759 799 5.0 95.0 
Audio & Music 2 39 41 4.9 95.1 
Vision 6 144 150 4.0 96.0 
Finance 2 49 51 3.9 96.1 
People 1 40 41 2.4 97.6 
Marktg, Comms & Auds 0 19 19 0.0 100.0 
BBC Trust 0 12 12 0.0 100.0 
Resources Ltd 0 16 16 0.0 100.0 
      
      

Numbers Percentages Sub-Division 
Minorities Majority Total Minorities Majority 

News 4 83 87 4.6 95.4 
Sport 0 11 11 0.0 100.0 
Nations & Regions 5 71 76 6.6 93.4 
Global News 4 48 52 7.7 92.3 
Total BBC Journalism 13 213 226 5.8 94.2 
      
      

Numbers Percentages Nation/Region 
Minorities Majority Total Minorities Majority 

N&R Direction 1 6 7 14.3 85.7 
English Regions 2 18 20 10.0 90.0 
Northern Ireland 0 12 12 0.0 100.0 
Scotland 1 17 18 5.6 94.4 
Wales 1 18 19 5.3 94.7 
Total Nations & Regions 5 71 76 6.6 93.4 
      
      

Numbers Percentages Sub-Division 
Minorities Majority Total Minorities Majority 

Childrens 1 9 10 10.0 90.0 
Commission Services 3 66 69 4.3 95.7 
Vision Studios 2 69 71 2.8 97.2 
Total BBC Vision 6 144 150 4.0 96.0 
      
Those with unknown ethnicity and local recruits are excluded from the above data tables.  
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Appendix 2 Cont’d../… 
 

Disability Distribution by Division: 31 Mar 08 
    

Division Total Staff 
31 Mar 08 

Disabled 
Staff 31 Mar 

08 

% Disabled 
31 Mar 08 

People 615 74 12.0 
Resources Ltd 1,054 65 6.2 
Operations 320 19 5.9 
Future Media & Tech 1,318 74 5.6 
Exec Supp & Projs 37 2 5.4 
Finance 571 27 4.7 
Vision 3,456 159 4.6 
BBC WIDE 23,521 1,080 4.6 
Audio & Music 1,721 73 4.2 
Journalism 12,404 517 4.2 
Worldwide 1,461 50 3.4 
Marktg, Comms & Auds 491 16 3.3 
BBC Trust 64 2 3.1 

    
News 3,365 126 3.7 
Sport 455 18 4.0 
Nations & Regions 6,614 315 4.8 
Global News 1,970 58 2.9 
Total BBC Journalism 12,404 517 4.2 
    
N&R Direction 21 0 0.0 
English Regions 3233 190 5.9 
Northern Ireland 728 33 4.5 
Scotland 1,367 47 3.4 
Wales 1,265 45 3.6 
Total Nations & Regions 6,614 315 4.8 
    
Childrens 405 15 3.7 
Commission Services 815 47 5.8 
Vision Studios 2,236 97 4.3 
Total BBC Vision 3,456 159 4.6 
    
Local recruits are excluded from the above data tables.   
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Appendix 2 Cont’d../… 
 
Gender by Division: 31 Mar 08     
       

Numbers Percentages Division 
Total Female Male Female Male 

BBC Trust 64 45 19 70.3 29.7 
Marktg, Comms & Auds 491 343 148 69.9 30.1 
Vision 3,456 2,213 1,243 64.0 36.0 
People 615 393 222 63.9 36.1 
Exec Supp & Projs 37 23 14 62.2 37.8 
Worldwide 1,812 1,081 731 59.7 40.3 
Finance 574 313 261 54.5 45.5 
Operations 320 174 146 54.4 45.6 
Audio & Music 1,721 875 846 50.8 49.2 
BBC Wide 24,093 11,793 12,300 48.9 51.1 
Journalism 12,622 5,689 6,933 45.1 54.9 
Future Media & Tech 1,318 421 897 31.9 68.1 
Resources Ltd 1,054 220 834 20.9 79.1 
      
News 3,375 1,531 1,844 45.4 54.6 
Sport 455 135 320 29.7 70.3 
Nations & Regions 6,614 3,125 3,489 47.2 52.8 
Global News 2,178 898 1,280 41.2 58.8 
      
N&R Direction 21 11 10 52.4 47.6 
English Regions 3,233 1,450 1,783 44.8 55.2 
Northern Ireland 728 329 399 45.2 54.8 
Scotland 1,367 723 644 52.9 47.1 
Wales 1,265 612 653 48.4 51.6 
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Appendix 3 
 
Grade summary as at 31 March 2008 
 
 Grade Band - Numbers 

Ethnic 
Group 

Bands 1-
4 

Bands 5-
7 

Bands 
8/9 

Bands 
10/11 

WW 
non-SM 

equiv 
Bands 
SM2/1 Total 

Ethnic 
Majority 3,620 8,401 4,555 1,635 1,080 759 20,050 
Ethnic 
Minority 510 1,192 443 133 170 40 2,488 
Total 4,130 9,593 4,998 1,768 1,250 799 22,538 

 
 

Grade Band - Percentage 

Bands 1-
4 

Bands 5-
7 

Bands 
8/9 

Bands 
10/11 

WW 
non-SM 

equiv 

Bands 
SM2/1 Total 

87.7 87.6 91.1 92.5 86.4 95.0 89.0 
12.3 12.4 8.9 7.5 13.6 5.0 11.0 

100.0 100.0 100.0 100.0 100.0 100.0 100.0 
 
 

Disability 

Bands 1-
4 

Bands 5-
7 

Bands 
8/9 

Bands 
10/11 

WW 
non-SM 

equiv 

Bands 
SM2/1 Total 

Disabled 218 482 212 89 44 32 1,077 
Not Disabled 4,142 9,444 4,907 1,724 1,277 812 22,306 
Total 4,360 9,926 5,119 1,813 1,321 844 23,383 

 
 

Bands 1-
4 

Bands 5-
7 

Bands 
8/9 

Bands 
10/11 

WW 
non-SM 

equiv 

Bands 
SM2/1 Total 

5.0 4.9 4.1 4.9 3.3 3.8 4.6 
95.0 95.1 95.9 95.1 96.7 96.2 95.4 

100.0 100.0 100.0 100.0 100.0 100.0 100.0 
 
 

Gender 

Bands 1-
4 

Bands 5-
7 

Bands 
8/9 

Bands 
10/11 

WW 
non-SM 

equiv 

Bands 
SM2/1 Total 

Females 2,858 4,700 2,103 739 1,077 316 11,793 
Males 1,662 5,309 3,050 1,088 661 530 12,300 
Total 4,520 10,009 5,153 1,827 1,738 846 24,093 

 
 

Bands 1-
4 

Bands 5-
7 

Bands 
8/9 

Bands 
10/11 

WW 
non-SM 

equiv 

Bands 
SM2/1 Total 

63.2 47.0 40.8 40.4 62.0 37.4 48.9 
36.8 53.0 59.2 59.6 38.0 62.6 51.1 

100.0 100.0 100.0 100.0 100.0 100.0 100.0 
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Appendix 4 
 
External joiners: Year to 31 March 2008 
 

EXTERNAL JOINERS: Ethnicity by Division Yr to 31 Mar 
08    
       

Numbers Percentages Division 
Total Minorities Majority Minorities Majority 

Vision 1,015 74 941 7.3 92.7 
Journalism 1,091 173 918 15.9 84.1 
Audio & Music 119 17 102 14.3 85.7 
Future Media & Tech 150 14 136 9.3 90.7 
Operations 29 1 28 3.4 96.6 
People 74 14 60 18.9 81.1 
Finance 91 15 76 16.5 83.5 
Marktg, Comms & Auds 67 10 57 14.9 85.1 
Exec Supp & Projs 4 0 4 0.0 100.0 
Resources Ltd 23 2 21 8.7 91.3 
Worldwide 225 47 178 20.9 79.1 
Total BBC 2,888 367 2,521 12.7 87.3 
      
News 204 27 177 13.2 86.8 
Sport 26 2 24 7.7 92.3 
Nations & Regions 677 62 615 9.2 90.8 
Global News 184 82 102 44.6 55.4 
      
N&R Direction 2 1 1 50.0 50.0 
English Regions 250 41 209 16.4 83.6 
Northern Ireland 54 1 53 1.9 98.1 
Scotland 228 14 214 6.1 93.9 
Wales 143 5 138 3.5 96.5 
      
WS Monitoring 24 8 16 33.3 66.7 
WS Broadcasting 135 68 67 50.4 49.6 
WS Trust 13 2 11 15.4 84.6 
BBC World 12 4 8 33.3 66.7 
      
*Those who failed to provide ethnicity information have been excluded from the above table.  
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Appendix 4 Cont’d../… 
 

EXTERNAL JOINERS: Disability by Division Yr to 31 Mar 08   
       

Numbers Percentages Division 
Total Disabled Not disabled Disabled Not disabled 

Vision 1,292 12 1,280 0.9 99.1 
Journalism 1,299 11 1,288 0.8 99.2 
Audio & Music 142 2 140 1.4 98.6 
Future Media & Tech 185 4 181 2.2 97.8 
Operations 37 1 36 2.7 97.3 
People 105 21 84 20.0 80.0 
Finance 122 2 120 1.6 98.4 
Marktg, Comms & Auds 86 1 85 1.2 98.8 
Exec Supp & Projs 4 0 4 0.0 100.0 
Resources Ltd 36 0 36 0.0 100.0 
Worldwide 283 3 280 1.1 98.9 
Total BBC 3,591 57 3,534 1.6 98.4 
      
News 239 1 238 0.4 99.6 
Sport 30 1 29 3.3 96.7 
Nations & Regions 777 7 770 0.9 99.1 
Global News 253 2 251 0.8 99.2 
      
N&R Direction 2 0 2 0.0 100.0 
English Regions 290 2 288 0.7 99.3 
Northern Ireland 64 0 64 0.0 100.0 
Scotland 254 4 250 1.6 98.4 
Wales 167 1 166 0.6 99.4 
      
WS Monitoring 33 1 32 3.0 97.0 
WS Broadcasting 189 1 188 0.5 99.5 
WS Trust 19 0 19 0.0 100.0 
BBC World 12 0 12 0.0 100.0 
      
*Those who failed to provide disability information have been excluded from the above table.  
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Appendix 4 Cont’d../… 
 

EXTERNAL JOINERS: Gender by Division Yr to 31 Mar 08    
       

Numbers Percentages Division 
Total Female Male Female Male 

Vision 1,292 717 575 55.5 44.5 
Journalism 1,321 661 660 50.0 50.0 
Audio & Music 142 81 61 57.0 43.0 
Future Media & Tech 185 58 127 31.4 68.6 
Operations 37 18 19 48.6 51.4 
People 105 61 44 58.1 41.9 
Finance 122 69 53 56.6 43.4 
Marktg, Comms & Auds 86 60 26 69.8 30.2 
Exec Supp & Projs 4 4 0 100.0 0.0 
Resources Ltd 36 20 16 55.6 44.4 
Worldwide 387 219 168 56.6 43.4 
Total BBC 3,717 1,968 1,749 52.9 47.1 
      
News 240 117 123 48.8 51.3 
Sport 30 12 18 40.0 60.0 
Nations & Regions 777 407 370 52.4 47.6 
Global News 274 125 149 45.6 54.4 
      
N&R Direction 2 2 0 100.0 0.0 
English Regions 290 157 133 54.1 45.9 
Northern Ireland 64 33 31 51.6 48.4 
Scotland 254 141 113 55.5 44.5 
Wales 167 74 93 44.3 55.7 
      
WS Monitoring 48 23 25 47.9 52.1 
WS Broadcasting 189 77 112 40.7 59.3 
WS Trust 19 13 6 68.4 31.6 
BBC World 18 12 6 66.7 33.3 
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Appendix 5 
 
BBC staff by average length of service  
 

STAFF: Ethnicity by Grade Group and Average Service 31 Mar 08   
Average Service (yrs)   Grade group 

Total Minorities Majority   
Worldwide non-SM 
equiv 5.2 4.2 5.4   
Bands 1-4 6.9 4.9 7.1   
Bands 5-7 8.5 5.7 8.9   
Bands 8/9 11.4 8.5 11.7   
Bands 10/11 12.4 10.9 12.5   
Bands SM2/1 12.6 9.8 12.8   
Total BBC 9.1 6.3 9.5   
      
*Those who failed to provide ethnicity information have been excluded from the above table. 
      
STAFF: Disability by Grade Group and Average Service 31 Mar 08   

Average Service (yrs)   Grade group 
Total Disabled Not disabled   

Worldwide non-SM 
equiv 5.0 9.6 4.9   
Bands 1-4 6.5 6.7 6.5   
Bands 5-7 8.3 10.6 8.1   
Bands 8/9 11.2 14.3 11.1   
Bands 10/11 12.1 14.5 12.0   
Bands SM2/1 12.0 13.0 12.0   
Total BBC 8.8 10.9 8.7   
      
*Those who failed to provide disability information have been excluded from the above table. 
      
STAFF: Gender by Grade Group and Average Service 31 Mar 08   

Average Service (yrs)   Grade group 
Total Female Male   

Worldwide non-SM 
equiv 4.7 4.6 4.9   
Bands 1-4 6.5 6.4 6.7   
Bands 5-7 8.3 7.1 9.3   
Bands 8/9 11.2 9.8 12.2   
Bands 10/11 12.1 10.5 13.2   
Bands SM2/1 12.0 11.3 12.4   
Total BBC 8.7 7.5 9.9   
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