
 
 
 
 
 
 
 

PROMOTING EQUAL OPPORTUNITIES IN 
EMPLOYMENT: 
The Trust’s observations on the current operation and 
effectiveness of the BBC Executive’s arrangements for 
promoting equal opportunities in employment 
 
 

1. Introduction 
The role of the Trust is to get the best out of the BBC for licence fee payers. We aim to 
ensure that the BBC delivers public value by providing high quality and distinctive services to 
all the people and all the communities across the UK1. We recognise that if the BBC is to 
achieve this, it needs a truly diverse workforce, and that it should be diverse at all levels of 
the organisation.  
 
Responsibility for putting in place arrangements for promoting equal opportunities in 
employment at the BBC rests with the BBC Executive. Each year, as required by the BBC’s 
Agreement, we ask the Executive for a report on its arrangements, and we publish a short 
report commenting on them2.  
 
This document provides a commentary on the Executive’s report for the year to 31 March 
2009, which is enclosed as an Annex. Our commentary first reviews progress against the 
actions we set the Executive in our report published last July and then identifies key issues 
for the Executive to consider over the coming year. Finally we report on the diversity of staff 
in the Trust Unit, whose staff are appointed by and report to us, and therefore fall outside 
the Executive’s direct responsibility. 
 
 

2. Summary 
We are pleased to note the progress the Executive reports, and its response to the issues we 
raised in our commentary last year. We also welcome the Executive’s acknowledgment that 
despite this progress it still has work to do. We have made clear to the Executive the need 
for continued progress and ambition in this area as a diverse workforce is key to helping the 
BBC represent and serve the needs of the diversity of its audience, and have set the 

                                            
1 The BBC Trust’s Statement of Purpose : http://www.bbc.co.uk/bbctrust/about/index.html 
2 This is in line with the requirements of Clause 85 of the BBC’s Agreement with the Department for Culture, 
Media and Sport (known as “the Agreement”).   
 



Executive five areas for focus over the coming year. We have also set ourselves the 
objective of improving the diversity of the Trust Unit’s staff, in particular the proportion from 
black and minority ethnic backgrounds, this year.   
 

3. Report on last year’s actions 
Last July we published our comments on the BBC’s arrangements for promoting equal 
opportunities in employment for the first time. Our report noted the Executive’s 
arrangements and we welcomed the progress being made to enhance the BBC’s people 
policies as well as the tools and reviewing mechanisms in place and being implemented to 
ensure improvements were always being sought.  
 
We also asked the Executive to undertake further work in a number of areas and this section 
notes progress on these. 
 

3.1 Improving the BBC’s profile of black and minority ethnic staff at all levels of 
the organisation 
Last year we welcomed the Executive’s commitment to improving the proportion of staff 
from black and minority ethnic (BME) backgrounds but noted that there was still much room 
for progress. During 2008/09 there has been an increase in the proportion of BME staff 
across the organisation from 11% to 12.1% and at senior levels (senior management grades 
1 and 2) from 5% to 5.6%. This represents a significant improvement, but we have 
emphasised to the Executive that there is still some way to go to achieve the original targets 
of 12.5% and 7% set to be achieved by 2007, which have now been extended to 2012, and 
that we expect to see recent momentum and progress sustained (see further comments 
under section 4, Challenges ahead, below).  
 

3.2 Reviewing the emerging impact of new diversity initiatives at an early 
opportunity 
The Executive has commissioned reports evaluating the impact of a number of its diversity 
initiatives in response to our request last year. These are unfortunately not available in time 
for us to comment on them in our report this year, although the Executive has provided 
summary highlights on the Journalism Trainee Scheme and Journalism Talent Pool, the 
Mentoring and Development Programme and the Extend Scheme. This indicates that all four 
schemes are improving the diversity of the staff by either attracting a more diverse range of 
applicants or by developing a more diverse staff to progress to senior levels.  
 
We have asked the Executive for a report on the results of these scheme evaluations later 
this year, and have asked the Executive to ensure that they are reported on fully in next 
year’s report. 
 

3.3 Using the Mentoring and Development Programme to address the 
imbalance in the proportion of women at the most senior levels 
Last year we noted that while women are reflected in the workforce overall, they are not 
proportionately reflected at the most senior levels, and we suggested that the Mentoring and 
Development Programme provided a good opportunity to address this imbalance. This year 



the Executive reports that it has reviewed the application process for this scheme to ensure 
that the best applicants apply, and while the scheme has not specifically targeted women, 
the gender balance has been good. Given that the proportion of women at the most senior 
levels remains unchanged at 38%, however, we have asked the Executive to continue efforts 
to redress this imbalance over the coming years, whether through the Mentoring and 
Developing Programme or other initiatives. We have identified this as a key area for focus 
going forward (see section 4, Challenges ahead). 
 

3.4 Targeting the Extend Scheme and the deferred development programme at 
those divisions where the disabled workforce is below the target and BBC 
average 
The Executive advises that Extend, the BBC’s work placement scheme for disabled people, is 
aimed at those divisions with a particularly low representation of disabled staff, including key 
programme areas such as Journalism and Nations and Regions.  
 
While last year we noted that the Executive had exceeded its disability workforce target of 
4% with 4.6% of staff across the organisation declaring themselves disabled as at 31 March 
2008, progress has slipped back with 4.4% of staff disabled at March 2009. The Executive 
has revised its target to 5.5% of the workforce by 2012, and we look forward to continued 
efforts to achieve this. 
 

3.5 Providing information about the frequency with which management 
information is collected relating to ethnicity, disability and age 
We asked the Executive for information about the frequency with which management 
information relating to staff diversity is collected to ensure consistency and that regularity is 
maintained. The Executive’s report explains its processes for capturing and reviewing 
employee profile data and sets out proposals for an updated corporate policy framework and 
new processes which are currently being considered. We endorse these proposals and look 
forward to a report on progress implementing them in next year’s report. 
 

3.6 Seeking assurance that the procurement process for freelancers/special 
advisors is fair, accessible and non-discriminatory, and to explore the 
opportunity to build diversity monitoring into the procurement process 
Given the size of the freelancer community that works with the BBC, last year we asked how 
the Executive assures itself that its processes with freelancers are non-discriminatory. The 
Executive has advised that due to technical difficulties it faces in capturing data in this area it
is unable to set up a monitoring system for this. Given this, we would encourage the 
Executive to explore how else it can satisfy itself that equality is built into its processes for 
selecting and appointing freelancers, given the inevitable risks of lower standards in 
recruitment processes for freelancers compared with those for permanent staff. 
 

3.7 Ensuring that over time diversity initiatives target all divisions where there 
may be an imbalance in terms of ethnicity and disability 
The Executive has explained that decisions about which divisions should be targeted via its 



diversity positive action schemes are determined by legal requirements. These include 
identifying which occupational groups show poor representation and at which levels of the 
organisation. Only those working within these groups and levels are therefore able to apply. 
These are reviewed annually, however, meaning that once progress is achieved new groups 
are targeted.  
 

3.8 Reviewing the workforce targets and providing assurance that overall 
targets will not be lowered 
Following a review of its targets, the Executive increased its disability target from 4% to 
5.5% by 2012, and introduced a target for the proportion of staff at senior grades (SM1 and 
SM2) of 4.5%, also to be achieved by 2012. 
 
It has retained the existing target for BME staff of 12.5% - just 0.4% above the current level 
– and the proportion of staff at SM1 and SM2 grades at 7%. Both must now be achieved by 
2012. It has, however, introduced differentiated goals for divisions, which reflects best 
practice, to help drive continued improvement across the organisation. These targets reflect 
performance to date with those divisions exceeding the BBC average given more stretching 
targets, and those falling below lower ambitions. We comment on this in section 4, 
Challenges ahead, below.  
  
 

4. Challenges ahead 
It is clear that the Executive is taking active steps to address the issues we highlighted last 
year as well as other priorities it has identified, including making preparations for the 
changes set out in the Equality Bill, and we welcome this focus. Work has begun, for 
example, to develop a single equality scheme which will replace the separate Gender, 
Ethnicity and Disability Equality Schemes from next year in line with the single duty to 
promote equality.  
 
The Executive concludes in its report that the current arrangements are reasonably effective 
in promoting equal opportunities for women, black and minority ethnic and disabled people 
but it recognises that there is considerably more work to be done and that it is committed to 
reviewing progress and extending its goals. It has acknowledged it faces some steep 
challenges, including around increasing senior manager diversity and updating and 
enhancing employee profile monitoring. We support the Executive’s assessment and have 
made clear the need for continued ambition in its arrangements to drive change. We have 
highlighted the following as key areas for focus for the Executive going forward: 
 

• Targets: Are they challenging enough?  
The Executive has retained the existing target for ethnicity of 12.5% of staff and 7% of 
senior management, to be achieved by 2012. Given recent progress we have asked the 
Executive to keep under review whether the existing targets, and particularly those for 
the proportion of black and minority ethnic staff, are challenging enough. In particular, 
we expect further consideration of targets that openly consider the impact of the make 
up of local labour markets.  

• Focus on programme areas  
The BBC must continue to improve the diversity of staff across the organisation, but as 



Trustees we are most concerned to ensure the diversity of staff in those areas which 
have direct influence over the output that is delivered to licence fee payers across the 
UK. Key output commissioning and production divisions including Vision and Audio and 
Music, as well as News, Sport and Nations and Regions, lag considerably behind the rest 
of the organisation in terms of the diversity of their staff. We have asked the Executive to 
ensure that the less stretching targets for these divisions which have been introduced 
this year do deliver the change we expect over time, and that they do not give room for 
complacency. 

• Improving the proportion of women at senior levels 
While women account for 49% of staff overall, at senior management levels it is only 
38% of staff, and there has been no improvement over recent years. We have asked the 
Executive to focus effort on understanding why this is and addressing it, either through 
the Mentoring and Development Programme or other initiatives.  

• Understanding the effectiveness of diversity initiatives  
The evaluation reports on the effectiveness of four pan-BBC schemes (Extend, Mentoring 
and Development Programme, Journalism Trainee Scheme and Journalism Talent Pool, 
are a welcome first step, but over the next year we will be looking to the Executive to 
continue work to understand the effectiveness of the full range of its diversity initiatives 
to ensure that the BBC’s effort is directed at those schemes which have potential to 
deliver the most impact. Its work with others in the industry to develop understanding 
and drive progress in this area is important. 

• Understanding why staff leave 
It is not enough to recruit a diverse staff – the organisation must of course also work to 
retain them. Evidence provided from the staff survey indicates that employees from black 
and minority ethnic backgrounds stay at the BBC for a shorter period than other staff, 
(6.1 years, compared to an average of 9 years). This evidence supports feedback we 
have received during the course of our own work. We have asked the Executive to 
explore why this disparity exists in order that it can take any necessary steps to address 
it.  

 
 

5. Staff diversity of the BBC Trust Unit 
The Executive’s report provides information on the diversity of staff in the Trust Unit. The 
Trust Unit is separate from the rest of the BBC and is responsible only to the Trust.  
 
The Trust Unit is relatively small compared to the other Divisions, but the Executive’s report 
highlights that we need to continue efforts to improve the diversity of our staff – in particular 
the proportion of black and minority ethnic staff as at 9.4%, it is significantly below both the 
BBC’s current average of 12.1% as well as the target of 12.5%.  
   
Last year we launched a staff diversity plan which recognised the importance of recruitment 
to the Trust Unit in achieving change. Effort must continue over the coming year to explore 
new ways of attracting a diverse range of applicants to roles in the Trust Unit. 
 
 
 



Annex: The BBC’s arrangements for promoting equal 
opportunities as required under the Charter and Agreement. 
 
 

1.  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 2009.  
  
 

2.  Context 
 
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. 
 
 

3.   The BBC’s arrangements to promote equal opportunities in employment 
 
3.1 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.  



The BBC aims to create and sustain an inclusive work environment which provides equality 
of opportunity for everyone.” 

The BBC has a range of employment policies that actively support equality of opportunity for 
different groups of employees 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, career breaks and flexible holidays. 

3.2  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 (i.e. not to employment).   
 
The Executive Board has overall responsibility to set the strategic direction on diversity for 
the BBC, supported by the Diversity Board which is also chaired by the Director-General and 
attended by all Divisional Directors. The Diversity Board formulates and recommends to the 
Executive Board 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.   
 
In line with the reporting arrangements for the BBC’s diversity strategy, the Trust will 
receive a report from the Executive on the progress of the strategy in late 2009 and annually 
thereafter.  The report will be for discussion and noting.  The Executive will provide a 
covering report which highlights an overview of what is going well, areas for improvement 
and any identified risks against achievement.  
 
Progress on three strategic action areas will be noted. These areas are: Audiences; BBC 
Output and Content and BBC Core strategies and six public purposes.  (Workforce is 
reported on separately within this report). The Executive will also provide its judgement of 
progress made to date and will indicate the current position with a traffic light assessment 
indicating the direction of travel (red/amber/green). 
  
The BBC’s Diversity Centre supports the Executive and Diversity Boards and provides 
specialist expertise and advice internally to support the integration of diversity into BBC 
policies and processes.   
  
Each BBC Division has a diversity action plan (DAP), which is aligned to the BBC’s corporate 
diversity action plan and includes initiatives aimed at diversifying the BBC workforce at all 
levels, through for example departmental recruitment and development activities.   DAP s 
are developed and reviewed by divisional management boards and annually by the Diversity 
Centre.   
 
For 2008 / 2009, new structures and processes have been put into place that will help the 
BBC identify key actions and monitor progress in meeting key equality and diversity priorities 
in line with Diversity Strategy and regulatory requirements, at both corporate and divisional 
level.    
 



To support ongoing diversity activity at divisional level, most divisions have elected a 
diversity champion and some divisions also have diversity working groups which develop and 
monitor related activity on behalf of the division. In addition, BBC People introduced a 
network of diversity Single Points of Contact (SPOCs) during 2008, who liaise with dedicated 
Diversity Centre SPOCs and their own management boards to help ensure that each division 
is aligned to the corporate diversity agenda and timetable.  
 
3.3  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. (See 2.5 below for an update on work with 
Capita). 

 
- 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 not to 
employment, which is defined as a private function3. 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.  The BBC 
remains compliant in relation to its public functions. All 3 schemes underwent a formal 
annual review during 2008. The reviewed and updated Schemes and Performance 
Summaries were published in September 2008. The next review process will commence in 
June 2009 and the intention is to develop a single Equality Scheme, covering at least 8 
equality strands, in line with the new Equality Bill. The Bill is expected to receive Royal 
Assent in spring 2010. The majority of provisions are expected to come into force in 
October 2010 with the public sector equality and socio-economic duties expected to come 
into force in 2011.   

 
The Equality Bill was introduced in the House of Commons on 24 April and published on April 
27 2009.  The Bill is intended to consolidate, simplify and strengthen existing equalities 
legislation.  There will be one public sector equality duty bringing together the existing 

                                            
3 The DCMS had previously advised the Executive that the Government Equalities Office (GEO), wanted to 
list the BBC as subject to this new equality duty in respect of all its functions, (except for its output 
functions). The duty was to be framed in such a way as to only require consideration of equality where it is 
relevant and proportionate. So the BBC would have needed to note that equality was not relevant for some 
functions, but for other functions, in particular employment, it would have been highly relevant and there 
would have been an expectation that it should lead to improved outcomes for protected groups.  However, 
the GEO has since reviewed its intended approach and has stated it will now consult further a range of 
bodies, including the BBC, over the summer on the framing of the Bill. The Executive has assessed as far as 
possible the potential impacts of the Bill prior to its publication but much is still unclear.    



gender, disability and race duties, and expanded to include sexual orientation, religion or 
belief, age pregnancy and maternity, and gender reassignment. A wide package of measures 
aimed at supporting work to promote equality is to be introduced. A new public sector duty 
to consider how to reduce socio-economic inequalities has also been introduced 
 

 
3.4  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. 
 
Following the 2007/8 Equal Opportunities Report, the Trust requested that the BBC’s 
workforce targets be reviewed and any changes reported back to the Trust.  

The BBC reviewed its workforce targets on ethnicity and disability during 2008. The 
corporate targets have been re-assessed and new differentiated ’goals’ (for ethnicity) have 
been introduced at divisional level.  This more sophisticated and pragmatic approach to 
target setting was informed by standard public sector (Audit Commission)  advice and 
guidance and  takes into account extrinsic influencing factors such as regional and local 
labour market demographics. Incremental target setting will be considered as part of the 
next targets review process.  

The corporate workforce targets - to be met by 2012, are now: 

- 12.5% for black and minority ethnic (BME) staff overall (no change) 
(Actual for 31st March 2009 is 12.1% compared to 11% as at 31 March 2008) 

 
- 7% for ethnic minority staff at SM1 and SM2 grades (no change) 

(Actual for 31st March 2009 is 5.6% compared to 5 % as at 31 March 2008) 
 

- 5.5% for disabled staff (reviewed and increased form 4% in 2008) 
(Actual for 31st March 2009 is 4.4% compared to 4.6% as at 31 March 2008) 

 
- 4.5% for disabled staff at SM1 and SM2 grades (new target for 2009)  

(Actual for 31st March 2009 is 3.4%)   

The divisional workforce goals for (all staff) ethnicity - to be met by 2012 are now: 

- BBC Vision                              11.5%    
- Journalism                               12.5%    
- Audio & Music                         12%       
- Future Media & Technology    13.5%    
- Professional Services              14.5%    
- BBC Worldwide                       13%       

 
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 provides a voluntary annual report to Ofcom and is represented on the Ofcom / BTSR 
planning group which is working across the industry to develop a co-regulatory framework 
for monitoring and improving equal opportunities in the Broadcast sector.  



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. In 2009 the BBC helped to develop and signed up to the Cultural Diversity 
Network’s (CDN) Diversity Pledge, which is designed to encourage and support Indies to 
consider equal opportunities in employment (as well as diversity in content and portrayal).  

3.5  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.  In the last year Capita have attended the following outreach 
events aimed at diverse groups of people: 

Islam Expo: The largest of its kind in Europe, this event aims to build bridges between 
Britain's different communities, while combating myths, misconceptions and 
misunderstandings of Islam in times fraught with tension and instability. The event includes 
exhibitions, debates, workshops, recruitment zone etc.   

Glasgow Mela: A multicultural festival, based on the traditions of the Indian Sub-continent. 
The Mela continues to go from strength to strength and has become an important event in 
Glasgow’s cultural calendar. It embraces the many cultures that make Scotland such a 
diverse nation. (Glasgow).   

GRADES (Gender, Race, Age, Disability, Ethnicity, and Sexuality) Fair: This specialist fair has 
been developed to respond to the growing need for organisations to employ a diverse 
workforce. We have attended this annual event since 2002. (London).  
 
A new revised events strategy was introduced in November last year the aim of which is to 
align appropriate recruitment events with the BBC's resourcing strategy. In addition BBC 
People has developed a new employer branding proposition that features images of people 
from a range of groups. 
 
The service contract also specifies that Capita (through the Access Unit) will support the BBC 
in meeting the access needs of disabled employees working in the UK. This includes 
providing appropriate reasonable adjustments for staff with disabilities.  
 
During 2008/2009, the Diversity Centre has worked with Capita to clarify ambiguities in the 
current contract requirements and service level agreements.  Several meetings have taken 
place to rewrite the service requirements. There were no significant changes in service 
requirements prior to outsourcing. 
 
The Diversity Centre has also worked with Capita to implement a more robust performance 
monitoring framework. Existing Key Performance Indicators have been revised and 
ambiguities clarified. This was done following consultation with the disabled staff forum 
following requests to involve disabled employees.  New performance indicators are more 
aligned with a more robust monitoring role to ensure reasonable adjustments are 
implemented. 
 



Going forward these changes will shortly be submitted to formal contract change control 
processes. Work will then start on process improvements in order to maintain service 
quality. The Diversity Centre has also identified process areas that will need further service 
improvements. These are the introduction of a code of service standards and the 
introduction of an Access Service Information Pack for employees and their managers. 
 
3.6  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. The Future Media & Technology (FM&T) Review Panel 
reviews and monitors projects for accessibility with regard to technology and helps ensure 
that assistive technology plans are included at an early stage and contractors are made 
aware of BBC access requirements. A named individual is 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.  These were updated during 2008 to include consideration of a 
number of key diversity strands, to reflect diversity in the broadest sense. The seven core 
strands are: age, disability ethnicity, faith/belief, gender, gender re-assignment and sexual 
orientation (as these will all be protected groups under the new Equality Bill, as will 
pregnancy and maternity). In order to reflect BBC priorities around developing a workforce 
that reflects the diversity of the UK – socio-economic situation and regional difference are 
also included. 

The BBC is also considering incorporating diversity screening guidelines within project 
initiation documents to help managers give systematic consideration to potential equality 
and diversity issues, gaps or barriers at an early stage in the planning process. 

3.7  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.  The Diversity Centre developed a brand new diversity Website during 2008.  This 
contains a wealth of information for all BBC staff on equality and diversity issues and 
ongoing work. It is designed to both inform and support staff to develop diversity within the 
business.  The site also signposts staff to additional sources of information and advice.  

Diversity initiatives and progress towards the targets feature regularly in the BBC People 
news letter ‘People’s Voice’ and within Ariel. For example Ariel (February 24th edition) 
featured an article on the BBC’s reviewed workforce targets.  

A diversity newsletter for staff has also been developed this year.  The first edition will be 
launched in April 2009. 

The BBC also discusses diversity in relation to operational arrangements with its trade unions 
where relevant, via regular meetings of the National Joint Council (NJC). From 2009 onwards 
there will also be half yearly diversity NJC meetings to share and discuss progress on the 
BBC’s strategic (employment) diversity priorities. 



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.  

BBC People has also developed and begun to deliver various equality and diversity training 
initiatives during the last 12 months (see 5.6 for detail). 

The BBC also consults with, and provides funding for, its 3 internal staff networks for black 
and minority ethnic, disabled, and lesbian, gay and bisexual people.  Following requests 
from staff, BBC People is also exploring options for a staff faith forum.   
 
 
4.  Employment Monitoring 
 
 4.1  Employee Profile and Targets 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 across these areas: 
 

- Grade, division and department; 
- Type of contract and length of service; 
- Occupational group/job family; 
- BBC joiners 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); 
- The take up of places on training and development activities. This is reported in a 

separate report under Clause 85. 
 
4.2  Employee Case Management Monitoring 
 
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. 
 
Following the 2007/8 Equal Opportunities Report, the Trust requested that the Executive 
explore the opportunity to build diversity monitoring into the procurement process for 
freelancers. 
 
The Executive has explored this thoroughly and has concluded that is not possible to 
monitor freelancers and provide accurate data due to technological barriers and constraints. 
Monitoring and reporting accurately on the diversity of freelancers is problematic because of 
the way in which the BBC collects and holds freelance data.  
 
Freelancers are held on a standard Human Resources IT system known as ‘Sap Hr’. A 
freelancer’s data is held with concurrent Sap records if they are employed on concurrent 



contracts in various areas of the BBC.  Some freelancers can have up to 10 staff numbers all 
of which can be either live or cease to be live simultaneously.   
 
In order to set up a monitoring system, each record would have to have, for example, ethnic 
origin recorded against it, but this would mean that a freelancer could be double counted on 
the system, as reports would output each personnel number that was live.   
 
Another issue arises when freelancers are put onto the Sap system retrospectively. This 
would make accurate reporting very difficult as such data sourced on any given date would 
be incorrect. 
  
Following the 2007/8 Equal Opportunities Report, the Trust requested that the frequency 
and monitoring of data should be reviewed. 
 
Corporate and divisional employee profile data is distributed on a monthly basis and more 
detailed information, including on staff moves (into, out of and within the organisation), is 
provided quarterly as is data relating to employee case management. 
   
The Executive has now thoroughly reviewed current employee diversity monitoring and has 
developed proposals for an updated corporate policy framework and new processes, which 
are in line with the BBC Diversity Strategy and equalities best practice.  
 
Proposals focus on 2 key areas: 

- Employee profile monitoring. This would be updated and extended (profile 
classifications for ethnicity and disability would be updated and new categories for 
sexual orientation and religion/ belief introduced, following consultation).   

- Case management monitoring and analysis. This would be enhanced to allow for data 
interrogation and analysis to track for any underlying diversity patterns and trends.  

 
The above proposals require a number of complex systems technology changes as well as 
changes to contractual arrangements with partner suppliers.  The likely costs and timescales 
are currently being scoped.  
 
4.3  Equal Pay Monitoring 
 
Data related to the annual pay review (covering remuneration, pay increases and bonuses) 
is also analysed to check for actual or potential discrimination and differentials on the basis 
of gender, ethnicity and age across and within job families and grades. 
 
The first phase of an equal pay audit, with the focus on gender was completed at the end of 
2008.   The second phase completed in early 2009, involved a detailed drill down of 
employee data.  As the employee population has changed since the completion of the first 
phase, a further analysis will be undertaken by mid 2009.  The aim is to identify the 
potential costs of addressing potential equal pay claims as well as the associated 
mechanisms required.  
  
4.4  Employee Perceptions Monitoring 
 
The BBC also seeks to monitor and track how women, BME and disabled people feel about 
their experience at the BBC through the staff survey. The results of the 2008 Staff Survey 



showed for example, that BME groups are more positive than non-BME groups about their 
career opportunities in the BBC and are more likely to be positive advocates of the 
organisation, whereas non-BME groups tend to feel more positive about their contributions 
to decision-making and feeling free to use their own judgement. 
 
 

5.  The BBC’s Workforce Profile/ Trends 

Appendix 1 provides statistics on the numbers of women, BME and disabled staff employed 
by each Division of the BBC, as at 31 March 2009.  

Appendix 2 provides data on staff in these groups by seniority/grade. 

Appendix 3 provides statistics on external joiners to the BBC by Division for the last quarter. 

Appendix 4 provides data on the average length of service for staff.  

The representation of women, BME and disabled staff in the BBC workforce as at 31March 
2009 is shown in the table below. 

 

  
Group 

March 31 
percentage

March 31 
number 

Men 51.1% 12,081 
Women 48.9% 11,570 
BME staff overall 12.1% 2700 
BME staff at 
SM1/2 grades 

5.6% 48 

Disabled Staff  4.4% 1013 
Disabled Staff 
SM1/2 grades 

3.4% 30 

Women 

The number of women employed by the BBC has fallen slightly during the last year to 
11,675 from 11,793 in March 2008, however the overall percentage of women remained 
constant at 48.9%.  The number of men also fell from 12,300 last year to 12,179, but again 
the overall percentage remained constant during this period at 51.1%.  

Men now outnumber women in the BBC by 511 people. 

The average length of service for a woman in the BBC is currently 7.6 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 9.8 years.  

Most women are employed on continuing contracts. Nearly two-thirds (62%) of women 
employed by the BBC are at the more junior grades of the organisation, i.e. Bands 1-7. 
2.8% 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. 

As at 31 March 2009, the BBC employs 2700 BME staff.  The percentage of BME staff rose 
slightly (1%) during the financial year 2008/9.  
 
67.5% of BME staff are employed at the relatively junior grades of Bands 1-7, and make up 
5.6% of senior management at SM1/2 grades.  The average length of service for BME staff 
is 6.1 years. The longest serving group of BME staff is at Bands 10 and 11, followed by staff 
at SM1/2 grades. 
 

Disabled staff 

As at 31 March 2009, the BBC employs just over a thousand (1013) disabled staff. Nearly 
half (46.7%) of staff in this group are employed at Bands 5-7 and 30 staff at SM1/2 grades 
have declared that they have a disability.  Disabled staff tend to stay longer with the BBC - 
the average length of service is 11.1 years. 



Progress towards the BBC’s workforce targets: 2005-9 

 31 March 
2005 

31 
March 
2006 

31 March 
2007 

31 
March 
2008 

31 March 

2009 

Target 
for 

2009/12 

Ethnic 
minority 
staff 

10.1% 

 

10.3% 10.5% 11% 

 

12.1% 12.5% 

(reviewed)

Ethnic 
minority 
staff at 
SM1/SM2 
grades 

4.9% 

 

5.3% 5% 5% 5.6% 7% 

(reviewed)

 

Disabled 
Staff  

 

2.7% 2.7% 

 

2.6% 4.6% 

 

4.4% 5.5% 

(reviewed 
and 

increased)

 

Disabled 
Staff at 
SM1 / 
SM2 
grades 

n/a n/a n/a n/a 3.4% 4.5% 

(new 
target) 

 
 

6.  Diversity Initiatives 
 
In 2007 the Corporation announced a £2.9million investment over 3 years in a small number 
of pan-BBC workforce initiatives to diversify staff at all levels. The following provides an 
update on activity since April 2008. 
 
Following the 2007/8 Equal Opportunities Report, the Trust requested that the impact of 
new initiatives be reviewed and shown. The dates of formal evaluation reports for each of 
the initiatives are provided below. Summary highlights have been included for the purposes 
of this report.   
 
- The Journalism Trainee Scheme and Journalism Talent Pool evaluation report will be 
available in April 2009. This will include an evaluation of the two schemes’ respective 



assessment mechanisms, based on candidates’ perceptions of the recruitment/ assessment 
process. 
 
- The Mentoring and Development Programme evaluation report will be available in June 
2009 (12 months after the start of year 1). 
 
- The Extend evaluation report for 2008 /9 will be available in July 2009. 
 
6.1  Journalism Trainee Scheme (JTS) 
 
The scheme is run in collaboration with the College of Journalism and is now underway for 
year 2.   
 
Following year 1 all 21 trainees have secured some form of additional contract work within 
the Journalism group: 
• 2 trainees have secured six month fixed term contracts 
• 10 trainees have secured three month fixed term contracts 
• 1 trainee has secured a one month fixed term contract 
• 8 trainees have secured casual and freelance work. 
 
This year nearly twice the number of applicants applied and diversity is still strong. 15 new 
trainees started in March 2009. 
 
Out of 2,652 applications 23% were from a black or minority ethnic (BME) background. 
Out of the final 15 who were selected from the 61 interviewed, 60% were from a 
(BME).background and the gender mix was good. (There was also strong social diversity this 
year). 
 
6. 2  Journalism Talent Pool (JTP) 
 
This new initiative was developed during 2008 and complements the JTS. The scheme is 
intended to create a pool of skilled and competent broadcast journalists that the BBC may 
draw from for short term and ideally for more permanent job opportunities.  All those 
gaining entrance to the pool must undergo a rigorous assessment process and must 
demonstrate a good understanding of diverse audiences.  As with the JTS, creating a more 
diverse community of BBC journalists is a key objective.  
 
Out of 581 applicants in the first round, 20% were BME and 2.5% disabled.  Out of the 19 
invited into the pool, 31.5% were from a BME background. To date four broadcast 
journalists have been placed.  
 
 6.3  The BBC Mentoring and Development Programme (MDP) 
 
The MDP aims to create a pool of diverse staff with the credibility, confidence and 
competences to move into senior roles or feeders to senior roles within the BBC. As the MDP 
is a positive action scheme, 15 of the 30 places are intended for BME staff and five for 
disabled staff.  A key feature of the programme is the opportunity for participants to be 
mentored by a senior BBC manager. For example during year 1 the Director General has 
acted as a mentor on the scheme. 
 



Year 1: The programme has progressed well. Given that the mentoring relationship is 
expected to last for 18 months, it is too early at this stage to provide any meaningful 
analysis but feedback from participants has been positive and one diverse participant has 
already secured a more senior position as an executive producer. 
 
The full evaluation report will consider the perceptions of participants, line managers and 
mentors about how the MDP has enabled those involved to develop the confidence and 
competence to work at a senior level.  This evaluation will be based on all aspects of the 
programme, including development centres, master classes, action learning sets and mentor 
meetings. 
 
Any issues that have been raised via ongoing feedback sessions have been used to inform 
the design of year 2.  For example, the application process has been reviewed and changes 
have been made to ensure that the best possible candidates apply. 
 
Year 2:  A webcast with 3 Mentees positively promoting the programmes went live in 
February 2009 to encourage applicants for year 2. 75 applications were received this year 
and 60 applicants are undergoing a strict assessment process. 16 senior BBC leaders have 
stepped forward to mentor participants on the programme.  
 
Following the 2007/8 Equal Opportunities Report, the Trust requested that divisions with low 
representation of BME and disabled staff be targeted.   
 
Under UK legislation positive action development programmes are permissible only after 
strict legislative requirements have been met. These include identifying exactly which 
occupational groups show poor representation amongst BME staff at senior levels. Only 
those working within these occupational groups (and at certain grades) are eligible to apply. 
The results of employee data  analysis for 2008 has meant that the same job families as last 
year remain in scope for year 2 (That is, these  are the areas with the lowest numbers of 
diverse senior managers - but with  diverse staff who are working at the grades eligible to 
apply for the programme). These 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. 

 
Following the 2007/8 Equal Opportunities Report, the Trust noted that although none of the 
initiatives outlined in the Exec's report specifically target women, the Mentoring and 
Development Programme provides a good opportunity to address this imbalance. 
 
Whilst the mentoring and Development programme does not specifically target women, the 
gender balance for year 2008/09 has been good.  Whilst encouraging broad diversity, the 
Executive has not specifically targeted women through this scheme but has focused on 
those groups for which SM employment targets have been set.  Currently, 38% of BBC SMs 
are women. Whilst this is lower than the percentage for all staff, the decision has been 



taken to focus resources for this 3 year period on up skilling BME and disabled staff (male or 
female).  The BBC has run an award winning Women into senior management development 
scheme previously and may do so again in the future. 
 
 
6.4  Extend 
 
Extend is the BBC’s work placement scheme for disabled people. Over 50% of previous 
Extend participants have gained employment with the BBC after the Scheme.  One such 
example is the placement of a blind Broadcast Journalist through the extend programme to 
BBC News who subsequently has been offered a 12 month contract after he finishes his 
placement next month. 
 
Up to 50 places will be provided for year 2 (2008/9) and year 3 (2009/10) and out of the 
236 applications for the first intake in 2008/9, 24 placements were allocated.  
 
Following the 2007/8 Equal Opportunities Report, the Trust requested that those areas of 
the business where disabled employees are currently under represented should be targeted.  
 
Whilst all divisions were invited to provide placements, those with particularly low 
representation of known disabled staff were targeted.  For example, out of a total of 40 
placements this year, 20 placements were allocated in BBC Journalism an area where overall 
disabled representation is low.  Additionally, it has been agreed that in 2009 more 
placements will be allocated to BBC N.I. (Radio Ulster), BBC Scotland (Factual, BBC 
Learning) and BBC Wales (Radio Cymru, Sport) as they show a lower percentage of disabled 
staff representation than other areas of Nations and Regions.  To support this partnerships 
have been set up with Nations and Regions to help host managers in terms of increasing 
their awareness with disabled people and to help them to become "disability confident". 
 
The Division with the lowest disability representation is Executive Support and Projects with 
2.4% disability representation followed by Worldwide at 3%.  The lowest scoring 
Department is N&R Direction at 0% disability representation (though only 19 staff in total), 
followed then by Global News at 2.5%.  The pan-BBC average disability representation is 
4.4%. 
  
6.5  Development programme for disabled staff at bands 5-8 
 
An initial proposal has been developed and possible options for 2009 / 2010 delivery are 
being considered.   
 
6.6  Training and raising awareness. 

BBC People has led on the development of a new diversity training package. This was rolled 
out from February 2009.  Two new modules are being delivered initially to BBC senior 
managers (from across the business) and BBC People staff.  The intention is to then develop 
and deliver tailored training to a wider range of BBC staff. 

In accordance with public sector equality duty requirements, during 2008/ 09, BBC People 
has also delivered targeted training on relevant equalities legislation and Equality Impact 



Assessments for staff within the public function areas: TVL and Digital Switchover.  The BBC 
Trust Unit has EIA training timetabled for 2009. 

6.7  Other employment initiatives 
 
The BBC runs a number of other initiatives (e.g. 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. 
 
One such example is the work of BBC Yorkshire which has been an active partner as a 
placement host in the Foundation Placement Scheme alongside other organisations such as 
Screen Yorkshire, Skillset, Pathe and ITV Yorkshire.  The scheme is specifically targeted at 
BME candidates. 
 
The BBC also makes links with universities and educational institutions attended by diverse 
people. The Corporation is keen to exploit the move to Salford as an opportunity to attract 
greater diversity to the BBC. There is a diversity strategy for recruitment and outreach work 
taking place in the North West. 
 
The Media Placement Scheme is running in the North West and Yorkshire and designed 
around providing placements for BME individuals.  Currently there are a total of 9 individuals 
on a media placement; 7 in the North West and 2 in Yorkshire.  In 2008 there were 6 North 
West placements and all 6 secured continuing contracts with the BBC at the end of their 
placements. 
 
Additionally, the BBC has been taking part in the Education Community Partnership which 52 
educational institutions and voluntary organisations have signed up to.  The scheme has 
been running for nearly two years and includes all 26 universities in the North region, a 
range of Further Education Colleges, Connexions and Aim Higher.  The aim of the scheme is 
for individual staff to work with an organisation to develop and implement a “real working 
life” challenge for students thus providing a window into the world of work. 
 
BBC People is also currently reviewing the progress and advising on specifics such as local 
target setting and diversity screening for the Salford Project.  
 
The BBC participates and helps to fund events like ‘Move on Up’ ‘Move on Up News’ and 
Move on Up Radio’ 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 (see also 2.4).  For example by hosting sessions such 
as the Broadcasting and Creative Industries Disability Network (BCIDN) ‘Spark’ events which 
are designed to raise awareness amongst programme makers and commissioners of the 
opportunities to employ (and portray) disabled talent. 
 
 



7.  Effectiveness of these Arrangements 
 
The BBC reviews progress on equality and diversity at quarterly Diversity Board meetings 
and at 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 gender (and 
additional diversity areas).  
 
The benchmarking results suggest that whilst the BBC is making steady progress towards 
creating an inclusive environment and has clear goals and a vision in place, there it is still 
room for improvement. For example, key employment policies should be systematically 
diversity screened and employee diversity monitoring could be improved.  However, where it 
had been acknowledged previously that internal structures for monitoring action could be 
enhanced, the BBC has responded by putting into place a new performance monitoring 
framework for 2009 going forward.  
 
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. Diversity screening principles have been used as part of the 
ongoing HR policy review project to help ensure potential diversity issues, gaps or barriers 
are considered and action taken to mitigate where possible.  
 
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. Progress against some of the workforce targets this year (ethnicity) has 
been good and a clear action planning framework has been developed to enable focused 
activity and monitoring of progress at local level. However, the Executive is clear that there 
is considerably more work to do. The Diversity Strategy sets out the BBC’s ambitions in this 
area which continue to be stretching. While keen to celebrate success, the Executive is 
conscious of its steepest challenges, for example diversity at senior management level, and 
is committed to monitoring progress, identifying improvements and reviewing and extending 
its goals in this area so crucial to equipping us to deliver our aspirations on-screen.   
 

8. 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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1. BBC workforce as at 31 March 2009 

2. Grade summary as at 31 March 2009 
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Appendix 1: BBC workforce as at 31 March 2009 
 
(NB. Trust figures are included in tables for the sake of completeness, but the Executive has no oversight) 
(NB.  Please note that where actual numbers of staff are very small (i.e. less than 20 in a work area), the 
percentage figures have been provided but should be viewed with caution)  
 
ALL STAFF: Percentage of Ethnic Minority 
Staff as at 31 Mar 09    

Numbers Percentages Division 
Minorities Majority TotalMinorities Majority

People 97 496 593 16.4 83.6
Exec Support & Projs 6 35 41 14.6 85.4
Finance 76 476 552 13.8 86.2
Worldwide 200 1,298 1,498 13.4 86.6
Journalism 1,524 10,417 11,941 12.8 87.2
Future Media & Tech 170 1,218 1,388 12.2 87.8
BBC WIDE 2,700 19,692 22,392 12.1 87.9
Operations 28 207 235 11.9 88.1
Audio & Music 178 1,495 1,673 10.6 89.4
Marktg, Comms & Auds 55 480 535 10.3 89.7
Vision 292 2,837 3,129 9.3 90.7
Resources Ltd 64 661 725 8.8 91.2
BBC Trust 6 58 64 9.4 90.6
      

Numbers Percentages Sub-Division 
Minorities Majority TotalMinorities Majority

News 341 2,852 3,193 10.7 89.3
Sport 44 408 452 9.7 90.3
Nations & Regions 357 6,029 6,386 5.6 94.4
Global News 782 1,128 1,910 40.9 59.1
Total Journalism 1,524 10,417 11,941 12.8 87.2
      

Numbers Percentages Nation/Region 
Minorities Majority TotalMinorities Majority

N&R Direction 1 17 18 5.6 94.4
English Regions 281 2,875 3,156 8.9 91.1
Northern Ireland 8 683 691 1.2 98.8
Scotland 38 1,247 1,285 3.0 97.0
Wales 29 1,207 1,236 2.3 97.7
Total Nations & Regions 357 6,029 6,386 5.6 94.4
      

Numbers Percentages Sub-Division 
Minorities Majority TotalMinorities Majority

Children’s 42 344 386 10.9 89.1
Commission Services 99 749 848 11.7 88.3
Vision Productions 151 1,744 1,895 8.0 92.0
Total Vision 292 2,837 3,129 9.3 90.7
 Those with unknown ethnicity and local recruits are excluded from the above data tables.



Appendix 1 
 Cont’d../… 
SM STAFF: Percentage of Ethnic Minority 
Staff as at 31 Mar 09    
      
      

Numbers Percentages Division 
Minorities Majority Total Minorities Majority

Exec Supp & Projs 1 10 11 9.1 90.9
Resources Ltd 1 11 12 8.3 91.7
Audio & Music 3 39 42 7.1 92.9
Worldwide 14 192 206 6.8 93.2
Finance 3 48 51 5.9 94.1
Journalism 13 213 226 5.8 94.2
BBC WIDE 48 804 852 5.6 94.4
Future Media & Tech 2 34 36 5.6 94.4
Operations 2 34 36 5.6 94.4
Vision 8 141 149 5.4 94.6
Marktg, Comms & Auds 0 21 21 0.0 100.0
People 0 46 46 0.0 100.0
BBC Trust 0 12 12 0.0 100.0
      

Numbers Percentages Sub-Division 
Minorities Majority Total Minorities Majority

News 3 79 82 3.7 96.3
Sport 0 12 12 0.0 100.0
Nations & Regions 5 71 76 6.6 93.4
Global News 5 51 56 8.9 91.1
Total Journalism 13 213 226 5.8 94.2
      
      

Numbers Percentages Nation/Region 
Minorities Majority Total Minorities Majority

N&R Direction 1 5 6 16.7 83.3
English Regions 2 16 18 11.1 88.9
Northern Ireland 0 12 12 0.0 100.0
Scotland 1 18 19 5.3 94.7
Wales 1 20 21 4.8 95.2
Total Nations & Regions 5 71 76 6.6 93.4
      
      

Numbers Percentages Sub-Division 
Minorities Majority Total Minorities Majority

Children’s 1 9 10 10.0 90.0
Commission Services 5 71 76 6.6 93.4
Vision Productions 2 61 63 3.2 96.8
Total Vision 8 141 149 5.4 94.6
      
Those with unknown ethnicity and local recruits are excluded from above.   



Appendix 1 
 
ALL STAFF: Disability Distribution by Division 31 Mar 
09 
    

Division 

Total 
Staff 

31 Mar 
09

Disabled 
Staff 31 
Mar 09

% 
Disabled 

31 Mar 
09

People 606 47 7.8
Resources Ltd 727 52 7.2
Future Media & Tech 1,426 91 6.4
Operations 246 14 5.7
Finance 563 26 4.6
Vision 3,208 143 4.5
BBC WIDE 22,967 1,013 4.4
Audio & Music 1,697 72 4.2
Journalism 12,273 493 4.0
Marktg, Comms & Auds 552 22 4.0
Worldwide 1,545 47 3.0
Exec Supp & Projs 41 1 2.4
BBC Trust 65 3 4.6

   
News 3,259 123 3.8
Sport 454 18 4.0
Nations & Regions 6,449 297 4.6
Global News 2,111 55 2.6
Total BBC Journalism 12,273 493 4.0
    
N&R Direction 18 0 0.0
English Regions 3,175 175 5.5
Northern Ireland 702 31 4.4
Scotland 1,299 38 2.9
Wales 1,255 53 4.2
Total Nations & Regions 6,449 297 4.6
    
Children’s 395 16 4.1
Commission Services 865 50 5.8
Vision Productions 1,948 77 4.0
Total BBC Vision 3,208 143 4.5
    
Local recruits are excluded from the 
above data tables.  

 Cont’d../… 
 
 



Appendix 1         Cont’d../… 
 
SM STAFF: Disability Distribution by Division 31 Mar 
09 
    

Division 

Total 
SM 

Staff 
31 

Mar 
09

Disabled 
SM Staff 

31 Mar 
09

% 
Disabled 

SM 31 
Mar 09

Operations 39 4 10.3
People 48 4 8.3
Future Media & Tech 37 2 5.4
Journalism 229 9 3.9
BBC WIDE 880 30 3.4
Audio & Music 42 1 2.4
Worldwide 217 5 2.3
Finance 54 1 1.9
Vision 154 2 1.3
Marktg, Comms & Auds 21 0 0.0
Exec Supp & Projs 11 0 0.0
Resources Ltd 12 0 0.0
BBC Trust 12 1 8.3

   
News 82 4 4.9
Sport 12 1 8.3
Nations & Regions 76 3 3.9
Global News 59 1 1.7
Total BBC Journalism 229 9 3.9
    
N&R Direction 6 0 0.0
English Regions 18 0 0.0
Northern Ireland 12 1 8.3
Scotland 19 1 5.3
Wales 21 1 4.8
Total Nations & Regions 76 3 3.9
    
Children’s 10 0 0.0
Commission Services 79 2 2.5
Vision Productions 65 0 0.0
Total BBC Vision 154 2 1.3

 
 



Appendix 1 Cont’d../… 
 
STAFF: Gender by Division 
31 March 09     
       

Numbers Percentages Division 
Total Female Male Female Male 

Marktg, Comms & 
Auds 552 381 171 69.0 31.0 
BBC Trust 65 44 21 67.7 32.3 
Exec Supp & Projs 41 27 14 65.9 34.1 
Vision 3,209 2,047 1,162 63.8 36.2 
People 606 378 228 62.4 37.6 
Worldwide 1983 1,160 823 58.5 41.5 
Operations  246 138 108 56.1 43.9 
Finance 564 310 254 55.0 45.0 
Audio & Music 1,697 849 848 50.0 50.0 
BBC WIDE 23,651 11,570 12,081 48.9 51.1 
Journalism 12,517 5,598 6,919 44.8 55.2 
Future Media & Tech 1,426 448 978 31.4 68.6 
Resources Ltd 727 184 543 25.3 74.7 
      
News 3,282 1,470 1,812 44.8 55.2 
Sport 454 132 322 29.1 70.9 
Nations & Regions 6,449 3,034 3,415 47.0 53.0 
Global News 2,332 962 1,370 41.3 58.7 
      

 
 
 



Appendix 2: Grade summary as at 31 March 2009 
STAFF: Ethnicity and Grade Group 31 
March 09      
NUMBERS        

Grade Group – Numbers 

Ethnicity Worldwide 
non-SM 

equiv 

Bands 1-
4

Bands 5-
7

Bands 
8/9

Bands 
10/11 

Bands 
SM2/1 Total

Minorities 195 418 1,402 482 155 48 2,700
Majority 1,139 3,033 8,460 4,524 1,732 804 19,692
Total 1,334 3,451 9,862 5,006 1,887 852 22,392
   
Those with unknown ethnicity and local recruits are excluded 
from the above data table.    
        
        
STAFF: Ethnicity and Grade Group 31 
March 09      
PERCENTAGES        

Grade Group – Percentages 

Ethnicity Worldwide 
non-SM 

equiv 

Bands 1-
4

Bands 5-
7

Bands 
8/9

Bands 
10/11 

Bands 
SM2/1 Total

Minorities 14.6 12.1 14.2 9.6 8.2 5.6 12.1
Majority 85.4 87.9 85.8 90.4 91.8 94.4 87.9
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0
        
Those with unknown ethnicity and local recruits are excluded 
from the above data table.    

 
 
STAFF: Disability and Grade Group 31 
March 09      
NUMBERS        
        

Grade Group – Numbers 

Disability Worldwide 
non-SM 

equiv 

Bands 1-
4

Bands 5-
7

Bands 
8/9

Bands 
10/11 

Bands 
SM2/1 Total

Disabled 42 185 465 208 83 30 1,013
Not disabled 1,329 3,364 9,667 4,903 1,841 850 21,954
Total 1,371 3,549 10,132 5,111 1,924 880 22,967
   
Local recruits are excluded from the above 
data table.     
 
 
       



 
STAFF: Disability and Grade Group 31 
March 09      
PERCENTAGES        
        

Grade Group – Percentages 

Disability Worldwide 
non-SM 

equiv 

Bands 1-
4

Bands 5-
7

Bands 
8/9

Bands 
10/11 

Bands 
SM2/1 Total

Disabled 3.1 5.2 4.6 4.1 4.3 3.4 4.4
Not disabled 96.9 94.8 95.4 95.9 95.7 96.6 95.6
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0
        
Local recruits are excluded from the above 
data table.     
        

 
STAFF: Gender and Grade Group 31 
March 09      
NUMBERS        
        

Grade Group – Numbers 

Gender Worldwide 
non-SM 

equiv 

Bands 1-
4

Bands 5-
7

Bands 
8/9

Bands 
10/11 

Bands 
SM2/1 Total

Female 1,139 2,253 4,910 2,146 789 333 11,570
Male 729 1,476 5,228 2,965 1,136 547 12,081
Total 1,868 3,729 10,138 5,111 1,925 880 23,651
 
 
 
   
STAFF: Gender and Grade Group 31 
March 09      
PERCENTAGES        
        

Grade Group – Percentages 

Gender Worldwide 
non-SM 

equiv 

Bands 1-
4

Bands 5-
7

Bands 
8/9

Bands 
10/11 

Bands 
SM2/1 Total

Female 61.0 60.4 48.4 42.0 41.0 37.8 48.9
Male 39.0 39.6 51.6 58.0 59.0 62.2 51.1
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

 



Appendix 3: External joiners:  Quarter 4 (January to 31 March 2009) 

 
      
JOINERS: Ethnicity by Division  
Quarter 4 (January to 31 March 09)    
      

Numbers Percentages Division 
Total Minorities Majority Minorities Majority 

Operations 9 1 8 11.1 89.9 
Journalism 226 30 196 13.3 86.7 
Future Media & 
Tech 45 6 39 13.3 86.7 
People 39 12 27 30.8 69.2 
Worldwide 34 6 28 17.6 82.4 
Finance 13 2 11 15.4 84.6 
BBC WIDE 754 91 663 12.1 87.9 
Audio & Music 21 3 18 14.3 85.7 
BBC Trust 2 0 2 0.0 100.0 
Vision 337 28 309 8.3 91.7 
Marktg, Comms 
& Auds 26 3 23 11.5 88.5 
Resources Ltd 0 0 0 - - 
Exec Supp & 
Projs 0 0 0 - - 
      
News 39 5 34 12.8 87.2 
Sport 2 0 2 0.0 100.0 
Nations & 
Regions 143 8 135 5.6 94.4 
Global News 42 17 25 40.5 59.5 
      
      
Those with unknown ethnicity and local recruits are excluded from 
the above data table.  
      



Appendix 3                   Cont’d../… 
 
 
JOINERS: Disability by Division 
Quarter 4 (January to 31 March 09)    
      

Numbers Percentages 
Division 

Total Disabled Not 
disabled Disabled Not 

disabled 
People 42 1 41 2.4 97.6 
Future Media & 
Tech 45 2 43 4.4 95.6 
Audio & Music 21 1 20 4.8 95.2 
Operations 9 0 9 0.0 100.0 
BBC WIDE 794 24 770 3.0 97.0 
Finance 13 0 13 0.0 100.0 
Journalism 239 8 231 3.3 96.7 
Vision 359 12 347 3.3 96.7 
Worldwide 35 0 35 0.0 100.0 
Marktg, Comms 
& Auds 27 0 27 0 100.0 
Exec Supp & 
Projs 0 0 0 - - 
BBC Trust 2 0 2 0.0 100.0 
Resources Ltd 0 0 0 - - 
      
News 41 3 38 7.3 92.7 
Sport 2 0 2 0.0 100.0 
Nations & 
Regions 152 4 148 2.6 97.4 
Global News 44 1 43 2.3 97.7 
      
      
Local recruits are excluded from the 
above data table.   
      



Appendix 3                   Cont’d../…ha 
 
JOINERS: Gender by Division 
Quarter 4 (January to to 31 March 
09)    
      

Numbers Percentages Division 
Total Female Male Female Male 

Exec Supp & 
Projs 0 0 0 - - 
Operations 9 5 4 55.6 44.4 
Resources Ltd 0 0 0 - - 
Marktg, Comms 
& Auds 27 16 11 59.3 40.7 
Audio & Music 21 14 7 66.7 33.3 
Worldwide 53 36 17 67.9 32.1 
People 42 26 16 61.9 38.1 
Vision 359 223 136 62.1 37.9 
BBC WIDE 817 479 338 58.6 41.4 
BBC Trust 2 2 0 100.0 0.0 
Finance 13 9 4 69.2 30.8 
Journalism 244 127 117 52.0 48.0 
Future Media & 
Tech 45 20 25 44.4 55.6 
      
News 41 26 15 63.4 36.6 
Sport 2 1 1 50.0 50.0 
Nations & 
Regions 152 83 69 54.6 45.4 
Global News 49 17 32 34.7 65.3 
      
   
Local recruits are excluded from the 
above data table.   
      

 
 
 



 Appendix 4: BBC staff by average length of service  
 
STAFF: Average Service by Ethnicity and Grade 
Group 31 March 09  

Average Service (Yrs)  Grade Group 
Total Minorities Majority  

Worldwide non-SM 
equiv 5.1 3.6 5.3  
Bands 2-4 7.0 5.0 7.2  
Bands 5-7 8.2 5.3 8.6  
Bands 8/9 11.3 8.4 11.6  
Bands 10/11 12.2 10.4 12.4  
Bands SM2/1 11.9 9.4 12.1  
Total 9.0 6.1 9.4  
     
Those with unknown ethnicity and local recruits are excluded from 
the above data table. 
     
STAFF: Average Service by Disability and Grade 
Group 31March 09  

Average Service (Yrs)  
Grade Group 

Total Disabled
Not 

disabled
Worldwide non-SM 
equiv 5.0 10.1 4.9
Bands 2-4 6.8 6.9 6.8
Bands 5-7 8.0 10.7 7.9
Bands 8/9 11.2 13.9 11.1
Bands 10/11 12.1 15.3 12.0
Bands SM2/1 11.6 13.1 11.6
Total 8.8 11.1 8.7
  
Local recruits are excluded from the above 
data table.  
     
STAFF: Average Service by Gender and Grade 
Group 31 March 09  

Average Service (Yrs)  Grade Group 
Total Female Male  

Worldwide non-SM 
equiv 4.6 4.6 4.8  
Bands 2-4 6.7 6.5 7.1  
Bands 5-7 8.0 7.0 9.0  
Bands 8/9 11.2 10.0 12.0  
Bands 10/11 12.1 10.8 13.0  
Bands SM2/1 11.6 11.1 11.9  
Total 8.7 7.6 9.8  
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