
 
 
 
 
 
 

 
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 
2010, which is enclosed as an Annex. Our commentary first reviews progress since we made 
our observations 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 highlighted four 
areas where there is room for improvement over the coming year.  
 

                                            
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”).   
 



3. Report on last year’s actions 
Last July we published our comments on the BBC’s arrangements for promoting equal 
opportunities in employment. Our report noted the Executive’s arrangements and we 
welcomed the progress being made to enhance the BBC’s people policies. We also welcomed
the new tools and reviewing mechanisms put in place or being implemented to ensure 
improvements were always being sought.  
 
We also highlighted areas where the Executive should consider further work in a number of 
areas and this section notes the progress they have reported on these. 
 

3.1 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. Actual figures reported for the end of February 
2010 were 12.2% for staff and 5.7% for senior management grades. The Executive 
reviewed these targets but concluded that they should remain as they are based on the pace 
of progress and retention of black and minority ethnic (BME) and disabled staff and we are 
satisfied that this is reasonable. 

3.2 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.  
 
In response to this action, the Executive introduced differentiated goals at divisional level in 
early 2009.  Less stretching BME goals for Vision, Audio and Music, News, Sport, the Nations 
and the Regions were introduced to provide a stepped approach to achieving improved BME 
representation in these areas. These stepped goals, can provide a more realistic target for 
divisions where the BME target of 12.5% has proved too challenging based on their staff 
turnover.  However, consideration should be given as to whether these stepped goals allow 
room for complacency and that they are challenging enough to continue to deliver the 
change expected over time. 

3.3 Improving the proportion of women at senior levels 

While women accounted for 49% of staff overall, at senior management levels it was only 
around 38% of staff last year, and there had been no improvement over recent years. We 
asked the Executive to focus effort on understanding why this is and addressing it, either 
through the Mentoring and Development Programme or other initiatives.  
 
This year it is reported that the proportion of women at senior levels has fallen slightly to 
36% and the Executive further acknowledges that this figure is much lower in some divisions 
such as in FM&T, News and Sport.  The Executive is responding to this over the coming year 
by looking at opportunities to improve female senior management representation through 
career development opportunities but also through targeted work in areas such as 



Journalism and FM&T.  The Mentoring and Development Programme has performed well to 
attract a good gender balance and the progress of this initiative to develop participants for 
senior management grades will become apparent over time. 
 
The Trust will continue to monitor the progress of this work and that it delivers the change 
which the Executive has set to achieve over time.   

3.4 Understanding the effectiveness of diversity initiatives  

Last year’s evaluation reported on the effectiveness of four pan-BBC schemes (Extend, 
Mentoring and Development Programme, Journalism Trainee Scheme and Journalism Talent 
Pool), which were a welcome first step, but over the last year we looked 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. 
 
The Executive reports that as divisions develop their Diversity Action Plans they have been 
encouraged to concentrate activity on areas that have clear success measures and outcomes 
for diverse audiences and licence fee payers. The Executive further reports a good range of 
local diversity initiatives and their progress. This demonstrates a good oversight of the 
divisional activity to promote diversity and the Trust will continue to note progress.  

3.5 Understanding why staff leave 

It is not enough to recruit diverse staff – the organisation must of course also work to retain 
them. Evidence provided from the Executive’s own management information indicates that 
employees from black and minority ethnic backgrounds stay at the BBC for a shorter period 
than other staff.  
 
The Executive reports that this year’s Employee Engagement Survey will specifically analyse 
BME staff retention indicators that will help better understand why BME retention rates are 
lower. In order to add value to this quantitative data, the Diversity Centre will continue to 
conduct BME staff focus groups in line with the key indicators of retention from the survey. A 
slowing in progress against the senior manager ethnicity and disability targets is noted from 
the Executive’s report and it has identified this as one of its key challenges for 2010/11.  The 
Executive also recognises that more work still needs to be done to improve the retention of 
diverse staff and progress against this will also continue to be monitored by the Trust. 
 

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 that the Equality Act 2010 will lead to, 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 states there has been good progress in promoting equal opportunities in 
employment in 2009/10. There has been continued improvement against diversity targets for 



black and minority ethnic staff and improved performance against key benchmarking activity 
on disability, ethnicity and sexual orientation from inside and outside the media industry.  
The Executive recognises however that despite this progress made, more work needs to be 
done to improve the retention of diverse staff, especially black and minority ethnic and 
disabled staff, and to address staff diversity at senior manager level which remains low. 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: 
 

• Last year we suggested the Executive should review its overall diversity employment 
targets. The Executive did review them but concluded that they should remain as they 
are based on the pace of progress and retention of BME and disabled staff. We are 
therefore satisfied that targets can remain the same but that the Executive should 
consider concentrating its efforts on improving the accuracy of workforce data collected 
and monitoring freelancers and contractors to ensure an accurate as possible figure is 
calculated. 

• The differentiated goals across the divisions of the BBC should also be reviewed so they 
remain challenging for all divisions. Consideration should be given as to whether the 
goals are set high enough that complacency does not occur for both well performing 
divisions and less well performing divisions.  As it is the mid-term point (between 2008, 
when they were set and 2012 when they are to be achieved) a review of the 
differentiated goals based on progress so far and organisational change such as BBC 
North should be considered.  Consideration should also be given to whether the 
differentiated goals approach is achieving all it should be and if a different approach 
might be more effective. 

• The Executive should continue to monitor the effectiveness of initiatives to increase the 
levels of women in senior management. Where initiatives are proving successful, steps 
should be taken to ensure these are maximised to their fullest extent. It is also 
recommended that more work should be done to understand the background to the data 
in terms of which divisions are doing well and why.  Some divisions have a poor 
representation of women at all grades, and particularly in grades 9-11 which feed into 
the senior management grades, it is recommended that work is done to address this to 
contribute to increasing women in senior management. 

• One of the biggest challenges for the Executive over the coming year will be to better 
understand why staff retention levels, especially amongst BME staff are not higher and 
act on their findings.  Promotion of BME and disabled staff to senior management has 
slowed significantly and whilst initiatives are in place to address this, more needs to be 
done to ensure this is fully addressed. 

 

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 has made significant improvements in the last year on the diversity of our 
staff – in particular the proportion of black and minority ethnic staff is now at 13.7% 
compared to 9.4% last year. This is higher than both the BBC’s current average of 12.2% as 
well as the target of 12.5%. However, as the Trust Unit is a small division, even minor 



changes to staffing numbers can have a significant effect on the percentage for the Unit as a 
whole and so there is no room for complacency. 
   
The staff diversity plan launched in 2008 recognised the importance of recruitment to the 
Trust Unit in achieving change, specific initiatives have included changing our staff 
recruitment practices and participation in the BBC’s mentoring and development programme. 
Effort must continue over the coming year to continue to attract a diverse range of 
applicants to roles in the Trust Unit and build on this year’s success. 
 
 

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

 
Report from the BBC Executive 

May 2010 
 
 

Purpose: 

The BBC Executive Board is required under the Charter and Agreement (Clauses 83 and 85) to 
report annually to the Trust on its arrangements to promote equal opportunities. The Trust is then 
required to publish their own report commenting on the effectiveness of the Corporation’s 
arrangements. 
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Emma Towell 
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Finance and 
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Committee of 
the Trust 

6 May Received by the Committee and noted. 

 



 
 

Executive Summary 

The BBC Executive is required to report annually to the Trust the Corporation’s arrangements to 
promote equality of opportunity in employment in relation to gender, disability and ethnicity. The 
Executive must demonstrate how it reviews these arrangements and inform its employees that 
adequate arrangements are in place. The BBC Trust is then required to publish their own report 
commenting on the effectiveness of the arrangements.  
 
This paper reports on the BBC’s arrangements for the year ending 31 March 2010 and includes 
responses to the Trust’s observations on the Executive’s progress outlined in the 2008/09 report. 
 
The BBC has been working hard to promote equal opportunities in employment and is pleased to 
report the following key successes in 2009/10: 
 

• Continued improvement against diversity targets with black and minority ethnic staff now 
accounting for 12.2% of all employees. 

 
• Ongoing development of key partnerships and partnership working from within the 

industry including the launching of Diversity 2010 a 12 month senior manager development 
programme and promoting the Cultural Diversity Network Diversity Pledge. 

 
• Improved performance against key benchmarking activity on disability, ethnicity and sexual 

orientation against organisations from inside and outside of the media industry. 
 

• Continued progress in implementing outcome focused diversity action plans across all 
divisions. 

 
• Renewed progress in extending diversity employment monitoring to cover sexual 

orientation and religion or belief and to align ethnicity categories with the Census. 
 

• Improved internal communications around key BBC diversity activity and successes 
including the implementation of a diversity newsletter and the development of a diversity 
communications strategy. 

 
Despite the progress made, it is recognised that more work still needs to be done to improve the 
retention of diverse staff, (especially black and minority ethnic and disabled staff) and to address staff 
diversity at senior manager level which remains low.  Progress against the senior manager ethnicity 
and disability targets has slowed significantly, disabled staff are still more likely to leave the BBC than 
majority staff and black and minority ethnic staff on average leave the BBC 3 years before the 
majority population.   
 
These issues represent key challenges for the Executive in 2010/11. 
 



        
1.  Introduction 
 
The BBC Executive Board is required under its Charter and Agreement (Clauses 83 and 85) to 
report annually to the Trust 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 Executive Board is also required to demonstrate how it reviews the arrangements, and to 
inform individuals in the above 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 2010.  
 
 
 
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.  Arrangements for Promoting Equal Opportunities in Employment 
 
3.1 The BBC Policy Framework  
 
In 2009 the BBC updated its Equal Opportunities and Diversity Policy Statement the new statement 

reads as follows: 

“The BBC is committed to promoting equal opportunities for all, both in our working environment and in our 
output. We aim to reflect the diversity of the UK and make our services accessible to all. 
 
We are committed to providing a working environment that is free from harassment, intimidation and 
unlawful discrimination.   
 
We value and respect every individual’s unique contribution to the BBC and seek to ensure that no one group 
or individual is unlawfully disadvantaged.  
 
At the BBC we view equality and diversity as a creative opportunity to embrace, respond to and be relevant 
to the totality of the UK’s audiences. We recognise that in order to do this we need to create a working 



environment that empowers all of our employees to thrive and achieve their full potential and as such, we 
regularly review our employment policies and practices.    
 
We expect everyone who works for, and with, the BBC to support and act in accordance with this Equal 
Opportunities and Diversity Statement.  Any individual who has concerns in relation to equal opportunities at 
the BBC are encouraged to raise this with their manager or a member of the HR team.” 
 
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, flexible holidays and a flexible benefits package. 

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 delegated its authority to set the strategic direction on diversity for the 
organisation to the BBC’s Diversity Board, also chaired by the Director-General 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 Executive reported on progress against the BBC’s Diversity Strategy to the Trust in late 2009 
providing an overview of what is going well, areas for improvement and risks. This report will be 
submitted again this year along side this report (with just a 3 month update) as agreed with the 
Trust, to bring all reporting arrangements into line and allow for just one set of annual reports to be 
tabled in April/ May each year going forward. 
 
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.   
  
In 2009/10 each BBC Division developed a diversity action plan (DAP), that is aligned with both the 
BBC’s Diversity Strategy and divisional business strategy and objectives.  The DAPs are developed 
and implemented by the divisional Diversity Action Group(s), which are chaired by a nominated 
Diversity Champion and supported by the Diversity Centre.  Each BBC Division reports on progress 
against their divisional DAPs on a quarterly basis to the Diversity Board, who monitor the 
implementation and outcomes of actions and priorities.  DAPs are reviewed annually during March 
and April in line with the start of the new financial and business planning year. 
 
3.3 Legislative Requirements 

The BBC continues to meet its legal obligations and remains compliant with current legislation 
around employment and access to facilities and services. In particular the BBC continues to provide 
reasonable adjustments through the Access Services via its outsourced partner Capita.  This year a 
challenging set of KPI’s have been developed to help further improve the delivery of this service to 
disabled staff. (See section 2.5 below) 



 
Work has also been ongoing to improve the provision of Personal Emergency and Evacuation Plans 
(PEEPs) for both staff and visitors to BBC buildings.  In London, BBC Workplace have been working 
in conjunction with local authorities to pilot a new evacuation scheme whereby disabled staff are 
given a specialised key to enable them to use the evacuation lifts independently.  If successful, BBC 
Workplace will roll-out the scheme across other BBC buildings. 
 
The BBC continues to comply with the public sector equality duties on race, gender and disability in 
relation to its public functions: TV Licensing, certain functions of the BBC Trust, key aspects of digital 
switchover, and a small number of other functions under the BBC Agreement.  All three public 
sector equality duties require the BBC to produce and review an Equality Scheme demonstrating 
how the BBC has promoted equality across the three areas.  In 2009, work began to revise all three 
Equality Schemes and to extend the existing schemes by a further 12 months only, in anticipation of 
the enactment of the proposed Equality Bill.  The BBC is keen to take the opportunity to develop a 
Corporate Equality and Diversity Plan in response to the new duties set out in the Equality Bill, once 
enacted. 
 
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.  Monitoring and reporting 
on the diversity of our workforce at all levels is a critical management tool. Publishing this 
information demonstrates that we are serious about increasing the diversity of our workforce.  
 
Following the 2008/9 Equal Opportunities Report, the Trust requested that the BBC review whether 
the existing workforce targets, particularly those for black and minority ethnic (BME) staff, are 
challenging enough.  

The BBC’s current corporate workforce targets to be met by 2012 are: 

- 12.5% for black and minority ethnic (BME) staff overall 
(Actual for 28 Feb 2010 is 12.2% compared to 12.1% as at 31 March 2009) 

 
- 7% for ethnic minority staff at SM1 and SM2 grades 

(Actual for 28 Feb 2010 is 5.7% compared to 5.6% as at 31 March 2009) 
 

- 5.5% for disabled staff overall 
(Actual for 28 Feb 2010 is 4.3% compared to 4.4% as at 31 March 2009) 

 
- 4.5% for disabled staff at SM1 and SM2 grades 

(Actual for 28 Feb 2010 is 3.4% compared to 3.4% as at 31 March 2009)  
 
 
Following the 2008/9 Equal Opportunities Report, the Trust requested that the BBC ensure the less 
stretching targets for programme areas deliver change over time.  
 
In addition to the corporate diversity targets, differentiated ‘goals’ were introduced for ethnicity at a 
divisional level in early 2009  The divisional 2012 workforce ethnicity goals for all staff are: 
 
Division BME Goals 
BBC Vision 11.5% 



Journalism 12.5% 
Audio & Music 12% 
Future Media & Technology 13.5% 
Professional Services 14.5% 
BBC Worldwide 13% 
 
Less stretching BME goals for Vision, Audio & Music, News, Sport, the Nations and the Regions 
(now named English Regions and treated separately from the Nations) were introduced in order to 
provide a stepped approach to achieving improved BME representation in these areas. Stepped goals 
provide a stretching yet realistic point of reference for those divisions where the corporate BME 
target of 12.5% was too challenging based on their staff turnover and existing BME representation.   
 
BBC Sport’s diversity goals for example, remain challenging given that they are moving to BBC North 
and will lose a high proportion of their current workforce including a number of BME staff.  
 
In respect of the Nations and English Regions, the differentiated goals were introduced to reflect the 
geographical differences in the BME population across the English Regions and as such the pool of 
BME talent from which those regions could draw from. 
 
In 2009, the Diversity Centre undertook work to establish recruitment targets for the estimated 800 
vacancies resulting from individuals who have decided not to move to the new BBC North complex 
in Salford.  The BME representation of the in-scope population who agreed to move to Salford is 
10.1%.  Given the vision and values that have been developed for BBC North and the diversity of the 
wider population of Manchester, Salford and the North West of England, a stretching all staff 
ethnicity recruitment target of 11.1% was set for 31 December 2010.  The all staff ethnicity target is 
to be reviewed year on year up to the migration completion in 2012 when a BBC North specific 
diversity goal will be considered in line with the differentiated goals in other divisions.   
  
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 and historically 
has provided a voluntary annual report to Ofcom. In 2009/10 the executive has worked in 
partnership with Ofcom and the Broadcast, Training and Skills Regulator (BTSR) and other 
broadcasters to develop a new co-regulatory equal opportunities monitoring framework for the 
industry.  The new framework has quantitative and qualitative elements and is a self-assessment 
framework, based on benchmarking best practice, which will allow for a more accurate assessment 
of progress against a set of baseline measures.  The BBC participated fully in the pilot return process 
in February 2010, prior to full roll-out in March 2010.  

3.5 Partnerships 

The BBC continues as an active member of the major industry diversity networks including the 
Broadcast and Creative Industries Disability Network (BCIDN) and the Cultural Diversity Network 
(CDN).  The Executive continues to work in partnership to run events and promote the CDN 
‘Diversity Pledge’, which promotes equality and diversity in employment (and other areas).  During 
2009, we collaborated with C4 and other broadcasters to produce a Media Guardian Supplement 
that included a substantial contribution from the BBC on diversity in employment. 

The Executive has also been working more closely with the main UK employer forums committed to 
driving progress on equality and diversity. In January 2010, a BBC benchmarking event brought 



together Diversity Champions, senior managers and  colleagues from the Trust to hear from ‘Race 
for Opportunity’, ‘Stonewall’ and the ‘Employer’s Forum on Disability’ on the BBC’s progress on 
equality and diversity informed by results from their respective benchmarking processes.  Each 
senior manager pledged to take away and implement one action from the session.  

3.6 Outsourcing 

During summer 2009 a revised contract and KPI framework was formally agreed and implemented 
with the BBC’s outsourcing partner Capita.  This revised framework enables parties to clarify more 
easily, any ambiguities around the provision of services to disabled employees and candidates. 

As part of a continuous improvement policy, an action plan of partnership activity between the BBC 
and Capita has been introduced.  Actions specifically relating to services for disabled staff include: 

-  Raising awareness of the Access Service across the BBC via a marketing and communications 
plan 

- Improving the delivery and quality of communication support services e.g. British Sign Language 
interpreters 

- Improving the overall service provided via Capita and Siemens for staff with assistive technology 
requirements 

- Improving the design and quality of reasonable adjustment assessment reports to better meet 
the needs of employees, managers, IT staff and the government’s Access to Work funding 
scheme. 

As part of Capita’s contractual arrangements it is required to support the BBC in meeting its 
workforce targets through ‘creative and innovative’ attraction and recruitment strategies.  In 
2009/10 Capita has supported the BBC by attending the following events: 

- National Summer Recruitment fair hosted by Brunel University - This fair is open to all UK 
graduates and is advertised nationally through all university careers services and in the 
national and local press. (Brunel University is ranked in the top 10 Universities with highest 
number BME students). 
 

- W-Tech 2009 hosted at Savoy Place, London - Women in Technology 2009 provides an 
excellent networking opportunity to reach one of the most under-utilised segments of the 
workforce. Women represent less than 20% of the UK technology workforce. 

 
- Careers Fair for Visually Impaired People – This is run in association with the Royal National 

Institute for Blind People.  Information and advice is provided on the multitude of careers and 
roles at the BBC, offering visitors’ guidance for getting them on the right path and practical 
job-seeking and career related advice. 

- The Federation of Entertainment Unions Event in Birmingham - As part of Black History Month, 
the unions hoped to attract black and minority ethnic workers from all the industries they 
cover. Members and non-members were invited to this networking event, which was based 
on previous BECTU “Move On Up” events. It was attended by the Journalism Trainee 
Scheme Team. 



- Generation 2012 hosted at BBC Bush House – This collaborative project between BBC World 
Service, Open University and London 2012 Olympics explored issues such as identity and 
community amongst young minority ethnic people in London. Attendees were selected from 
auditions and those who were interested in a future in broadcasting. 
 

- Creative Media Seminar hosted at University of London - Seminars dedicated to Media and Arts 
finalists will be conducted by the BBC. This help visitors find out how to gain skills and 
experience required to develop their media career. (The University of London is ranked in 
the top 10 Universities with highest number BME students). 

 

3.7 Communicating the BBC’s Equal Opportunities Arrangements 

The BBC uses a variety of methods to communicate equal opportunities arrangements to staff. All of 
the BBC’s employment policies appear on the BBC People section of the intranet.  The Diversity 
Centre’s website is currently being reviewed to ensure it delivers clear, simple diversity messages as 
well as relevant up to date information.  Divisional Diversity Action Plans are also published on the 
site.  A new internal diversity communications strategy has been developed this year to help improve 
messaging and encourage and steer more conversations within the organisation on diversity across 
all four key areas of the Diversity Strategy.   

Diversely Creative – a quarterly internal newsletter which is circulated widely and published on 
Gateway, was launched in June 2009.  It covers a wide range of information and features such as 
internal training and development opportunities, specific events such as “Getting Ahead” a BBC 
Black & Asian Forum (BBAF) event in the English Regions, updates on diversity Awards and 
partnership activities, plus interviews with key staff. 

The BBC discusses diversity in relation to operational arrangements with its trade unions where 
relevant, via regular meetings of the National Joint Council (NJC). To further increase opportunities 
for dialogue with representative staff groups the executive also meets with the Federation of 
Entertainment Unions (FEU) Equalities Committee, to discuss non workforce diversity issues along 
with invited Staff Forum chairs. 

During 2009 - 10, the Executive has worked with and supported the Staff Diversity Forums to 
maximise opportunities for collaborative working and this year they developed a joint Staff Forum 
Film, to be used primarily on the Upfront induction course. It can also be used elsewhere to 
promote their work.  

 
3.8 Employee Profile Monitoring  
 
Headline progress against the workforce targets is circulated to HR teams and Diversity Champions 
on a monthly basis, with a more in-depth report being cascaded quarterly. 

 
Management information relating to ethnicity, disability, gender and age is regularly captured and can 
be 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 and interviewed candidates and actual hires; 



- People leaving the BBC, including retention rates; 
- Internal moves within the BBC (e.g. promotions); 
- Pay (by ethnicity, disability and gender); 
- The take up of places on training and development activities. (This is reported against in a 

separate report under Clause 85). 
- Employee case management (grievances, disciplinaries, employment tribunals) 

 
3.9  Employee Monitoring Development 
 
In 2009/10 the Executive has been working to further develop the range and depth of employee 
monitoring information collected in line with equalities best practice.  The development has focused 
on: 
 

- Increasing the detail of information collected against ethnicity to better reflect information 
collected by the Census. 

- Extending employee monitoring to include capturing data on sexual orientation and religion or 
belief. 

 
The development has involved changes to a number of complex technology systems and processes 
as well as ensuring data integrity and confidentiality.  The BBC has consulted and involved the Staff 
Forums who have been supportive of the changes. 
 
Completion and implementation of the new monitoring arrangements is expected by summer 2010, 
with monitoring information being captured through the recruitment and selection process 
thereafter.  During autumn 2010, an all staff diversity audit will be conducted. Although this will be 
voluntary, it will help to build a body of data around the new monitoring categories as well as update 
data held in relation to the existing categories..  
 
 
3.10  Equal Pay Monitoring 
 
The first phase of an equal pay audit, with the focus on gender only was completed at the end of 
2008, followed by a second phase in 2009.  The second phase in 2009, involved further analysis and a 
detailed drill down of employee data.  The aim was to identify the potential costs of addressing 
potential equal pay claims as well as the associated mechanisms to underpin recruitment and internal 
moves to minimise future potential equal pay issues. 
 
As advised by external consultants Watson Wyatt, certain employees were excluded from the 
process including members of the BBC Direction Group and senior management in BBC Grades 
SM1 and SM2 and those on overseas postings. 

   
Employees in scope at 1st August 2009 numbered 16,009 with an overall gender split of female: male 
is 47:53 (Grades 2 - 5 female: male split was 64:36 and Grades 6 -11 female: male was 43:57) 
  
Key findings show that pan BBC the majority of variances are less than 5%.  Under equal pay 
legislation these are not deemed to be ‘significant’ and they are probably as a result of normal 
variations in compensation practice.  However, drilling down by gender across division reveals 
potential concerns around BBC grades 4, 8 and 10. Consequently, there has been exploratory work 
to understand the possible reasons. However, a more detailed investigation is only to be carried out 
at grades where there variance is deemed not to be ‘normal’. 



  
Next steps will involve a decision by the BBC Direction Group (BDG) regarding possible 
options and timescales for addressing the variances. 
 
3.11  Employee Perceptions Monitoring 
 
Every two years the BBC conducts an employee engagement survey that provides an insight into 
how diverse staff feel about working for the organisation.  Each question can be analysed and 
disaggregated by gender, ethnicity, disability and age.  The survey to be conducted in Spring 2010 will 
also include a number of questions directly relating to key diversity issues. 
 
Following the 2008/09 Equal Opportunities Report, the Trust requested that the disparity between 
BME leaver rate and average leaver rate be explored. 
 
The Employee Engagement Survey can help the BBC understand why BME staff are leaving the 
organisation at a disproportionate rate.  The 2010 survey contains a number of questions relating to 
indicators of retention that can be analysed to identify key trends or potential issues to be explored 
further.  This year, the survey provider Ipsos Mori have been engaged to conduct a specific diversity 
related analysis looking at significant areas of concern such as BME retention indicators that will help 
the BBC to better understand why BME retention rates are lower. 
 
In order to add value to the quantitative data collected, the Diversity Centre has also been 
conducting BME focus groups in line with the key indicators of retention from the Employee 
Engagement Survey.  The first focus group was held in London in early 2010 where participants were 
asked to reflect on a number of “challenging” statements based on the following key headings from 
the Staff Engagement Survey: 
 

- Building the basics 
- The way we work 
- Learning & skills 
- Being valued 
- Leadership 
- Proud of what we do 

 
Further focus groups are planned in Spring / Summer 2010 in various locations across the nations 
and regions. 
 
The Executive is also concerned by the numbers of disabled staff who leave the BBC as compared to 
the numbers of disabled staff recruited.  Despite disabled staff being more likely to stay in the BBC 
for longer than non-disabled staff, a disproportionately high number of current leavers are disabled.  
The intention is to run focus groups for disabled staff, similar to those we are currently running for 
BME staff, in order to better understand why this is happening. 
 
Alongside this work, the BBC has already developed a corporate disability action plan based on the 
results of the Employer’s Forum on Disability benchmark, information gleaned through working 
within the divisions and dialogue with the disabled Staff Forum.  This supports a more systematic and 
co-ordinated approach to improving disability equality in employment. 
 
Female staff are also slightly more likely to leave the BBC, however they are also slightly more likely 
to be successfully selected for employment than their male counterparts. 



 
For reference, BME, disability and gender leaver data has been included below at appendix 3.  
 
Following the 2008/09 Equal Opportunities Report, the Trust requested that the BBC seek to 
understand and address the levelling off of female representation at senior manager level. 
 
Female representation at SM level currently stands at 36.3%, however the Executive recognises that 
female representation in some divisions of the BBC is much lower than this figure.  For example, 
FM&T, News and Sport are divisions where female representation at SM level is particularly low.  
Equally though, BBC Vision, MC&A and BBC People have good levels of representation.  
Interestingly, in Vision there is a higher proportion of SM women over 50 years of age, than there is 
men at the same grades/age. 
 
The Executive recognises that more work needs to be done in areas with low female representation 
at SM levels especially in relation to developing female talent and encouraging female staff to apply 
for roles in technical areas such as FM&T.  In the coming year, the BBC will be looking at 
opportunities to improve female SM representation levels through career development opportunities 
but also via targeted work in areas such as Journalism and FM&T.  The Diversity Centre will be 
undertaking a focused review of gender representation at all levels to better understand gaps and 
barriers to female career development and progression. 
 
In addition to this work, the Executive has renewed its attendance at the European Broadcasters 
Union (EBU) Audio Visual Social Dialogue Committee whose 2010 focus is gender equality and the 
position of women in the workplace.  This work not only compeiments work already planned for 
2010/11 but also enables the BBC to foster partnership working between organisations as well as 
across national borders.  This shared learning will have longer term benefits to potential employees 
across the EU including future BBC employees.  
 
  
3.13  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 28 February 2010.  

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

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

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 28 February 2010 
is shown in the table below. 

 

  
Group 

28 Feb 10 
percentage 

28 Feb 10 
number 

men 51% 12,097 
women 49% 11,638 
BME staff 
overall 

12.2% 2734 

BME staff at 5.7% 48 



SM1/2 grades 
Staff with 
disabilities 

4.3% 989 

Disabled staff at 
SM1/2 grades 

3.4% 30 

Women 

The number of women employed by the BBC has fallen slightly during the last year to 11,638 from 
11,675  in March 2009, however the overall percentage of women rose slightly by 0.1% to 49% in the 
last 12 months.  The number of men also fell from 12,179 to 12,097 with overall male representation 
standing at 51%.  This compares to a 1% overall decrease in female representation across the 
industry in 2008/09 with women making up 45% of the industry as a whole. 

Men outnumber women in the BBC by 459 people (504 people in March 2009) although women 
continue to outnumber male joiners by 394 people in the year to 28 February 2010. 

The average length of service for a woman in the BBC is currently 7.9 years, compared to 10 years 
for a man. Average length of service for both men and women increases in the higher grades, but 
even at these levels men still tend to remain in the BBC for longer periods.  

Women continue to be concentrated at the more junior grades with 61% of women working within 
grades 2-7.  This however represents a 1% decrease in concentration since March 2009.  2.8% of 
women employed are within senior management grades SM1/SM2, this compares to 4.7% of their 
male counterparts.  In 2008/09 Women made up just 32% of SM staff across the industry and remain 
significantly under-represented in technical and engineering roles in the industry as a whole.  

BME staff 

Progress against the BME workforce targets shows a cumulative 1.9% increase over the last 5 years. 
However, whilst we are nearing the 12.5% target, progress has slowed.  As at 28 February 2010, the 
BBC employs 2734 BME staff. The percentage of BME staff remained fairly constant with a slight rise 
of 0.1% during 2009/10.   

64.9% of BME staff are employed at the more junior grades (2-7) and 1.8% are employed at SM1/2 
grades compared with 57.5% (2-7 grades) and 4.1% SM1/2 for the majority population.  BME 
representation across the industry in 2008/09 was 9.8% however only 6.6% of industry SMs are from 
a BME background. 

The average length of service for BME staff is 6.4 years, compared to a majority average of 9.6 years.  
Average length of service for both BME and majority staff increases in the higher grades, but even at 
these levels the majority population still tend to remain in the BBC for longer periods. 

 
Progress towards the BBC’s workforce targets: 2005-10 

        

 Mar 06 Mar 07 Mar 08 Mar 09 28 Feb 10 
Target for 

2009-12 

BME staff overall 10.3 10.5 11.0 12.1 12.2 12.5 

BME staff on SM1/2 grades 5.3 5.0 5.0 5.6 5.6 7.0 

Staff with disabilities 2.7 2.6 4.6 4.4 4.3 5.5 

Disabled staff on SM1/2 grades n/a n/a n/a 3.4 3.4 4.5 



       

Notes       

Ethnic information excludes local recruits and those with unknown ethnicity 

Disabled information excludes local recruits 

 
Disabled staff 
 
As at 28 February 2010, the BBC employs just under one thousand (989) disabled staff (4.3%). This 
compares to a media industry average of just 2% representation in 2008/09.  64% of staff in this 
group are employed at Bands 2-7 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 11.2 
years. 
 
Senior Manager Representation 
 
The table below highlights the progress made against BME representation at SM level in the last 10 
years.  The current BME SM target stands at 7% to be reached by 2012. This equates to 13 more 
BME staff at SM level recruited by 2012 based on current numbers of SM staff.  Taking into account 
the rate of progress made in the last 10 years, it will take at least another 4.1 years to achieve 7% 
BME SM representation. 
 

Ethnicity Distribution 2000-2010          

            

Ethnicity 

31-Mar-

00 

31-Mar-

01 

31-Mar-

02 31-Mar-03 

31-Mar-

04 31-Mar-05 

31-Mar-

06 31-Mar-07 

31-Mar-

08 31-Mar-09 28-Feb-1

Minorities 12 15 20 29 32 35 42 39 40 48 4

Majority 527 568 600 627 715 684 753 745 759 804 81

Total 539 583 620 656 747 719 795 784 799 852 86

            

Minorities 

% 2.2 2.6 3.2 4.4 4.3 4.9 5.3 5.0 5.0 5.6 5.

            

Excludes local recruits and those with unknown ethnicity        

 
 
Progress against disability representation at SM level over the last 10 years is shown in the table 
below.  Slower progress has been made in terms of disability representation than BME 
representation with an increase of only 1.4% since March 2000.  The current SM disability target is 
4.5% representing 10 more disabled staff.  At the current rate of progress, it will take another 8 
years before the disability SM target is realised. 
 

Disability Distribution 2000-2010          

            

Disability 

31-Mar-

00 

31-Mar-

01 

31-Mar-

02 31-Mar-03 

31-Mar-

04 31-Mar-05 

31-Mar-

06 31-Mar-07 

31-Mar-

08 31-Mar-09 28-Feb-1

Disabled 11 8 7 7 18 17 16 17 32 30 3

Not disabled 528 578 619 660 677 654 629 789 814 850 85

Total 539 586 626 667 695 671 645 806 846 880 88

            

Disabled % 2.0 1.4 1.1 1.0 2.6 2.5 2.5 2.1 3.8 3.4 3.

 



 
Gender representation over the last 10 years is highlighted in the table below.  In March 2007, 
female SM representation peaked at 38.8% but since then has been steadily declining.  Based on 
progress in the last 10 years, it would require a further 122 female staff to be recruited into SM roles 
in order to achieve a 50:50 balance.  Such a balance would take around 39 years to achieve based on 
current progress levels. 
 

Gender Distribution 2000-2010          

            

Gender 

31-Mar-

00 

31-Mar-

01 

31-Mar-

02 31-Mar-03 

31-Mar-

04 31-Mar-05 

31-Mar-

06 31-Mar-07 

31-Mar-

08 31-Mar-09 28-Feb-1

Female 177 216 230 251 260 259 245 313 316 333 32

Male 362 370 396 416 435 412 400 493 530 547 56

Total 539 586 626 667 695 671 645 806 846 880 88

            

Female % 32.8 36.9 36.7 37.6 37.4 38.6 38.0 38.8 37.4 37.8 36.

 
Progress at SM level for diverse staff is of significant concern to the Executive especially given the 
drive to decrease the SM population and thereby potentially reducing the number of SM vacancies in 
the coming years.  A reduction in SM level roles will inevitably impact on the ability of staff within the 
SM pipeline grades (9-11) to progress into SM roles, further reducing opportunities for diverse staff 
to enter into SM level jobs. 
 
The creation of BBC North in Salford has also had an impact on employee diversity in the 
departments moving north.  Whilst SM mover representation remains good (7.1% BME, 7.1% 
disability and 42.9% female) the immediate impact of SM recruitment into posts left by those not 
moving north has yet to be felt.  We also need to be conscious that under-representation at SM 
feeder grades (8-11) will lessen the diversity of future SM talent pools.  The move north has had a 
significant impact on gender representation in the feeder grades with  only 30.2% of staff moving are 
female.  Similarly, BME staff account for only 5.2% and disabled staff also only represent 5.2% of this 
group. 
 
 
3.14 Diversity initiatives 
 
Following the comprehensive evaluation of the BBC’s four workforce diversity initiatives, which was 
provided to the Trust in Summer 2009, the Executive has approved funding for another 2 years after 
2010 - 2011.  The following provides a further update on the progress of these four initiatives during 
2009/10. 
 
Journalism Trainee Scheme (JTS) 
 
The JTS is delivered in collaboration with the College of Journalism (BBC Academy). It is in its third 
year. 
 
In 2008 the JTS reduced its intake to 15 people in order to enable divisions to offer suitable 
candidates an additional 12 month fixed term contact at the end of their initial training period.  In 
this year, 8 ethnic minority candidates were successfully appointed to the scheme representing 53% 
of the year’s intake.  A further 6 (40%) BME candidates were appointed in 2009.  Although no 
candidates declared they had a disability in 2008, in 2009 one disabled candidate was appointed 



representing 6.7% of the year’s intake.  Female representation on the programme remains good with 
women making up 73.3% and 60% of places in 2008 and 2009 respectively.  
 
Journalism Talent Pool (JTP) 
 
The JTP is now in its second year and was developed to complement the JTS.  The key objective of 
the talent pool is to increase the diversity of BBC journalists and therefore BBC News coverage.  
The talent pool has a rigorous and robust selection process. 
The second year pool intake numbered 21 people of which 5% declared they had a disability and 
33.3% (31.6% in year 1) were of a BME background.  Female representation on the talent pool is 
strong standing at 57%. 
 
This year, the JTP was nominated for a Race for Opportunity (RfO) Widening the Talent Pool 
Award. 
 
The BBC Mentoring and Development Programme (MDP) 
 
The MDP is a part-positive action initiative and is delivered by the Diversity Centre in partnership 
with the BBC Academy and external partners Pearn Kandola and Capita.  The MDP aims to provide 
individuals from diverse backgrounds within senior management feeder grades (9-11) with the tools 
and confidence to move into more senior positions.  21 of the 30 places available in years one and 
two on the programmes are ring fenced for BME and disabled staff.  For year three, a higher 
proportion of places have been ring-fenced for disabled staff which reflects the BBC’s aspirations 
around increasing disabled SM staff. 
 
The year one cohort is now nearing the end of the programme with many individual success having 
been achieved, in particular: 
- A secondment to role of executive producer through the support of mentor 
- Three other participants who have been promoted 
- One person who has had their film shortlisted for an award (Premier at the London Film Festival 

in Autumn 2009) 
- One Bafta award winner 
 
Following the 2008/09 Equal Opportunities Report, the Trust requested that the BBC seek to 
address the female representation at senior manager level through the MDP or other initiatives 
 
The MDP has delivered a good gender balance in both applications and successful participants, with 
year one and year two female representation standing at 43% and 48% respectively. 
 
Female representation at senior manager level has remained constant over the last 12 months at 
above 36%, and although this is not a 50% representation, there is not the significant female under-
representation which would be required to demonstrate a positive action case for ring fencing MDP 
places for female staff at the SM feeder grades (9-11). 
 
Extend 
 
In 2009/10 the BBC undertook a review of the Extend scheme, one key area of the review was to 
look at whether the scope of the scheme should be widened to better accommodate higher graded 
roles.  Placements in previous years were at the lower grades (2 – 7), largely due to the amount of 
central funding available for placement salaries. 



 
The review involved consultation with HR staff and BBC Divisions and has informed a new approach 
for 2010/11.  Extend will reduce the number of grade 2-7 placements to allow for up to 8 additional 
placements at grades 8-11, for a period of 8 months. 
 
Out of the 50 places provided in 2008/09, 67% of individuals were offered a job at the end of the 
scheme either with their current or an alternative division.  Progression rates are not available for 
2009/10 as placements continue until April 2010.It is hoped that current levels of job offers will be 
maintained. 
 
In December 2009, Extend won the Personnel Today Award for Diversity in the Workplace.    
 
3.15 Training and raising awareness. 

In 2009/10 the BBC developed and implemented a Diversity Foundation Course aimed at Senior 
Managers from across the divisions. This focused specifically on embedding an understanding of  the 
BBC Diversity Strategy and new diversity action planning process.  A total of 460 staff attended the 
training. 

For 2010/11 a programme of BBC People Diversity Masterclasses will be developed and piloted to 
tackle specific divisional issues and highlight current developments and common themes.   

The BBC has also developed a new leadership diversity programme in partnership with Channel 4.  
The Diversity 2010  programme launched in March 2010. It aims to build capacity and develop a 
broader understanding of what it means to lead on diversity and inclusion, by examining approaches 
and work in other sectors and industries.  The BBC has provided 10 places for Diversity Champions 
and those who can influence change, so that that learning can be cascaded through respective 
divisions via the diversity action groups and also shared at board level with other key decision 
makers.  

 
3.16 Other employment initiatives 
 
In 2009/10 the BBC has been taking part in a number of other workforce initiatives being delivered 
at a local divisional level. 
  
Following the 2008/09 Equal Opportunities Report, the Trust requested that the BBC seek to 
understand the effectiveness of its diversity initiatives. 
 
Each division has been encouraged to capture and assess diversity initiatives through their diversity 
action planning process.  The DAP framework has a built in system of progress measurement, review 
and reporting through to the Diversity Board.  In the development of actions under the divisional 
DAPs, divisions have been encouraged to concentrate of activity that has clear success measures and 
outcomes for diverse audiences and licence fee payers. 
 
Work in this area with divisions is ongoing and generally reported in DAPs.  The following are 
examples of local diversity initiative activity:  
 

- Audio & Music – Every senior manager appraisal and those of staff in key areas (Factual, Radio 
4, 5 Live, Resources)  includes a diversity objective and workshops on developing diversity 
objectives are now being delivered alongside this to support the process. 



 
- BBC News – Introduced local job swap schemes to encourage BME staff flexibility and agility 

across radio networks including 1Xtra and the World Service.  Job swaps are currently taking 
place from 1Xtra into mainstream news programmes and English Regions are currently 
exploring opportunities to formalise their current processes into more formal job swap 
arrangements. 

 
- BBC 2012 London Apprenticeship Scheme – 10 apprentices will start with the BBC on 26th 

April 2010 and spend a year undertaking a programme of formal study delivered by 
Westminster Kingsway College, craft skills delivered by the BBC Academy and practical work 
placements within Vision and Sport. The apprenticeship will lead to a level three Creative and 
Digital Media qualification. This is a different route into the BBC for people who want to 
combine work with study and early signs show that we have attracted people from a diverse 
range of backgrounds, some of whom may not necessarily have considered the BBC for 
employment in the past  

 
- BBC North – Initiatives (as described in 2008/09 report) have continued this year.  Work has 

now commenced to evaluate the effectiveness and outcomes of individual initiatives, to make 
sure BBC North is focusing on the right programmes and that they are adding value. 

 
- Media and North West media Foundation Placement Scheme – The BBC continues to co–

fund and work in partnership with others including Skillset and ITV to provide a range of 
trainee work placements for minority ethnic people who want to gain experience of working 
in this sector.  We currently have 11 placements BBC placements in the North of England. 
 

- Vision – ‘20:20 Vision: Modern Britain’ is a short creative diversity awareness  workshop run 
across Vision. Sessions have also been run externally through the Indie Training Fund (for 
Indie executives and producers) 

 

- Vision – A low key Diversity Mentoring Scheme in Vision pairs up (broadly) diverse staff with 
mentors across the department. There were 26 pairings this year and feedback has been 
overwhelmingly positive. 

 
4.  Executive Self Assessment  
 
The BBC Executive assesses the effectiveness of its Equal Opportunities arrangements during 2009 – 
2010 as follows: 
 
4.1 Monitoring Progress 
In terms of capability to monitor and assess progress, the Executive has significantly improved 
measurability and accountability for equality and diversity during 2009 – 2010 through developing and 
embedding the DAP framework in line with Diversity Strategy key priorities.   
 
Progress against the divisional DAPs, which each include a specific workforce section, is reviewed by 
divisional Diversity Action Groups and management boards on a monthly to 6 weekly basis.  
Quarterly progress updates are reported to the Diversity Board, which has delegated authority from 
the Executive Board to monitor progress on equality and diversity and against the Diversity Strategy. 
 



The Executive considers that as the work delivered under this new framework develops further, it 
will become increasingly more effective in achieving real and positive outcomes for diverse 
employees and potential employees. 
 
In addition to internal scrutiny, the BBC also regularly takes part in benchmarking activity to review 
performance on equality and diversity against other organisations from across a range of sectors.  In 
2009/10 the BBC undertook benchmarks on ethnicity (Race for Opportunity), disability (Employers’ 
Forum on Disability) and sexual orientation (Stonewall Equality Index) and is planning to complete a 
benchmark on gender (via Opportunity Now) later in 2010.  More detailed information on progress 
against the benchmarks was reported in the Diversity Strategy Implementation 2008-2009 report 
that went to the Trust in December 2009 and is tabled again alongside this report. 
 
Looking outward to learn from other organisations and partnering up with others to promote 
diversity and inclusion has been central to the Executive’s and we will continue to build on this 
during 2010/11 through ‘Diversity 2010’ for example (see 3.11). 
 
4.2 Responding to Identified Issues and Gaps 
 
Two corporate action plans to improve performance on workplace equality around disability and 
sexual orientation have been developed this year and both are being implemented by the Diversity 
Centre in partnership with BBC Disabled Staff Forum and BBC Pride respectively. 
 
At divisional level, all DAPs are currently being reviewed and updated for their second year. An 
update is tabled separately. 
 
4.3 Achieving Employee Diversity 
 
The BBC continues to see a steady rise in the number of BME individuals it employs as a proportion 
of its employee population. However the decreasing levels of disability representation across 
divisions is of significant concern and whilst women are well represented at all levels in the BBC, the 
Executive recognises that there is still work to be done in some technical areas such as Future Media 
and Technology and Studios and Post-Productions where female representation remains low.   
 
It is diversity at senior manager level though that remains the key priority for the BBC with re-
investment in diverse staff development programmes such as the MDP and a tailoring of programmes 
to better meet SM diversity objectives, such as the introduction of SM placement opportunities on 
Extend for disabled candidates who have the potential to work at that level.  There is also a renewed 
focus on diversity in succession planning.  Under BBC People’s strategic direction, all divisions are 
systematically exploring options for generating churn within the SM community in order not only to 
free up roles and reduce the overall number of SM roles as required, but also to provide new 
opportunities for movement (promotions and potential development) for diverse staff. In addition, 
each division is seeking to improve the diversity of the SM community and band 9 – 11 talent pool 
via detailed talent reviews, tracking (diverse) high potential and linking divisional succession planning 
processes with initiatives such as the MDP.  
 
However, there are still real concerns that the BBC will fail to meet its SM diversity targets in 
particular by 2012.  The drive to reduce the number of SM staff has increased the challenge further.  
As highlighted above (section 3.9), even without a reduction in SM staff, it would take over 4 years 
for BME and 8 years for disabled staff representation to reach the target levels, if the current pace of 
progress continues. Additionally, BBC reorganisations such as, but not only, the move to Salford may 



have (or are already having) an impact on staff diversity within the SM community, or (as for BBC 
North) within pipeline grades, which reduces the pool of internal diverse talent available for SM 
selection in the future.  
 
 
 
5.  Conclusion  
 
This report details the BBC Executive’s arrangements for promoting equal opportunities in 
employment in relation to ethnicity, disability and gender as required under the terms of the BBC 
Charter and Agreement. 
 
The Executive has highlighted key areas of progress including the effectiveness of local divisional as 
well as pan-BBC diversity initiatives such as the Vision Diversity Mentoring Scheme and the MDP. It 
has also detailed its work in response to the Trust’s observations on the progress outlined in the 
2008/09 report.   
 
The BBC Executive has also taken the opportunity to highlight its key areas of focus for 2010/11 and 
beyond, which include demonstrating a renewed focus on gender equality and outlining significant 
concerns in relation to the diversity of SM staff and achievement of the diversity targets in 2012. 
 
 
 
5.  Further Information Available 
 
Please see also Appendices 1 – 4 below/ attached.    
 
 

APPENDICES 1 – 4  
 

 WORKFORCE DATA 
 
Appendix 1  
 
BBC workforce as at 28 February 2010 
 
 

ALL STAFF: Percentage of Ethnic Minority Staff as at 28 Feb 10    

      

Numbers Percentages 
Division 

Minorities Majority Total Minorities Majority 

Exec Supp & Projs 6 27 33 18.2 81.8 

People 89 493 582 15.3 84.7 

Finance 78 455 533 14.6 85.4 

Worldwide 210 1,270 1,480 14.2 85.8 

Future Media & Tech 271 1,643 1,914 14.2 85.8 

BBC Trust 10 63 73 13.7 86.3 

Journalism 1,428 9,957 11,385 12.5 87.5 

BBC WIDE 2,734 19,748 22,482 12.2 87.8 

Audio & Music 171 1,397 1,568 10.9 89.1 



Marktg, Comms & Auds 60 493 553 10.8 89.2 

Operations 36 299 335 10.7 89.3 

Vision 296 2,818 3,114 9.5 90.5 

Studios & Post Prod 38 392 430 8.8 91.2 

Sport 36 417 453 7.9 92.1 

      

News (incl English Regions) 598 5,681 6,279 9.5 90.5 

Global News 757 1,065 1,822 41.5 58.5 

Northern Ireland 9 687 696 1.3 98.7 

Scotland 35 1,261 1,296 2.7 97.3 

Wales 26 1,245 1,271 2.0 98.0 

Journalism HQ 3 18 21 14.3 85.7 

Total Journalism 1,428 9,957 11,385 12.5 87.5 

      

News (excl English Regions) 327 2,743 3,070 10.7 89.3 

English Regions 271 2,938 3,209 8.4 91.6 

      

WS Monitoring 62 245 307 20.2 79.8 

WS Broadcasting 663 702 1,365 48.6 51.4 

WS Trust 23 71 94 24.5 75.5 

World 9 47 56 16.1 83.9 

Total Global News 757 1,065 1,822 41.5 58.5 

      

Childrens 43 315 358 12.0 88.0 

Commission Services 99 731 830 11.9 88.1 

Vision Productions 154 1,772 1,926 8.0 92.0 

Total Vision 296 2,818 3,114 9.5 90.5 

      

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 28 Feb 10    

      

Numbers Percentages 
Division 

Minorities Majority Total Minorities Majority 

Operations 4 44 48 8.3 91.7 

Audio & Music 3 37 40 7.5 92.5 

Journalism 14 196 210 6.7 93.3 

Vision 9 139 148 6.1 93.9 

Worldwide 12 195 207 5.8 94.2 

BBC WIDE 48 813 861 5.6 94.4 

Future Media & Tech 2 40 42 4.8 95.2 

Finance 2 48 50 4.0 96.0 

Marktg, Comms & Auds 1 24 25 4.0 96.0 

People 0 50 50 0.0 100.0 

BBC Trust 0 14 14 0.0 100.0 

Sport 0 10 10 0.0 100.0 

Studios & Post Prod 0 8 8 0.0 100.0 

Exec Supp & Projs 0 6 6 0.0 100.0 

      

News (incl English Regions) 4 94 98 4.1 95.9 

Global News 6 48 54 11.1 88.9 

Northern Ireland 0 12 12 0.0 100.0 

Scotland 2 16 18 11.1 88.9 

Wales 1 19 20 5.0 95.0 

Journalism HQ 1 7 8 12.5 87.5 

Total Journalism 14 196 210 6.7 93.3 

      

News (excl English Regions) 2 75 77 2.6 97.4 

English Regions 2 19 21 9.5 90.5 

      

WS Monitoring 0 6 6 0.0 100.0 

WS Broadcasting 5 27 32 15.6 84.4 

WS Trust 0 4 4 0.0 100.0 

World 1 11 12 8.3 91.7 

Total Global News 6 48 54 11.1 88.9 

      

Childrens 1 9 10 10.0 90.0 

Commission Services 5 73 78 6.4 93.6 

Vision Productions 3 57 60 5.0 95.0 

Total Vision 9 139 148 6.1 93.9 

      

Those with unknown ethnicity and local recruits are excluded from the above data tables.  

 
 
 
 
 



Appendix 1 Cont’d../… 
 

ALL STAFF: Disability Distribution by Division 28 Feb 10 

    

Division 
Total Staff 

28 Feb 10 

Disabled 

Staff 28 Feb 

10 

% Disabled 

28 Feb 10 

People 593 49 8.3 

BBC Trust 74 5 6.8 

Future Media & Tech 1,974 122 6.2 

Operations  342 21 6.1 

Studios & Post Prod 432 25 5.8 

Vision 3,179 148 4.7 

BBC WIDE 23,038 989 4.3 

Sport 455 19 4.2 

Finance 545 22 4.0 

Journalism 11,703 461 3.9 

Marktg, Commns & Auds 568 19 3.3 

Audio & Music 1,587 50 3.2 

Worldwide 1,524 45 3.0 

Exec Supp & Projs 33 0 0.0 

    

News (incl English Regions) 6,364 288 4.5 

Global News 2,012 44 2.2 

Northern Ireland 707 31 4.4 

Scotland 1,312 40 3.0 

Wales 1,287 56 4.4 

Journalism HQ 21 2 9.5 

Total Journalism 11,703 461 3.9 

    

News (excl English Regions) 3,130 117 3.7 

English Regions 3,234 171 5.3 

    

WS Monitoring 315 9 2.9 

WS Broadcasting 1,539 35 2.3 

WS Trust 101 0 0.0 

World 57 0 0.0 

Total Global News 2,012 44 2.2 

    

Childrens 367 15 4.1 

Commission Services 851 50 5.9 

Vision Productions 1,961 83 4.2 

Total Vision 3,179 148 4.7 

    

Local recruits are excluded from the above data tables.   
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SM STAFF: Disability Distribution by Division 28 Feb 10 

    

Division 

Total SM 

Staff 28 

Feb 10 

SM Disabled 

Staff 28 Feb 

10 

% SM 

Disabled 28 

Feb 10 

Sport 10 1 10.0 

Operations 50 4 8.0 

BBC Trust 15 1 6.7 

People 51 3 5.9 

Future Media & Tech 42 2 4.8 

Marktg, Commns & Auds 25 1 4.0 

Journalism 213 8 3.8 

BBC WIDE 885 30 3.4 

Audio & Music 40 1 2.5 

Worldwide 217 5 2.3 

Finance 52 1 1.9 

Vision 153 2 1.3 

Exec Supp & Projs 6 0 0.0 

Studios & Post Prod 8 0 0.0 

    

News (incl English Regions) 98 4 4.1 

Global News 57 1 1.8 

Northern Ireland 12 1 8.3 

Scotland 18 1 5.6 

Wales 20 1 5.0 

Journalism HQ 8 0 0.0 

Total Journalism 213 8 3.8 

    

News (excl English Regions) 77 4 5.2 

English Regions 21 0 0.0 

    

WS Monitoring 6 0 0.0 

WS Broadcasting 34 1 2.9 

WS Trust 5 0 0.0 

World 12 0 0.0 

Total Global News 57 1 1.8 

    

Childrens 10 0 0.0 

Commission Services 81 2 2.5 

Vision Productions 62 0 0.0 

Total Vision 153 2 1.3 

    

Local recruits are excluded from the above data tables.   
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ALL STAFF: Percentage of Female Staff as at 28 Feb 10    

      

Numbers Percentages 
Division 

Female Male Total Female Male 

Marktg, Comms & Auds 385 183 568 67.8 32.2 

BBC Trust 50 24 74 67.6 32.4 

Exec Supp & Projs 22 11 33 66.7 33.3 

People 391 202 593 65.9 34.1 

Vision 2,005 1,175 3,180 63.1 36.9 

Worldwide 1,164 849 2,013 57.8 42.2 

Operations  192 150 342 56.1 43.9 

Finance 292 253 545 53.6 46.4 

Audio & Music 843 744 1,587 53.1 46.9 

BBC WIDE 11,638 12,097 23,735 49.0 51.0 

Journalism 5,493 6,417 11,910 46.1 53.9 

Sport 141 314 455 31.0 69.0 

Future Media & Tech 537 1,437 1,974 27.2 72.8 

Studios & Post Prod 110 322 432 25.5 74.5 

      

News (incl English Regions) 2,906 3,477 6,383 45.5 54.5 

Global News 930 1,270 2,200 42.3 57.7 

Northern Ireland 325 382 707 46.0 54.0 

Scotland 699 613 1,312 53.3 46.7 

Wales 621 666 1,287 48.3 51.7 

Journalism HQ 12 9 21 57.1 42.9 

Total Journalism 5,493 6,417 11,910 46.1 53.9 

      

News (excl English Regions) 1,458 1,691 3,149 46.3 53.7 

English Regions 1,448 1,786 3,234 44.8 55.2 

      

WS Monitoring 184 271 455 40.4 59.6 

WS Broadcasting 634 917 1,551 40.9 59.1 

WS Trust 63 40 103 61.2 38.8 

World 49 42 91 53.8 46.2 

Total Global News 930 1,270 2,200 42.3 57.7 

      

Childrens 241 126 367 65.7 34.3 

Commission Services 541 310 851 63.6 36.4 

Vision Productions 1,223 739 1,962 62.3 37.7 

Total Vision 2,005 1,175 3,180 63.1 36.9 
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SM STAFF: Percentage of Female Staff as at 28 Feb 10    

      

      

Numbers Percentages 
Division 

Female Male Total Female Male 

Marktg, Comms & Auds 13 12 25 52.0 48.0 

People 26 25 51 51.0 49.0 

Exec Supp & Projs 3 3 6 50.0 50.0 

Vision 72 81 153 47.1 52.9 

BBC Trust 6 9 15 40.0 60.0 

BBC WIDE 321 564 885 36.3 63.7 

Worldwide 77 140 217 35.5 64.5 

Finance 18 34 52 34.6 65.4 

Audio & Music 13 27 40 32.5 67.5 

Sport 3 7 10 30.0 70.0 

Operations  15 35 50 30.0 70.0 

Journalism 63 150 213 29.6 70.4 

Studios & Post Prod 2 6 8 25.0 75.0 

Future Media & Tech 10 32 42 23.8 76.2 

      

News (incl English Regions) 25 73 98 25.5 74.5 

Global News 19 38 57 33.3 66.7 

Northern Ireland 2 10 12 16.7 83.3 

Scotland 7 11 18 38.9 61.1 

Wales 8 12 20 40.0 60.0 

Journalism HQ 2 6 8 25.0 75.0 

Total Journalism 63 150 213 29.6 70.4 

      

News (excl English Regions) 21 56 77 27.3 72.7 

English Regions 4 17 21 19.0 81.0 

      

WS Monitoring 1 5 6 16.7 83.3 

WS Broadcasting 11 23 34 32.4 67.6 

WS Trust 2 3 5 40.0 60.0 

World 5 7 12 41.7 58.3 

Total Global News 19 38 57 33.3 66.7 

      

Childrens 5 5 10 50.0 50.0 

Commission Services 43 38 81 53.1 46.9 

Vision Productions 24 38 62 38.7 61.3 

Total Vision 72 81 153 47.1 52.9 
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Grade summary as at 28 February 2009 
 
 

STAFF: Ethnicity and Grade Group 28 Feb 10      

NUMBERS        

        

Grade Group - Numbers 

Ethnicity Worldwide non-SM 

equiv 
Grades 2-4 Grades 5-7 Grades 8-9 

Grades 10-

11 

Grades 

SM2/1 
Total 

Minorities 204 414 1361 541 166 48 2734 

Majority 1089 2893 8481 4660 1812 813 19748 

Total 1293 3307 9842 5201 1978 861 22482 

 
 
 

STAFF: Ethnicity and Grade Group 28 Feb 10      

PERCENTAGES        

        

Grade Group - Percentages 

Ethnicity Worldwide non-SM 

equiv 
Grades 2-4 Grades 5-7 Grades 8-9 

Grades 10-

11 

Grades 

SM2/1 
Total 

Minorities 15.8 12.5 13.8 10.4 8.4 5.6 12.2 

Majority 84.2 87.5 86.2 89.6 91.6 94.4 87.8 

Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 

 
 
 

STAFF: Disability and Grade Group 28 Feb 10      

NUMBERS        

        

Grade Group - Numbers 

Disability Worldwide non-SM 

equiv 
Grades 2-4 Grades 5-7 Grades 8-9 

Grades 10-

11 

Grades 

SM2/1 
Total 

Disabled 39 189 444 209 78 30 989 

Not disabled 1289 3215 9650 5104 1936 855 22049 

Total 1328 3404 10094 5313 2014 885 23038 

 
 
 

STAFF: Disability and Grade Group 28 Feb 10      

PERCENTAGES        

        

Grade Group - Percentages 

Disability Worldwide non-SM 

equiv 
Grades 2-4 Grades 5-7 Grades 8-9 

Grades 10-

11 

Grades 

SM2/1 
Total 

Disabled 2.9 5.6 4.4 3.9 3.9 3.4 4.3 

Not disabled 97.1 94.4 95.6 96.1 96.1 96.6 95.7 



Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
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STAFF: Gender and Grade Group 28 Feb 10      

NUMBERS        

        

Grade Group - Numbers 

Gender Worldwide non-SM 

equiv 
Grades 2-4 Grades 5-7 Grades 8-9 

Grades 10-

11 

Grades 

SM2/1 
Total 

Female 1114 2150 4979 2227 847 321 11638 

Male 737 1422 5120 3086 1168 564 12097 

Total 1851 3572 10099 5313 2015 885 23735 

 
 

STAFF: Gender and Grade Group 28 Feb 10      

PERCENTAGES        

        

Grade Group - Percentages 

Gender Worldwide non-SM 

equiv 
Grades 2-4 Grades 5-7 Grades 8-9 

Grades 10-

11 

Grades 

SM2/1 
Total 

Female 60.2 60.2 49.3 41.9 42.0 36.3 49.0 

Male 39.8 39.8 50.7 58.1 58.0 63.7 51.0 

Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
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Joiners and Leavers: Year to 28 February 2010 
 
 
 

JOINERS: Ethnicity by Division Yr to 28 Feb 10    

       

Numbers Percentages 
Division 

Minorities Majority Total Minorities Majority 

Vision 126 1322 1448 8.7 91.3 

Journalism 101 787 888 11.4 88.6 

Sport 2 21 23 8.7 91.3 

Audio & Music 11 76 87 12.6 87.4 

Future Media & Tech 39 177 216 18.1 81.9 

Operations  5 39 44 11.4 88.6 

People 25 118 143 17.5 82.5 

Finance 10 42 52 19.2 80.8 

Marktg, Comms & Auds 14 82 96 14.6 85.4 

BBC Trust 5 11 16 31.3 68.8 

Digital UK 1 11 12 8.3 91.7 

Studios & Post-Prod 1 0 1 100.0 0.0 

Worldwide 33 146 179 18.4 81.6 

BBC Wide 373 2832 3205 11.6 88.4 

      

News (incl English Regions) 33 354 387 8.5 91.5 

N Ireland 2 28 30 6.7 93.3 

Scotland 7 203 210 3.3 96.7 

Wales 3 101 104 2.9 97.1 

Global News 56 101 157 35.7 64.3 

      

News (excl English Regions) 19 128 147 12.9 87.1 

English Regions 14 226 240 5.8 94.2 

      

Excludes local recruits and those with unknown ethnicity    
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LEAVERS: Ethnicity by Division Yr to 28 Feb 10    

       

Numbers Percentages 
Division 

Minorities Majority Total Minorities Majority 

Vision 128 1615 1743 7.3 92.7 

Journalism 162 914 1076 15.1 84.9 

Sport 6 17 23 26.1 73.9 

Audio & Music 11 102 113 9.7 90.3 

Future Media & Tech 19 126 145 13.1 86.9 

Operations  4 21 25 16.0 84.0 

People 18 86 104 17.3 82.7 

Finance 9 50 59 15.3 84.7 

Marktg, Comms & Auds 10 68 78 12.8 87.2 

BBC Trust 0 11 11 0.0 100.0 

Studios & Post-Prod 21 190 211 10.0 90.0 

Worldwide 25 224 249 10.0 90.0 

BBC Wide 413 3424 3837 10.8 89.2 

      

News (incl English Regions) 63 366 429 14.7 85.3 

N Ireland 2 57 59 3.4 96.6 

Scotland 13 259 272 4.8 95.2 

Wales 4 127 131 3.1 96.9 

Journalism HQ 0 4 4 0.0 100.0 

Global News 80 101 181 44.2 55.8 

      

News (excl English Regions) 26 175 201 12.9 87.1 

English Regions 37 191 228 16.2 83.8 

      

Excludes local recruits and those with unknown ethnicity    
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JOINERS: Disability by Division Yr to 28 Feb 10    

       

Numbers Percentages 

Division 

Disabled Not disabled Total Disabled 

Not 

disabled 

Vision 37 1498 1535 2.4 97.6 

Journalism 26 900 926 2.8 97.2 

Sport 0 23 23 0.0 100.0 

Audio & Music 0 89 89 0.0 100.0 

Future Media & Tech 6 221 227 2.6 97.4 

Operations  0 45 45 0.0 100.0 

People 39 110 149 26.2 73.8 

Finance 0 53 53 0.0 100.0 

Marktg, Comms & Auds 1 98 99 1.0 99.0 

BBC Trust 0 16 16 0.0 100.0 

Digital UK 1 11 12 8.3 91.7 

Studios & Post-Prod 0 1 1 0.0 100.0 

Worldwide 2 183 185 1.1 98.9 

BBC Wide 112 3248 3360 3.3 96.7 

      

News (incl English Regions) 14 382 396 3.5 96.5 

N Ireland 1 30 31 3.2 96.8 

Scotland 5 215 220 2.3 97.7 

Wales 3 110 113 2.7 97.3 

Global News 3 163 166 1.8 98.2 

      

News (excl English Regions) 6 145 151 4.0 96.0 

English Regions 8 237 245 3.3 96.7 

      

Excludes local recruits      
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LEAVERS: Disability by Division Yr to 28 Feb 10    

       

Numbers Percentages 

Division 

Disabled Not disabled Total Disabled 

Not 

disabled 

Vision 52 1813 1865 2.8 97.2 

Journalism 43 1072 1115 3.9 96.1 

Sport 1 22 23 4.3 95.7 

Audio & Music 4 111 115 3.5 96.5 

Future Media & Tech 8 142 150 5.3 94.7 

Operations  0 26 26 0.0 100.0 

People 27 83 110 24.5 75.5 

Finance 2 59 61 3.3 96.7 

Marktg, Comms & Auds 2 82 84 2.4 97.6 

BBC Trust 1 10 11 9.1 90.9 

Studios & Post-Prod 26 187 213 12.2 87.8 

Worldwide 8 252 260 3.1 96.9 

BBC Wide 174 3859 4033 4.3 95.7 

      

News (incl English Regions) 20 417 437 4.6 95.4 

N Ireland 1 59 60 1.7 98.3 

Scotland 9 270 279 3.2 96.8 

Wales 5 131 136 3.7 96.3 

Journalism HQ 0 4 4 0.0 100.0 

Global News 8 191 199 4.0 96.0 

      

News (excl English Regions) 9 199 208 4.3 95.7 

English Regions 11 218 229 4.8 95.2 

      

Excludes local recruits      
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JOINERS: Gender by Division Yr to 28 Feb 10    

       

Numbers Percentages 
Division 

Female Male Total Female Male 

Vision 886 651 1537 57.6 42.4 

Journalism 487 460 947 51.4 48.6 

Sport 10 13 23 43.5 56.5 

Audio & Music 62 27 89 69.7 30.3 

Future Media & Tech 67 160 227 29.5 70.5 

Operations  28 17 45 62.2 37.8 

People 99 50 149 66.4 33.6 

Finance 35 18 53 66.0 34.0 

Marktg, Comms & Auds 65 34 99 65.7 34.3 

BBC Trust 11 5 16 68.8 31.3 

Digital UK 7 5 12 58.3 41.7 

Studios & Post-Prod 1 0 1 100.0 0.0 

Worldwide 181 105 286 63.3 36.7 

BBC Wide 1939 1545 3484 55.7 44.3 

      

News (incl English Regions) 222 174 396 56.1 43.9 

N Ireland 14 17 31 45.2 54.8 

Scotland 130 90 220 59.1 40.9 

Wales 48 65 113 42.5 57.5 

Global News 73 114 187 39.0 61.0 

      

News (excl English Regions) 92 59 151 60.9 39.1 

English Regions 130 115 245 53.1 46.9 
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LEAVERS: Gender by Division Yr to 28 Feb 10    

       

Numbers Percentages 
Division 

Female Male Total Female Male 

Vision 1058 808 1866 56.7 43.3 

Journalism 581 560 1141 50.9 49.1 

Sport 4 19 23 17.4 82.6 

Audio & Music 74 41 115 64.3 35.7 

Future Media & Tech 55 95 150 36.7 63.3 

Operations 12 14 26 46.2 53.8 

People 72 38 110 65.5 34.5 

Finance 42 19 61 68.9 31.1 

Marktg, Comms & Auds 65 19 84 77.4 22.6 

BBC Trust 5 6 11 45.5 54.5 

Studios & Post-Prod 49 164 213 23.0 77.0 

Worldwide 219 114 333 65.8 34.2 

BBC Wide 2236 1897 4133 54.1 45.9 

      

News (incl English Regions) 240 198 438 54.8 45.2 

N Ireland 29 31 60 48.3 51.7 

Scotland 155 124 279 55.6 44.4 

Wales 60 76 136 44.1 55.9 

Journalism HQ 2 2 4 50.0 50.0 

Global News 95 129 224 42.4 57.6 

      

News (excl English Regions) 115 94 209 55.0 45.0 

English Regions 125 104 229 54.6 45.4 
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BBC staff by average length of service – 28 February 10 
 
  

BBC Staff by Average Length of Service  

    

STAFF: Average Service by Ethnicity and Grade Group 28 Feb 10 

    

Grade Group Total Minorities Majority 

Worldwide non-SM equiv 5.6 4.3 5.8 

Grades 2-4 7.1 5.1 7.4 

Grades 5-7 8.2 5.8 8.6 

Grades 8-9 11.5 8.3 11.9 

Grades 10-11 12.4 10.3 12.6 

Grades SM2/1 12.1 10.1 12.3 

Total 9.2 6.4 9.6 

    

Local recruits and those with unknown ethnicity are excluded from the above table 

 
 

STAFF: Average Service by Disability and Grade Group 28 

Feb 10 

    

Grade Group Total Disabled 
Not 

disabled 

Worldwide non-SM equiv 5.5 10.3 5.4 

Grades 2-4 7.0 6.7 7.0 

Grades 5-7 8.2 10.7 8.0 

Grades 8-9 11.4 14.1 11.3 

Grades 10-11 12.3 16.0 12.1 

Grades SM2/1 11.9 14.4 11.8 

Total 9.1 11.2 9.0 

    

Local recruits are excluded from the above table  

 
 

STAFF: Average Service by Gender and Grade Group 28 Feb 

10 

    

Grade Group Total Female Male 

Worldwide non-SM equiv 5.0 4.9 5.2 

Grades 2-4 6.9 6.7 7.3 

Grades 5-7 8.2 7.2 9.1 

Grades 8-9 11.4 10.4 12.2 

Grades 10-11 12.3 11.0 13.2 

Grades SM2/1 11.9 11.4 12.2 

Total 8.9 7.9 10.0 
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