
 

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.  
 
The BBC Executive is responsible for putting in place arrangements to promote equality of 
opportunity in employment at the BBC. Each year, as required by the BBC Agreement, we 
ask the Executive for a report on its arrangements, and we publish our comments on that 
report2.  
 
In previous years, the Executive’s report covered age, gender and disability as required by 
the BBC Agreement. The public sector equality duty, created under the Equality Act 2010, 
came into force on 5 April 2011.  It requires public bodies to promote equal opportunities in 
relation to a wider range of protected characteristics: age, disability, gender reassignment, 
pregnancy and maternity, race, religion/belief, sex and sexual orientation. Public bodies 
were also required to publish, by the end of January 2012, a report demonstrating how they 
were complying with this duty. The BBC’s report, Telling our story: Equality and diversity at 
the BBC 2011, is available online at http://www.bbc.co.uk/diversity/strategy/equality-
information-report.html  
 
This document provides a commentary on Telling Our Story, and on the Executive’s more 
recent diversity statistics in the BBC’s Annual Report and Accounts 2011/12. It reviews 
progress since we made our observations in our report published last July, and 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 
The Executive’s report sets out the actions that have been taken in order to meet the new 
public sector equality duty and the specific targets for the five strategic equality and 
diversity objectives. These objectives were set out in Everyone Has a Story: Diversity 
Strategy 2011 – 2015 and agreed by the Trust. 

                                                           
1 The BBC Trust’s Statement of Purpose : http://www.bbc.co.uk/bbctrust/  
2 This is in line with the requirements of Clause 85 of the BBC’s Agreement with the Secretary of State 
(known as “the Agreement”).   
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3. Report on last year’s actions 
Last July we published our comments on the BBC’s arrangements for promoting equal 
opportunities in employment. We noted the Executive’s recognition that progress against the 
targets for black and minority ethnic (BME) and disabled staff had been slow, and welcomed 
its plans to address this.  
  
We highlighted the following areas in which the Executive should consider further work and 
this section reports on the progress made. 
 
• Progress against 12.5% black and minority ethnic (BME) staff target  

The proportion of BME senior managers (SMs) increased by 31 March 2012 to 6.8% 
against the target of 7%. The proportion of BME staff across the organisation at the 
same date was 12.3% (target 12.5%). The Trust notes that the Executive has not yet 
met the targets, but is making progress against its aim to meet these targets by 31 
December 2012. 
 

• Reporting on the wider range of protected characteristics 
The Executive undertook a BBC-wide staff census to collect data on the wider range of 
protected characteristics, including age, sexual orientation and religion/belief3. This 
improved the amount and range of information held. Employee monitoring information 
including trend analysis covering all these characteristics is reported every six months to 
the Diversity Board and more detailed reports are made available quarterly to HR 
directors and their teams. This data is now being analysed and used to help inform 
recruitment and HR processes.    
 

• Staff engagement 
The Executive’s staff engagement work informed the development of the objectives in 
the Diversity Strategy 2011 – 2015, and this has been translated into Diversity Action 
Plans specific to each division. There have been joint meetings with the Federation of 
Entertainment Unions and staff diversity forum representatives for discussion of issues 
relating both to operational delivery and the Delivering Quality First (DQF) programme to 
make efficiency savings. This is in addition to the routine work already being done with 
the BBC staff forums representing employees in minority groups. Additionally, specific 
diverse staff engagement sessions were held as part of the wider DQF employee 
engagement process. 
 
The Trust welcomes this work on both monitoring and engagement, which should lead 
to a better understanding of the BBC’s workforce. This is needed for the Executive to 
identify areas where equality of opportunity needs additional effort. 
 

• Women in senior management 

At the top of the organisation, 50% of BBC Trustees and 42% of the Executive Board 
are women. Female representation at SM level has remained at around the current level 
of 36.5%4 for some years, but at the SM “pipeline” grades 10 and 11 it is 40.6% and in 
the 12 months to 31 March 2012, 53% of promotions into SM1 were female. Whilst this 
is very positive, the Trust feels that this is still an area where work remains to be done.   

                                                           
3 This information is published in the Appendices to Telling Our Story: Diversity at the BBC 2011 and is 
available online here http://downloads.bbc.co.uk/diversity/pdf/eir_appendices_acc.pdf#zoom=100      
4 Note that the gender statistics published in the Annual Report and Accounts 2011-12 are rounded up to the 
nearest whole percentage point 

http://downloads.bbc.co.uk/diversity/pdf/eir_appendices_acc.pdf#zoom=100


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.   
 
The Executive acknowledges that increasing the representation of BME, disabled and female 
staff, particularly at SM level, is made even more challenging by the efficiencies required by 
DQF. We support the Executive’s assessment and have made clear the need for continued 
ambition in its work to maintain and increase the diversity of the BBC workforce.  
 
In future the Executive’s work will be driven by the five equality and diversity objectives set 
out in the Diversity Strategy for 2011 – 2015. In 2012 the Executive will work on the best 
way to measure the BBC’s performance on diversity in its workforce, taking into account the 
new categories and ensuring that they consult all areas of the organisation. This will include 
reviewing the percentage targets which expire in December 2012. We will require the 
Executive to publish any new percentage targets.  
 
We have highlighted the following as key areas for the Executive to focus on: 
 

• Disabled staff 
The number of staff declaring a disability fell in the BBC-wide census in March 2011, 
and by 31 March 2012 representation was 3.6% for all staff (the target is for 5.5% 
of all staff to be people with a disability). It is recognised that this fall may be in part 
due to reluctance by staff to declare themselves disabled at a time of organisational 
uncertainty. The Executive should investigate the monitoring of disability further, 
carrying out deeper data analysis of specific areas and grades. The Trust will want to 
see the outcome of further engagement with current disabled employees which is 
planned to help the BBC understand how it can increase representation of disabled 
people in the workforce.  

 
• Female representation in grades 8 and above 

The Executive recognises that gender representation is variable across the BBC and 
is lower in technical and engineering divisions at all levels. It has set an objective of 
increasing the number of women in these areas by December 2013. The Trust 
welcomes this, but remains concerned about the representation of women in higher 
grades across the organisation. We would like the Executive to consider how it can 
build on the positive statistics for women in the pipeline grades and those being 
promoted to senior management. This should include looking at how family-friendly 
working practices can encourage women to progress their careers at the BBC.    

• Delivering Quality First 
The Executive carried out an equality analysis at the planning stage of the DQF 
programme to ensure that the plans had due regard to equality. As the programme 
is implemented, the Executive should demonstrate that the impact on employee 
equality is being monitored and complies with the BBC’s diversity objectives and the 
public sector equality duty.  

• Monitoring freelancer data  
The proportion of those working at the BBC on a freelance basis continues to 
increase against those on continuing and fixed-term contracts, so data about 
freelancers is important in monitoring the diversity of the workforce overall. The 
Executive is putting in place a system to enable the collection of freelancer 
monitoring data, which has not previously been collected, from early 2013. This 



information should be included in diversity reports in future, and the Trust will want 
to see that the Executive is drawing up plans to monitor and set diversity targets for 
this section of the BBC’s workforce. 

 

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 proportion of BME staff in the Trust Unit remains at 12.7%, and there is still no BME 
representation at senior manager level.  
 
Female representation in the Trust Unit is 66.4%, considerably higher than the BBC average 
of 48.7%5. However, for senior managers, the figure is 28.5% (BBC average 36.5%). 
 
Disabled staff representation in the Trust Unit fell from 6.9% to 2.8%, putting it below the 
BBC target of 5.5% and BBC average of 3.6%. There were no senior managers who 
declared a disability. 
 
The Trust Unit’s divisional diversity action plan has been published alongside the action 
plans for other BBC divisions and the BBC diversity strategy.  The Trust Unit’s action plan 
recognises staff diversity at senior manager level as an area for concern but notes that 
movement on this figure is difficult, given the size of the division and the minimal churn of 
senior managers.  However, the Trust Unit will continue to explore new ways of attracting a 
diverse range of applicants. 
 
July 2012 
 

                                                           
5 Note that the gender statistics published in the Annual Report and Accounts 2011-12 are rounded up to the 
nearest whole percentage point 
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