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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.  
 
July 2013 
 

1. Introduction 
One role of the Trust is 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 UK. The 
BBC Trust strongly believes that this requires a BBC workforce that is truly 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, the Executive publishes a report on its 
arrangements, as required by the public sector equality duty and by the BBC Agreement1.  
 
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. 
 
This year’s report, Developing our story: Equality and diversity at the BBC 2012, was 
published in January 2013: 
http://downloads.bbc.co.uk/diversity/pdf/22922_BBC_Equality_Information_Report_2013.pdf  
 
What follows is the Trust’s commentary on Developing Our Story, and on the Executive’s 
more recent diversity statistics in the BBC’s Annual Report and Accounts 2012/13. We 
review the Executive’s progress since we last made our observations in July 2012, and we 
identify key issues for the Executive to consider over the coming year. Finally, we report on 
the diversity of staff in the Trust Unit, who fall outside the Executive’s direct responsibility. 
 

2. Report on last year’s actions 
Last July, we published our comments on the BBC’s arrangements for promoting equal 
opportunities in employment and highlighted areas in which the Executive should consider 
further work. This section reports on their activity and progress. 
 
Disabled staff 
A steady decline was noted in the number of BBC employees who declared they were 
disabled, from 4.6% in March 2008 to 3.7% in September 2011. In early 2012, the Trust 
recommended to the Executive that they conduct an in-depth investigation in order to 
address and arrest this decline.  
 
                                                            
1 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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During 2012, the Executive undertook a programme of engagement activity among disabled 
staff involving: employee data analysis; an anonymous online survey among known disabled 
staff about their experience of working at the BBC; focus groups with disabled staff; and 
analysis of the BBC Staff Engagement Survey focussing on responses from self-declared 
disabled staff.  
 
The outcome of the engagement activity identified a number of issues including: barriers to 
career progression; the need for greater training and support for line managers; the 
inconsistent awareness and experience of workplace access services; and disabled staff 
being disproportionately affected by redundancies. In response, the Executive outlined a 
series of proposals and developed a detailed action plan to: monitor the impacts of ongoing 
and planned redundancies; raise the profile of senior disabled staff; and support targeted 
initiatives to promote career progression for disabled staff. 
 
The Trust notes the work of the Executive in this area and their plans for progress. We 
remain concerned about the continued decline in the numbers of disabled staff at the BBC. 
The Trust asks the Executive to closely evaluate the efficacy of their action to arrest this 
decline, and report back to us in 2014.  
 
Women at grades 8 and above  
The proportion of women in senior management has remained static for some years. In 
2012, the Trust recommended to the Executive that they extend their focus to grades 8 and 
above to encourage women to progress to senior management. In the last year, the 
Executive have continued to carry out analysis of diversity in career progression, including 
by gender. The analysis looked across all levels and divisions of the organisation, with 
particular focus on grades leading into senior management.  
 
In January, gender targets were introduced to the Technology and Future Media divisions, 
where women are currently under-represented compared to other parts of the BBC. The 
Executive has also undertaken activity to raise awareness of opportunities to work at the 
BBC among women in the technology and engineering sectors.  
 
The Trust supports this activity and we will want to understand its effectiveness in attracting 
greater numbers of women to these divisions over the next year.  
 
Monitoring freelancer diversity data  
In July 2012, the Trust recommended that freelancer data should be monitored and 
reported on. We also asked the Executive to consider setting diversity targets for freelancers. 
 
In the next year, a new system will be introduced to enable the collection of diversity profile 
information for freelancers and staff on casual contracts.  Analysis of this data will help to 
provide a more detailed picture of BBC staff.  
 
The Trust wants to ensure equal opportunities are promoted across the entire workforce, 
including among our freelancers and contractors. We ask the Executive to keep us informed 
of progress in implementing the new system. 
 
Performance against 2012 workforce targets 
BBC workforce targets for ethnicity (black and minority ethnic backgrounds) and disability 
were set in 2008 and expired in December 2012.  
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Ethnicity targets were set at an all staff level (12.5%) and at a senior management level 
(7%). By the end of December 2012, the number of black and minority ethnic staff fell 
slightly short of these targets: 12.4% of all staff and 6.9% of senior managers declared they 
were from a black and minority ethnic background.  
 
Of great concern to the Trust is the number of disabled staff at the BBC, as previously noted. 
This fell significantly short of the workforce targets at both an all staff level (5.5%) and at a 
senior manager level (4.5%). By the end of December 2012, only 3.8% of all staff and 3.1% 
of senior managers had declared a disability.  
 
While no gender targets were in place, the Trust notes that by the end of December 2012 
48.5% of the BBC’s workforce were women. However, only 37.6% of senior managers were 
women.  
 

3. Challenges ahead 
In this section we highlight key areas for the Executive to focus on in the year ahead. 
 
New diversity targets for 2013-2017 
In January, the introduction of new targets set by BBC division and region replaced the 
previous pan-BBC targets for all staff. The targets are intended to be relevant and stretching 
to each part of the BBC, and result from a formal review of the Executive’s measurement of 
diversity performance in 2012.  
 
The Trust welcomes the onus on every part of the organisation to engage with staff 
diversity, and we expect the divisional and regional targets to encourage greater ownership 
of workplace equality. 
  
We will ask the Executive to monitor how this new approach has promoted workforce 
diversity across the organisation and report back in 2014.  
 
This year, the definition of senior management has broadened to include grades 10 and 11, 
in recognition of the responsibilities held by staff at these grades. Alongside this, new 
corporate-wide senior management targets for disability (5%) and ethnicity (10%) have 
been set. By the end of March 2013, 3.1% of senior management staff declared a disability. 
8.7% of senior managers were from black and minority ethnic backgrounds. When looking 
at the highest grades of senior management, 6.6% were from a BME background.  
 
In the next year, the Trust want to see sustained efforts in attracting greater numbers of 
people from diverse backgrounds to work throughout the organisation. This activity should 
include a focus on recruitment processes and enabling greater opportunities for career 
progression to the highest levels of the organisation. 
 
Gender equality  
The number of  women in senior roles has been an ongoing issue for the BBC. In March 
2013, 41.4% of the new broader definition of senior management were women.  However, 
when looking at the highest grades of senior management the proportion of women falls to 
37.4%. We also note that of 27 service controllers, only four are women.   
 
The Trust asks the Executive to continue to monitor the number of women at all grades 
within the new senior management scale. Women in the ‘pipeline’ grades must be in a 
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position to progress to the most senior management levels. We ask the Executive to report 
progress to the Trust in 2014. 
 
We also note the Executive’s focus on developing the radio and broadcast skills of women to 
support and increase their on-air and on-screen presence. Increasing the numbers  of 
women on-screen and on-air must be a priority for the BBC. The Trust will work with the 
new Director General to achieve further progress on this in the year ahead. 
 
Disabled Staff  
We have noted our concern about the declining numbers of disabled staff at the BBC in 
these observations.  
 
In the next year, we ask the Executive to continue their work with disabled staff and fully 
monitor the impact of these actions. We expect to see a marked improvement in the year 
ahead and ask the Executive to report back to the Trust in 2014. 
 
Respect at Work review 
The Respect at Work review published in April 2013, focussed on harassment and bullying at 
the BBC. The Trust recognises that harassment is defined as unwanted conduct related to 
the relevant protected groups under the Equality Act 2010. We take seriously the full 
findings of the review, including reported incidents of sexual harassment and sexism, and its 
implications for the promotion of workforce equality and diversity at the BBC.  
 
The Trust notes the recommendations of the review, in particular: changes to the 
complaints process; the refinement of our equal opportunities and other workplace policies; 
a commitment to enhance people management skills across the organisation; and facilitating 
closer engagement with staff at all levels to more effectively address incidences of 
harassment and bullying. We will monitor progress against these recommendations over the 
next year and ask the Executive to examine the impact of these changes. 
 
Equal Pay Audit 
As in previous years, the 2011-2012 Equal Pay Audit focused on analysis of gender 
differences in pay as set out in the Equality Act 2010. At an overall level, the analysis 
showed that gender differences in pay are within the ‘acceptable levels’ of less than 5%. 
However, more detailed findings showed that 10% of staff have more than a 5% 
‘unexplained pay differential’ by gender. The Executive have completed divisional analysis to 
look at how the more serious discrepancies have arisen and how they can be avoided in the 
future. They have also developed divisional action plans to correct current unexplained pay 
inequalities.  
 
The Trust asks the Executive to report on their progress against the action plans in 2014.  
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4. Staff diversity at the BBC Trust Unit 

December 2012 targets 
The Trust Unit consists of approximately 70 staff, and comprised 7 senior managers at 
December 2012.  
 
The Trust Unit met the all-staff corporate target for ethnicity with 12.7% of staff declaring 
they were from BME backgrounds in December 2012. However, only 4.1% of staff declared 
they had a disability against a target of 5.5%. No senior managers declared a disability or 
BME background. While there were no targets in place for gender last year, in December 
2012, 65.8% of the Trust Unit staff were female, well above the BBC average of 48.5%. 
28.6% of senior managers at the Trust Unit were women, far short of the BBC-wide average 
of 37.6%. 
 
2013 and the year ahead 
Under the new, broader definition of senior management, there are now 20 senior managers 
at the Trust Unit. 
  
Alongside the rest of the BBC, the Trust Unit have introduced new divisional targets for BME 
and disability at an all staff level which will apply from 2013 - 2017. We have committed to 
work towards the corporate-wide targets set for disability and ethnicity among senior 
managers. In the next year, we will monitor our progress against these targets, and will also 
continue to look at the number of women at the senior manager level. 
 
We are asking Trust Unit managers, led by the Director, to ensure that the Trust Unit meets 
its targets in these areas. 
 
We have made changes to our induction plan and other internal processes to ensure that 
diversity issues are considered and addressed at all stages of our decision-making. We will 
deliver dedicated diversity training to the Trust Unit, to support our staff in confidently 
carrying out the Trust’s responsibilities under the public sector equality duty. Our staff will 
also be encouraged to complete relevant BBC training, including Out of the Box, a course on 
diversity in the BBC’s workforce and output. 


