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1. Introduction 
Our role, as the BBC Trust, is to make sure the BBC delivers on its mission and objectives.  
One of the six purposes of the BBC is to represent the UK, its nations, regions and 
communities1. We recognise that delivering this requires a truly diverse BBC workforce that 
builds consideration of diversity into day-to-day decision making at all levels.  

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 an Equality 
Information Report on its arrangements, as required by the public sector equality duty and 
by the BBC Agreement2.  

The Executive’s report sets out the actions that have been taken in order to meet the public 
sector equality duty, the five strategic equality and diversity objectives and specific diversity 
targets. The objectives were set out in Everyone Has a Story: Diversity Strategy 2011-2015 
and agreed by the Trust. 

This year’s Equality Information Report, 2014 is published and available online.  

Set out below are the Trust’s observations on the Executive’s report and diversity statistics.  
The observations focus on six key areas that the Trust has identified for specific 
consideration by the BBC Executive as they take their work forward on equality and diversity 
during 2014/15. These areas include those issues highlighted by the Trust in our 
observations last year3.  Within each of these areas we highlight in particular: 

• Actions undertaken by the Executive over the past year to promote equality of 
opportunity in employment 

• Evidence of progress  

• Challenges to consider in the year ahead. 

The Executive have published an action plan for 2014/15.  We welcome this plan but 
acknowledge that not all the actions may deliver the improvements being sought.  We 
therefore place a focus in our observations on the importance of monitoring and measuring 

                                                           

1 The BBC Trust’s Statement of Purpose : http://www.bbc.co.uk/bbctrust/about/index.shtml  
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”).   

3 
http://downloads.bbc.co.uk/bbctrust/assets/files/pdf/review_report_research/ara2012_13/equal_opportunities_employment.
pdf 

http://www.bbc.co.uk/bbctrust/about/index.shtml
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the impact on diversity and equality of the Executive's actions rather than the actions 
themselves. 

Finally, we report on the diversity of staff in the Trust Unit, whose staff report to us and 

therefore fall outside the Executive’s direct responsibility. 

2. Trust observations 
 

2.1 Leadership and accountability  

Progress reported by the Executive July 2013-2014 

During 2013/14, the Executive has undertaken a number of equality analyses on key areas 

of employment. These have led to plans for improving diversity being implemented in the 

coming year (2014/15). Early results from the analyses include identifying new models of 

recruitment and development, and a targeted mentoring scheme for disabled staff and staff 

from Black and Asian minority ethnic (BAME) backgrounds. 

 Individual divisions within the BBC have developed their own plans to more closely meet 

specific workforce equality priorities. This has resulted in a range of activity. For example, 

the Television diversity action plan included the objective to sponsor 24 young people from 

the Mama Youth project to encourage career pathways for people from a range of social 

and minority ethnic backgrounds into apprenticeships. 

The Executive report that responsibility for equality and diversity is being broadened within 

the Executive beyond the central diversity and human resources teams.  Individual diversity 

objectives have been introduced for staff at grades 10 and above and a 2014 target has 

been set for 75% of staff to have this in place. A 2014/15 objective has also been set for 

90% of line managers to receive disability equality training and 75% of staff to complete the 

Diversity: Out of the Box training module run by the Executive.   

Challenges ahead 

The Trust notes the work the Executive has undertaken over the past year to analyse and 

identify improvements needed in core systems and processes that impact the employment 

of staff who are female and from minority groups.   

We also highlight the importance of continuing work to ensure that everyone at the BBC has 

the core skills and behaviours needed to create a diverse and inclusive organisation and that 

there is strong leadership and shared responsibility for achieving this. We welcome the 

personal involvement of the Director General and the responsibility being taken by the 

Executive Directors and their teams for delivering seven key actions announced in June and 

included in the action plan for 2014/15. 

We expect the BBC to enable everyone to embed equality and diversity into the work they 

do, and the decisions they make.  We ask the Executive to include in their report next year 

how this is being achieved and the impact those actions make in ensuring that the BBC is 

reflecting the full range of the audiences it serves. 
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2.2 Disabled staff  

Progress reported by the Executive July 2013-2014 

In 2013 the Trust asked the Executive to continue their work with disabled staff and monitor 

the impact of these actions, particularly on the recruitment of disabled people, the 

representation of disabled staff, their opportunity for career progression and the training 

provision for managers of disabled staff. 

Representation of disabled staff is now 3.7% against the 2017 target of 5.3%. In some 

departments, representation is much higher, but it follows that in some others it remains 

lower.  It is 5% or above in the BBC Trust, Finance, and Business and People. Nine out of 

19 departments/regions have increased representation of disabled staff over the reporting 

period.  Representation of disabled staff at senior level grades has increased by 0.1% and is 

now 3.1%. It is above 5%  (the 2017 target) in five departments. 

Work is on-going to assess the accessibility of internal IT systems for BBC staff and their 

impact on employment. 

Disability related employment guidance has been improved and centralised and the new 

Guide to Retaining Disabled staff was launched in Autumn 2014. Disability advice, including 

resources, guidance and policies have been brought together in one place on the BBC 

website for disabled staff, their colleagues and managers. 

The BBC Extend programme, run as an entry-level scheme for disabled talent, has been 

extended and improved. The scheme now recruits two cohorts across a 12-month period 

with placements for up to 30 people with disability across all areas of the BBC in both 

corporate and outputs areas. 

A development and mentoring programme, Elev8, has been introduced to support the 

development and promotion of disabled staff. Plans to expand the programme next year are 

underway. 

Challenges ahead 

The Trust notes the analysis and action that has been taken to try to improve  the 

representation of disabled staff over the last year and the additional actions planned for 

2014/15. A Disability Executive will be appointed in the coming year to work across the BBC 

to improve programming, commissioning and portrayal of disabled people, including talent 

management.  It is also planned that up to 150 disabled people will be recruited into vital 

off-screen roles by working closely with specialist disability organisations. 

However, the Trust remains concerned that despite the actions undertaken and pockets of 

increased representation of disabled staff, overall representation remains low. We therefore 

want the Executive to monitor and report on the impact of their actions to improve the 

recruitment, progression and retention of disabled staff in the year ahead. 
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2.3 Ethnic minority staff  

Progress reported by the Executive July 2013-2014 

The Executive report that they have placed a focus on developing strategic partnerships to 

increase the diversity of employees on and off air.  For example, the BBC is working with 

Job Centre Plus and the Stephen Lawrence Trust to recruit BAME talent onto a government 

funded traineeship programme aimed at preparing young unemployed people to apply for a 

BBC apprenticeship. 

 

The mentoring scheme for BAME staff in 2013/14 was reported to have delivered a number 

of career development outcomes. The programme has been extended and the new 

programme, RISE, caters for 30 BAME participants from grades 4-8 and features additional 

training and career planning sessions as well as action learning sets for previous year’s 

participants. 

 

The 2014/15 action plan includes the aim to fast track top talent into senior management 

roles by: Internships for 20 BAME graduates, working in partnership with the Create Access 

Programme; appointing six Assistant Commissioners from BAME backgrounds to a bespoke 

Training the Commissioners of the Future Scheme; appointing six people from BAME 

backgrounds to the DG Leadership Programme, who will work with the DG and his top team 

and have leadership training from the Clore Institute. 

 

Challenges ahead 

Despite the actions taken over the past year to support the recruitment and progression of 

BAME staff, progress towards the 2017 target representation level of 14.2% remains slow, 

increasing by only 0.2% to 12.6% over the last reporting period. BAME representation in 

leadership is also increasing slowly, by 0.2% to 8.7% in the last reporting period against a 

2017 target of 10%.  

We acknowledge the leadership the Director General is showing in this area and in the 

actions planned for the coming year. We are confident the Executive will track the impact 

not only of the newly planned programmes but also of actions to ensure the more general 

improvement in the recruitment, development and inclusion of BAME staff across the BBC. 

The Trust recognises that some of these initiatives may succeed better than others, and that 

further innovative work may be required to ensure that targets are reached. 

 

2.4 Female staff  

Progress reported by the Executive July 2013-2014 

Representation of female staff remains steady at 48.6%. There is gender parity or near 
parity at senior level grades in some areas of the BBC whilst women continue to be under-
represented in others.   
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A focus on developing female talent continues within the BBC on and off air. Specific actions 
have been taken to engage with more women contributors, through BBC Expert Women. 
Following an announcement from the DG earlier this year, stating his ambition to see a 
woman presenter on half of the 41 local radio breakfast shows, the Women in Local Radio 
initiative was set up. The Executive reports that since July 2013, the number of female 
presenters on breakfast shows has doubled and now stands at 16, a proportion of 39%. 
 
A 2014/15 objective has also been set for all senior managers to mentor at least two 

members of staff, at least one of whom to be female, BAME or disabled. 

Challenges ahead 

We support the continued focus by the BBC Executive on the representation of women in 

senior roles and, in particular, in the technical areas, where progress remains slow. A target 

for the representation of women in Future Media has been set at 30% for 2017, but over 

the last reporting period women’s representation in this division has increased by 0.1% to 

24.1%. We want to see more effective action being taken in this area. 

 

2.5 Equal pay 

Progress reported by the Executive July 2013-2014 

In keeping with previous year’s audits the 2013 Equal Pay Audit focused on analysis of 

gender differences in pay as set out in the Equality Act 2010, its purpose being to compare 

the BBC’s position with 2012 to ascertain if there had been significant change. BBC 

Divisional teams were asked to review all employees’ pay in line with peers and the highest 

gender medians to identify any discrepancies. 

Overall analysis shows that since 2012 the BBC has reduced the overall pay differential by 

0.5% and gender differences in pay remain within what the Executive regard as “acceptable  

levels” of 5%.  However, 10.6% of individuals have more than a 5% unexplained pay 

differential, and this appears to be a slight increase from last year. There is also evidence of 

inconsistency in compensation practices across divisions, for example disparity in salaries for 

similar roles, long service arrangements and salary progression rules.  

Challenges ahead 

We would like the Executive to consider why the small increase in cases of an unexplained 

pay gap came about and ensure that action plans are in place across all areas. 

We also note the inconsistencies in compensation practices between divisions, and will ask 

to the Executive over the coming year to address those areas that are falling behind. 

 

 

  



 

6 

2.6 Respect at work 

Progress reported by the Executive July 2013-2014 

In April 2103, the Trust noted the findings and welcomed the recommendations of the 

Executive’s Respect at Work Review, which was subsequently published4.   

The number of formal bullying and harassment cases is reported to have remained steady 

throughout the year (89 formal harassment and bullying cases).   The Executive has 

introduced a number of measures to provide a package of support for staff facing 

difficulties, including a confidential phone line, a re-launch of the mediation service, an exit 

questionnaire with specific questions on harassment and bullying, and a new occupational 

health management referral service. 

Bullying and harassment claims continue to be more frequent than those about sexual 

harassment.  

The Trust commends the Executive for having reduced the time taken for cases to be 

resolved from 92 to 36 days. 

Challenges ahead 

We note the data presented by the Executive on bullying and harassment and welcome the 

DG's view that he expects the overall number to diminish.  We look forward to seeing 

concrete evidence of that over the next year or two. 

 

3. Staff diversity at the BBC Trust Unit 
The Trust Unit is a small division made up of approximately 70 staff, which includes 7 senior 

managers.  

From January 2013 a new targets model for each division and region of the BBC has been 

set for disability and ethnicity (gender targets were also introduced in divisions where 

women are currently under-represented).  The Trust Unit has developed its own targets for 

BAME and Disability at an all staff level in line with the rest of the organisation. The targets 

were informed by current and historic diversity statistics for the Trust Unit, and other parts 

of the BBC that are similar in construct to the Trust Unit. For Leadership staff (grades 10, 

11, SM1 and SM2), corporate targets have been set. These are 10% for BAME and 5% for 

disability. 

The BAME workforce target for the Trust 2013-17 is 16% with leadership grades at 10% 

whilst disability has an all staff target of 7.5% with leadership grades at 5%.  The Trust 

figures as at March 2014 were 12.3% BAME staff and 0% at leadership grades; 5.2%  

                                                           

4 downloads.bbc.co.uk/aboutthebbc/insidethebbc/howwework/reports/ bbcreport_dinahrose_respectatwork.pdf  
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disabled staff and 9.5% in leadership grades.  Representation of female staff is at 67.2% 

with leadership grades at 43%. It should be noted that due to the small number of staff 

within the Trust Unit, a single person joining or leaving could have a significant impact on 

the statistical measurement of workforce diversity. There is also relatively low staff turnover 

particularly at the Leadership staff level (grades 10, 11, SM1 & SM2). The targets are used 

not only as a mechanism to monitor and achieve diversity while continuing to operate within 

existing recruitment policies, but as one important way to encourage discussion and activity 

around promoting diversity within the Trust Unit. The diversity of our workforce continues to 

be a focus for the Trust. We will continue to work closely with HR to attract a diverse range 

of job applicants. 

In 2013/14 we delivered a bespoke training session on Diversity for Trust Unit staff, as well 

as completing and implementing new induction processes.  The majority of Trust Unit staff 

have completed the Out of the box training. 

In 2014/15 we will be reviewing how we carry out Equality Assessments and will also 

provide accessibility training for all staff who handle complaints. 


