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1.Introduction 
 
The BBC Trust’s role is to get the best of out the BBC for licence fee payers, by ensuring 
that the BBC delivers its mission and Public Purposes.   We believe that in order to deliver 
high-quality and distinctive programmes and services for an increasingly diverse UK 
population, the BBC requires a truly diverse workforce 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 public sector equality duty 
and by the BBC Agreement, the Executive publishes an Equality Information Report on its 
arrangements. This report, which also outlines progress against the BBC’s five-year diversity    
strategy Everyone Has a Story (2011-15) as well as a programme of new initiatives launched 
by the Director-General in June 2014, is available online. 
 
We note that the report is the final report aligned to the Everyone Has a Story strategy, and 
that the Executive is planning to publish a new diversity and inclusion strategy during the 
autumn of 2015.  We look forward to discussing this with the Director-General and his team 
and will ask them to develop a series of targets and measures so that we can begin to 
monitor the impact of the new strategy in our report next year. 
 

2. Trust observations 
 
2.1 Leadership and accountability  
 
The BBC Executive is taking a number of steps to increase the diversity of its workforce at  
leadership level.  
 
Staff levels at leadership grades are as follows: 
 

 March 2014 March 2015 Target: 2017 

BAME staff 8.5% 9.2% 10% 

Disabled staff 3% 3% 5% 

 
We are pleased that good progress is being made towards achieving the 2017 target for 
BAME leadership staff, however we note that their has been no change during the last 12 
months in the percentage of people at leadership grades who identify as disabled and have 
concerns about whether the BBC will meet its target by 2017.  We will ask the Executive to 
outline its plans to address this issue.  
 
Last year the Director-General launched a BAME senior leadership development programme, 
run in association with the Clore Leadership Programme.  This year 30 people are on the 
programme: 15 at Executive level and 15 at Emerging Leader level.  We welcome this 
initiative as a way of developing BAME leaders, both from inside and outside of the BBC, and 

http://www.bbc.co.uk/diversity/strategy/equalityreport2015


look forward to receiving updates on the longer-term impact of the scheme. We also hope 
that consideration be given to expanding the scheme to disabled leaders and emerging 
leaders. 
 
The BBC has also launched an Assistant Commissioner Programme to develop a more 
diverse pool of television commissioners.  Six members of staff are currently working across 
a range of commissioning teams.  It is hoped that at the end of their placements they will 
gain senior roles at the BBC or other broadcasters.   We are very supportive of this initiative 
for as well as increasing the diversity of commissioning staff, it will also have a significant 
impact on the programmes which are commissioned.  
 
The Director-General himself is the BBC’s Diversity Sponsor, and we welcome his 
commitment to maintaining and growing a diverse workforce.  He receives monthly reports 
from Divisional Directors about delivery against diversity objectives, and reports to the Trust 
on a quarterly basis. 
 
All BBC senior managers now have diversity objectives as part of their professional 
development review.  In addition, Unconscious Bias training has been done by over 100 
members of the BBC’s wider management group, and is being rolled out to leadership teams.  
We ask the Executive to ensure that the roll out of this training is closely monitored.  
 
A programme of training for managers on how to support disabled staff more effectively is 
being provided throughout the organisation. 
 
Last year the BBC set up the Independent Diversity Action Group to provide advice and 
feedback every three months on the BBC’s action plans and progress against these plans.  
We welcome the expert input from this group and hope that the BBC Executive will use the 
insight in order to develop its diversity and equality work.  
 
We note the work the Executive has undertaken during the last year and welcome the 
progress which has been made throughout the organisation to reach out to a more diverse 
range of people.  This will mean that, as jobs arise, the BBC can select the best person on 
merit from the widest possible pool of candidates, some of whom may not have previously 
had this opportunity.  We will ask the Director-General to provide us with regular updates on 
the impact these initiatives are having.  
 
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.  
 
2.2 Disabled staff  
 
In 2014 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.  
 
BBC staff levels are as follows:  
 

 March 2014 March 2015 Target: 2017 

Disabled staff 3.7% 3.8% 5.3% 



 
 
The BBC Extend programme has been running for almost 20 years and provides paid 
training placements for disabled people who wish to work in production.  This year, in order 
to provide greater support and help candidates to find permanent employment, the BBC has 
begun the Extend Talent Pool (ETP).  80% of those who took part in the ETP are still 
working at the BBC.    
 
150 of the BBC’s business support roles have been opened up to disabled candidates, 
through supportive practices.  Working in partnership with the Shaw Trust a pilot scheme is 
being carried out in London.  It is hoped that this will be rolled out across the UK. 
 
As noted in section 2.1 a programme of training for managers on how to support disabled 
staff more effectively is now available. 
  
We note the action that has been taken to try to improve the representation of disabled 
staff over the last year. In particular we welcome the effort made to recruit, retain and 
develop entry level staff. 
 
However, we remain concerned that overall representation remains low and, as noted in 
section 2.1, static at leadership level. We therefore want the Executive to monitor and report, 
on a regular basis, the impact of their actions to improve the recruitment, progression and 
retention of disabled staff. 
 
2.3 Ethnic minority staff 
 
Over the last twelve months all of the main UK broadcasting companies and the wider 
cultural sector have faced scrutiny from audiences who have challenged organisations to 
make more progress to keep up with modern Britain and its changing population. The BBC 
has received, and should receive more scrutiny than most.  We note the Executive’s 
sustained commitment and the leadership of the Director-General and the Executive Board 
to try to meet these challenges. 
 
BBC staff levels are as follows:  
 

 March 2014 March 2015 Target: 2017 

Ethnic minority staff 12.6% 13.1% 14.2% 

 
In addition to the leadership programme outlined in section 2.1, we note the introduction of 
more training internships alongside existing apprenticeships.  Through a partnership with 
Creative Access, an independent charity, 30 young people have training placements at the 
BBC. 
 
Real Inspiration for Staff at Every level (RISE) is a mentoring programme for lower to mid-
grade BAME staff run in partnership with the BBC’s Black and Asian staff forum.  It provides 
encouragement and support for staff to develop their careers at the BBC.  Mentees have 
gone on to gain attachments and promotions within the BBC.  
 
We are confident the Executive will continue to track the impact not only of the newly 
implemented 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  
 
Representation of female staff remains steady at 48.4%. 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, particularly in more technical areas.   
 
A target for the representation of women in the BBC’s Digital division has been set at 30% 
for 2017, but over the last reporting period women’s representation in this division has only 
increased by 0.1% to 24.1%. We want to see more effective action being taken in this area.  
 
The Women in Local Radio initiative has seen the number of breakfast shows with female 
presenters rise from 15% to 49% across the BBC’s English regions.  This has clearly been a 
successful initiative and we would like to see the lessons learned from this applied across 
the BBC. 
 
2.4.1 Equal pay  
 
The Executive reports that since 2013 the BBC has reduced the overall gender pay 
differential by 0.4 percentage points from 8.4% to 8% and in most cases the male and 
female medians are well within the EHRC guidelines of 5% of one another.    
 
However, 11% of individuals have more than a 5% unexplained pay differential.  The 
Executive indicates that plans are in place or under development to address these 
discrepancies.  We are concerned about this and will ask the Executive to provide further 
details about these remedial plans.  We also suggest that it investigate whether the BBC can 
learn anything from best practice in other organisations.   
 
We are also concerned about the lack of parity in pay, grading and other compensation 
practises across the organisation and ask the BBC Executive to address this as a matter of 
urgency.   
 
  



 

3. Staff diversity at the BBC Trust Unit 
 
The staff at the BBC Trust Unit, under the terms of the Royal Charter, report to the Trust 
rather than the BBC Executive. 
 
The unit has 62 full-time (or equivalent) posts including six senior managers.  
 
In line with the rest of the BBC, the Trust Unit has set targets for BAME and disability at all 
staff and leadership levels. 
 
BBC Trust staff levels are as follows: 
 

 March 2014 March 2015 Target: 2017 

BAME – all staff 12.3% 9.5% 16% 

BAME – leadership 
grades 

0% 0% 10% 

Disabled - all staff 5.2% 4.6% 7.5% 

Disabled - leadership 
grades 

9.5% 8.3% 5% 

 
In addition, the percentage of female staff is at close to 74% with leadership grades at 54%.  
 
Due to the small number of staff a single person joining or leaving the Trust Unit could have 
a significant impact on workforce diversity figures. There is also relatively low staff turnover 
including at leadership staff levels.   
 
Current discussions about future governance arrangements for the BBC in a new Charter 
period mean that there is uncertainty about the future of the Trust and Trust Unit.  This will 
have an impact on staff turnover and recruitment, and we acknowledge that some of the 
targets set for 2017 may not be achieved. 
 


