
 
 
 
 
 
 
 
BBC Executive and Senior Management Pay Strategy 
2011 – 2015 
 
 
 
 
In 2009 the BBC Trust and the Executive Board agreed a strategy for executive pay at the 
BBC. 
 
In that strategy we agreed that the BBC’s approach to executive pay was to balance the 
need to attract high calibre people to manage the BBC with the need to ensure value for 
money for licence fee payers.  We also agreed that the challenge for the BBC continues to 
be to ensure that our remuneration practices do not undermine the trust and confidence 
of the very public that we seek to serve. 
 
Since that time the BBC has been delivering against this strategy. By the end of 2011 the 
BBC Executive Board will have delivered a 25 per cent reduction in the senior manager 
paybill, when compared against the senior manager paybill in August 2009. Around 20 per 
cent of senior managers will have left the organisation. At the same time the BBC has 
made significant changes to the shape of the executive team – the Executive Board itself 
has reduced in number and the most senior executives at the BBC have taken significant 
voluntary reductions in pay. 
 
We said that we would keep the BBC’s pay strategy under review. The attached update to 
our strategy confirms the principles we set out in 2009 and sets out the further work that 
the BBC will undertake to restructure senior executive pay in the period 2011 – 2015. 
 
The BBC Trust is responsible for all aspects of the remuneration package for the Director-
General and has a duty to set the pay strategy for the other executive directors on the 
Executive Board. The non-executive directors on the Executive Board determine the 
remuneration of individual executive directors within that strategy. The principles that are 
set out in the attached document go beyond the executive directors and apply to all senior 
managers in the public service parts of the Corporation. We believe that it is appropriate 
that there is only one strategy for senior management and executive pay at the BBC. 
 
Under this strategy, in the period 2011 – 2015, we will see the following: 
 
Fewer senior managers 
 
The Trust agrees with the recommendation of the Executive Board that the BBC should 
have a smaller group of senior leaders who are more clearly accountable for spending the 
licence fee. For this reason we have endorsed the recommendation that the BBC should 
move to a situation where the number of senior managers is around one per cent of the 
total staff population. 

 



 
We also agree that this should be achieved through continuing the strategy of reducing 
senior managers throughout the organisation, as well as through re-grading posts so that 
subsequent appointments can be made at a lower level of pay. 
 
By 2015 there will be around 220 senior leaders at the BBC. This will be a reduction from 
640 when the BBC began this exercise in August 2009. 
 
Freeze on bonuses will continue 
 
We have agreed that bonuses for executive directors will be withdrawn. Bonuses are 
currently frozen for executive directors and they will not be reinstated.  
 
Fairness in the BBC reward structure 
 
The provision of private health insurance will be phased out for senior managers. The 
Trust does not believe that these sorts of benefits should be available to senior managers 
if they are not available to everyone else. 
 
Employees are currently able to purchase private health cover at a discounted rate that 
can be achieved through bulk purchasing and from 2012 all employees will be able to do 
this through the BBC’s flexible benefits scheme. 
 
Greater transparency 
 
The BBC has made significant progress in transparency around senior management pay 
over the last two years. The Corporation now publishes details of the pay of all senior 
managers in the organisation and publishes even more detailed information about the pay 
and expenses of the most senior staff. 
 
We support the move to go further in this area and implement the proposal outlined in 
Will Hutton’s review, Fair Pay in the Public Sector, to publish ‘pay multiples’.  
 
Every year in the Annual Report we will publish a pay multiple so the public can see 
exactly how the pay of those at the top of the BBC compares to the rest of the 
organisation. We will do this by comparing the median pay of Executive Board members to 
median pay within the BBC. This will allow licence fee payers to have a greater 
understanding of the amount paid to the BBC’s most senior executives, and it will allow 
the public to compare the BBC with other organisations who choose to publish this 
information. 
 
Caps on pay 
 
The Trust will also use the pay multiples to cap the amount paid to executive directors, 
while allowing flexibility for the Executive Board Remuneration Committee to determine 
the correct remuneration for individual directors within our agreed strategy. 
 
We have agreed with the non-executive directors, who decide pay levels for Executive 
Board members other than the Director-General, that we will regard the current multiple 
in effect as a cap within which executive pay should be managed.  Moreover, although of 
course the BBC must continue to strive to attract and retain outstanding candidates for 

 



senior posts, the Trust’s intention is that over time this multiple will fall. If however in 
exceptional circumstances the non-executive directors were to believe that they needed to 
raise the multiple, this would have to be subject to a process through which they would 
write to the Trust to explain why this was necessary and seek our explicit agreement to 
this course of action.   
 
 
The Trust believes that the actions outlined above, and detailed in the attached note from 
the Executive Board, will go a long way to securing the trust of licence fee payers in the 
way that the BBC manages executive pay.  We will continue to keep this matter under 
review. 
 
 
 
 
 
BBC Trust 
12 July 2011 
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BBC Executive and Senior Management Pay Strategy 2011-2015 
 

1. Context and Background 

In November 2009 the BBC published a review of its Executive Remuneration, the objective of 
which was to provide “remuneration that attracts, motivates and retains the key talent required to 
lead the BBC and to deliver outstanding public service broadcasting, whilst recognising the BBC’s 
status as a publicly funded corporation which must deliver value to the licence fee payer”1 . This 
review set out a number of medium term objectives and targets through which we would enable 
the BBC to continue to compete for talent in the media industry, address some of legacy issues 
and anomalies in senior pay which had the potential to undermine the trust and confidence of our 
audiences and to reflect a period of low inflation and economic austerity.  These included: 

• An overall reduction of the paybill for senior managers of 25% 

• A reduction of the number of senior managers by 18% 

• A pay freeze for Executive Directors of four years (two years for other senior managers) 

• An indefinite withdrawal of all bonuses for Executive Directors (a two year freeze for other 
senior managers) 

• The introduction of a BBC discount against the market for senior roles, recognising that as a 
publicly funded body, we needed to provide greater value for our audiences. We set the 
discount for Executive Directors at between 50%-80%. 

• Increasing the number of internal promotions to reduce reliance on a buoyant media market  

• Reducing average replacement salaries of senior managers   

Whilst the original timeframes for the achievement of these targets was 2013, in May 2010, we 
agreed with the BBC Trust that we would accelerate their delivery with a revised date of 
December 2011. 

We have made significant progress in delivering against our objectives. As at 1 July 2011, the 
number of senior managers has reduced by 106 posts (16.6%) and the related paybill is down by 
£16.6m (21.1%). Plans are in place fully to meet the target by the new deadline.  

Our most talented people continue to be in demand within and outside of the sector, and this has 
been demonstrated by the recent exits of some of our most talented senior executives who have 
left the BBC to secure similar positions on significantly increased packages. 

Despite these pressures, we have continued to focus on finding opportunities to reduce our 
senior management paybill through recruiting senior managers who are paid less than the previous 
incumbent. Senior managers joining the BBC and staff promoted into senior roles during the year 
are, on average, paid 8.7% less than the previous post holder. Of the 15 most senior roles 
replaced, we have achieved an average salary reduction of 19%. 

We have increased the level of internal promotions to senior management from 61% to 72% over 
this period. 

                                                 
1 BBC Executive Remuneration Review 2009 p11 
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We have been mindful of the need to ensure that Executive Board salaries make a substantial and 
proportionate contribution to the reductions. To this end we have: 

• reduced the size of the Board from 10 Executive Directors to 7 

• and with the individual agreement of executive board members, removed pension cash 
supplements above the earnings cap with effect from April 2011 

In addition, Board members (including non-executive directors) voluntarily agreed to forgo one 
month’s salary in March 2011, reducing the total Executive Board paybill by £2.22m (46%).  

As a result of all of these changes, the average earnings for our Executive Directors has reduced 
by 23%. 

The impact of these changes to the Executive Board are shown in the table below 
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Director, MC&A

Director of Business Operations

Director, BBC North

Director FM&T/Director FM*

Director, Audio & Music

Director, BBC Vision

Chief Financial Officer

Chief Operating Officer

Deputy DG/ Director, BBC News Group*

Director General

4,788

2,573

 

* These jobs were re-scoped following the Executive Board restructure and were not like for like replacements 

The ERC undertook its regular assurance exercise to benchmark BBC Executive pay against the 
market, and this revealed that Executive Board pay is discounted on average by 58% against the 
commercial sector. 

Recent Developments 

In the period since the publication of the review, there have been a number of announcements 
which will shape our future strategy for senior management at the BBC, namely: 

• The Comprehensive Spending Review of 2010 which set an agenda of pay restraint within the 
public sector and which may result in many of our audience experiencing below inflation pay 
increases, pay freezes or losing their jobs. We must be cogniscent of this climate of austerity 
and ensure that it is reflected in our approach to senior management remuneration. 
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• Will Hutton published his review of “Fair Pay in the Public Sector” and presented 
recommendations for a Fairness Framework for Senior Public Service Pay. Whilst not directly 
in scope, we have welcomed the conclusions reached by Mr Hutton and have sought to 
incorporate his recommendations in our future strategy. 

• The Licence Fee settlement for 2012/2017 with a flat licence fee and new obligations has 
resulted in the BBC stating our intention to reduce our cost base by 20% over this period. 
Under the banner of “Delivering Quality First” (DQF) a strategic plan is being shaped that will 
identify how these savings are to be found. Our future strategy for senior managers needs to 
support this broader strategic plan and will therefore need to demonstrate further savings from 
the paybill for senior managers. 

On-going Challenges 

Whilst there have been many significant developments in the last two years, much of the context 
remains the same.  

• We continue to draw our external recruits from the commercial sector primarily. 92% of our 
new senior managers who were recruited externally came from commercial roles.  

• Whilst we do retain many of our good senior managers, we increasingly lose talented people to 
other media companies for significant increases in remuneration. 

 

• Whilst we can compete for talent fairly effectively within certain editorial genres, we often 
struggle to compete in others where the market is more buoyant, most notably digital media, 
drama, comedy and entertainment. We also have a challenge attracting and retaining the best 
business skills where we compete for talent primarily with the corporate sector 

 

• We still have a challenge to find the most relevant peer group for benchmarking purposes. We 
are in the media sector but this has only one other media company of our scale (BSkyB). We 
are publicly funded but do not draw staff from the public sector. We need to provide our 
audiences with the same or better quality services as the commercial sector but we don’t have 
the same level of revenue risk. We therefore consider three sets of benchmark data in setting 
and reviewing our senior pay framework – media & general industry, the public sector and a 
group of companies we have labelled the “commercial public sector” – organisations such as 
Royal Mail, Network Rail and United Utilities – who have a public service ethos but who need 
to draw their talent and operate in commercial environments. 
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2. Our Senior Management Pay Strategy 2011/2015 

Our overarching objective remains the same, i.e. the BBC needs to provide remuneration that 
attracts, motivates and retains the key talent required to lead the BBC and to deliver outstanding 
public service broadcasting, whilst recognising the BBC’s status as a publicly funded corporation 
which must deliver value to the licence fee payer. The challenges the BBC faces will increase 
significantly over the next few years and we must balance providing the best quality for audiences 
with strong public service values, deliver better value and spend less. 

2.1 Getting the balance between providing the best quality for audiences with 
strong public service values 

BBC Discount  
We are privileged to be able to attract and retain many of our senior leaders through their 
dedication and passion for the BBC and all that we do. This makes it possible to operate an 
explicit BBC pay discount against commercial sector pay. Our current approach of discounting 
against the market will continue based on benchmarks against relevant peer groups, ie: media 
sector for editorial roles and corporate sector for business roles. Whilst we do run a risk of not 
being able to attract and retain the right talent, we believe that it is right that our senior people 
should expect to earn less at the BBC for roles of an equivalent size and scale. The range of 
discounts applied will also remain the same with Executive Board Directors earning between 50% 
to 80% less than their commercial counterparts. However the current discounting policy must be 
sufficiently flexible to deal with exceptions. There will be times when, in order to attract the best 
candidate for a critical senior leader role, we need to offer remuneration at a lower level of 
discount than our stated policy.  

Ending Peer Parity 
We will cease from using peer parity across genre, hierarchy or platform as a key determinant of 
pay for Senior Managers. Certain senior roles in the BBC are more likely to be “public service 
roles” – i.e. filled by longer serving BBC staff who are unlikely to work for a commercial rival and 
who do not already earn commercial rates. The salaries for these roles will be typically 
remunerated at a lower rate than those that require a higher number of external/commercial 
post-holders.  

A Fairer Deal for Leaders 
Our current SM benefits differ from those of other staff at the BBC. For example they include the 
provision of private health care.  

The two-tier benefit structure creates a perception of unfairness and provides a barrier to 
movement out of senior leader roles into specialist or advisory roles that do not carry the same 
benefits. Over the long term we propose to simplify and equalise our benefits arrangements by 
offering a full range of benefits that can be purchased by all staff at all levels of the organisation 
through our flexible benefits system. Our current benefits arrangements make provision for the 
purchase of discounted private healthcare and with effect from March 2012 we aim for this to be 
available through our flexible benefits offering. 

Our market strategy for senior leaders will ensure that levels of total remuneration are 
competitive (subject to our discounting policy), taking account of the fact that our benefit offer 
will be less than that offered by competitors. 

We propose removing the private health care benefit for all new Executive Directors and Senior 
Managers recruited internally or externally with effect from 1st August 2011.  
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Hutton Recommendation - Pay Multiples 
Hutton recommends that “organisations should track, publish and explain their pay multiples over 
time. The most appropriate metric is top to median earnings. This will ensure organisations 
delivering public services are accountable for the relationship between the pay of their executives 
and the wider workforce (‘pay dispersion’).”2

 
We welcome the idea of publishing, tracking and explaining our pay multiples as a means of 
demonstrating an adoption of a fairer approach to the setting of pay. We recognise that 
establishing the appropriate multiple for the BBC is not an exact science but a judgement call, 
developed through interrogating and assessing the fairness of individual salary levels and 
differentials between layers in the organisation. Moreover, in the long term, we would wish to 
have a rationale for the BBC multiple that was based on comparative data from other relevant 
organisations. We are hopeful that, as is recommended in Hutton’s report, other public service 
broadcasters and “commercial public sector” organisations will adopt a similar, transparent 
approach to the BBC so that we can provide this comparative analysis.  
 
We will be one of the first organisations to introduce this important element of Will Hutton’s 
review of public sector pay.  Every year we will publish a pay multiple so that the public can see 
exactly how the remuneration of those at the top of the BBC compares to the rest of the 
organisation. We will do this by comparing the median pay of Executive Board members to 
median pay within the BBC.  
 
We have agreed with the Trust, that we will regard the current Executive Board pay multiple, 
based upon the Executive Board members’ substantive salaries, in effect as a cap within which 
executive pay should be managed.  Moreover, although the BBC must continue to strive to attract 
and retain outstanding candidates for senior posts, our aspiration should be that over time this 
multiple will reduce. If however in exceptional circumstances the Non-Executive Directors believe 
they need to raise the multiple, this must be subject to a process through which they write to the 
Trust to explain why this is necessary and seek agreement to do so.   
 
The current year multiple of median to Executive Board median (including the DG) is 8.5. 
However this takes account of reduced earnings due to the surrender of one month’s pay by 
some Executive Board members in the current year. Once Executive Board members return to 
their substantive annual salary the median multiple will be 9.   
 
Our current pay multiples using Hutton’s preferred measure of the multiple to the median rather 
than the average are shown below.  

                                                 
2 Hutton Review of Fair Pay in the Public Sector 2011 
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Notes on data: 

• Excludes employer NI and pension contributions             
• SM and Exec figures are based on FTE Total Salary including Pension Supplements. Car Allowances are included 
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2.2 Better Value – Spending Less 

Reducing the Senior Management Paybill even further 
By the end of 2011, we will have reduced our senior management (SM) paybill by 25%. We are 
proposing to go even further so that by 2015 we would have we would have reduced the SM 
paybill by a further c£9m 3  

Fewer Senior Managers 
We believe that through thinking radically about our organisational structures and consolidating 
roles wherever possible, we can reduce the number of senior managers (SMs) by a further 70 over 
the next three years.  

We would focus particularly on driving down the number of higher salaries within the BBC and we 
would seek to reduce the number of SMs earning over £150k by at least 20%. The graph below 
shows the reduction in SMs over this period and the specific focus on SMs earning over £150k. 

Our ambition will be to make these further reductions as soon as possible. However some of 
these changes depend upon the delivery of our DQF strategy and others on the completion of 
critical projects in 2012/13.  We estimate that around a 1/3 of our SM reductions can be 
progressed within the next 2 years, around 1/3 can be progressed on completion of our major 

                                                 
3 The exact target will be confirmed once we have the final position of both SM numbers and SM paybill at the end of 
2011. 
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projects in 2013 and the remaining 1/3 are dependent on the development and implementation of 
our DQF plans.  
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In addition to an absolute reduction of SMs, we would “tidy up” our SM grading structure to 
ensure that we have better clarity on the top leadership of the BBC. This would involve re-grading 
certain groups of current SMs and would result in a recognised Leadership population that is c1% 
of the total workforce by 2015. 

Our current SM population is c3% of the total workforce and anecdotal evidence suggests that the 
leadership population of many organisations of similar size and complexity to the BBC is a smaller 
percentage of the total workforce. This process would not involve a crude demotion of SMs but 
will be part of an overall review of our grading structure and which will be managed in such a way 
to reduce the potential for de-motivation which might arise. 

This would complete a long term transformation of the numbers of senior managers at the BBC 
that began in 2005 that will see SM numbers fall in a like for like comparison by 267 from 683 in 
2005 to 416 in 2015.  The additional review of our senior leadership and management grading 
structures is likely to see the true leadership population reduce further to c220 – just over 1% of 
our estimated total headcount. 

The graph below illustrates this 10 year journey to reduce the level of BBC senior management. 
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4. Conclusions 

We have made significant progress in addressing the costs of senior management and in creating a 
remuneration framework that reflects the public service ethos of the BBC, broader economic 
experience of our audiences whilst protecting our ability to attract and retain the brightest and 
the best senior managers. This next phase continues this journey, through the added impetus of 
the Licence Fee settlement. Moreover, our emerging conclusions from DQF suggest that for the 
BBC to retain its impact in a digital world, to continue to deliver outstanding quality to audiences 
and to transform how the BBC is run – we need to change our approach to how we create, 
manage and motivate our senior leaders. This senior management pay strategy will support that 
aim.  

In summary our Senior Management Pay Strategy will provide: 

• A continuation of the BBC discount against the market for senior managers’ remuneration 

• An end to peer parity as a key determinant of senior pay 

• The introduction and publication of pay multiples in effect as a cap within which executive pay 
should be managed 

• Setting a target for the further reduction in the number of senior managers of 70 by 2015 (and 
a particular focus on a reduction in the number of senior managers earning more than £150k by 
20%) 

• Setting a target for the further reduction in the senior management paybill of £9m by 2015 

• Phased withdrawal of the private healthcare benefit for senior managers and executive 
directors 

• The re-grading of our senior management population to provide greater clarity on the senior 
leadership and for this to form c1% of our total workforce by 2015  
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