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Pupils at Waterloo Road, BBC One

Front cover: Lennie James and Vicky McClure star in Line of Duty 
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“The BBC aims to be the most creative organisation in the world but to 
achieve that our content has to speak to all of our audiences. Bringing in fresh 

talented new perspectives helps us to reflect modern Britain properly”. 

Tim Davie 
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January 2013
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Executive summary

Developing Our Story - Executive Summary

We are proud to present the BBC’s second annual equality report.  
Here we chart our progress against our own Diversity Strategy Everyone Has a Story  
(http://www.bbc.co.uk/diversity/strategy/documents.html), celebrate our final year 
leading the Creative Diversity Network and explain to licence fee payers how we have 
met our equality related responsibilities as a public service broadcaster.

Informing our decisions 
We have developed and implemented robust plans in response to our obligations under 
the public sector equality duty. Raising equality and diversity awareness internally has 
focused on strategists, public policy specialists, and project managers. 

Work to ensure our major suppliers meet appropriate equality standards has continued 
this year with for example, the procurement of BBC facilities management services now 
underway.   More broadly, new BBC procurement policy and guidance will reflect our 
responsibilities and assist in developing good equalities practice in contract design and 
management. 

Inspired by our audiences 
Staying in tune with the views of all of our audiences keeps us focused on what they 
want and what they love. This year, as part of our legacy from London 2012, we found 
new ways to interact with our less well served audiences through our pop-up Hackney 
Academy which resulted in thousands of brand new relationships with young people. 
Complementing our regular and routine audience tracking surveys, we have conducted 
new audience research into age portrayal and access to our services and are planning 
research on gender and transgender during the coming months. 

Truer to life 
We know we have more to do to portray life in the UK as it truly is and we understand 
the positive benefit for everyone to have their lived experience reflected back 
accurately through the media. The Creative Diversity Network  
(http://www.creativediversitynetwork.org/) is united in this purpose and leading the 
network for a second year, we have raised awareness amongst programme makers 
across the industry of for example, transgender portrayal and non-visible disability 
including mental health. At the BBC we have also identified and developed new 
disabled presenting talent, are focused on highlighting more female voices in news and 
current affairs in particular and ensuring trans people’s life experience is accurately 
portrayed

Hearing from disabled staff 
Diversity monitoring information from our employees gives us an in-depth view of 
the diversity of our employee profile. Last year we reported a decline in the number 
of employees who declared they are disabled following an internal census and our 
intention to understand this further. As a result we carried out a staff engagement 
project, which involved deep data analysis, running an online survey for disabled 
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employees, examining disabled people’s responses to the staff engagement survey, and 
commissioning further qualitative research with disabled staff. The overwhelming issue 
raised by disabled people was a perception of limited prospects and limited career 
progression. This year we will be taking action to address this concern.

On target 
Our workforce diversity targets help us maintain a clear focus on increasing the 
diversity of our staff up and down the corporation. A thorough review of our existing 
targets which incorporated consultation with staff forums, senior managers and 
Diversity Accountable Leads has helped us formulate a new set of workforce diversity 
targets designed to help the organisation focus more closely on the representation of 
particular characteristics in different divisions and at different levels (see pages 35-36). 

BBC Radio 1 presenters Gemma Cairney, 
Greg James and Jameela Jamil
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In May 2011 the BBC published the Everyone has a story Diversity Strategy 2011-2015 
part of which forms the BBC’s response to the public sector equality duty under the 
Equality Act 2010 (http://www.bbc.co.uk/diversity/strategy/documents.html). 

The strategy outlines our approach to equality and diversity and introduced the BBC’s 
strategic equality and diversity objectives for the next 4 years: 

•	 Advance equal opportunities to diversify and develop our workforce  
at all levels to better reflect our audiences

•	 Deliver high quality programming which reflects modern Britain  
  accurately and authentically

•	 Connect with our audiences, including our underserved audiences,  
to inform the quality and direction of our content

•	  Building in accessibility from the start when developing new products  
 and services, and ensuring sustainable and ongoing accessibility

•	 Achieve systematic and consistent consideration of equality and diversity  
within BBC planning and review processes, and 
meet our public purposes and duties.

Our first report: Telling Our Story: Equality and Diversity at the BBC 2011 
(http://www.bbc.co.uk/diversity/strategy/equality-information-report.html)  
set out our progress during 2011. This report provides our second update and covers 
progress during 2012.

It reports:

•	 Progress against the BBC Diversity Strategy and our corporate  
equality and diversity objectives. 

•	 Equality information about the BBC, as required under the public  
sector equality duty. 

•	 How we promote equality of opportunity in employment, review 
the effectiveness of our arrangements to do that and how we 
communicate to  our staff the arrangements that are in place.

We are required by BBC Charter and Agreement obligations (Clauses 83 and 85)  
to report annually to the BBC Trust on the above.  

The Royal Charter and Agreement can be found at: http://www.bbc.co.uk/aboutthebbc/
insidethebbc/whoweare/mission_and_values/charter/  

Introduction

Developing Our Story - Introduction
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Delivering on diversity at the BBC

Developing Our Story - Delivering on diversity at the BBC

Diversity framework
We deliver on our Diversity Strategy through corporate BBC wide actions and via more 
local divisional action plans. The BBC’s Diversity Centre provides specialist expertise 
and advice internally across all business functions to support the integration of diversity 
into BBC policies and processes and plays a key role in supporting and advising 
Executive and Divisional Boards. 

Each BBC division has a senior board level Accountable Lead for diversity responsible 
for that department’s diversity related action and compliance. These leads work 
alongside the divisional diversity action group, driving the equality and diversity 
conversation locally. The division identifies their local equality and diversity priorities 
under our strategic equality and diversity objectives and agrees a set of specific and 
measurable actions to make progress against these priorities.

Every division develops their own annual diversity action plan outlining their equality 
and diversity commitments that support our strategic equality and diversity objectives. 
Progress against our commitments is reported every six months to the Diversity Board 
in financial year quarters two and four (chaired by the BBC Director-General) and it 
monitors implementation and outcomes. Reporting to wider senior managers takes 
place on a regular basis. Examples of this information are set out in our supporting 
equality information. All divisional diversity action plans are annually reviewed during 
February and March in line with the financial and business planning year and are then 
published on the BBC’s diversity website at:  
http://www.bbc.co.uk/diversity/ 

Additionally, we have specific performance measures for disability and access as set out 
in our equality objectives on pages 28-29. BBC Access, chaired by the Chief Financial 
Officer, (who acts as the corporate Disability Equality Champion), drives progress in 
relation to access issues including ensuring the accessibility of our internal and external 
facing technology and our working environment.

Internal context
Following the shocking revelations about child and sexual abuse at the BBC in previous 
years, there are a number of ways in which the BBC is considering BBC policy, practice 
and culture, in relation to child protection, bullying and harassment (including sexual 
harassment) and whistle blowing. The BBC is undertaking an independent review 
The Smith Review, which is being carried out by Dame Janet Smith. The BBC’s HR 
department is also conducting a review (the Respect at Work Review) which will 
examine questions of respect, behaviour and culture at the BBC today including issues 
such as harassment (including sexual harassment) and bullying. They are all closely 
connected to our responsibilities under the equality duty and the BBC Charter and any 
recommended action will form part of our equality objectives in future. These have 
been reviewed and updated for this year and we will report progress in next year’s and/ 
or future reports.

Delivering on 
diversity at  
the BBC
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The BBC’s editorial priorities are to deliver to our audiences:

•	 The best journalism in the world 

•	 Ambitious original British drama and comedy 

•	 Inspiration and commitment in the fields of knowledge, music and culture 

•	 Outstanding services for children

•	 Events that bring communities and the nation together

Delivering Quality First has been focused on delivering against these 
objectives in the light of the licence fee settlement and a 20% reduction in 
cost within the next six years.  This large scale change programme is designed 
to fundamentally change the shape and scale of the BBC in the coming six 
years to make it fit for the future in an increasingly competitive market.

In these challenging times, the consideration of equality and diversity becomes even 
more important. Strong reach and share, high quality programming and high audience 
appreciation across all our output, TV, Radio and Online, are essential to the continued 
success of the BBC.  Diversity is a creative opportunity that enhances the BBC’s 
originality and distinctiveness and drives innovation.

External context – public sector equality duty obligations
Throughout 2012, we have continued to meet our equality and diversity legal 
obligations. We have been working to ensure compliance and demonstrate our clear 
commitment to advancing equality and promoting diversity through measurable 
outcomes.

The public sector equality duty under the Equality Act 2010 requires the BBC to have 
due regard to:

•	  Eliminate discrimination, harassment and victimisation 

•	 Advance equality of opportunity between people who share  
a protected characteristic and those who do not

•	 Foster good relations between people who share a protected  
characteristic and those who do not.

The public sector equality duty applies to BBC functions operating within England, 
Wales and Scotland except those relating to the provision of a content service as 
defined in s.32(7) Communications Act 2003. The Government applied the duty to the 
BBC in this way to ensure the BBC’s editorial independence is not compromised.  
This means that the duty does not apply to activities such as commissioning, 
production, casting, editorial policy and scheduling. 

1 The Equality Act 2010 forms part of the law of England and Wales; Scotland (except for section 190 and Part 15) and only the following sections 
extend to Northern Ireland: section 82, section 105(3) and (4) and section 199. The Public Sector Equality duty, section 149, is part of the law of 
England, Wales and Scotland but not Northern Ireland (nor the Isle of Man and the Channel Islands).
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Part of the BBC’s Shaekspeare Unlocked season, Paterson Jospeh starts in the 
RSC’s production of Julius Caesar featuring an all-Black British cast
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Hilary Devey, Theo Paphitis and Deborah 
Meaden from the Dragon’s Den, BBC Two
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Meeting our legislative responsibilities
Broad BBC policy on equality and diversity is driven not only by legislation but also 
by BBC Charter requirements, our Diversity Strategy commitments and general best 
practice. Our policy therefore applies to all of the BBC’s nations and regions as  
One BBC.

Throughout 2012 we have continued to meet our legislative obligations under the 
Equality Act 2010 by:

1.  Ensuring due regard is given to the development of strategies and policies under the 
Delivering Quality First strategy through equality analysis of proposals, including all 
restructures and re-organisations, and acting on the findings.

2.  Sharing information with senior managers regularly on how we are considering 
(‘giving due regard’) to equality systematically across our functions.  
See our supporting information for more details at;  
http://www.bbc.co.uk/diversity/strategy/equalityreport2012/supporting.html 

3. Prioritising areas for action including large scale procurement. 

4.  Developing organisational capability in relation to giving due regard to the general 
duty and to conducting equality analyses.

5.  Further developing current mechanisms to engage staff in key employment and  
organisational decision-making.

Leading the industry  
The BBC is proud to have led the Creative Diversity Network (CDN) for a second year 
until the end of 2012. The CDN is the industry partnership of the main broadcasters and 
various other media companies, including those from the independent sector which 
aims to promote diversity on and off air.   
(See also page 25-26.)

More information about the Creative Diversity Network, its membership and the work it 
is currently progressing can be found at: http://www.creativediversitynetwork.org/ 

Communicating our legislative responsibilities
In 2012 we have worked pro actively to raise awareness of the responsibilities and 
accountabilities connected to the legislative requirements of the Equality Act 2010 
including:

Briefing divisional boards on the public sector equality duty and equality analysis and 
delivering tailored sessions on the same to: 

•	 Policy and Strategy 

•	 Project Management Office

•	 Strategic Sourcing Team  

•	 BBC TV Licensing 

•	 Capita (TV Licensing)

•	 Proximity (TV Licensing) 

•	 BBC Trust
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Giving our account

Developing Our Story - Giving our account : Objective 1

Below we chart the progress we have made against our five strategic equality and 
diversity objectives as set out in our strategy Everyone Has a Story: BBC Diversity 
Strategy 2011-2015.

We set out actions linked to each objective, making clear our activity over the coming 
year and responding to the specific requirement to set measurable equality objectives 
under the public sector equality duty where applicable.

Objective 1: Achieve systematic and consistent consideration of 
equality and diversity within BBC planning and review processes.

Making equality part of our decision-making is central to our Diversity Strategy. 
Responsibilities under the public sector equality duty require us to give due regard to 
equality through the course of those activities which aren’t related to content. At the 
same time, the BBC’s Royal Charter and its public purposes clearly require BBC editorial 
content to reflect the diversity of the UK and this also shapes our work on diversity.

Spreading ownership of diversity
Diversity Action Plan updates are a key measure of progress against the Diversity 
Strategy. After an internal review indicated that both plans and updates were often not 
submitted on time, Diversity Board agreed that each divisional board should appoint a 
member to be responsible for that department. 

Diversity Accountable Leads are now in place in every division across the corporation 
and include our Head of Newsroom, Vision’s Chief Creative Officer, Controller of Radio1 
and 1Xtra, Future Media’s Chief Operating Officer, Director of Children’s, General 
Counsel, Director of Risk and Business Assurance, Scotland’s Head of Talent and 
Operations, Wales’s Head of Marketing, Communications and Audiences and Northern 
Ireland’s Head of Radio.

These roles have been in place since early 2012 and help to ensure regular and timely 
reporting of diversity action plans and bi-annual updates. 

In addition to Accountable leads we have a network of Access Leads responsible for 
overseeing accessibility for disabled audiences and disabled staff and for promoting 
greater accountability on accessibility. 

Promoting greater consciousness of equality 
More than 18 months after the introduction of the public sector equality duty, work has 
continued to ensure that BBC employees making non-editorial decisions are aware of 
their responsibilities. The Head of Diversity has held a series of briefings for all divisional 
boards on the equality duty and the Diversity Centre has conducted specific work with 
Strategic Operations and the Project Management Office (PMO) including a tailored 
briefing and discussion session. As a result the PMO is looking at how it can integrate 
equality as part of their project management framework. 
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Tailored sessions on the equality duty and what it means in practice for decision-makers 
have also been delivered to our outsourced employment service delivery partner HR 
Direct, and our outsourced licence fee collection agents TV Licensing, as well as to the 
BBC Strategic Contracts team (procurement specialists) 

Focusing on our partners
The BBC spends £1.4bn every year on outsourced providers who deliver a wide range 
of services on our behalf. Half that amount is spent on our 16 biggest contracts. Last 
year we prioritised these high value, strategic contracts - and associated procurement 
activity, in relation to the equality duty. 

An equality and diversity review of the highest value contracts managed by the 
Strategic Relations Board (STaR Board) was conducted by Procurement’s Diversity 
Champion in partnership with the Diversity Centre to raise awareness of contract 
managers’ responsibilities under the equality duty and identify good practice and other 
practical action to advance equality through these relationships. 

We found that while there was generally a high level of understanding of the relevance 
to equality to managing contracts, little equalities dialogue had previously taken 
place between the BBC and individual contractors, except where the previous public 
sector equality duties had applied – the TV licensing and the Digital Switchover Help 
Scheme related contracts. Nevertheless, the review uncovered plenty of good practice. 
For instance, Steria apply their UK standards on equality and diversity across their 
workforce globally and Capita’s customer satisfaction surveys across both the BBC 
Information and TV Licensing contracts monitor respondents against most protected 
characteristics – making it easier to identify any differences in experience among 
different groups. 

Following a tailored session on the equality duty for the Strategic Sourcing Team, 
we are reviewing all procurement guidance and templates to ensure that they reflect 
the equality duty and related practical requirements for procurement activity. All 
procurement staff will be briefed on the equality duty and its relevance to procurement 
when the guidance is launched in this year.

All procurement processes for major contracts that have started this year, for example 
the procurement of broadcast access services and facilities management services, have 
included an equality analysis conducted by the project and / or procurement lead. A 
workshop will be held prior to the invitation to tender stage to analyse in depth the 
impact of equality on the process for buying facilities management services

Last year we reported the procurement process for collecting the licence fee. Since the 
award of that contract, we have: 

•	 Introduced a series of equality clauses specifically related to the equality  
duty into contracts.

•	 Emphasised the importance of information collection in order to demonstrate 
that the duty is being met and to drive improvements.

•	 Built equality into the governance of the contract.

Developing Our Story - Giving our account : Objective 1
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Leading the industry
2012 marked the second year of our leadership of the Creative Diversity Network – the 
industry partnership of the main broadcasters and other media companies working 
together to improve diversity on and off air (see also pages 25-26).

Developing Our Story - Giving our account : Objective 1

BBC’s New Broadcasting House which will from February 
2013 be home to over 6,000 staff, 9 radio networks, 3 2-hour 

television news channels and 26 language services
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Objective 2: Connect with our audiences, including our 
underserved audiences, using different methods to inform the 
quality and direction of our content.

Core BBC values state that Audiences are at the heart of everything we do. 
Understanding which services our audiences use, and which they value and why, is 
important information which influences decision making across the corporation, from 
individual programme teams to the Executive Board. 

Understanding our audiences
The BBC conducts a number of regular surveys to measure which services audiences 
use and their views of those services.  In particular we want to know what people think 
about the quality, originality and distinctiveness of our programmes on TV, radio and 
online.

We collect demographic information where possible and appropriate to ensure the 
samples we use reflect the make-up of the UK. Our surveys routinely collect audience 
feedback and can be analysed for a variety of audience groups, using the following 
demographics: age, gender, ethnicity, disability, religion and belief, sexual orientation, 
income, social group and nation and region.

Visit the link to access our audience survey findings: http://www.bbc.co.uk/
aboutthebbc/insidethebbc/howwework/accountability/audienceinformation/ 

Developing a richer picture
To complement regular feedback we conduct targeted, in-depth audience research to 
extend our understanding of people’s views and experiences through questionnaires, 
focus groups and workshops. We want to understand all of our audiences and regularly 
conduct research projects directly related to the diversity of our audience – for 
example:

On age – on behalf of the Creative Diversity Network we commissioned  
Serving All Ages, audience research on how the media portrays different ages, which 
was published in January 2012. Through deliberative workshops, focus groups, follow-
up interviews and a series of interviews with both broadcast industry and age experts, 
the research explored the views of all audiences - from teenage to 90+ - on the 
portrayal of age. 

The research found that while age wasn’t top of mind for our audiences, once raised, 
real issues emerged. Audiences were clear that the media has a responsibility to reflect 
society accurately – and that age is simply one aspect of that. Younger people reported 
the strongest concerns, anxious that they are consistently portrayed negatively. Older 
people were less concerned about the nature or their portrayal, but pointed to their 
lower visibility overall on-screen. 

For middle-aged people, the most striking finding related to gender – specifically 
concerns about the low representation of women over 40. As with all our audience 
research, the overriding factor for audiences is high quality programmes – that said 
authenticity of portrayal is recognised as a key ingredient of quality content. The 
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research findings were presented internally to the top 25 executives, the BBC Trust and 
Audience Councils and externally to CDN members. BBC Three and Radio 1 in particular 
have been keen to understand what the research indicates about their target audiences. 
Particular genres within Vision and News are also using the research further to inform 
their programme ideas. Find out more about the research at: http://www.bbc.co.uk/
diversity/audiences/Report-on-the-Attitude-of-Audiences-on-Age.html . 

On disability – BBC Future Media commissioned an Accessibility User Research Panel 
to investigate disabled people’s experience of the quality of services provided across 
BBC Online, mobile and interactive TV – focused specifically on BBC Homepage, 2012 
Homepage, iPlayer and Mobile iPlayer. A number of recommendations were made as a 
result of the research. In particular:

•	 The importance of planning the user journey for blind and visually 
impaired users when designing new versions of our websites.

•	 Communicating those changes when releasing new website designs. 

•	 Improving the quality and availability of access services (subtitling, 
BSL and audio description) on the iPlayer across platforms. 

•	 Future Media also commissioned research with older and disabled people 
with particular impairments into the accessibility of the size and type of 
the fonts we use online and on our video content. We are using this to 
explore a BBC standard to guide the industry on accessibility in this area

The BBC’s Switchover Help Scheme closes at the end of 2013 following the conclusion 
of the transition to a digital television signal across the UK. The service leaves a legacy 
of learning regarding the access requirements of older and disabled people, which 
the BBC can use when planning products and services for these audience groups. For 
example, the Switchover Help Scheme team recently ran a session with the BBC’s TV 
Licensing team focused specifically on communicating with a diverse audience. Find 
out more here: http://www.helpscheme.co.uk/en/research 

On ethnicity – BBC Cymru Wales included a booster sample of black , Asian and 
Eastern European people living in Wales,  within their tracking survey in May 2012.  This 
provided richer information on media usage by different  communities across TV, radio 
and online services in Wales 

On gender and gender reassignment – BBC Audience Research is scoping a piece 
of research on gender and transgender. The work is planned in two stages – first an 
analysis of media consumption by gender across different BBC services and genres. 
Once we understand patterns of consumption, we will scope qualitative research to 
learn more – including an exploration of transgender people’s views and experiences.

On sexual orientation – in 2010 we conducted comprehensive qualitative and 
quantitative audience research and consultation to look at how the media, including 
the BBC, portrays lesbian, gay and bisexual (LGB) people. We committed to review 
this work after two years and as a result have used our own tracking survey, Pulse, to 
review some of the quantitative work and commissioned a series of interviews with 
LGBT organisations to help establish whether attitudes to the portrayal of LGB people 
across BBC services has changed. Following the research and consultation i n 2010, we 
reviewed our regular tracking surveys to ensure that they capture as many protected 
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characteristics as possible – for example we now know that there are around 700 LGB 
people on our Pulse panel. We can now use this survey to help us keep in touch with the 
views of our LGB audiences on a regular basis. Find out more about our research in this 
area here: http://www.bbc.co.uk/diversity/audiences/lgb-consultation.html 

Working with our audience across the BBC
We are part of a whole host of partnerships which benefit both the BBC and our staff, 
many of which are focused on different aspects of diversity.

Reaching out in Hackney - in the build-up to our biggest ever live event: Hackney Big 
Weekend, we undertook our most ambitious piece of social action activity. Audience 
research had indicated that awareness of Radio 1 was very low amongst young people 
in Hackney. In partnership with BBC Learning, we staged Radio 1 and 1Xtra’s Academy 
in the heart of the borough. Taking over a cinema building, we staged a three week 
programme of question and answer (Q&A) panel sessions  and practical ‘masterclasses’. 
These were directly influenced by a youth steering group, made up of 12 young people 
from Hackney together with more than 14 partners, from BAFTA and the Hackney 
Empire to grass roots organisations including Work It and Rising Tide.  

Q&A panel members included a diverse range of personalities such as Usher, Deborah 
Meaden, Noel Clarke, Perri Shakes-Drayton, Plan B, Adam Deacon, Jamal Edwards and 
around 100 other speakers. There was a series of two-hour practical master classes, 
covering areas including fashion, film, stand-up comedy, music, entrepreneurship, 
journalism and radio. The Academy received just under 7,000 visits over the three 
weeks and broadcast highlights on youtube. There were 16 live outside broadcasts from 
the Academy making the coverage of this initiative an integral part of the build-up to 
the Hackney Weekend reaching 12 million regular listeners across Radio1 and 1Xtra.

Rethinking religion - in September BBC Religion and Ethics hosted RE:THINK 2012, 
designed to explore issues of faith, philosophy and ethics at MediaCityUK. The two-day 
religion and ethics festival consisted of a range of speakers, screenings, masterclasses 
and talks from some of the leading professionals and commentators in the field. 
Complementing the festival, a series of staff tours took 93 members of staff to six 
local places of worship to build links between programme makers and local faith 
communities.

Inspiring a generation – BBC North in partnership with Manchester City’s community 
disability sports coaches hosted a Paralympic School Sports Day for children from 
participating schools in Greater Manchester in the MediaCityUK Piazza in September. 
Young people had the chance to try wheelchair rugby, and football, boccia and 
athletics. CBBC presenter Chris Johnson opened the games and a Manchester City 
player presented medals to all the winners.

Making space – in partnership with the Arts Council England, the BBC has developed a 
free digital arts service, http://thespace.org/ a free digital arts service. The Space was 
launched during the London 2012 Festival to connect audiences with events during the 
festival and the wider Cultural Olympiad. The Space provides live, free and on-demand 
access to arts organisations and artists’ work. Following a successful pilot phase, The 
Space  
has been extended for a further 6 months until the end of March 2013.
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Licensing everyone – TV Licensing is working in partnership with Vision 2020UK, 
an umbrella organisation involving 52 organisations focused on visual impairment, 
including the RNIB. Through Vision 2020UK’s extensive network, TV Licensing has put 
in place measures to increase awareness of the 50% concession available to blind and 
visually impaired people. Vision 2020UK has also used its social media channels to 
promote TV Licensing, the 50% concession and the range of ways  
to pay. 

Nick Astbury, Chair of VISION 2020 UK, an umbrella organisation for eye health and 
sight loss groups said: “We have been delighted to work with TV Licensing to ensure 
that more blind and partially sighted people are aware that they can receive a TV licence 
concession if they are registered as blind or severely sight impaired. Through this work 
we hope to ensure more blind and partially sighted people are able to have access to a 
television and enjoy watching their favourite programmes”.

Sharing ideas – new BBC Midlands Audience Forum, chaired by BBC Stoke News Editor, 
and made up of senior producers, will review output to highlight opportunities for 
improvement and to celebrate great practice.  

Figuring it out - BBC Northern Ireland hosted this session with in-house and 
independent television programme makers, run with Queens’ University of Belfast and 
the University of Ulster to inform their local production community of some of the key 
social issues facing Northern Ireland relating to sexual orientation, racism, mental health 
and social care. 

Radio 1’s Hackney Weekend was the BBC’s biggest ever live 
music event where over half the audience were residents of 

either Hackney or the other Olympic boroughs
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A second series of Lip Service returned to follow the love lives  
of a group of lesbian and gay women living in Glasgow, BBC Three
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Objective 3: Delivering high quality programming which reflects 
modern Britain accurately and authentically 

One of the BBC’s core public purposes is to Represent the nations, regions and 
communities of the UK. Audience research consistently tells us that people want to see 
their communities portrayed accurately and authentically, whatever their background. 

There is no better way to demonstrate progress than through our content.  
Have a look at a short film showcasing just some examples over the last year here. 
http://www.bbc.co.uk/diversity/strategy/equalityreport2012/reflect.html 

Despite marked progress in this area, the BBC Trust’s Purpose Remits Survey, which 
monitors our performance against our public purposes, shows that audiences still mark 
us down for our portrayal of  different cultures and communities (http://downloads.
bbc.co.uk/bbctrust/assets/files/pdf/review_report_research/ara2011_12/uk_report.pdf).  
We know we have more to do across all our programmes, to ensure fair and balanced 
representation that reflects the breadth of UK diversity in a way that excites and 
connects with all communities. 

Towards more authentic portrayal
Examples of work during 2012 that aims to improve authentic and accurate portrayal of 
people from all backgrounds include:

Researching our TV population  – this autumn we commissioned an analysis of peak 
time television programmes on BBC One, Two, Three and Four. An external research 
agency used qualitative and quantitative research methods to plot the diversity of 
those appearing on screen in prime time slots.  This will give us a deeper understanding 
of our on screen diversity profile. Once completed, the findings will be shared internally 
to inform our editorial community.

Looking at our Online population – this year Future Media conducted a one-week 
audit of diverse portrayal on BBC Online, to help assess where we are doing well and to 
identify areas that need improvement.  The audit looked specifically at Central Editorial 
produced homepage promotions. Testing 28 separate promotions, women were 
represented in 61% of images, BME people were represented in 18% of images, disabled 
people were represented in 4% of images and people over 65 were represented in 7% of 
images. These findings will help to inform planning and design in future.

A woman’s place is on-screen and on-air – our audiences made clear their concerns 
about the portrayal of women over 40 through our research into the portrayal of age. 
There has been significant comment and debate about female representation in the 
media in general, and in a news and current affairs context in particular. This is also an 
area of our concern and the BBC Director-General has committed to taking action to 
change the face of our output. This year we have taken practical steps in this direction. 
In May the BBC Academy’s Fast Train one day training festival for freelancers across the 
industry included a master class entitled How do you solve a problem like… women in 
TV? A panel discussion debated a number of issues including attractiveness, television’s 
role in challenging prejudice, and other aspects of diversity including age and ethnicity. 

Developing Our Story - Giving our account : Objective 3
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The session debated recommended action for women including social networking, 
coaching and mentoring and broadcast presentation. 

In partnership with Find Me a TV Expert, the BBC Academy is piloting a one day 
broadcast presentation skills session for women experts in science, history, politics, 
business and engineering where they will have the opportunity to enhance their 
broadcast presentation skills and widening the BBC’s knowledge of women experts in 
these specialist areas.

English Regions teamed up with the Diversity Centre, BBC Academy and Sound 
Women (http://www.soundwomen.co.uk/), to help address comparatively low  
representation of female talent in regional radio through a Radio Development Day 
held in Bristol in November. Over 40 aspiring radio presenters from around the country 
took part and benefited from career development advice, heard from senior female role 
models in radio and the Controller of English Regions attended to hear the participants’ 
experiences. 

Finding new disabled talent – The BBC’s nationwide search for new talented disabled 
presenters: Presentable was launched this year. 350 people competed for 10 places, 
60 of whom were invited to screen tests. Over 40 executives and commissioners were 
involved in the audition panels to select the very best emerging disabled presenting 
talent and expert contributors. The final 10 have received the best training on offer at 
the BBC to develop their broadcast skills and have been matched with a senior figure 
to act as their champion to facilitate networking and highlight potential presenting 
opportunities. Recent successes include one finalist due to present a documentary for 
BBC Three: Young Drivers; Licensed to Kill, a second who performed at the Edinburgh 
Festival Fringe and a third working on R4’s PM and The World at One. BBC Drama’s 
initiative The Company, launched in November 2012, will find up to six new disabled 
actors who will be attached to BBC Drama and will be guaranteed two roles over  
the year.

Taking action on trans - this year we have continued to work with Channel 4 and 
Trans Media Watch on Trans Media Action, a project to develop effective ways to raise 
understanding within production and journalist communities about what transgender 
(trans) means and what it means to be trans. The first phase of this work included 
piloting workshops bringing production executives and journalists together with 
trans people. The most effective legacy of these workshops was simply facilitating 
conversations between trans people and workshop participants enabling them to 
consider the creative opportunities that stories about trans people offer. Phase two of 
the project will deliver tailored workshops for news and production teams on location 
targeted at 25 influential professionals in the media industry.

Finding young writers - EastEnders: E20 is written entirely by young people under 
the age of 23. They all attend an EastEnders: E20 Writers School where they learn 
how to write for television by EastEnders script writers and producers and are each 
commissioned to write an episode. This year the E20 Writers School opened its doors 
nationwide. 66 young people were selected to take part from 750 applications. Almost 
half of those selected were from a BME background and from outside the capital. All 66 
graduated with a 10-minute Calling Card script, script-edited by one of the 
EastEnders team.
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Finding different writers – BBC Writersroom was created to encourage and develop 
new and more diverse voices. Over the last 10 years, writers we believe in and have 
championed have gone on to produce brilliant work. Just some of the initiatives the 
Writersroom have driven forward include:

•	 Trans Comedy Award – a talent search run by the Writersroom in 
partnership with Trans Comedy, to encourage writers to promote a 
positive portrayal of Transgender people in mainstream comedy  

•	 TV Drama Writer’s Lab – a targeted development scheme designed 
to address the under-representation of BME writers for TV drama. 
The Lab brought together a group of the most talented writers 
with a real commitment to TV drama for an opportunity to focus 
on their ideas, network with other writers and producers 

•	 The TV Drama Writers’ Festival provides annually, a mix of master 
classes, conversation and debate for commissioners and producers 
and writers. The keynote debate this year was Changing the Face of 
Drama – challenging 200 writers to think about representing the face 
of modern Britain more accurately www.bbc.co.uk/writersroom

Leading from the front - Creative Diversity Network - This year the BBC chaired the 
Creative Diversity Network for a second and final year. This coalition of broadcasters 
and other media companies work together to raise awareness and ultimately improve 
diversity on and off screen. Under the BBC’s leadership, the CDN has made headway 
against their five-year strategy which is focused on addressing the diversity of 
representation on-screen and at senior levels within media organisations. A rundown of 
this year’s CDN calendar shows the progress made:

•	 January – Serving All Ages research published and shared across the industry

•	 February – CDN CEOs signed off CDN 2012 action plan and agreed 
to hosting the fourth Diversity Awards at the year’s end

•	 March - Pilot Trans Media Action workshop facilitated by the CDN in 
partnership with Trans Media Watch exploring transgender with journalists 

•	 April – 41 candidates joined the CDN Mentoring Scheme aimed at 
BME and disabled people across production and business roles.

•	 May – CDN website updated and refreshed to ensure full accessibility 

•	 June – sponsored an event held by Fresh Voices, focused on 
raising the profile of experienced Black British writers

•	 July - The Mental Health Challenge in News and the Newsroom 
- event aimed at raising awareness among journalists across the 
industry on the nature of mental health and the implications for 
accurate news reporting and managing mental health at work

•	 August- CDN monitoring sub group began work to find a model 
for monitoring diversity on-screen across all broadcasters

•	 September - Northern Lights applications process launched. This new 
scheme is designed to develop production staff from diverse backgrounds 
in the North. Aimed at Assistant Producers and Producers from diverse 
backgrounds, training, mentoring and a much needed career boost is offered
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•	 October – Comedy Studio – targeted professional development residential 
scheme for new comedy talent for TV developed in partnership 
with BBC Writersroom and BBC Comedy for eight talented writers 
who lack the contacts and the opportunity to break through.  

•	 November - CDN Diversity Awards 2012 – the annual awards 
ceremony is the biggest fixture in the CDN’s calendar. 

•	 December - Digital Guru event aimed at young black and minority 
ethnic people who are interested in writing for digital media. 

Developing Our Story - Giving our account : Objective 3
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BBC News Channel presenter Jane Hill was a first class host 
for the Creative Diversity Network’s Awards ceremony 2012 
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Objective 4: Build in accessibility from the start when developing 
new products and services, and ensuring sustainable and 
ongoing accessibility

We know from our own experience that truly inclusive services make for better services 
for everyone. They are also more cost-effective in the long-run. As a result, an important 
part of our equality and diversity agenda is focused on greater access for disabled staff 
and disabled licence fee payers – specifically addressing accessibility right from the 
start.  

Reframing policy and guidance
Last year we reported setting up BBC Access, a top corporate board, chaired by our 
Chief Financial Officer, the BBC’s Disability Equality Champion, designed to ensure 
accessibility for disabled people is delivered across the BBC.

This year BBC Access’s priority has been to focus on first principles, reviewing existing 
accessibility related policy and consolidating these into a coherent set of guidance. 
We developed a corporate Access Policy Statement in early 2012 which now acts as a 
standard against which all access related policies and guidelines are set. Individual BBC 
divisions are already using the new access policy framework to review and develop 
policy: 

•	 Last year we reported that we would update guidance to 
programme makers and journalists on how to provide an accessible 
environment for disabled contributors and audiences. Our new 
Production Access Guide is available here: http://downloads.bbc.
co.uk/diversity/pdf/BBC_productionaccessguide_spreads.pdf 

•	 BBC Future Media are working with the Public Policy team 
and BBC Worldwide to develop an accessibility policy for 
all partnership projects and commercial products.

•	 BBC Workplace have developed a set of Access Standards 
for our buildings supported by a rolling programme of 
access audits with 20 audits conducted this year.

To support this policy framework, there is a network of Access Leads tasked with 
responsibility for accessibility in their corner of the BBC. Our Disability Equality 
Champion hosted an introductory and briefing session for the Access Leads together 
with other accessibility experts including assisting technology advisers, Diversity Centre 
staff and members of BBC Ability, the BBC’s disabled staff forum. 

Celebrating success
Last year we committed to undertaking the Business Disability Forum’s online 
benchmark to help us measure our progress on disability equality. We improved on  
our previous score, the BBC was placed in the top 10 participating organisations  
and ranked 6th. 

BBC Northern Ireland were recently audited by Employers for Disability NI and received 
a good practice award.
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Influencing inclusive programming 
We played our role in making London 2012 the most accessible games ever. The 
Opening Ceremony was broadcast on the BBC with audio description for the first 
time and all Olympic coverage broadcast on BBC One and BBC Three was subtitled 
dramatically increasing the number of hours of subtitled Olympic sport broadcast 
compared to our coverage of Beijing. The Diversity Centre worked with BBC 2012, 
BBC Ability and the British Paralympic Association to produce a language guide for 
Radio5Live journalists reporting on the Paralympic Games to assist them in their work.

Award winning content - BBC Ouch!
The BBC’s blog and internet talk show which reflects disability life  
(http://www.bbc.co.uk/blogs/ouch/) won a 2012 European Diversity Award specifically 
for the team’s success at “bringing disability to the mainstream audience of the BBC.” 
Social Affairs Correspondent Alison Holt was highly commended in the same category. 
This is the second year in a row that BBC News has received the ‘Journalist of the Year’ 
award at the European Diversity Awards. 

Broadcasting access 
Our record on broadcast access services continues to exceed the targets we are set 
by Ofcom. Alongside others, we are also gradually working towards a higher audio 
description target of 20% at 2% increments each year. 

Channel
Subtitling output on BBC 

Television (%) 2011-12  
(Target: 100%)

Signing on BBC Television  
(%) 2011-12 (Target 5%)

Audio description on BBC 
Television (%) 2011-12 

(Target 10%)

BBC One1 99.8% 5.2% 14.9%

BBC Two 100% 5.6% 15.0%

BBC Three 100% 5.4% 25.5%

BBC Four 99.9% 5.5% 28.7%

BBC HD2 91.4% 3.4% 22.8%

CBBC 100% 5.2% 25.2%

CBeebies 100% 5.6% 19.0%

BBC News 100% 5.1% Exempt

1. BBC One and BBC Four narrowly missed their 100% subtitling target by 0.2% and 0.1% respectively. Whilst subtitles were scheduled for 100% of 
programmes on these channels the shortfalls were due to technical and operational outages which meant that some of the subtitles produced were 
not delivered successfully to the audience.

2. BBC HD’s targets are 35% for subtitling, 2% for signing and 6% for audio description.

Increasing accessibility internally
An internal process (Systems Accessibility Risk Assessment) has been approved for 
evaluating all future technology (internal systems), to ensure that we buy more systems 
that are accessible for all our staff. 
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Silk, BBC One
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Objective 5: Advance equal opportunities to diversify and 
develop our workforce at all levels to better reflect our audiences

During an extraordinary and challenging year for the BBC, we believe that our approach 
to diversity and inclusion has been essential in delivering distinctive programmes of 
quality for our audiences, including amazing Olympics coverage. Diverse thinking and 
sharing innovative ideas are the life blood of our creative organisation. Aside from 
delivering unique and diverse programming, we have throughout 2012, continued to 
develop our corporate and divisional employment activity to fulfil our equality, diversity 
and inclusion commitments.  

Moreover, following the shocking revelations about child and sexual abuse at the BBC 
in previous years, we have plans for a rigorous examination of our policy, practice and 
culture through internal and external review and inquiry, in order to learn any lessons, 
improve on our shortcomings and ultimately to develop a safer and more open, 
respectful and inclusive working environment. 

Employment policy
We are reviewing our policies and practices in relation to whistle blowing, bullying and 
harassment and particularly sexual harassment through the Respect at Work Review.  
We are doing this in consultation with staff and with internal and external experts to 
make sure that they are fit for purpose and clearly communicated to all. 

Our current Equal Opportunities policy statement is set out below. As this policy 
statement was due for review at the end of 2012, it will now be informed by this wider 
review process to ensure clarity, consistency and overall policy alignment. These 
reviews and inquiries are all closely connected to our responsibilities under the equality 
duty and the BBC Charter and any recommended action will form part of our future 
statutory equality objectives and progress will be reported on in future BBC Equality 
Information Reports. 

Equal opportunities and diversity policy statement

The BBC is committed to promoting equal opportunities for all, both in our working 
environment and in our output. We aim to reflect the diversity of the UK and make our 
services accessible to all.

We are committed to providing a working environment that is free from harassment, 
intimidation and unlawful discrimination.  

We value and respect every individual’s unique contribution to the BBC and seek to 
ensure that no one group or individual is unlawfully disadvantaged.

At the BBC we view equality and diversity as a creative opportunity to embrace, 
respond to and be relevant to the totality of the UK’s audiences. We recognise that in 
order to do this we need to create a working environment that empowers all of our 
employees to thrive and achieve their full potential and as such, we regularly review our 
employment policies and practices.   

We expect everyone who works for, and with, the BBC to support and act in accordance 
with this Equal Opportunities and Diversity Statement. Any individual who has concerns 
in relation to equal opportunities at the BBC are encouraged to raise this with their 
manager or a member of the HR team’
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More broadly our employment policies and benefits support individual flexibility and 
choice for all employees. This flexibility forms part of our commitment to our staff to 
advance equality of opportunity and eliminate unlawful discrimination in the workplace.

Employees can benefit from a range of enhanced part-time and flexible working 
practices, paid and unpaid parental leave, adoption leave, ordinary and additional 
maternity and paternity leave as well as the option to buy and sell holiday. Our inclusive 
policies and practices are openly published on our internal intranet site Gateway and 
many are publicly available on the BBC website and the BECTU website.

Targeted Work: Women at the forefront in 2012
This year we have continued work to help improve the representation of women in all 
areas of our workforce and business activities. Women continue to be well represented 
at the BBC Trust, making up 50% of BBC Trustees and 43% of the BBC Executive Board 
is female. 

In September 2011 we launched a Women in Technology event held at our new site in 
Salford. Hosted by BBC North and Future Media divisions and supported by Women 
in Technology, this event raised awareness of the opportunities for women in technical 
roles at the BBC. Seeking to build on the success of this event, in 2012 the BBC 
Academy supported by Future Media and other key technical divisions has held a series 
of three events for professional women currently working in technical / engineering 
roles outside the BBC, to raise awareness of the creative work and opportunities 
available here. These events held under the banner of Women in Engineering and 
supported by respected external partners in the IT/engineering industry were well 
attended.

To complement this work, the BBC Academy also held three Young Women in 
Engineering events inviting young women who are still at school to experience what a 
career in engineering at the BBC can offer.

Looking beyond our technology and engineering roles, we have also worked hard to 
increase female representation and contribution to our programmes and content.  In 
November 2012, English Regions division hosted the first of two events for aspiring 
women radio presenters. Women are under-represented as presenters in local radio 
and the aim of this event is to demystify the potential routes into radio, provide tips on 
career development and spot potential radio presenting talent. 

We are also working to increase the representation of women experts and contributors 
on air and screen by piloting a session on broadcast presentation skills for aspiring 
female contributors. The first session is planned for early 2013 and is being delivered by 
the BBC Academy.   

We continue to work in partnership with and support Sound Women  
(http://www.soundwomen.co.uk/) to help retain and develop career progression for 
women in audio and this year we are also providing active support to Women in Film 
and TV (WFTV) (http://www.wftv.org.uk/) to help ensure the career development of 
female TV professionals via the WFTV mentoring scheme. 
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Newsnight presenter, Kirsty Wark
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Liz Carr and David Caves playing new 
characters in Silent Witness, BBC One
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Targeted work - Engaging with disabled staff
In addition to the BBC’s annual Staff Engagement Survey, the BBC’s Diversity Centre 
has undertaken specific activity this year with disabled staff.  In our 2011 annual equality 
and diversity report (http://www.bbc.co.uk/diversity/strategy/equality-information-
report.html) we highlighted that the reported representation of disabled staff across 
the BBC has been steadily falling. Over the last 5 years the all staff disabled employee 
representation has fallen from 4.6% in 2008 to 3.5% as at August 2012.  Similarly, 
disabled employees at senior manager level had also been falling (3.4% in 2008 to 
3.1% in September 2012). In order to better understand the reasons for this fall, we 
conducted a disabled staff engagement project which involved: 

•	 Employee data analysis, examining data by division, 
grade, leaver / joiner rates and progression rates.

•	 An online anonymous survey for all known disabled employees, which 
sought to understand the good and bad things about working at the BBC.

•	 Focus groups, which explored in confidence, the experiences of disabled 
employees at the BBC, facilitated by an external consultant. 

•	 Analysis of the results of the annual BBC Staff 
Engagement Survey (cut by disability).  

In response to project findings, the following recommendations are proposed:

Communications/ awareness raising

•	 Raise the profile of BBC senior level disabled staff through a 
communications campaign and encourage senior level disabled staff 
to act as role models, to demonstrate that there are opportunities for 
progression for disabled staff and that the BBC values disabled talent. 

•	 Raise awareness amongst line managers about the way 
adaptations and adjustments can provide disabled staff with 
greater equality of access to career progression. 

•	 Support and advise the Access Service (the BBC’s own disabled staff 
support service), on its planned awareness raising event which will showcase 
to managers and disabled staff the adjustments that are available.  

•	 Raise awareness of the Access Service and what it can offer 
disabled staff amongst the HR community, by ensuring the 
Access Service lead regularly attends HR teams’ meetings.

•	 Review the way we communicate the definition of disability 
to clarify its meaning and the extent of its scope.

Supporting career progression through retention

•	 Review the current guide to retaining disabled staff to 
ensure it is fully inclusive and fit for purpose.

•	 Check that effective systems are in place for reviewing new work environments 
and working practices (such as hot-desking), so that individual needs are met.

•	 Continue to monitor on-going and planned redundancies on disabled 
staff to identify any potential disproportionate impacts.
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•	 Explore with BBC Ability (the BBC disabled staff forum) and 
external specialists, options for (a) targeted initiative(s) to 
support career progression opportunities for disabled staff. 

•	 Explore the feasibility of developing the Extend scheme 
( the BBC’s work experience scheme for disabled staff) 
model to support retention and career progression. 

Monitoring service delivery 

•	 In conjunction with Access Services and disabled staff, develop and  
implement a regular client satisfaction survey for users of the Access Service. 

•	 The Access Service should establish a system for regular follow ups 
with disabled staff, who have had an access assessment, to ensure 
that adjustments continue to meet their requirements over time.

Training  

•	 Develop and roll out training during 2013, for line mangers 
on managing disability, with a specific focus on effective 
and honest performance management.

Access - Buildings

•	 Improvements to the accessibility of buildings should continue, as 
older sites are decommissioned and new buildings are designed.  
Accessibility to be built in from the earliest design stage.  

Access – IT / assistive IT 

•	 A major process review of the provision of access technology, 
to help improve the end to end process for users, is already 
underway.  (BBC Access will receive a separate update from the 
Access Technology team on the progress of this project).

•	 Develop the proposed i-subtitling tool for use with 
internal videos and training materials

Policies and procedures

•	 Review the policies, guidance and information provided on 
Gateway regarding disability and employment for managers and 
disabled staff to ensure they are inclusive and fit for purpose. 

•	 The Equal Opportunities and Diversity Policy statement will be updated 
this year and will include specific reference to disability as a protected 
characteristic and should be linked to the pan BBC Access Policy  
statement which was developed and signed off in May 2012:  
http://downloads.bbc.co.uk/diversity/pdf/BBC_Accessibility.pdf
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Social mobility
We have continued to deliver on our social mobility commitments in 2012 through our 
Olympic legacy programmes the London 2012 Work Experience Programme, and the 
London 2012 Apprenticeship Scheme.

The Work Experience programme in particular has been very successful in attracting 
and developing individuals from lower socio-economic backgrounds from the six 
boroughs surrounding the Olympic Park. We worked closely with Newham, Tower 
Hamlets, Hackney, Barking and Dagenham, Greenwich and Waltham Forest to attract 
new talent who may not have thought of the BBC as an employer of choice.

Over 130 work experience placements across 32 BBC departments, have been taken 
up since the scheme launched in January 2011 and 60% of those accepted onto 
the scheme have been from BME backgrounds. 21% of participants have secured 
subsequent employment with us, 70% of which are from BME backgrounds.  

In October 2012, the 2012 work experience programme was highly commended as 
a successful ‘Diversifying the Workforce’ initiative at the Race for Opportunity 2012 
annual awards (http://www.bitcdiversity.org.uk/awards/rfo_awards_2012/case_studies/
widening_the_talen_1.html)

The Community Reporters’ Programme is another example of the successful social 
legacy partnership activity delivered by the BBC this year.  Run as a partnership 
between News broadcast centres, Radio 1 and 1Xtra as part of the Hackney Festival in 
June 2012, it recruited 15 novice reporters - 85% of whom were from BME communities. 
These community reporters produced two one hour documentaries for Radio1/1Xtra 
called ‘Hurrah I am a single parent’ and ‘East London Right on Track’. 

As well as contributing to the social legacy of the Olympic Games, we also launched a 
pilot social mobility monitoring project this year. The project extends to a range of our 
entry level schemes, apprenticeships and talent pools and seeks to better understand 
who is applying for and who is successful in securing placements at the BBC from a 
social mobility / class perspective. The results from this pilot will be used during 2013 
to assess the potential impact of our entry scheme recruitment and selection processes 
from a social mobility standpoint.
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Training & development
Training our staff and the wider media industry continued to be a focus of BBC activity 
in 2012. In the first half of the year the BBC delivered two training and development 
sessions on mental health issues. The first, held for HR staff at the BBC sought to 
provide an opportunity for those advising managers on mental health issues within their 
teams, to share their experiences and to learn from each other. The session was well 
attended and was facilitated by Rachel Perkins (Mind Champion of the Year 2010).

In July 2012 the Diversity Centre brought the heads of BBC and ITN News together 
with Mind and other experts, to host a Mental Health in News event on behalf of the 
Creative Diversity Network (CDN): (http://www.creativediversitynetwork.org/pdfs/
BBC%20Diversity%20CDN%20A4%20Document_Key%20Mental%20Health.pdf) This 
pan industry learning event examined the complexities and sensitivities of reporting on 
mental health related issues and/or stories. Use of language, managing mental health 
in the workplace (including post traumatic stress amongst journalists) and the broader 
question of non-visible disability were all examined.

We have continued to build knowledge and understanding of diversity and unconscious 
bias across our organisation. July 2012 saw the first bi-annual HR Diversity Session 
aimed at up-skilling and empowering our HR community to build equality, diversity and 
inclusion principles into their day to day work and to better understand the potential 
impact of their decision-making on diverse and under-represented staff. The second 
session was held in November 2012 and focused on understanding the impacts of 
unconscious bias.

Mentoring 
This summer and for the second year running, the BBC launched the CDN Mentoring 
Scheme. The aim of the scheme is to help address the level of under-representation 
of different groups within the media and the broadcast industry, on the basis that 
greater diversity at all levels within media organisations will have a visible impact on the 
programming they produce. Participants are teamed up with a mentor who can provide 
inspiration and guidance. They also have access to a suite of training opportunities 
provided by the BBC’s Academy and our partner Creative Skillset  
(http://www.creativeskillset.org/) to assist their development further. This year we 
have recruited the highest number of participants yet: 41 BME and/or disabled media 
industry professionals. 

In addition, we have set up a CDN North and Creative Skillset sponsored mentoring and 
career development pilot programme for diverse professionals working at producer and 
assistant producer level in the North of the UK. This Northern Lights programme will 
run for six months and aims to develop eight talented diverse professionals, through 
mentoring and targeted training, to help deliver greater diversity long term within the 
creative media sector in the North.  

The BBC’s Black and Asian Forum also launched a pilot mentoring scheme this year.  
Launched in July 2012, 10 BBC employees from BME backgrounds within grades 2-9, 
have been matched with suitable BBC mentors. The aim of the scheme is to encourage 
and support BME staff at lower grades to develop their careers.
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Our corporate activity 
We run a series of projects targeted at addressing under-representation of diverse 
groups within our workforce. In 2012 we continued to deliver our flagship initiatives and 
schemes. Extend launched with 32 placements in October 2012 spread across a wide 
variety of divisions as well as from right across the UK. Meanwhile our ManageAble 
programme, which provides work experience for talented disabled individuals at a more 
senior level, has offered two more placements this year. 

We have continued to run the Journalism Trainee Scheme (JTS) and the Journalism 
Talent Pool (JTP) in 2012. Each year, the JTS trains new journalists whom we hope to 
employ and the JTP offers previously trained journalists employment opportunities 
within the BBC nationwide. Both programmes specifically target those from diverse 
backgrounds to help diversify the journalist community at the BBC and beyond.

The Creative & Digital Media Apprenticeships programme has placed nearly 50 
apprentices in the last 18 months across all the main creative hubs (Cardiff, Glasgow, 
London and Salford).  This one year long apprenticeship programme has 30% BME 
representation and in 2012 we placed 11 apprentices. 
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Delivering on our legal commitments
In order to meet our obligations (under the public sector equality duty, the Royal 
Charter and Agreement and the BBC’s Diversity Strategy) relating to our employment 
activity, we initiated a roll out of equality analyses in 2010, across our employment 
function for all organisational restructures and re-organisations. These equality analyses 
help HR staff and managers understand the potential and actual impact of their 
restructuring decisions on diverse groups within their divisional area and the wider BBC.

These analyses run alongside the restructure process and help to chart the impact of 
decisions made throughout the process. The analyses are also shared with the unions 
during consultation where this occurs. In particular, these analyses help us to better 
understand the potential and actual impact that our strategic change programme 
Delivering Quality First is having on our diverse staff.

As Delivering Quality First (DQF) continues to unfold over the next few years, we will 
be able to track and act upon any impacts highlighted in the analyses themselves. 
In addition, data will be used to understand the impact on numbers of diverse staff 
leaving the BBC, specifically whether the results of restructures and re-organisations 
are proportionate for all our staff.

For the year to September 2012, we can highlight some of the themes arising from 
divisional and corporate level equality analyses:

•	 Where processes include staff who are or will be absent from work for 
a pro-longed period (e.g. on maternity leave or as a result of disability 
related absence) equality analyses are highlighting the need to ensure 
that these groups of staff have equal access to the process.   

•	 Where relocation is a part of the restructure / re-organisation equality 
analyses are highlighting the need to ensure that all employees 
are fully appraised of the potential implications of moving their 
work location (including providing relevant local information 
where the move may require staff to relocate) and those staff with 
reasonable adjustment requirements are fully accommodated.

•	 Equality analyses are enabling proactive conversations 
about the potential for flexible working arrangements to be 
accommodated as part of the restructure / re-organisation.

•	 Where compulsory redundancy exercises are required, equality analyses are 
highlighting the need to ensure that selection criteria are carefully screened 
and their use monitored to guard against any unintentional discrimination.

•	 Equality analyses are highlighting opportunities to use current training 
and development options as well as bespoke career management 
programmes to give employees the very best chances for redeployment.
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Summary of DQF impacts
Specifically focusing in on whether the restructures and re-organisations are 
proportionately impacting all our staff, our leaver data provides a useful indication of 
the overall impact. Below is a summary of our proportional assessment of leaver data 
available, for disability, age, ethnicity and gender:

Disability Data analysis shows that disabled staff are more likely to be impacted by 
redundancy procedures and more work is needed to understand why this may be and 
to understand any mitigating circumstances.  

Age The age groups 40-60+ also reveal disproportionate outcomes in relation to 
redundancy processes, however, corporate restructures have affected middle and senior 
management levels and therefore the impact on this age groups is expected to be 
higher than for other populations.

Ethnicity Ethnic minority and ‘other White’ staff are disproportionately more likely to 
choose to leave the BBC, however, redundancy data shows little by way of negative 
disproportionately across all ethnic groups. 

Gender No significant impact on Gender is evident from the DQF programme.

Equal pay
The Equality Act 2010 legislates for equal pay. Employees have a right to be paid the 
same as someone of the opposite sex who is doing:

•	 The same work or similar work (legally known as ‘like work’)

•	 Different work that is of equal value to the employer 
(known as ‘work of equal value’)

Equal pay review

The Equality and Human Rights Commission has issued best practice guidance for 
employers on how to conduct equal pay audits. This includes advice on acceptable 
levels of difference (under 5% of male and female median pay levels) and examples of 
where disparities may be justified, including for example where a difference is genuinely 
due to a material difference between the jobs, for example critical skills, market 
pressure, performance or talent – and not related to gender.

Undertaking regular Equal Pay Review allows organisations to identify areas of 
disparity, take any necessary pre-emptive action and to monitor and check for trends 
over time. 

Last year we reported on our 2010/11 Equal Pay Review and on our commitment to 
manage, monitor and review equal pay- according to EHRC recommended  
guidelines- on an annual basis.

Developing Our Story - Giving our account : Objective 5
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Tree Fu Tom, CBeebies

Radio 4 Woman’s Hour presenters 
Jenni Murray and Jane Garvey
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Methodology and scope

In keeping with the previous year’s reviews the 2011/12 Equal Pay Review focused on 
gender,  its purpose being to compare the BBC’s position with 2010/11, to ascertain if 
there had been significant change. 

This year there were 16,400 employees in scope, including senior managers and 
excluding the ‘BBC Direction Group’ (the BBC’s operational management board), 
compared to 17,250 in 2010/11. 

BBC divisional teams were asked to review all employees’ pay in line with peers and the 
highest gender medians to identify any pay discrepancies.  

Occasions where roles might at first appear to be the same, but are actually different 
due to the scope or breath of responsibility, were taken into account. A typical example 
of this being where a role has a regional remit, compared to one with a national remit. 

As Senior Manager grades are very broad, due to the diverse skills and scope of each 
role, their salaries are benchmarked individually using internal peer and external market 
data.  Data for roles at this level is already disclosed in £5k salary bands, so any specific 
issues are looked at, at a divisional level.

Legitimate reasons for discrepancies, such as length of service or individual buyout 
arrangements were highlighted and where a discrepancy could not be explained, an 
action plan is being created to address those differences.

Findings

•	 Overall analysis shows that in most cases, the male and female medians 
are within the EHRC recommended guidelines of 5% of one another.

•	 Detailed findings showed that 10% of individuals have been identified 
as having more than a 5% unexplained pay differential. Action plans are 
either in place or under development to address these discrepancies.

•	 Gaps which do appear within grades are not necessarily 
indicators of inequality as more detailed analysis reveals that 
the majority of individuals are paid in line with their peers. 

•	 The analysis does show that there is some evidence of inconsistency 
in compensation practices across the divisions, for example some jobs 
appear to be graded incorrectly and there is disparity in salaries for 
similar roles, long service arrangements and salary progression rules.

Next Steps

The analysis carried out by each division has enabled them to identify degrees of risks 
and to create actions plans to address more serious discrepancies. 

The BBC will continue to focus on and consider equal pay and work to ensure it is 
embedded in everyday practices. Significant progress has already been made but there 
are areas where more work needs to be done and it is essential that we continue to 
manage, monitor and review according to best practice guidelines.

Developing Our Story - Giving our account : Objective 5



44

Measuring our diversity
We conduct diversity monitoring for our employees, asking them to voluntarily 
complete diversity monitoring information when they join us. This provides a 
demographic picture of diversity within the BBC, but we acknowledge that this picture 
is not complete as to date, we have been unable to collect monitoring data for our 
freelancer, contract and casual staff who make up a significant part of our workforce 
and the media sector overall.

However, from April 2013 we will have a new system in place that will allow us to 
monitor the profile of staff on freelance and casual contracts. This will provide a more 
detailed and accurate overall picture of workforce diversity at the BBC. 

The BBC has clear diversity targets which were set in 2008 and were for achievement 
by December 2012. Our 2012 corporate targets were:

•	 12.5% all staff BME (12.4% as at September 2012)

•	 7% Senior Manager grade BME staff (6.5% as at September 2012)

•	 5.5% all staff disability (3.1% as at September 2012)

•	 4.5% Senior Manager grade disability (3.1% as at September 2012)

In July 2012 we launched a formal review of our corporate diversity targets in order to 
establish a model of diversity performance measurement that would work for the BBC 
in the years leading up to the licence fee renegotiation.  The previous corporate 2012 
targets focused on only two strands of diversity: ethnicity and disability and since 2008 
each division has had their own internal BME (only)  goal, to help focus efforts, that was 
reflective of their BME representation at that time.

The review was conducted in consideration of a number of key factors:

•	 The Equality Act 2010 increased the range of protected characteristics to nine

•	 Public sector equality duty actively encourages monitoring and 
measurement of progress to demonstrate performance

•	 BBC extended its own diversity monitoring to include sexual orientation 
and religion/belief and enhanced its ethnicity monitoring in 2010

•	 Delivering Quality First strategy and the licence fee settlement leading 
to major organisational change, regional shifts and staff reductions

•	 Projected demographic and external changes: UK wide and regional

The Diversity Centre consulted widely with over 100 senior managers, Diversity 
Accountable Leads, Diversity Access Leads, Diversity Action Group members, Heads 
of HR and HR Directors, BBC Staff Forums and unions in the development of the new 
diversity targets model for January 2013 to March 2017.

Developing Our Story - Giving our account : Objective 5
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New targets model (2013 – 2017)
•	 All staff BME employee targets set at a divisional level relevant to the division*

•	 All staff disability targets set at a divisional level relevant to the division*

•	 BME and disability targets for a new Senior Level 
group including grades 10, 11, SM2 and SM1.

•	 Women in Technology and Engineering target specifically 
for Future Media, Technology divisions. 

*Divisional targets (2013 - 2017

N.B Modelling for new targets was based on August 2012 data

Division/ Region
BME 

Target 
 by 2017

Actual  
(Aug 
2012)

Disability 
Target by 

2017

Actual  
(Aug 
2012)

Gender 
Target  

by 2017

BBC North 12.5 10.4 6.0 4.5 n/a

Northern Ireland 1.0 0.9 5.5 4.0 n/a

Wales 3.5 2.3 5.5 4.0 n/a

Scotland 4.0 2.9 4.5 2.8 n/a

English Regions 10.0 8.0 5.5 4.0 n/a

Global News 45.5 45.6 4.0 2.1 n/a

News 13.5 11.3 5.5 3.4 n/a

BBC Vision  12.5 9.7 5.5 3.5 n/a

Audio & Music 13.0 11.1 4.5 2.4 n/a

Future Media 17.5 16.9 5.5 3.9 30.0 new

BBC People 15.5 12.2 6.0 4.1 n/a

Marketing, Audiences & Communications 12.5 10.8 4.5 3.1 n/a

Operations 15.5 13.0 6.5 4.8 n/a

Technology 16.5 14.6 7.5 5.5 30.0 new

Finance 14.5 12.0 5.5 3.9 n/a

BBC Worldwide3 19.5 18.6 3.5 1.5 n/a

3 BBC Worldwide is a commercial subsidiary of the BBC and is therefore not covered by the public sector equality duty, but does nevertheless work to 
implement the BBC’s wider diversity strategy including setting and working towards achieving employment diversity targets.  

Taking the above as a whole, the corporate average for all staff has been raised from a 
previous 12.5% to 14.2% for ethnicity and remains almost the same for disability at 5.3%.

Developing Our Story - Giving our account : Objective 5
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Introducing gender targets

Overall the BBC’s female employee representation remains good with nearly a 50% 
representation rate across all grades. Despite this there are areas of particular concern 
where women remain under-represented compared to other areas, primarily women 
in technology and engineering roles. In these areas, women make up only 25.3% of 
employees on average and are declining in numbers as a population over time.

In 2008, women made up 29.9% of employees in these technical divisions. Today, this 
figure is 25.3%, a decline of 4.6% since August 2008. The highest decline has been in 
Future Media (17.5%). Although concerning, this decline in representation is in line to 
some extent with the representation and participation of women in technology and 
engineering roles in the broader market. Women in Technology indicate that working 
population estimates in 1991 suggested that 36% of those working in technology and 
engineering roles were women. However by 2008 this figure had declined to 25%.

In increasingly competitive market places, such as the IT industry and media industry, 
it is important that the BBC retains and develops its competitive edge. One way of 
supporting and contributing to the creativity of the BBC is to make sure that a  broad 
range of ideas and experiences are drawn upon to develop and implement great new 
products and product developments as well as to reflect the audiences we serve. The 
BBC therefore, has a significant role to play in identifying and developing female talent 
in the technology and engineering space.  

A Women in Technology and Engineering target for 2017 has been set at 30%, 
thereby bringing female representation back in line with 2008 levels. This will apply in 
Technology and Future Media divisions. This target will be reviewed with rigour at the 
2015 interim point, to ensure it remains stretching and relevant.

Developing Our Story - Giving our account : Objective 5

Transsexual Teen, Beauty Queen followed Jackie Green’s attempt to win Miss England 
and raise awareness of the challenges she’s faced to become her true self, BBC Three 
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Senior level targets

Increasingly key organisational decisions are being made outside the traditional senior 
manager (SM) 1 and 2 grades. A larger number of Heads of Department and Services 
areas are now remunerated at grades 10 and 11. The 2012 SM targets were designed to 
support the increase of BME and disabled staff at the most senior levels of the BBC, 
specifically those key decision-makers. As the organisation has changed and continues 
to change, those with the responsibility and authority for delivering on organisational 
objectives and delivering great output and content sit at grades 10 and 11, which the 
previous targets model excluded.

Whilst recognising that BME representation amongst the SM population has increased 
since 2008 by at least 1%, disabled representation has by contrast declined by 0.8%.  
The representation of both groups of staff remains a particular challenge.  

In order to recognise the organisational shifts described above, but still continue to 
drive progress at senior levels, Senior Level diversity targets that cover grades  
10 and 11 as well as SM1 and SM2 will be introduced across both BME and disabled  
employee groups.

The proposed new senior level targets (2013- 2017) are:

BME Senior Level 
employees

10%

Disabled Senior  
Level employees 

5%

Developing Our Story - Giving our account : Objective 5
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Monitoring our Diversity Data
Employee Profile – a data analysis of staff in post

(See our equality information report Appendices 1 for data tables as at September  
2012 here)  http://www.bbc.co.uk/diversity/strategy/equalityreport2012/supporting.html

Ethnicity 

(Target to be met by end 2012: 12.5% all staff and 7.0% Senior Manager)

BBC all staff BME representation remains static although there has been a slight increase 
of 0.1% since April 2012 and it now stands at 12.4%.  This is 0.1% (29 employees) short of 
our corporate ethnicity target of 12.5%.

The most challenging areas for representation continues to be BBC Vision (9.6%). 
Whereas, BBC Worldwide, Future Media, and Operations all have representation levels 
above the target percentage, with BBC Worldwide and Future Media worthwhile of 
particular note with 18.8% and 16.5% respectively. 

At senior manager level, BME representation has fallen by 0.1% since April 2012  
and currently stands at 6.5%.  This is 0.5% (3 employees) short of reaching the  
pan-BBC senior manager target of 7%.  BBC North and BBC Scotland have 0% levels 
of BME representation at senior manager level whereas Future Media has a significant 
representation of 16.7%.

86.9%

6.5%
6.6%

All staff Senior Managers
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96.9%96.5%

3.5% 3.1%

Disability

(Target to be met by end 2012: 5.5% all staff and 4.5% Senior Manager) 

The pan-BBC all staff disability representation has continued to fall since April 2012 
and now stands at 3.5% (down from 3.6%). This is 2% (410 employees) short of our 
corporate disability target of 5.5% and is of particular concern (see also page 35 for 
information on activity to address this). The most challenging areas of representation 
continue to be BBC Worldwide (1.5%) and Audio & Music (2.2%). It is also worth noting 
that no individual BBC division has reached the 5.5% target, though BBC Operations 
and BBC North are closest at 4.7% and 4.8% respectively. 

At senior manager level, disabled employee representation has dropped slightly since 
April 2012 and currently stands at 3.1%.  This is 1.3% (9 employees) short of the  
pan-BBC senior manager target of 4.5%.   Future Media, BBC Scotland and English 
Regions have 0% levels of disabled representation at senior manager level whereas BBC 
Wales (6.7%), BBC NI (8.3%), BBC Operations (7.9%) and Audio and Music (8.3% have 
all well exceeded the target of 4.5%

All staff Senior Managers
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Gender 

(No target pre 2013)

The pan-BBC all staff female representation has remained fairly constant since April 
2012 with a slight increase from 48.6% (April 2012) to 48.7% (September 2012). Areas 
of particular concern remain Future Media (22.4%) but significantly this division has 
been working closely with the BBC Academy and external stakeholders to run a series 
of events geared towards female engineers to raise awareness of the opportunities that 
working for the BBC can bring.

At senior manager level, female employee representation has been fairly static, rising 
from 37.0% (April 2012) to 37.5% (September 2012). At these grades, Future Media 
(16.7%, English Regions (20.0%), News(29.6%) and Finance (28.2%) all have lower levels 
of female representation than the BBC senior manager average.
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37.5%

All staff Senior Managers
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Age 

(No target)  

The majority of BBC employees (65.5%) fall within the 30–49 age group category with 
the median age range being 30-39 years (35%).  At senior manager level, the majority 
of employees fall within the 40-49 age range (40%). 

•	  
  

  
  
  
  
  
  
  
 F

e
m

al
e 

   
   

   
   

   
   

   
    

    
     

        
                                                     M

ale

All staff Senior Managers

4
0

-4
9
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
   

   
   

   
 2

0-2
9    

    
     

       
 60+                   50-59                                                     3

0
-3

9

35%
30.5%

15.9% 15.8%
2.6%

50
-5

9
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
   

   
   

   
   

   
   

    
    

     
      

  60+  20-29            30-39                                                                4
0

-4
944%

34%

19.1%
2.5%

Developing Our Story - Giving our account : Objective 5



52

Unknown Bisexual
Gay 
man

Gay woman 
/ Lesbian

Heterosexual/Straight Other
Prefer  

not to say

Sexual Orientation 

(No target)  

The volume of sexual orientation data held by the BBC continues to increase leading 
to an improved understanding of this employee demographic. The BBC currently has 
sexual orientation data for 54% of our employees. Of the known responses, only 5.4% 
of staff and 4.8% of senior managers have declined to tell the BBC of their sexual 
orientation.  For both groups, heterosexual /straight continues to have the highest level 
of representation, with gay man the second highest: all staff 2.5% and SM 3.9%.  In total 
829 employees have declared they are gay, lesbian, bi-sexual or other. 

50.6%

58%

40.2%

39.1%

5.4%

4.8%

2.5%

3.9%

0.6%

1%

0.5%

0.1%

0.2%

0.1%

All staff

Senior Managers
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Religion / belief 

(No target) 

As with sexual orientation data, religion/ belief data continues to increase and so does 
our understanding of the religious profile of the BBC. Currently 53% of employees have 
declared their religion/belief to the BBC. Of the known responses, Christian remains the 
highest represented group at both all staff and SM level (23.0% and 29.7% respectively).  
‘No religion’ is the second highest group for all staff (15.6%) and for SM staff (16.0%). 
The third highest represented group for all staff is Atheist (9.2%) and for SM staff 
(10.9%). The highest stated religion/belief for both groups after Christian, is Muslim for 
all staff (1.3%) and Jewish for SM staff (1.0%) 

40.3%

31.9%

9.2%

10.9%

0.4%

0%

0.8%

0.6%

0.7%

1.6%

0.4%

0.3%

2.5%

3.2%

5.6%

4.5%

15.6%

16.0%

1.3%

1.0%

23%

29.7%

All staff

Senior Managers

Unknown Atheist Buddhist Christian Hindu Jewish Muslim Sikh Other
Prefer not  

to say
None
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Employee outcomes: a data analysis of impacts on different groups of staff 

Whilst it is important to understand the overall representation of diverse groups across 
the BBC, an analysis based on the proportions of each staff population  provides 
additional data for identifying and tracking patterns and trends across key employment 
activities/areas including: contract type; joiners and leavers; internal churn and 
progression (promotions, transfers, attachments) and length of service. Trends which 
point to any disproportionate patterns for specific employee groups can then be 
explored further and addressed as necessary.

The performance of each employee group is measured in proportion to the 
population of that group. This method produces an analysis which demonstrates how 
proportionate and/or disproportionate outcomes are, for the various employee groups, 
rather than only measuring representation of each group in the activities designated for 
analysis. Using this analysis we can assess whether, for example, disabled staff are more 
or less likely to progress in the BBC than non–disabled staff.

A summary of headline findings is presented below:

•	 The majority of the areas in this analysis show little by way 
of disproportionate impacts for diverse employee groups 
and in a number of areas point to positive outcomes. 

•	 Some trends appear in more than one area of the data and therefore do 
point to disproportionately lower outcomes for certain employee groups. 

•	 BME, disabled and staff aged 40-49 are the groups where the 
most visible disproportionality in the data is evident in relation to 
the following employment activities: promotions, leavers, reasons 
for leaving, and representation at the most senior grades. 

•	 There are no marked disproportional trends for gender.

This analysis has been used to inform priority areas for action, to understand why there 
are apparent disproportionate impacts for some groups. Based on those findings, 
we will then take action to address specific areas of concern. (see SMART equality 
objectives on page (64-67). for leaving, and representation at the most senior grades. 

Recruitment: a data analysis of recruitment outcomes for different groups

An initial recruitment analysis across all BBC divisions and sub-divisions has revealed 
trends in relation to the recruitment of BME and Disabled groups.  Most areas of the 
organisation show comparatively lower than expected rates for BME and Disabled 
applicants gaining offers of employment. 

However, data from BBC North gives a very different picture compared to results 
elsewhere in the BBC, in relation to both BME and disabled recruitment. 

In BBC North, an applicant pool with 13.6% BME applicants has resulted in a figure of 
20% of eventual hires. Additionally, an applicant pool of 3.6% disabled applicants has 
resulted in 8.3% of eventual hires identifying as disabled. The picture for the North is 
just as positive for gender with 47.6% of the applicant pool being female and 50% of 
eventual hires being female.
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Engaging and communicating with our staff
As well as specific engagement activity such as the disabled staff engagement project 
(see page 35), we consult and communicate with our staff routinely as follows.

Engagement
BBC staff forums  

The forums represent diverse voices in the BBC and play an important role in driving 
staff engagement activity. We work routinely with the BBC Black and Asian Forum, BBC 
Ability (for disabled staff) and BBC Pride (for lesbian, gay, bi-sexual and transgender 
staff), to ensure that representative diverse staff have an opportunity to feed into 
and influence policy development, review and implementation. This has included for 
example on DQF, new buildings, the employee targets review and more recently the 
Respect at Work Review. 

In addition to regular meetings with the forum chairs and the Diversity Centre to share 
information and facilitate closer working between all three forums, at least once each 
year each forum has the opportunity to meet with the Director-General and other 
executives to raise any concerns or issues that their members may have. All staff forums 
also have the opportunity to raise any issues with the Chairman of the Trust on request.  

BBC Employee Representative Engagement Forum (BEREF). 

The Diversity Centre initiated this mechanism for on-going and regular engagement 
with the joint unions, and diversity staff forums together, to provide a space for equality 
and diversity related discussions, to exchange information and to listen to concerns 
or issues. Regular meetings have been held throughout 2012, and have provided the 
opportunity to discuss pertinent issues arising out of Delivering Quality First as well as 
those relating to operational delivery such as the review of employee targets

National Joint Council 

Equality and diversity is a standing item on the agenda for quarterly meetings and this 
allows for further and formal discussion of any contractual employment issues that may 
have been raised at BEREF meetings (see above). 

Overall, the recruitment results for BBC North are overwhelmingly positive for 
protected groups and as such, provide an exemplar approach for other areas of the 
BBC to emulate from 2013 and beyond. 
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Communications

Developing Our Story - Communication

The BBC’s Diversity Strategy is available on the BBC Diversity website 
(http://www.bbc.co.uk/diversity/strategy/documents.html) along with annual Equality 
Information Reports and related equality information.  All Diversity Accountable Leads 
and HR leaders are asked to signpost staff in their areas to these reports.  

Divisional Diversity Action Plans are all available on the BBC Diversity 
website (http://www.bbc.co.uk/diversity/strategy/diversity-action-plans.html) so that 
staff can see what action their own areas have committed to deliver each year.

BBC policies which relate to equal opportunities in employment are available to 
all staff on the internal intranet: Gateway, including the Equality opportunities and 
Diversity policy statement which is currently under review. 

The BBC’s equality and diversity training course is available on 
Gateway along with more specific courses such as Disability Confidence for News and 
Recruitment and Selection training.

The Employee Assistance Programme is promoted on Gateway and is 
available to all staff.

Staff forum websites are hosted on Gateway and link to the BBC Diversity 
Website 

The Diversity Centre co-ordinates all equality and diversity reporting and 
provides regular briefings, team updates and information. The Centre also works with 
colleagues across the BBC and wider industry to run workshops related to equality and 
diversity in employment and beyond.
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Developing Our Story - Equality information - filling in the gaps

Equality
information- 
filling in the gaps 

Employment 
We collect equality related information from our employees across a wide range of 
characteristics. This helps us understand our employee profile in every division and 
at every level. Although we are currently less able to monitor particular experiences 
at work (for example in performance management, grievances and training and 
development), work is underway to improve our ability to understand the impact of 
grievances on different groups of staff. We will also start monitoring the diversity of our 
freelancer community in the coming year which is presently a significant gap.

Audiences
We currently monitor the diversity of our audience research participants which is vital in 
understanding what different groups think about our programmes. However, we are less 
able to identify the characteristics of people who apply for tickets to see shows, make 
a comment or complaint, or who buy a TV licence. We have identified this as an area to 
explore further in our objectives for 2013 (see Equality Objectives 2013).

Sue Perkins, Mary Berry, Paul Hollywood and Mel Giedroyc from the 
phenomenally popular Great British Bake Off, BBC Two
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Specific and 
Measurable Equality 
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Update Timeline
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BBC equality objectives 2012 progress Update 

Achieve systematic 
and consistent 

consideration of 
equality and diversity 
within BBC planning 

and review processes, 
and meet our public 
purposes and duties.

Nominate divisional 
leaders responsible for 

delivering against priorities 
and reporting progress at 

an organisational level.

In place – every division has as an 
Accountable Lead at board level 

responsible for ensuring Diversity Action 
Plans are in place and that progress 

reports are filed on time. A twin network 
of Access leads is also in place to support 

organisational progress on accessibility 
for disabled people internally and 

externally is also in place. 

December 
2012

Undertake equality 
analyses of all relevant 
proposals under the 

Delivering Quality First 
strategy and act on the 

findings. 

Underway – however we will carry over 
this  

action as this work is ongoing.

December 
2012

Undertake equality 
analysis of all relevant 

procurement at strategic 
contracts level.

Underway - Equality analyses of 
procurement at this level were completed 

for the Broadcast Access Services re-
procurement and started for the Facilities 

Management re-procurement process.

December 
2012

Deliver training on 
equality, diversity and 

inclusion for key project 
and procurement 

managers.

Underway – sessions have been delivered 
to BBC TV Licensing and outsourced 

delivery partners Capita and Proximity 
with two further sessions with BBC TV 

Licensing teams planned .

December 
2012

Connect with our 
audiences, including 

our underserved 
audiences, using 

different methods to 
inform the quality and 

direction of our content 

Conduct and publish  
pan-industry audience 

research on portrayal of 
age and lead the industry 

on responding to the 
findings.

Complete - Wide ranging piece of 
audience research on the portrayal of 

different ages was published in January 
2012.

March 2012

Improve audience 
appreciation surveys so 
that we can monitor the 
views of disabled people.

Complete - Both Pulse and BaRT now 
record diversity monitoring data for 

participants including disability. 

December  
2012

Update the Production 
Handbook to improve 

access to the complaints 
process

Complete - New Production Access Guide 
gives clear and up to date advice on 

meeting access requirements for disabled 
contributors and audiences.  

December 
2012

Strategic Equality and 
Diversity Objective

Specific and 
Measurable Equality 

Objective
Update Timeline

Objectives tinted orange are outside the scope of the equality duty 
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Deliver high quality 
programming which 

reflects modern 
Britain accurately and 

authentically

Work in partnership with 
Channel4 and Trans Media 

Watch to develop an 
awareness programme 

for commissioners, 
programme makers and 

journalists 

Underway - Trans Media Action (TMA) 
project phase 1 included two workshops 

with production staff and journalists, 
hosted by the BBC and facilitated by 

TMA. BBC will participate in phase two 
working with TMA on a series of ‘targeted 

workshops’.

December 
2012

Deliver a package of 
fair selection training 
for on-air presenters 

and contributors to 498 
managers  

 Complete 
December 

2012

As chair of the Creative 
Diversity Network make 

progress against its 5 
strategic priorities 

Complete - Progress has been made this 
year across all 5 and the BBC has handed 

over leadership of the CDN to ITV

December 
2012

Build in accessibility 
from the start 

when developing 
new products and 

services, and ensuring 
sustainable and 

ongoing accessibility 

BBC Access to evaluate, 
clarify, publish and 

communicate policy on 
disability access 

Complete - A new Access Policy 
Statement acts as an overarching 

framework within which sit all access 
related policy and guidance 

December 
2012

Work with BBC Access to 
set a KPI for subtitling of 
new internal audio-visual 

content

Carry Over to 2013 objectives
December 

2013

All new internal IT systems 
and products will build in 

accessibility from the start 
so that they are accessible 

to disabled staff 

Underway – a risk assessment process 
to inform purchasing decisions has been 

approved
 

All disabled staff 
relocating receive an 
access assessment 
and any reasonable 

adjustments are in place 
before they start

Carry Over to 2013 objectives’ and 
change timelines to December 2013

December 
2013

Strategic Equality and 
Diversity Objective

Specific and 
Measurable Equality 

Objective
Update Timeline

Strategic Equality and 
Diversity Objective

Specific and 
Measurable Equality 

Objective
Update Timeline
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Advance equal 
opportunities to 

diversity and develop 
our workforce and out 
senior leaders so that 
they better reflect our 

audience 

Achieve workforce  
diversity targets: 

As of September 2012, the BBC’s 
performance is:

 

A new set of workforce diversity targets 
following internal review and consultation 
are set out in our new equality objectives 

2013.

December 
2012

Undertake equality 
analyses of employment 
related proposals under 

the Delivering Quality First 
strategy and act on the 

findings. 

Underway – 20 equality analyses have 
been conducted of restructures and 

reorganisations and 5 equality analyses of 
employment related policy proposals as a 

result of DQF are underway.

December 
2012

25% of staff to complete 
the online course: 

Diversity: Out of the Box.
5.4% completion (as at Nov 2012) 

December 
2012

At least 75% of staff at 
grade 10 and above to 

have an objective for the 
year relating to diversity.

Carry Over to 2013 objectives’ and 
change timelines to December 2013

December 
2013

Make the top 100 of 
Stonewall’s Workplace 

Equality Index.

2012 SWEI submission made in 
September,  

pending results

December 
2013

Work with divisions 
including Future Media 

and Technology and 
Distribution & Archive to 

improve the representation 
of women in technical and 

engineering roles

Underway – BBC Academy, in partnership 
with Future Media and Technology, 

Distribution Archive have held 3 Women 
in Engineering events working with other 

industry partners including Women in 
Technology  
and UKRC

December 
2013

• 6.5%

• 3.1%

• 12.4%

• 3.5%

•		7% of senior managers  
from a BME 
background

•		4.5% of senior 
managers  
to be disabled people

•  12.5% of staff from a  
BME background

•		5.5% of staff to be  
disabled people

Strategic Equality and 
Diversity Objective

Specific and 
Measurable Equality 

Objective
Update Timeline
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BBC equality  
objectives 2013 

Strategic Equality and 
Diversity Objective

Equality information 
used

Timeline
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BBC equality objectives 2013 

Achieve systematic 
and consistent 

consideration of 
equality and diversity 
within BBC planning 

and review processes, 
and meet our public 
purposes and duties

Equality analysis of DQF
Undertake equality analyses of all relevant 

proposals under the Delivering Quality 
First strategy and act on the findings 

December 
2013

Internal equality and 
diversity review across 

strategic contract 
management  

(presented May 2012)

Undertake equality analysis of all relevant 
procurement at strategic contracts level 

and inform procurement policy and 
guidance to reflect responsibilities under 

the equality duty

December 
2013

Deliver training on equality, diversity and 
inclusion for key project and procurement 

managers 

December 
2013

Connect with our 
audiences, including 

our underserved 
audiences, using 

different methods to 
inform the quality and 

direction of our content

Snapshot portrayal 
analysis – commissioned 
in 2012 and early findings 

available in  
February 2013

Conduct audience research on portrayal 
of  

gender, and gender reassignment and 
share the findings internally

December 
2013

Explore collecting diversity monitoring 
information through TV Licensing and 

BBC Information 

December 
2013

Deliver high quality 
programming which 

reflects modern 
Britain accurately and 

authentically

Work in partnership with TMA on phase 
two of the project to develop workshops 

for 25 media professionals across the 
industry

Creative Diversity Network 
(CDN) snapshot portrayal 

analysis (2010)

Conduct content analysis of peak time 
across BBC television services to analyse 

the diversity of the TV population
April 2013

Build in accessibility 
from the start 

when developing 
new products and 

services, and ensuring 
sustainable and 

ongoing accessibility

Work with BBC Access to set a KPI for 
subtitling of new internal audio-visual 

content

December 
2013

All new internal IT systems and products 
will build in accessibility from the start, or 
ensure that reasonable adjustments are 
put in place where this is genuinely not 
possible, so that they are accessible to 

disabled staff 

December 
2013

Strategic Equality and 
Diversity Objective

Equality information 
used

Timeline

Objectives tinted orange are outside the scope of the equality duty 
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Strategic Equality and 
Diversity Objective

Equality information 
used

Timeline

CBBC Presenters 
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Advance equal 
opportunities to 

diversity and develop 
our workforce and out 
senior leaders so that 
they better reflect our 

audience

1. Undertake the Respect  at Work Review 
to assess current BBC policy, practice and 

culture in relation to sexual harassment 
and bullying and harassment

2. Implement relevant recommendations 
arising out of Respect at Work Review 

within agreed timescale

December 
2013

Agree new workforce diversity targets 
for 2013–17 and set out plans to support 

achievement within 4 years: 

  
 January 

2013

Corporate and divisional  
diversity data

Conduct an equalities analysis of 
current /planned recruitment processes 

to establish possible reasons  for any 
disproportionate impacts on BME and 

disabled staff 

March 2013 

 -Consultation with 
disabled  

staff via various means

-Employee data analysis

-External consultation/  
bench-marking

Implement the key recommendations 
from the 2012 Disabled Staff Engagement 

Project report,

Jan – Dec 
2013

 Corporate and divisional  
diversity data

1. Continue to undertake equality analyses 
of employment related proposals under 
the Delivering Quality First strategy and 

 2. Develop an action plan to respond to 
any disproportionate impacts identified

 Jan – Dec 
2013

 Academy monitoring data
25% of staff to complete the  

online course:  
Diversity: Out of the Box

December 
2013

Divisional monitoring data
At least 75% of staff at grade 10 and 

above to have an objective for the year 
relating to diversity

June  2013

Corporate and divisional  
diversity data

Identify appropriate mechanisms 
for building diversity into existing/ 

developing talent mapping and 
succession planning processes.

June  2013

Strategic Equality and 
Diversity Objective

Equality information 
used

Timeline

•		Introduce	divisional	targets	for	ethnicity	
and disability (various-see section 6.5.11)

•		Introduce	gender	targets	for	
engineering and technology work areas. 
(30%)

•		Introduce	pan-	BBBC	leadership	targets	
for ethnicity and disability 

•	(10.0%	and	5%)	

Developing Our Story - BBC equality objectives 2013

All disabled staff relocating receive an 
access assessment and any reasonable 

adjustments are in place before they start
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Find out more about the BBC

Contacting the BBC

If you want information or to know more 
about how the BBC is run please visit  
www.bbc.co.uk/aboutthebbc. Here you 
will also find a blog where senior staff 
and experts regularly give an insider’s 
view of what is happening at the BBC.

For tickets to shows, tours  
and events please  
visit www.bbc.co.uk/showsandtours.

If you have a comment, appreciation or 
complaint about BBC programmes and 
services please visit  
www.bbc.co.uk/feedback.

Or write to BBC Audience Services, 
PO Box 1922, Darlington, DL3 0UR

Comment line tel: 03700 100 222* 
Other queries tel: 03700 100 123* 
Textphone 03700 100 212*

Lines are open 24 hours a day, seven  
days a week. 

Photographs are used ©BBC or used under the terms of the PACT 
agreement except for page 27 picture of Jane Hill at the CDN Awards 
2012 © Guy Levy

BBC Trust

If you have any comments or questions 
about the work of the BBC Trust you 
can contact it direct by post, email, or 
telephone.

BBC Trust Unit 
1st Floor 
180 Great Portland Street 
London W1W 5QZ

Email: trust.enquiries@bbc.co.uk 
Telephone: BBC Information line 
03700 103 100†* 
Textphone: 03700 100 212*

Lines open Monday to Friday between 
9.30am and 5.30pm.

Lines are open 24 hours a day, seven  
days a week.

BBC Audience Councils

The Audience Councils in England, 
Scotland, Wales and Northern Ireland,  
help the BBC Trust to understand 
the needs and concerns of audiences 
throughout the UK.

To contact the Audience Councils:

Audience Council England

Email: audiencecouncil.england@bbc.co.uk

Audience Council Scotland

Email: acs@bbc.co.uk

Audience Council Wales

Email: acw@bbc.co.uk

Audience Council Northern Ireland

Email: audiencecouncil.ni@bbc.co.uk 

† Calls maybe recorded for training purposes.

* 0 370 numbers are ‘UK wide’ and cost no more than calls to 01 
or 02 geographic numbers.


