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4 CONCLUSIONS AND RECOMMENDATIONS 60
 

1 Executive summary 

This research set out to understand attitudes towards equality 

and diversity particularly in a media context and to explore 

response to the BBC’s draft Diversity Strategy and objectives. 

Research was conducted with three stakeholder groups: third 

sector organisations, licence fee payers and BBC staff. 

Research was conducted over two stages. The first was conducted 

with third sector organisations and licence fee payers and 

explored the broad context of equality and diversity in addition 

to examining the first draft of the strategy. The methodology 

involved both group discussions and depth interviews. The second 

stage involved developmental workshops with licence fee payers 

and focused specifically on the strategy refined by the BBC in 

response to findings from the first stage. Interviews with BBC 

staff were conducted separately from the two stages detailed 

above but explored both the broad equality and diversity context 

and the BBC strategy specifically. 

A note on language: For the purposes of brevity we use the phrase 

‘equality issues’ to refer to all the issues raised by audiences that 

it encompasses – inequality, unfairness, discrimination, stereotyping, 

political correctness and diversity. We also use the term 

‘characteristic’ to describe the protected characteristics outlined in 

the Equality Act 20101. These include age, sex, sexual orientation, 

1 The Equality Act 2010 came into force in October 2010. The Act brings 
together nine separate pieces of legislation into one single Act 
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gender reassignment, marriage & civil partnership, religion or belief, 

race, disability, pregnancy and maternity. We also use this term to 

describe two other defining characteristics (socio-economic group, 

nations and regions) specifically relevant to the BBC. 

1.1 Summary of main findings 

The broad equality context 

· Equality legislation, policies and strategies were broadly 

accepted as part of life. However, corporate strategies were 

felt to be driven by legal necessity rather than organisation 

or company values. As such, genuine organisation commitment 

and therefore strategy effectiveness was often questioned. 

· Legislation was associated with inflexibility, which meant 

that equality and diversity policy or strategy was often seen 

as didactic and rigid. This has particular implications to the 

BBC’s Diversity Strategy as audiences were concerned that it 

may constrain creativity and therefore compromise the quality 

of BBC content. 

· In terms of the broad context of equality, two consistent 

areas of concern emerged. These revolved around society’s 

treatment of people and issues relating to employment, 

specifically recruitment and career progression. Broadcast 

media did not emerge as a key source of inequality for most, 

although this did vary for different characteristics 

(specifically sex, age and religion). 

· In a media output context, key concerns revolved around 

representation, portrayal and everyday depiction (i.e. the 

inclusion of people with different characteristics without 

making the characteristic the core focus). Underpinning these 

issues was the perceived responsibility of the media, and in 

simplifying the law and strengthening it in important ways to help 
tackle discrimination and inequality. 
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particular the BBC, has to inform the public and reflect its 

diversity. 

·	 The prioritisation of these issues differed depending on the 

particular characteristics stakeholders were concerned about. 

For those concerned with more ‘niche’ characteristics (defined 

as smaller percentage of the population, lower profile or 

lobbying and PR power), issues around representation took 

priority. Those interested in more ‘mainstream’ 

characteristics were more pre-occupied with everyday 

depiction, creating a more rounded portrayal where the 

individual rather than the characteristic is the focus of a 

storyline. 

·	 In terms of portrayal and representation, negative 

stereotyping was also an area of concern. There was an 

appreciation that negative as well as positive portrayal had a 

role to play in media content as this reflected reality, but 

concern revolved around the issue of balance. There was a 

desire to see more positive portrayal in order to provide a 

more authentic overview of a characteristic and to help 

address negative perceptions or prejudice in society. 

·	 Frames of reference on these issues were very limited. As 

people only tend to consume a portion of overall output, media 

organisations were often judged on one or two specific 

examples. EastEnders was often the prism through which the 

BBC’s performance on representation and portrayal was 

assessed. 

Response to the BBC’s draft Diversity Strategy 

·	 Expectations of the BBC in relation to equality and diversity 

tended to be higher than for other media organisations. The 

BBC was viewed as a publicly funded organisation that had a 

responsibility to appeal to all licence fee payers. The way 

6
 



  

         

     

        

         

         

           

           

    

           

             

          

          

           

          

   

            

          

            

           

            

         

            

           

        

          

         

          

         

          

             

        

          

BBC content represents and portrays audiences should be as 

fair and balanced as possible. 

·	 The draft strategy and objectives broadly reflected 

expectations. The vision was regarded as laudable and few 

disagreed with its stated objectives. However, there was an 

expectation that the BBC should set an example and a Diversity 

Strategy was regarded as an opportunity to do so within the 

broad equality context. 

·	 The BBC’s broad vision on equality was understood. What was 

less obvious to those we spoke to was how the BBC planned to 

achieve it, and there were demands for more tangible and 

specific actions to be included. The inclusion of such actions 

would also help to allay any concerns that the strategy lacked 

intention, and would contribute to a greater sense of ambition 

and genuine commitment. 

·	 There was also a concern around how the strategy would be 

disseminated and communicated to BBC staff. In order to have 

any real impact it was felt to be crucial that the final 

strategy was shared with and accepted by staff beyond those in 

HR and senior management. It was important to those we spoke 

to that the issues of equality and diversity resonated 

throughout the BBC and there was a desire that the strategy is 

developed to be accessible to all members of BBC staff in 

terms of language, tone and structure. 

·	 The meaning and benefits of equality and diversity to 

mainstream audiences were not clear to everyone included in 

this research. In order for audiences, and by implication, all 

BBC staff, to value the importance of equality and 

specifically the strategy, it was felt that the benefits of 

equality and diversity needed to be set out more clearly. 

·	 The draft objectives addressed both external-facing (content) 

and internal plans for equality and diversity in the BBC. 

7
 



  

         

           

            

          

        

        

           

        

        

         

         

          

        

         

         

           

         

       

        

        

           

       

    

          

   

         

           

 

            

       

However, objectives relating to internal aspects of the BBC 

were felt to be the means of delivering the ultimate vision 

that is ‘content that reflects the UK’ and as such should have 

been prioritised differently. There was a desire for a more 

integrated set of objectives that demonstrated the connection 

between the internal objectives and external ambitions. 

·	 All stakeholders felt the strategy was what they would expect 

from the BBC and audiences who shared protected 

characteristics (such as disability, race etc) in particular 

were reassured that the BBC recognised their issues. However, 

due to the perceived disconnect between equality policy and 

creativity, many licence fee payers we spoke to were concerned 

that equality and diversity would be prioritised over 

entertainment and therefore that the quality of the content 

they consumed could be compromised. There was a concern 

amongst staff we spoke to that the BBC might struggle to 

achieve such an overarching ambition unless there were major 

cultural shifts and planning prioritisation. Third sector 

organisations would welcome more thought leadership from the 

BBC through specific examples that demonstrate how equality 

and diversity will be tackled, and how it will engage and 

involve its staff in these issues. 

1.2 Conclusions and recommendations 

Requirements from the Diversity Strategy can be summarised in the 

following four areas: 

·	 Importance & Relevance: Why is equality and diversity 

important and relevant to the BBC (and by implication to its 

audiences)? 

·	 Current Activity & Ambition: What is the BBC already doing and 

what does it want to improve on? 

8
 



  

              

     

         

 

         

 

          

  

          

          

         

          

         

          

    

         

          

       

            

           

     

          

        

  

         

   

          

    

 

· Future Plans & Action: What is the BBC going to do and how 

will it achieve these objectives? 

· Transparency & Accountability: How will the BBC be 

accountable? 

In terms of recommendations, the strategy should demonstrate the 

following: 

·	 The benefits of ‘equality’ and ‘diversity’, and their value 

and relationship. 

·	 That the strategy is about more than legislative requirements. 

Equality and diversity are important for the BBC to deliver 

better services and content for all licence fee payers. 

·	 The importance of representation, a balance of portrayal, and 

everyday depiction in the context of equality and diversity. 

·	 More integrated discussion of objectives in terms of how 

they’re structured and interlinked. 

·	 Multiple versions of the strategy written for different 

audiences. To include an accessible (in terms of tone and 

structure) document that engages all BBC staff. 

·	 The use of content examples to bring the policy to life. 

Ideally, content the BBC is proud of and content where it 

feels it could do better. 

·	 Tangible examples of how the BBC’s objectives will be 

achieved. What deliverables are expected and milestones where 

possible. 

·	 References to key issues relating to specific characteristics 

and minority audiences. 

·	 Inclusion of relevant data combined with its conclusions and 

relevant plans of action. 

9
 



  

   

     

       

           

         

           

        

         

        

      

         

          

          

         

           

         

         

         

    

           

        

        

          

           

            

     

        

         

         

        

2 Introduction 

2.1 Background to the research 

The Equality Act 2010 developed anti-discrimination legislation 

to include a broader range of people. Building on existing law 

that required public authorities to promote equality in relation 

to race, disability and sex, the new Act introduced the concept 

of ‘protected characteristics’ and widened the public sector 

equality duty's scope to also include age, gender reassignment, 

marriage and civil partnership, pregnancy and maternity, religion 

and belief, and sexual orientation. 

In order to satisfy its obligations and responsibilities under 

the Act, and specifically, the Public Sector Equality Duty, the 

BBC is required to develop a single integrated strategy that 

brings together its existing Race, Gender, and Disability Schemes 

as well as promoting and defining equality policy for people who 

share protected characteristics. In addition, the BBC wants the 

strategy to include additional characteristics key to its public 

service remit and purposes: socio-economic group and the UK’s 

nations and regions. 

The BBC will be legally obliged to advance equality across its 

functions unconnected to its programming (for instance, in 

relation to TV Licensing, Digital Switchover procurement and 

employment practice). However, the BBC has a broader ambition for 

equality and diversity that is reflected in its public purposes – 

aiming to reflect the UK in all its activities (i.e. its content) 

not just its public functions. 

2.2 The role of research and its key objectives 

The BBC Diversity Centre and BBC Trust jointly commissioned 

research to inform the development of the Diversity Strategy. 

They wanted to consult key stakeholders (third sector 

10
 



  

        

        

           

       

            

      

     

         

            

  

           

     

            

         

 

  

         

         

           

   

          

        

   

           

          

       

         

         

organisations (in this case, organisations that represent the 

interests of people who share protected characteristics), licence 

fee payers and BBC staff) to ensure the objectives and broad 

ambition of the strategy reflects stakeholder requirements. 

The role of the research was to explore the draft strategy and 

objectives, focusing on some key questions: 

On the draft equality objectives: 

·	 How relevant and significant are the proposed objectives? 

·	 How well is the BBC currently perceived to be delivering on 

its objectives? 

·	 Is there anything else the BBC should be focusing on? 

On the overall draft strategy: 

·	 How well is the BBC currently perceived to be delivering on 

the strategy – overall and within recruitment, employment and 

portrayal? 

2.3 Methodology 

The research approach was designed to enable three key 

stakeholder groups to be consulted – third sector organisations, 

licence fee payers, and BBC staff, and was developed around the 

following key considerations: 

·	 Different research methods to suit the requirements of three 

broad stakeholder groups, including those from across the 

various protected characteristics 

·	 Flexibility to suit the individual needs of different people 

·	 A multi-staged research process that allowed the strategy to 

be redrafted and retested among key audiences 

Research was conducted between October 2010 and January 2011. 

An appropriate approach was designed for each stakeholder group: 

11
 



  

   

          

        

       

         

         

   

         

        

          

        

          

     

    

      

       

    

    

    

          

           

         

     

   

          

          

          

       

Third Sector Organisations 

27 depth interviews were conducted with 30 individuals (some were 

individual depth interviews, some were paired depth interviews) 

representing their specific organisation. Interviews were mainly 

conducted by telephone, although some were conducted in person 

where the individual requested it. Each interview lasted for 

around an hour. 

A long-list of organisations that represent the interests of 

people who share protected characteristics was developed in 

conjunction with the BBC and from this we achieved a cross-

section sample of 27 organisations willing to participate. 

Of the 27 organisations included in the research there were: 

· eight disability organisations 

· five race organisations 

· five faith or belief organisations 

· four gay, lesbian or bisexual organisations 

· three age organisations 

· two transgender organisations 

· two gender-focused organisations 

N.B. Some organisations were broad in their focus, for instance 

representing all people with a disability. Some were more focused, i.e. 

representing people with a specific disability. Some organisations also 

represented more than one characteristic. 

Licence Fee Payers 

Research was conducted with 236 licence fee payers across two 

stages. This allowed the BBC to develop the strategy following 

the first stage and explore the refined version with audiences 

again in the second stage. 

12
 



  

          

           

           

          

         

          

         

         

         

          

     

          

             

         

          

        

            

          

          

            

        

        

        

            

     

         

          

           

         

        

         

    

In the first stage, 16 group discussions were conducted with 

eight people in each group. Each discussion lasted for two hours. 

Groups were designed to reflect the UK’s population as far as 

possible, but also to ensure inclusion of people with the 

protected characteristics outlined in the Equality Act 2010. We 

wanted to recognise the fact that people have multiple identities 

and therefore designed a research process that avoided clustering 

groups of people together around a specific characteristic. Group 

discussions were therefore homogenous to a point (similar ages, 

lifestages and gender) but also included people from across the 

range of protected characteristics. 

We recognised that the issues to be discussed were potentially 

sensitive and that we may have a range of strongly held views in 

the sessions. All participants were introduced to the subject 

matter at recruitment and asked whether they were interested in 

discussing it and comfortable expressing themselves in an 

environment that was likely to include a diverse range of people. 

The research needed to ensure that everyone had the opportunity 

to talk about issues relating to any relevant characteristic. We 

were alert to the possibility that some people may not have felt 

comfortable talking about specific personal experiences in the 

context of a group discussion. Follow-up telephone interviews 

were therefore conducted with people who researchers identified 

as potentially not at ease talking about all the issues that may 

have been relevant to them. 

In addition, the first stage also included smaller sessions 

(interviews with one or two people, or group discussions with 

three or four people) that brought together people who shared the 

same characteristic. This approach was included for people who 

may have had particular sensitivities (such as transgender 

people) or access requirements (such as people with particular 

learning disabilities). 

13
 



  

           

          

           

           

            

          

  

          

  

         

     

            

       

 

        

      

        

        

          

 

            

  

       

      

    

        

          

         

        

         

The second stage of the research with audiences consisted of two 

Developmental Workshops. These were two hours in length and had 

50 people in each. The majority of participants for each workshop 

were freshly recruited but we did invite some people who had 

taken part in the first stage of research back in order to 

understand how well the strategy had been refined after the 

initial stage. 

In terms of sample structure across these stages, the following 

was achieved: 

· 50% socio-economic group ABC1, 50% social-economic group C2DE 

· 50% male, 50% female 

· 33% aged 18-34, 33% aged 35-54, 33% aged 55-75 (and reflecting 

different lifestages including those with and without 

children) 

People with other protected characteristics were also represented 

across the licence fee payer research: 

·	 Disabled people (including people with learning disabilities) 

·	 People of different religions and beliefs (including 

Christian, Jewish, Muslim and Sikh as well as agnostic or 

atheist) 

·	 People from black, Asian or minority ethnic (BAME) as well as 

white backgrounds 

·	 People of different sexual orientation (including 

heterosexual, gay, lesbian and bi-sexual people) 

·	 Transgender people 

·	 Married people and people in civil partnerships 

Research with licence fee payers was conducted across the UK 

nations and regions including rural and urban locations: England 

(London and Durham), Northern Ireland (Belfast and Newry), 

Scotland (Cupar and Glasgow), Wales (Aberystwyth and Cardiff). 

14
 



  

  

          

        

         

        

          

         

           

          

           

          

   

           

 

     

        

         

        

     

       

         

        

   

            

         

 

          

           

  

BBC Staff 

Individual depth interviews were conducted with 24 members of BBC 

staff. These were primarily conducted over the telephone, 

although some were conducted in person as requested. Interviews 

were between 30 and 60 minutes in length. 

Staff who participated had responded to a general invitation to 

take part promoted via a separate consultation process arranged 

by the BBC Diversity Centre. It’s worth noting that this approach 

may have encouraged people with a particular interest in, or 

experience of, equality and diversity issues at the BBC to get 

involved so may not be representative of the whole staff 

population. 

In total, across all four stages, 290 people participated in the 

research. 

2.4 Discussion areas & stimulus 

Discussion areas were broadly consistent across each stakeholder 

group, but were adapted to take into account different 

perspectives and experiences. The discussion guide was broadly 

structured around three key areas: 

· The broad equality and diversity context 

· Equality and diversity issues in a media context 

· Response to the BBC’s draft Diversity Strategy 

Third Sector Organisations 

All participants were sent a copy of the draft strategy to review 

prior to the interview. The discussion covered the following 

areas: 

·	 Key areas of equality the organisation is addressing 

·	 Role of the media in relation to the characteristic the 

organisation represents 

15
 



  

          

   

          

         

             

         

          

   

         

           

           

  

          

         

  

          

 

      

·	 Review of the draft Diversity Strategy and its objectives 

Licence Fee Payers 

Prior to attending sessions participants were asked to make a 

note of any personal experiences relating to (in)equality, and 

the ‘big equality issues’ of the current day. Our aim here was to 

encourage people to consider equality issues in relation to 

themselves as well as other people. The discussion itself covered 

the following areas: 

· General and personal issues relating to equality 

· Perceptions of the role the media plays in these issues 

· Review of key aspects of the draft strategy and objectives 

BBC Staff 

All participants were sent the BBC’s draft equality objectives to 

review prior to the interview. The discussion covered the 

following areas: 

·	 Perspective on BBC performance in relation to equality and 

diversity 

·	 Review of the draft objectives 

16
 



  

 

  

      

          

         

          

           

           

              

         

          

          

          

          

        

     

         

         

        

    

            

       

    

          

        

           

        

         

       

     

3 Main Findings 

3.1 Introduction: the language of equality and diversity 

The vocabulary of equality and diversity can feel ‘owned’ by 

policy makers. Licence fee payers and many BBC staff 

(particularly the less senior and those not directly involved in 

HR or recruitment) tended not to have a ‘collective’ language to 

talk about these issues, and could be confused by the language 

used in the strategy in terms of what it defined. For the sake of 

brevity we have used more ‘policy-focused’ language in this 

report, but for the purposes of clarity we provide definitions 

below, based on the understanding of those we spoke to: 

· Equality issues: within this report and this research, this 

covers all aspects relating to fairness – people being treated 

unequally, not being given the same opportunities, being 

discriminated against, being stereotyped. 

It also includes so-called ‘political correctness’ – a major 

issue raised spontaneously by licence fee payers which drives 

feelings of cynicism or negativity towards equality and 

diversity strategies and legislation. 

· Diversity: this is used to describe the variety of people and 

characteristics (although audiences can assume that it 

references minority groups only) 

· Minority groups / audiences: refers to people who share 

characteristics, beliefs or preferences that are in the 

minority. There are two differentiations here – one is the 

‘formally recognised’ minority groups such as people with 

disabilities, black people, gay people, the other are the 

‘unrecognised’ groups, for example people from lower socio-

economic groups, obese people. 
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3.2 The broad equality context 

In this section we discuss equality and diversity issues within a 

broad societal context. This context is important as it is has 

implications for the BBC’s Diversity Strategy in terms of 

perceived value to audiences, and also in terms of understanding 

the broader landscape in which the strategy will exist. 

Different stakeholders approached the discussion about equality 

from different perspectives. Licence fee payers had the broadest 

overview and were able to discuss a range of characteristics and 

issues. They talked about equality within the context of daily 

life and personal experiences providing us with a sense of macro 

concerns and individual issues. 

Third sector organisations discussed equality through the prism 

of the specific characteristics or minority groups they 

represented. Their perspective was informed by the organisations’ 

focus or specific agenda, but they provided a much more detailed 

knowledge of legislative requirements and historic trends. 

BBC staff approached equality issues primarily through a BBC 

lens. Inevitably, as staff were invited to discuss these issues 

within the context of their working day, their perspective was 

dominated by their working experiences at the BBC rather than 

their experience as a member of the audience. 

3.2.1 Equality and diversity associations 

Although licence fee payers could discuss equality issues from 

both a broader societal and a personal perspective, it was often 

the macro picture that dominated associations. Although personal 

experiences often involved participants (or their friends / 

family) being treated unfairly and therefore implicitly supported 

the need for equality policy, the broader picture was dominated 

by associations that fed a more negative perspective of equality 

18
 



  

         

        

      

         

        

         

           

           

  

          

          

   

          

        

       

         

  

          

          

    

 

         

         

          

          

         

         

         

           

     

           

            

and diversity issues. The dominant themes emerging from the 

discussion about equality and diversity issues were: 

Legislative requirements: the association with legislation 

implied a ‘top-down’ rather than ‘bottom-up’ approach which was 

perceived to force rather than encourage change. 

A familiar corporate vocabulary: the tone and language of 

‘equality’ was regarded as generic and ‘off the peg’. Its meaning 

was rarely interrogated and as such it was sometimes assumed to 

be meaningless. 

‘PC gone mad’: fuelled by media headlines, the examples of 

equality and diversity policy given by licence fee payers were 

rarely positive. 

Personal experiences were discussed but tended to be subsumed by 

the broader picture. These experiences broadly revolved around 

unfair recruitment practices, unequal opportunities (primarily in 

the workplace) and stereotypical assumptions made by society and 

the media. 

The concept of ‘equality’ had four key interpretations for most 

people, and at its heart was directly relevant to everyone. 

Equality was interpreted as: 

Aspirational: for minority groups (and those with close personal 

connections to people from these groups) in particular, equality 

was seen as something to strive for. There was recognition 

amongst these audiences that equality policy was ‘for them’, and 

that they were one step towards greater acknowledgement and 

acceptance. Although the concept of equality was aspirational to 

everyone, equality policy was often regarded as irrelevant to 

those who did not see themselves as part of a (recognised) 

minority group. 

Fair: equality was believed to be integral to the ‘British’ sense 

of fair play. However, it is a concept that was easily unbalanced 

19
 



  

           

         

            

            

   

         

          

             

    

        

        

        

            

      

       

          

        

           

         

          

         

        

         

         

         

          

         

           

           

          

  

when the debate about whether it was achievable took place. On 

reflection, there was some feeling that the attainment of 

equality would always be an ambition rather than a reality as the 

very concept could be regarded as at odds with the natural order 

of life. 

Meaningless: the ubiquity of ‘equality language’ in general 

meant the principle of equality was accepted. However, it was 

often dismissed as ‘just language’ – PR or HR spin that was about 

presentation rather than substance. 

Selective: this interpretation was particularly evident amongst 

‘unrecognised’ minority groups – for instance, obese people, 

young offenders, long term unemployed people. Assumptions were 

often made about who equality policy was for, and those on the 

margins expressed a sense of alienation. 

The legislative association discussed above is particularly 

relevant to the BBC’s strategy. There was a belief that 

organisations developed equality policy because they had to 

rather than wanted to (in response to legislation, or because it 

was ‘expected’ of large organisations). The result was perceived 

to be strategies that had little personality or flexibility and 

didn’t understand the broader landscape or impact on ‘ordinary 

people’. Media portrayal of equality policy and personal 

experiences within a working environment led audiences to view 

such legislation as at odds with freedom, individuality and 

therefore creativity – an ideological set of principles that 

stifled freedom of expression and honest debate. This sense of 

didactic principles was articulated by one licence fee payer: 

“[The law] forces people to treat minority groups as equal ….. 

the more you legislate against these things, the worse it becomes 

and builds up huge resentment” Licence Fee Payers: Male, 55+, 

ABC1, Belfast 
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3.2.2 Broad issues of inequality relating to protected characteristics 

Two dominant themes emerged as relevant to all protected 

characteristics – negative public perceptions rooted in fear and 

ignorance, and employment issues related to recruitment and 

career progression. 

The media was recognised as having a role to play in informing 

the public and was therefore held responsible (specifically the 

tabloid press) for feeding some of the more negative public 

perceptions of some minority groups and protected 

characteristics. However, broadcast media portrayal and 

representation did not emerge as strongly as other issues as an 

area of inequality or discrimination. 

The balance of concern around societal perceptions of a 

characteristic and employment issues varied depending on the 

characteristic itself. However, people and organisations 

concerned with gender reassignment, race, and disability reported 

concerns about both issues: 

Gender reassignment: for transgender people, there was a range 

of issues that affected everyday life. In terms of treatment by 

society there was perceived to be confusion (amongst both the 

public and the media) around the broad concept of gender 

identity, a deep lack of understanding about why some people go 

through gender reassignment, and little appreciation of the 

issues and challenges (as well as the relief and joy) it brings. 

Perceptions of transgender people (particularly male to female 

transgender people) were felt to be informed by stereotypical 

caricatures of transvestites, fed as much by historical popular 

culture (i.e. music hall theatre, cabaret acts) as by the current 

media. One trans woman described the current situation: 

“I think we’re about 50 years behind in terms of attitudes to 

trans. It’s like it was for gay people 50 years ago” Licence fee 

payers: Transgender People 
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Speaking to relevant organisations and transgender individuals it 

became apparent that harassment was part and parcel of daily life 

and hate crimes against transgender people high. Trans people 

felt that these negative perceptions fed into the world of work 

where employers believed they risked ‘upsetting’ other staff as 

well as customers if they employed transgender people. Another 

trans woman said of employment issues: 

“They (employers) find it easier not to employ you than give you 

a chance” Licence Fee Payers: Transgender People 

Race: issues around race were the most contentiously debated 

amongst the licence fee payers we spoke to. Many White British 

people complained about unfair treatment as they perceived 

equality legislation to favour those from a minority ethnic 

background. One woman described her experience at work: 

“The worst experience I had was being the boss of three male 

Algerian Muslim chefs. Anytime I made a suggestion they laughed 

at me because I was a woman. If I sought help from Head Office 

they said I’d made racist comments to them and HO took their 

side” Licence Fee Payers: Female, 35-54, ABC1, London 

There was a sense that these issues were rarely discussed beyond 

the safety of ‘likeminded people’ and many of the BAME people we 

spoke to felt they were living with an underlying sense of ‘below 

the surface’ animosity. As one BAME Scottish man said; 

“I feel it all the time. I feel it when I go to car dealerships 

or when I have to interact with the public as they have a 

preconceived idea of who I am especially when I’ve done business 

on the phone and they hear my voice and expect me to be a white 

Scots person … I feel it when I talk to girls when I’m out and 

some assume that you will be a shop keepers” Licence Fee Payers: 

Male, 35-54, C2DE, Glasgow 

This was also felt to be exacerbated by the negative attitudes 

towards equality policy in general. There were also employment 
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issues around under representation at senior levels and within 

certain industries (professional & creative – particularly). 

Feelings of inequality in the nations [of the UK] had some 

similarities though were connected more to nationality than race. 

In Wales, for example, there was some evidence of animosity 

between Welsh and non-Welsh speakers – a feeling that those who 

didn’t speak Welsh were looked down upon. Welsh people also 

reported racial hypocrisy in relation to humour (and ‘condoned’ 

by the media) where it was seen as acceptable to make jokes about 

the Welsh but no other nationality. In Scotland there was 

criticism of an English-centric media and the stereotypical 

portrayal of Scots as ‘Neds’2and drunks. 

Disability: There was a feeling that people with physical or 

learning impairments experienced societal prejudice which they 

believed to be rooted in ignorance and fear. The sense of a 

‘fearful’ society was of particular relevance and distress to 

people with ‘hidden’ disabilities such as mental health problems 

or learning disabilities. As one participant said: 

“Being a Mental Health Nurse it’s clear that people with a mental 

illness are not looked upon as being genuinely ill because people 

can’t see the illness and the effects of it can often be seen as 

strange behaviour”. Licence Fee Payers: Female, 18-34, ABC1, 

Glasgow 

From discussions with individuals and relevant organisations it 

seems that for disabled people there remained a sense that 

society sees the disability and not the person. The perception 

was that society regarded all disabilities as having an impact on 

intelligence – and therefore treated disabled people as less 

physically and intellectually able. As one woman recalled: 

“I was in a wheelchair for quite some time and it was surprising 

how different life was for me at that time in the way people 

2 ‘NED’ or ‘non-educated delinquent’: a derogatory colloquial term used 
in Scotland 

23
 



  

             

    

           

           

          

        

         

          

          

          

          

           

       

         

         

            

            

            

           

         

           

           

       

  

           

          

         

         

       

           

             

          

      

spoke to me, getting in and out of shops etc” Licence Fee Payers: 

Female, 55+, ABC1, Aberystwyth 

Employment was also a big challenge, as disabled people found it 

much more difficult to get work, both in terms of finding 

employers who would make themselves accessible but also in terms 

of challenging negative perceptions around their capabilities. 

Organisations and people interested in age and gender issues 

tended to be more concerned about employment issues than how 

society treats people of particular ages or gender. For the age-

interested this was because employment issues had the most impact 

on people’s lives (both younger and older), and for the gender-

interested this was because there was felt to be less inequality 

around how society treats men vs. women. 

Age: there was an underlying concern about the ‘enforced 

retirement’ of older people, exacerbated by the recession. Older 

people felt they were more likely to be made redundant (and cited 

examples of companies who do this just before people were due to 

retire to avoid pension payouts) and less likely to be able to 

get a new job. Older people were also concerned that society 

‘stereotyped’ them as physically and mentally infirm and there 

was a desire for these perceptions to be challenged. At the 

younger end of the age scale, there were also employment concerns 

as youth unemployment increases disproportionately in the 

recession. 

Younger people were also worried about how they were perceived by 

society at large, and this was particularly pertinent for young 

people from lower socio-economic groups. Youth was regarded as 

another reason for society to stereotype and discriminate against 

them. As one young person reported: 

“I feel discriminated against because of my age, usually by shop 

owners and the police. Both tend to stereotype and place me in a 

pre-allocated group and label me as a troublemaker or delinquent” 

Licence Fee Payers: Glasgow 
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Gender: there were concerns about the role women play in the 

workforce and the opportunities that are open to them. Women were 

felt to be under-represented in senior positions and there was 

high awareness that pay inequality remains. Women of child-

bearing age were felt to be discriminated against, particularly 

by small businesses who didn’t want to deal with maternity cover. 

There was also a perceived lack of flexibility for working 

parents (both male and female) which was particularly difficult 

for the single parents included in this research. One father 

described his experience: 

“I worked in a call centre. One day my partner was ill and I had 

to go home asap to look after our three kids. I spoke to my 

manager to explain the situation and after a chat went home to 

see the kids. The next day I rand work to explain that my partner 

was still illand I was told on the phone not to both coming back. 

I felt to outraged by this, as I got the sack for caring fro my 

kids, but what else was I supposed to do?” Licence Fee Payers: 

Male, 18-34, C2DE, Durham 

The key gender issue for men revolved around paternity rights and 

access. One young man said: 

“Why is the mother who always gets favoured? When they’ve both 

brought the child into the world?” Licence Fee Payers: Male, 18-

34, C2DE, Durham 

Issues relating to employment also had financial implications. 

For any group of people sharing a characteristic that affected 

employment opportunities, there were also negative impacts on 

wealth and to some extent class. The broader implications here 

were those of multi-generational inequality. 

The characteristics more affected by inequality within society as 

opposed to employment issues were religion or belief, and sexual 

orientation: 

Religion or belief: some faiths were intrinsically tied to race 

and issues of inequality could be difficult to pull apart in this 
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context. The key issue that emerged in relation to religion was 

society’s attitude towards Muslims. A fear of Islam was evident 

in research with the public both in terms of perceived 

association with violent extremism and a commitment to values and 

a way of life that were not understood. As one Muslim man felt: 

“Muslims are more than a religion. When people see your colour 

they think you are a terrorist” Licence Fee Payers: Male, 18-34, 

C2DE, Durham 

Any discussion around immigration usually related to people of 

the Muslim faith. These attitudes impacted on anyone with an 

Asian background (including those with a Sikh or Hindu faith) as 

they were assumed to be Muslim and therefore faced with the same 

negative attitudes and treatment. 

Sexual orientation: gay, lesbian and bi-sexual people reported 

discrimination that was nuanced and subtle, and therefore 

difficult to address. The difference between bullying and joking 

was a key example that some people were felt to struggle with, 

particularly within a working environment. One issue where 

society was felt free to discriminate was around gay parenting, 

and animosity in this context was reported. One mother wrote in 

her pre task: 

“I’ve encountered women who thought I shouldn’t bring up my child 

because they equated homosexuality with paedophilia” Licence Fee 

Payers: Female, 35-54, C2DE, Belfast 

Marriage equality was also an ambition that many would like to 

achieve. Although Civil Partnerships were seen as a major step 

forwards, it was still felt unfair that heterosexual people could 

get married and gay people couldn’t. 
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3.3 Issues of equality and diversity in a media context 

This section specifically covers attitudes towards equality and 

diversity within the media. This context holds implications for 

how the BBC can develop and optimise their Diversity Strategy. 

Equality and diversity priorities varied depending on the 

stakeholder: 

Licence fee payers we spoke to were concerned with media output 

and content, and were fairly uninterested in the internal 

workings of the BBC – they expected the BBC to do what it must to 

achieve its output ambitions. Media content was important because 

it was perceived to influence social attitudes – it supports and 

deconstructs stereotypes, it informs and misinforms on equality 

issues. It has extensive reach and touches everyone’s lives. 

The BBC staff members we spoke to were ultimately concerned with 

what the BBC delivers to its audiences, but were pre-occupied 

with the internal structure and workings of the BBC – this is 

daily life. The diversity of the workforce, the ability to 

progress, the quality of leadership were all issues that emerged 

in relation to equality and diversity. And as with more general 

equality policy (be it corporate, local or national government), 

the BBC’s could be seen as more principle than practice (they 

were aware of the broader ambition, but didn’t always see it 

successfully implemented). 

Third sector organisations in our sample were primarily concerned 

about content for the same reasons as licence fee payers. 

However, employment practices were also important. A 

representative workforce was an ideal in its own sake, but was 

seen as particularly valuable in a media context because of the 

potential to influence content. 

Issues relating to inequality and the media emerged spontaneously 

around age, gender and faith. The perceived early retirement of 
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older female presenters by the BBC was a top of mind issue for 

most people when discussing age and gender (informed to some 

extent by the groundswell of media coverage at the time, but also 

because of the perception that older women such as Moira Stewart 

and Arlene Phillips were ‘disappearing’). The related issue of 

physical appearance in the media also emerged as a perceived 

inequality – it was felt by licence fee payers that male 

presenters were allowed to age and were not expected to look as 

attractive as their female counterparts. This is a concern that 

relates to both age and gender. As one participant concluded: 

“You see very few older women represented on TV. The morning 

presenters are all beautiful, slim, attractive women. You don’t 

see older presenters like Joan Bakewell any more” Licence fee 

payers: Female, 55+, ABC1, Aberystwyth 

In relation to faith, the media was held responsible for much of 

the stereotyping of Muslims by continually making associations 

between terrorism and Islam. One man said: 

“It’s in the media and that puts doubts in everyone’s head and 

then they play on it. Not a day goes by when there isn’t 

something in the paper about terrorists” Licence Fee Payers: 

Male, 18-34, C2DE, Durham 

From a content perspective, the issue of negative stereotyping 

was a key concern for audiences, particularly those from minority 

groups / protected groups. The print and TV media (including but 

not particularly the BBC) was criticised for reinforcing rather 

than challenging stereotypes. As one participant said: 

“If you see teenagers on the news it is always because they have 

knifed somebody or something like that. You never see them 

achieving anything unless it is sports” Licence Fee Payers: Male, 

18-34, C2DE, London 

It was believed that negative portrayals were more sensational 

and therefore more likely to be ratings hits. However, people 

found it difficult to recall specific characters, programmes or 
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broadcasters and it’s therefore difficult to assess the extent to 

which this was general perception or rooted in reality. Despite 

this, there is likely to be some value in the BBC recognising 

this perception in the strategy as it was an issue all licence 

fee payers could identify and understand. 

The frame of reference for equality issues in the media was 

limited. Stakeholders (including staff) did not have a complete 

overview of media content. TV and generic ‘news’ dominated 

discussion and content examples were limited to personal 

repertoires or media reviews. EastEnders was often the prism 

through which equality in the media was discussed (spontaneously 

and without being prompted to talk about the BBC specifically). 

There appeared to be a belief that EastEnders made more attempts 

at reflecting the diversity of the public than other soaps. Given 

this context, it is likely that the use of content examples in 

the BBC’s Diversity Strategy would help make equality feel more 

meaningful, whilst also providing a reminder of what the BBC is 

already doing to reflect the diversity of the UK. 

3.3.1 The meaning of equality and diversity from a content perspective 

Equality and diversity within representation and portrayal was 

articulated in a range of ways: 

Authenticity: all stakeholders we spoke to were 

looking for portrayals that had integrity, were 

well-researched and well-informed, and at their 

heart had an understanding of the character 

depicted. Sensational portrayals were 

acknowledged as part and parcel of exciting drama 

to some extent, but it was felt that 

sensationalism should not equate to 

superficiality. 
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The images shown depict examples of authentic portrayal spontaneously 

highlighted by participants: Jason the transgender boy in Hollyoaks 

(Channel 4), and the children’s programme Tracy Beaker (CBBC). 

Inclusion: minority groups wanted to see 

themselves reflected back in the (mainstream) 

media. There was a desire to feel ‘included’ in 

society and the media presents a way of enabling 

this. Although the internet has revolutionised 

the opportunity for people in minority groups to 

connect, mainstream media remained a way of 

allowing people to identify with others and 

develop their own sense of who they are. One 

participant recalled the value of feeling 

included: 

“My first memory of thinking ‘that’s me’ was when 

the BBC did ‘Paddington Green’ and there was a 

transsexual on there and the first time I 

actually understood myself was seeing that” 

Licence Fee Payers: Transgender People 

The images show examples of ‘inclusive’ programming raised in 

discussions: the Welsh characters in Gavin and Stacey (BBC) and the 

Sikh family in The Family (Channel 4) 

Everyday depiction: for many minority groups, 

there was a desire for the media to both 

explicitly inform on an issue or groups of 

people, but also to contextualise it within 

everyday life. The specific characteristic would 

be secondary to the broader storyline or 

presenter role – just another thread in the rich 

tapestry of society. This desire for everyday 

depiction was articulated by one participant: 

“It should get to the point where a black or 

Asian character is in a film or soap just because 

of the character not because they are playing a 
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family or the black love interest of the white 

woman. They should just be written into the 

script without their colour being part of the 

agenda” Licence Fee Payers: Male, 18-34, C2DE, 

London 

Everyday depiction was also a key ambition for 

many Third Sector Organisations: 

“It’s not about totally normalising disability 

but it’s about making sure that in the normal mix 

of the background drama and everything else, 

disabled people are part of it because they have 

a life and they’re not quite at that point. We’ve 

either made a big deal about casting a disabled 

person or they’re not there at all” Third Sector 

Organisation (disability focus) 

The images show examples mentioned in the research of on-screen 

individuals who happen to hold one of the more niche protected 

characteristics (as defined on page 9) Artie who uses a wheelchair in 

Glee (Channel 4) and the CBeebies presenter Cerrie Burnell (BBC). 

Variety: few stakeholders we spoke to had a 

complete overview of broadcast media content. 

Therefore perceptions of how the media deals with 

specific characteristics were often based on 

having seen one or two portrayals. However, there 

was consistent agreement that portrayals should 

be varied across media content – there is room 

for both extreme and mundane perspectives. It was 

felt to be important that this range existed as 

this was likely to better reflect the diversity 

of individuals and their experiences. 

The image is taken from an example of a programme that participants 

felt ‘balanced’ the one dimensional portrayal of disabled people: The 

Paralympics Show (Channel 4) 
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Information: the media was felt to influence 

society and was therefore expected to inform and 

influence in a responsible way (particularly the 

BBC). Content that provides insight and 

perspective on different characteristics was 

welcomed. There was an appetite for output that 

opens eyes, challenges preconceptions and expands 

horizons (factual and drama too). One respondent 

talked about the role of the media in informing 

the public: 

“If you don’t see someone as human, as counting, 

then it doesn’t matter what you do to them, so I 

think that’s one of the reasons visibility and 

the right form of representation is vital because 

there is a direct link through to what happens to 

people in their everyday lives”: Licence Fee 

Payers: Transgender People 

The images show examples of programmes that participants believe have 

helped to inform: the Mahmood family & gay storyline in EastEnders 

(BBC), and Don’t Call Me Stupid with Kara Tointon discussing her 

dyslexia (BBC Three) 

These were the aspirations for equality and diversity within the 

media, and examples given demonstrated that the media can fulfil 

these. However, there were also examples of when the media was 

felt to let audiences down in this context: 

Sensationalism: there was an acknowledgement that 

there are extremes of behaviour and personality 

amongst any group of people, and it was expected 

that the media would portray these. However, 

audiences could feel uncomfortable when they 

sensed that a character was being exaggerated to 

the extent where it felt ‘over the top’. One 

participant expressed her discomfort: 
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“There are two people who are bi-polar in 

EastEnders and it is very extreme and poor 

representation which doesn’t make those people 

more acceptable in society, in fact it puts them 

further out there. It is misleading …. If I only 

watched EastEnders bi-polar would frighten me to 

death” Licence Fee Payers: Female, 55+, ABC1, 

Aberystwyth 

The image shows an example highlighted in the research of 

‘sensationalised’ content: the character Stacey Slater who has bipolar 

disorder and committed murder in EastEnders (BBC). 

Inequality: the issue of older female presenters 

being removed whilst their male counterparts 

stayed on was felt to be blatantly unfair. This 

is an issue that was seen to undermine claims by 

the media (and in particular the BBC) to be 

concerned with equality and diversity. As one 

woman said: 

“Arlene Phillips got kicked off (Strictly Come 

Dancing) but Brucey’s still there, I guess that’s 

an example (of the BBC not being fair)” Licence 

Fee Payers: Female, 35-54, C2DE, Belfast 

The image shows an example of perceived ‘inequality’raised by 

participants: Arlene Phillips who was replaced as a judge on Strictly 

Come Dancing (BBC One). 

Subject of ridicule: there was debate around the 

extent to which broadcast media reflected vs. 

commented on society and its less positive 

aspects. Some characteristics were felt to be 

disproportionately on the receiving end of comedy 

or bullying which was not commented on. People 

with mental health and learning disabilities were 

particularly sensitive to this issue and content 
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that made fun of their disability upset and 

alienated them. 

The image shows a character raised by participants that was felt to be 

the subject of ridicule: Sam Dingle who had learning difficulties in 

Emmerdale (ITV1) 

Single representation: the issue about media 

spokespeople was one that emerged consistently, 

particularly from third sector organisations and 

more politicised minority people. The media was 

felt to be a bit lazy or lacking in planning when 

it came to arranging commentators to discuss 

specific characteristics. There were felt to be 

‘favourites’ who were ‘trotted out’ repeatedly 

and were setting an agenda and definition for 

what that characteristic was and who it 

represented. As two participants said: 

“There’s a huge spectrum but whenever anyone 

talks about transgender they will bring on 

Grayson Perry who is not a true representation” 

Licence Fee Payers: Transgender Person 

“People like the BBC don’t look any further than 

talking to (Jonathan) Sachs for an opinion. He 

speaks for me because he is Jewish but he is not 

answerable to me. If more people were aware of 

that they would seek the opinions of other 

people” Third Sector Organisation (faith, belief 

& sexual orientation focus) 

The image shows an example of a single representative mentioned in the 

research: Grayson Perry, who has appeared on many television 

programmes, in particular on the BBC, to discuss transvestism and 

transgender issues. 

‘Try hard’: this is about content that was seen 

to just ‘get it wrong’ – that had pushed 
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audiences too far in terms of challenging 

stereotypes or ingrained attitudes. Licence Fee 

Payers talked about programmes that were well-

intentioned but that missed the mark in terms of 

building the desired empathy or engagement. One 

participant recalls: 

“Dancing On Wheels was contrived to cater for a 

minority and it was almost patronising” Licence 

Fee Payers: Male, 45-55, ABC1, Aberystwyth 

The image shows an example of content perceived by audiences to have 

tried too hard: Dancing on Wheels (BBC Three) 

3.3.2 Specific concerns for different characteristics 

Strength of concern about media representation and portrayal 

varied for different characteristics. The characteristics 

discussed below are broadly ordered in relation to strength of 

concern – media representation and portrayal was of greater 

concern for the characteristics discussed first. 

Disability: there was perceived to be a great disparity between 

the numbers of disabled people in the media (both characters and 

presenters) and the percentage of the overall UK population. One 

Third Sector Organisation representative said: 

“When it comes to disabilities there is under representation on 

the screen plus a large under representation in the workforce” 

Third Sector Organisation (disability focus) 

There was also high sensitivity around the portrayal of people 

living with mental illness who were often felt to be depicted in 

a one-dimensional way (although there was appreciation that these 

issues were at long last making it to mainstream TV). 

Providing the public with a more rounded view of people with 

disabilities was a key ambition for disabled people and there was 
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particular interest in balancing negative stereotypes with more 

positive portrayals. 

Gender reassignment: transgender people felt they rarely featured 

in the media beyond negative stories in an often antagonistic 

tabloid press. There was high concern about the lack of 

understanding amongst the public at large with regard to 

transgender people and issues. The media was regarded as a key 

information provider – a role it was not felt to be fulfilling. 

The primary interest in terms of representation and portrayal was 

around raising awareness and educating wider society. Two 

participants highlighted these issues: 

“As a 40 something trans man I have never seen myself represented 

in any fiction on television at all. I go to the London Lesbian 

and Gay Film Festival and will see one or two films a year … as 

soon as the phone lines open I book every single film about trans 

people” Licence Fee Payers: Transgender Person 

“If you actually saw more transsexuals on TV then it would take 

away the whole ‘issue’ … when you see a gay guy on telly now you 

don’t think ‘oh he’s a gay guy’” Licence Fee Payers: Transgender 

Person 

Race and ethnicity: although there was acknowledgement that the 

representation of BAME people in the media had improved in recent 

years, there was concern that such representation lacked 

diversity. Representation was also felt to be more successful in 

some genres than others, and drama was specifically identified as 

a genre where BAME representation was poor. The main criticism of 

the way the media deals with BAME people and issues revolved 

around portrayals which were felt to be uninformed or lazy, 

demonstrating a lack of understanding of a different culture or 

religion. As one black male said: 

“On TV black people are represented in three different ways – 

either they are a criminal, God-fearing or hip-hop mad” Licence 

Fee Payers: Male, 18-34, C2DE, London 
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Sexual orientation: there was a feeling that lesbian, gay or 

bisexual (LGB) audiences were well-represented but poorly 

portrayed in the media. There were perceived to be lots of gay 

presenters but they were often felt to conform to a ‘camp’ 

stereotype. As one participant said: 

“(Soaps) are getting it right but for your main comedians and 

hosts it still has to be the kitsch and camp route” Licence Fee 

Payers: Male, 18-34, C2DE, London 

Gay women also felt that representation of the LGB community was 

dominated by gay men, and that lesbian women had much less 

significance in terms of numbers (particularly in comparison to 

the numbers of gay, male presenters). Dramas were also picked out 

as a genre that tended to address the trauma of being gay, but 

rarely portrayed gay characters in the context of normal, 

everyday life and lifestyles. 

Nations and regions: there was concern within the nations as to 

how they were represented in the mainstream media. TV drama was 

felt to be very English-centric with little drama set in other 

nations, and sport was felt to prioritise the England national 

team in international competitions such as the Commonwealth Games 

(with figures like Andy Murray felt to be ‘claimed’ by English 

presenters). Discontent emerged in all three nations: 

“The Commonwealth Games: Englands’ medals are seen as more 

important than Scotland’s. And then if Scotand doe win it’s Great 

Britain” Licence fee payers: Female, 35-54, C2DE, Cupar 

“My husband would say that if Wales do well in the rugby you just 

have a few minutes of it on TV but if England does well that’s 

all you hear” Licence fee payers: Female, 55+, ABC1, Aberystwyth 

“I do feel that we are getting news that is central to London or 

the mainland” Licence fee payers: Male, 35-54, ABC1, Newry 

There were also some nation-specific issues – some concern in 

Wales that the media (and general public) feel it’s OK to mock 

37
 



  

            

         

     

           

            

            

       

            

              

           

            

    

         

          

         

         

      

          

             

         

  

           

 

          

          

          

          

         

           

          

          

        

the Welsh (but no other nation or race), and concern in Scotland 

that Scots were often stereotyped in dramas as uneducated, 

uncouth and dependent on alcohol. 

Sex: the main issue that dominated the debate about gender within 

the media was that of female presenters - the early retirement of 

older women, and the pressure put on all women to be attractive 

and glamorous. As one man noted: 

“You see the news presenters going to a ripe old age. Though 

maybe not so much these days when you think back to the days of 

Richard Baker and Kenneth Kendall (ex BBC news readers). But the 

women are being shifted out a lot earlier.” Licence Fee Payers: 

Male, 45-55, ABC1, Aberystwyth 

The perpetuation of the negative portrayal of single mothers 

(particularly young mums) was also of concern to younger women. 

Documentaries, news and current affairs were particularly felt to 

support the portrayal of young single mothers as irresponsible 

and unintelligent girls. One woman said: 

“Younger parents are discriminated against. They are looked at in 

the street and it is like that on TV as well. Seen as 

irresponsible and not capable” Licence Fee Payers: Female, 35-54, 

C2DE, Cupar 

Age: the only consistent issue emerging was that of older female 

presenters. 

Religion or belief: the one dimensional depiction of Muslims was 

the primary concern. Audiences of particular faiths may not have 

felt that mainstream channels represented their faith as much as 

they would have liked, but multichannel options meant they tended 

to find niche content that reflected their faith elsewhere. 

Social class: concern around how social class is presented in the 

media was primarily connected to the portrayal of lower social 

economic groups in the context of other characteristics – for 

instance, Scottish people and young single mums. 
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It’s important to understand that this is an overview of the 

issues emerging around specific characteristics. Each 

characteristic comprises a spectrum of minority issues or people 

and each will have its own perspective on issues relating to 

equality and diversity in the media. This report cannot highlight 

them all, but has drawn attention to issues that emerged most 

consistently across all the research. 

Representation and portrayal were issues for all characteristics. 

However, there did appear to be more focus on either 

representation or portrayal depending on the characteristic 

itself. Those characteristics that could be defined as more 

‘niche’ (i.e. smaller percentage of the population, lower public 

profile) were often more concerned with representation than 

portrayal because the priority was about getting that 

characteristic into the media thus raising awareness amongst the 

public. For characteristics that have a higher profile, 

representation was felt to be reasonable and it was the authentic 

portrayal of the characteristic (encouraging acceptance within 

society) that was taking priority. An overview of these findings 

is depicted in the illustration overleaf. 
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11 

‘niche ’ characteristics 
Defined as … smaller % of pop, 

lower profile, lower share of ‘voice’ 

‘mainstream ’ characteristics 
Defined as …. Higher % of pop, 

higher profile, higher share of ‘voice’ 

REPRESENTATION 
Getting people in the media 

PORTRAYAL 
Reflecting people fairly 

‘EVERYDAY DEPICTION’ 
Focusing on the individual 

R
ai

se
s 

aw
ar

en
es

s

E
ncourages acceptance 

POSITIVE PORTRAYAL 
How things‘should be’ 

Need to see stereotypes challenged through reflecting a broader perspective 

3.3.3	 Issues of equality and diversity in the media from an employment 
and recruitment perspective 

Licence fee payers in general were concerned with output rather 

than the internal workings of the media industry. However, BBC 

staff and some third sector organisations we spoke to did express 

concerns about equality and diversity within the industry. These 

issues were important individually, but also had wider 

ramifications in that they were felt to influence the content the 

media delivers. 

The media industry was regarded as broadly young, white, male and 

middle class. To some extent this was seen as a self-fulfilling 

situation as instinctively people tended to ‘recruit in their own 

likeness’ and the image itself was likely to discourage less 

confident applicants from minority groups. The media was also an 
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industry perceived by some to require irregular or long hours 

that were felt to favour those without children and / or men who 

were less likely to be the primary child-carer. A BBC staff 

member said: 

“I think it’s just really long hours. Long, unpredictable hours. 

Really hard to juggle with a family unless you’re prepared to 

have childcare” BBC Staff 

Both staff and organisations we spoke to did acknowledge that the 

industry recognises these issues to some extent, and that 

recruitment practices to encourage a more diverse workforce have 

been put in place. However, there was high concern that though a 

more diverse range of people begin their careers in media they do 

not necessarily progress through it. The issue of career 

progression was of particular relevance to a number of different 

people we spoke to including BAME staff, people with disabilities 

and women who had returned post-maternity. 

3.3.4 How the BBC fits into this context 

The BBC was acknowledged as beginning to address many of these 

issues. Broadly stakeholders felt they had observed an 

increasing diversity of people and experiences within its 

content. Children’s television was particularly noted as pushing 

boundaries and taking brave decisions. Disabled people as well as 

relevant third sector organisations we spoke to felt that 

accessibility was a priority for the BBC with iplayer 

acknowledged as providing people who used signing services with 

access to relevant programming whenever they wanted it and 

introducing audio description for those with visual impairments. 

Having said this, there was still felt to be room for improvement 

particularly around the amount and scheduling of signed content. 

In terms of employment, organisations and staff we spoke to were 

aware of diversity schemes and tailored recruitment approaches to 

encourage people from different ethnic backgrounds, and disabled 
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people into the BBC. Some participants expressed their praise for 

the BBC for its efforts on equality and diversity in the 

following ways: 

“I see the BBC as being an organisation which makes good efforts 

to have a proper balance in its programming …. I think above all 

the Corporation does quite well” Third Sector Organisation (age 

focus) 

“I think they are trying to change it from the bottom up, from 

children’s programmes up. They are making the range of programmes 

more diverse so that children understand that there are a range 

of people. I see it as an extra effort being made at the moment” 

Licence Fee Payers: Female, 35-54, C2DE, Cupar 

“The BBC has done a lot to encourage disabled people to take on 

employment roles – they have some very positive mentoring 

schemes” Third Sector Organisation (disability focus) 

However, there was some concern internally as to whether the BBC 

has the right structure and culture to achieve what it would like 

to in terms of equality and diversity. Although senior management 

were perceived to appreciate the challenges, there was concern 

about less buy-in at more middle management levels. Career 

progression was felt by some to be tied to informal mentoring 

which was dependent on people’s individual relationships and 

connections - again perpetuating the notion of ‘cultural 

matches’, or nurturing ‘people like me’. On Third Sector 

Organisation reflected: 

“You’re much more likely to get informally mentored if you 

conform with the main profile and you’re less likely to have 

informal mentoring if you are black, disabled or gay” Third 

Sector Organisation (disability focus) 

Recruitment schemes could be felt (both by staff who had taken 

part in them and staff who had not) to have more emphasis on work 

experience than permanent employment and actual recruitment 

figures post scheme were queried by some BBC staff. Some staff 
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also felt that the schemes could occasionally be a double-edged 

sword– on the one hand providing the opportunity to work at the 

BBC, on the other working with people who might regard the 

‘diversity scheme employee’ differently to those who had entered 

the BBC via a more traditional route. One participant noted the 

difficulty of monitoring such schemes: 

“There have been a number of schemes across the industry but 

particularly at the BBC where a number of people have come in on 

the scheme but there is no way of tracking what happens to them 

afterwards. One thing you don’t know is how effective they’ve 

been” Third Sector Organisation (disability focus) 

3.4 Attitudes towards the BBC’s Diversity Strategy 

This section addresses response to the draft Diversity Strategy 

specifically. Some of what is reported here will reflect issues 

discussed in earlier sections of this report, but they also 

appear here as they were discussed by stakeholders in direct 

relation to the content of the draft strategy itself. 

The Diversity Strategy was broadly what was expected of a large 

organisation like the BBC. The strategy’s overall vision was felt 

to be laudable and contained little that was contentious. The 

research process itself raised some concerns amongst audiences 

that the BBC may be failing on equality in some way, but for 

other, particularly minority groups, the consultative process was 

valued and felt to demonstrate the BBC’s commitment in this area. 

One participant said: 

“It seems that they’re trying to build up education by 

representing all the different areas that are true to how all 

those people are and their backgrounds and cultures and stuff. 

Trying for more acceptance in people who discriminate” Licence 

Fee Payers: Male, 18-34, C2DE, London 

However, for most stakeholders there was a strong degree of 

ambivalence in response to the strategy. This primarily stemmed 
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from an uncertainty over whether the vision would be achieved as 

the substance of the strategy was seen to focus on objectives 

which lacked specific plans of action, and the language used 

could feel more ‘spin’ than ‘plain English’. One Third Sector 

Organisation summed this up: 

“To borrow a phrase from Private Eye it feels a bit ‘Birt-

speakish’. It reads too much like a stereotypical corporate BBC 

document. It’s not very easy to navigate and isn’t clear enough 

on what the tangible action points are. If I was reading this I’d 

be thinking ‘so what are the BBC actually going to do and how is 

this going to impact on me (and my organisation). Some bits are a 

bit vague and mired in BBC-speak” Third Sector Organisation 

(disability focus) 

A key question raised by both organisations and staff was around 

who the strategy was written for. They were keen to see an 

equality and diversity vision embraced by everyone at the BBC 

rather than a strategy that stayed within the confines of HR and 

senior management. How the strategy would be disseminated and 

communicated was of particular interest. A strategy that felt 

‘lay person friendly’ in terms of structure, language and tone 

would be felt to signal a greater commitment by the BBC to 

communicating the importance of equality. One participant said: 

“If people thought it would be valued there would be stress on 

it. It needs to percolate down and not just be a PR thing where 

they don’t feel people will really care if they implement it or 

not” Third Sector Organisation (gender focus) 

3.4.1	 The definition, benefits and challenges of equality within the 
context of the strategy 

The definition of equality and diversity was not clear to 

everyone we spoke to and the strategy needs to clarify this in 

order for the value of these issues to be more readily 

appreciated. There was felt to be a tendency to use ‘equality and 
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diversity’ as a catch-all phrase that didn’t clearly communicate 

what they each meant. This lack of clarity was exacerbated by 

confusion around the relationship between equality and diversity. 

These concepts could be seen as opposing forces (particularly by 

licence fee payers) – equality being about ‘sameness’ where 

everyone is treated equally and has the same opportunities, and 

diversity being about ‘difference’ where different people are 

included and different cultures reflected. 

In addition, the benefits of equality and diversity were not 

always appreciated by all licence fee payers we spoke to. 

Broadly, people accepted that equality and diversity was a ‘good 

thing’ and the concept often went unchallenged. However, below 

the surface there were concerns amongst many of the licence fee 

payer participants that it didn’t benefit everyone (and therefore 

was unlikely to benefit ‘me’). In the context of this strategy 

there was a concern that equality in terms of content meant that 

everyone was entitled to the same amount of content that 

reflected their characteristic – inevitably leading to less 

relevant content for those who felt the most reflected currently. 

Here, equality was only perceived to be related to key minority 

groups and as such was felt unlikely to be relevant to other 

people. And finally, diversity was consistently related to 

positive discrimination which was not a warmly received concept 

for anyone we spoke to and implied to some that merit and talent 

would be sacrificed. 

Equality was also seen to be at odds with entertainment. Licence 

fee payers recognised that entertainment did not necessarily 

reflect reality whereas this was seen to be a key ambition within 

this strategy. There was a desire for escapism for both 

mainstream and minority licence fee payers – no one wanted to see 

their reality reflected back at them all the time. Licence fee 

payers were also extremely alert to the fact that entertaining 

TV, particularly drama, was often not about everyday reality –but 

the unusual, the idiosyncratic, the extreme. They wanted 
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reassurance that the desire for equality wouldn’t compromise the 

quality of entertaining content. They wanted a strategy that 

would be flexible and creative – working alongside programme 

making rather than constraining it with didactic, inflexible 

targets. One licence fee payer expressed his discomfort with the 

prioritisation on equality and diversity within a programming 

context: 

“It’s like trying to achieve the impossible and please everyone 

all the time, it’s getting to the point now that common sense 

goes out of the window and it’s tangled, jumbled and unfocused. 

It’s not about good shows anymore” Licence Fee Payers: Male, 35-

54, ABC1, Newry 

For stakeholders most engaged with equality issues, the 

connection between diversity and creativity was seen to be a 

strong incentive for change, and a convincing argument for anyone 

who had concerns about the impact of greater equality and 

diversity on ‘their’ BBC content. This perhaps takes equality and 

diversity beyond the realms of legislation and morality to a more 

audience-focused concept. For third sector organisations the 

presence of a convincing business case helped to reassure on the 

BBC’s commitment to this issue. For licence fee payers, it 

provided a benefit to everyone including those who don’t see 

equality as directly relevant. As a couple of Third Sector 

Organisations said: 

“There is a business case to prove that a more diverse team 

produces output that is more innovative. I’m sure the BBC are 

thinking about this but it is not said explicitly in the 

strategy” Third Sector Organisation (race & ethnicity focus) 

“It’s important for the organisation to start thinking about the 

business case (for promoting equality and diversity). 

Essentially, this is about survival. Servicing our diverse 

audience is important because it is our responsibility, but it is 
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also essential to staying in business” Third Sector Organisation 

(race & ethnicity focus) 

3.4.2 Content and communication: specifics of the Diversity Strategy 

With regard to content, the strategy was felt to be broadly 

comprehensive in terms of its context (i.e. its legislative 

requirements and its BBC remit and purposes), it’s evidence that 

change is needed (i.e. existing research), and examples of what 

it’s already doing. However, there were two key aspects that were 

felt to be missing: 

Examples of how the BBC plans to achieve its objectives 

Stakeholders did not expect or want to see detailed action plans. 

However, they did need indications that the BBC had a tangible 

strategy for implementing its vision. Case studies were good 

examples of the strategy in action but their retrospective focus 

could imply that there were no future plans. Stakeholders would 

welcome a mix of past achievements and future plans in order to 

provide them with a greater sense of direction and commitment. As 

a couple of participants said: 

“There isn’t enough for me in this document to say ‘where are we 

going to be by when?’ … I didn’t get a sense that the BBC is 

setting a time-scale … that there are procedures, what is 

expected of staff and senior managers … and what happens if they 

don’t comply. It needs to prove that it is more of an active 

document that people across the organisation are signed up for” 

Third Sector Organisation (race & ethnicity focus) 

“They could have put their key points on one page as I have had 

to wade through a lot of stuff no one would disagree with and it 

is all about how they want it to be in the end. That is not a 

strategy, a strategy is how you get there” Third Sector 

Organisation (gender focus) 
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Content examples that bring the strategy to life 

The BBC was assessed through its content and content examples 

were what made equality and diversity relevant and accessible. 

Licence fee payers particularly need these although organisations 

would benefit too. Examples can be purely illustrative – a 

reminder of how equality impacts on content. 

In addition, minority groups and organisations wanted clear 

references made to their characteristics. They wanted to know 

what the BBC knows about and is doing for them. Being referenced 

in relation to the Equality Act 2010 requirements but ignored 

throughout the rest of the strategy was alienating for many. 

Related to this was the use of statistics to demonstrate what the 

BBC already knows. As these were historical, they didn’t tend to 

include new characteristics such as gender reassignment, and 

without an explanation this did imply a lack of concern. 

Statistics were also only really valued if supplied with 

conclusions that highlighted areas of concern and set out plans 

for change. One participant highlighted this concern: 

“If you are going to list stuff can we be on the list. If you 

repeatedly do selected lists and we are not there on any of them 

we are starting to feel like the poor relations, at least the 

ones you don’t want to have to deal with” Licence Fee Payers: 

Transgender Person 

From a communication perspective, there was a consistent desire 

for an accessible structure and tone that would engage everyone. 

It was felt that language should avoid corporate or HR jargon and 

be written with a more approachable and accessible tone and user-

friendly language. However, this does need to be carefully 

balanced with the need for it be meaningful – overly simplistic 

language was regarded as lacking nuance and felt unachievable and 

sometimes patronising. In terms of structure, the strategy may 

need different versions depending on the audience. Stakeholders 

consulted in this research desired a shorter, less context-heavy 

version addressing their key questions: 
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· Why is equality and diversity important to the BBC? 

· What is the BBC already doing and what does it want to improve 

on? 

· What is the BBC going to do and how will it achieve these 

objectives? 

· How will the BBC be held accountable? 

3.5 Attitudes towards the Diversity Strategy’s objectives 

The objectives were broadly regarded as covering everything that 

was relevant from both an internal and external perspective. 

However, stakeholders instinctively wanted to prioritise or 

connect the objectives in order to give them greater meaning. 

There is an opportunity to provide a greater sense of strategic 

direction by creating links between the objectives – for 

instance, communicating the impact equality and diversity from an 

internal perspective has on equality and diversity from a content 

perspective. 

The response from stakeholders to each objective is detailed 

below. 

3.5.1 Objective 1: Planning 

All the work we do will be planned so that we think about, include and reflect as 
many different people as possible 

This objective was important for third sector organisations and 

BBC staff, but of little interest to general licence fee payers, 

who assumed the BBC were doing this already. Its importance 

stemmed from the knowledge that without systematic and consistent 

planning equality practice could not become part of the fabric of 

the BBC. It also implied that the prioritisation of equality and 
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diversity would not be solely dependent on advocates and 

champions (as was often regarded to be the case currently) but 

would be a key consideration for every programme commissioned, 

every service developed and every person employed and promoted. 

Stakeholders were also keen to see a reference to review and 

evaluation processes as it was believed that without 

accountability and culpability equality and diversity issues were 

likely to lose priority. 

BBC staff we spoke to felt this objective was particularly 

relevant as there was a sense that equality measures were not 

currently planned in the systematic way the objective implies. 

They believed planning happened but felt it was often 

inconsistent and dependent on individuals’ enthusiasm and 

financial resources. There was little sense of accountability and 

therefore equality practice sometimes felt like a ‘nice to have’ 

rather than an integral part of the work the BBC does. On staff 

member expressed her concerns: 

“I think what happens is that the broad aims are set out by the 

Corporation, and then they get interpreted by local divisions and 

then they might get interpreted further down into local 

divisional action plans. So you’ve got five or so tiers of 

planning to start off, which becomes less and less effective and 

more removed from the overall aims and objectives. Then, the kind 

of monitoring and compliance of ‘have we actually achieved this?’ 

… just gets lost” BBC Staff 

Organisations appreciated that planning was important for 

equality policy to take place. There was little sense of how well 

the BBC does or doesn’t plan, but a consistent example cited 

during the interviews with organisations where the media (rather 

than the BBC specifically) could lack planning was in relation to 

requests for spokespeople for news stories. Organisations felt 

they were given very little time to marshal appropriate people to 

discuss relevant issues or news stories, and this often resulted 

in the same people repeatedly used, or minority groups unable to 
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provide someone within the timescale. This was felt to result in 

some minority groups rarely getting representation within the 

broadcast media, and other minority groups being dependent on a 

single representative to communicate their perspective – not the 

balanced representation they craved. 

3.5.2 Objective 2: Leadership 

We will make sure our leadership understands the importance of 
equality and is able to deliver what the action plans have set 

t t d 

Third sector organisations and licence fee payers assumed that 

the BBC’s leadership already had this understanding (and were 

concerned by the implication that they did not). They were more 

interested in how the BBC’s leadership would communicate the 

strategy (as this is the aspect they believed was the bigger 

challenge) through the BBC in order to generate interest and 

value within the broader staff base. 

The BBC staff we spoke to regarded this objective as perhaps the 

most important as it was felt to be key to delivering the more 

external-facing objectives. In some ways it was also felt to be 

the most challenging as it is about both capability and culture. 

Staff talked about how middle management set the tone in 

departments and are responsible for both recruitment and career 

progression (at both a formal and informal level) and as such had 

a lot of power and influence in terms of promoting the importance 

of equality. Management were also seen to be responsible for the 

direct communication of equality policy to the grassroots, and 

how they planned to do this was of importance to the overall 

success of the strategy. More assurances were needed on how the 

strategy would be put into action through communication and 

training. One staff member expressed his concerns about 

leadership in relation to accessibility: 
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“There is, in some parts of the BBC, great enthusiasm (for 

accessibility), but it’s in the upper middle management where the 

problem is … it’s another thing that has to be checked, another 

thing that has to be tested, and another thing that has to be 

dealt with” BBC Staff 

It was the culture rather than the capabilities of leadership 

that were specifically questioned in this research. There was a 

belief among some of the staff we spoke to that the ‘status quo’ 

suited some managers – it’s a comfortable and familiar context 

that avoids potentially difficult decisions or negative reactions 

from team members. There was a feeling that recruitment and 

career progression were too easily dependent on intangible 

‘cultural matches’ which could avoid the evaluation and 

appreciation of people felt to be ‘different’. There was a 

perceived resistance to changing this outlook as to do so could 

require additional effort – not just in terms of evaluating an 

individual but also in terms of developing a working 

relationship. These cultural issues are particularly challenging 

for the Diversity Strategy to address as they are intangible and 

open to interpretation, but their existence was consistently 

reported by staff members included in the research. One BBC 

employee described their experience: 

“I could see my peer group progressing higher and higher. The 

biggest thing they had was people who supported them. They had 

mentors, they had people who would talk about them in meetings, 

they had people who would hold their hands” BBC Staff 

3.5.3 Objective 3: Accessibility 

When we’re developing new services we will plan to make sure that everyone is 
able to use them 
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This objective was confusing in the sense that it doesn't 

directly reference accessibility and was therefore misinterpreted 

to mean that all BBC audiences could access all services (for 

example, the BBC would ensure that everyone had a digital TV or 

broadband so they could use iPlayer). Once explained, there was 

consistent agreement that this was a meaningful aim that was what 

was expected from the BBC. 

The BBC were felt to be doing well in this area. Disability 

organisations congratulated the BBC on its development of 

services that built accessibility into their usability function. 

Licence fee payers we spoke to could be more critical as their 

expectations were not necessarily contextualised in the reality 

of what was achievable. They didn’t necessarily distinguish 

between BBC services and broader technology functionality (for 

example, there was some criticism around the design of the on-

screen electronic programme guides or remote controls) and 

therefore the BBC often took the credit for what it delivered, 

but could also take the blame when any aspect of the viewing or 

listening experience was below par. 

However, there was a belief that all media organisations put 

accessibility at the heart of content and service development. 

It’s possible that without specific examples the BBC don’t get as 

much credit as they might. For those who did appreciate that the 

BBC was often at the vanguard of media accessibility, there was a 

desire to see it demonstrating thought leadership by knowledge-

sharing with other media companies. 

3.5.4 Objective 4: Diverse Staff 

We will make sure more of our staff are from different places and different 
backgrounds 

This was a particularly important objective for third sector 

organisations, staff and minority groups we spoke to who all made 
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the link between a more diverse workforce and more creative 

programming. They felt that a more diverse workforce was more 

likely to appreciate the value of equality and diversity and 

therefore more likely to integrate it further into the BBC -

underpinning the BBC’s other equality objectives and contributing 

to content that reflected the UK. 

A key issue for these stakeholders was one of career progression. 

There was a strong perception that within large organisations, 

and by implication, the BBC, certain minority groups would often 

be found working within specific and limited job functions. This 

belief was supported by some of the figures in the strategy, for 

instance, ‘5.5% of BBC senior managers are from a black and 

minority ethnic background’ (BBC draft Diversity Strategy). For 

these stakeholders it was important to recognise that equality 

was not just about numbers but about variety. One participant 

described her impression of the BBC in relation to this issue: 

“The BBC is a big organisation and they are very keen to be 

politically correct. And I’m sure there will be people like me 

working for the BBC. But they won’t be in high level jobs! They 

won’t be directors, they won’t be media presenters, they won’t be 

money makers” Licence Fee Payers: Transgender People 

For some BBC staff this objective was important as they hoped it 

would address their concerns about the informal ‘mentoring’ 

culture already discussed. They also had concerns about the 

recruitment culture and process which was sometimes perceived to 

work against the possibility of a more diverse staff – a focus on 

the employment of candidates from certain universities, interview 

panels comprising wholly of white people which may distance 

applicants from BAME backgrounds, inflexible recruitment 

strategies such as those focusing on education rather than 

capability which may work against someone with learning 

difficulties. 

54
 



  

          

        

        

          

          

           

           

          

            

            

            

  

          

         

          

        

          

         

       

           

          

       

         

         

             

         

       

The BBC recruitment process was also regarded to be somewhat 

lacking in transparency (for third sector organisations and 

audiences particularly). There was a perception that contacts 

were crucial to getting an interview, and few audience members 

could recall seeing a BBC job advertised (which supported the 

belief that the BBC was ‘not for me’). One organisation said: 

“The media as a sector is quite inaccessible and lacking in 

transparency in so far as people from ethnic minorities knowing 

how to get into it. There are lots of smoke and mirrors 

associated with it …. for the media (including the BBC) it’s not 

what you know but who you know” Third Sector Organisation (race & 

ethnicity focus) 

In terms of the BBC’s diversity schemes, audiences were unaware 

of them, they were largely appreciated by third sector 

organisations, but were often queried by staff in relation to 

their perceived effectiveness – sometimes seen as successful 

providers of work experience but less effective in providing BBC 

employment. There may be an opportunity to better communicate 

both their purpose and success internally. 

For most licence fee payers , there was little understanding of 

how a more diverse workforce would be achieved without positive 

discrimination. Positive discrimination implied targets, which by 

implication raised concerns that the target would take priority 

over talent. Given this context, this objective would benefit 

from a context that set out the benefits of a diverse staff, the 

reasons behind a broadly homogenous workforce, and some tangible 

examples of how this would be addressed. 
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3.5.5 Objective 5: Understanding audiences 

We will talk to our diverse audiences so we’re aware of what 
they like, want and need when developing new programmes and 

services 

This was felt to be a relevant and meaningful objective where 

value was broadly implied. Stakeholders understood this to mean 

that the BBC would listen to audiences who fed back via forums or 

complaints processes, but that the BBC would also conduct more 

formal research amongst all its audiences. 

This objective was regarded as important as it put the audience 

at the heart of everything the BBC does and implied that the BBC 

would use information and learning to change or develop content. 

It also communicated a sense of humility – a valued trait 

particularly for minority audiences who could complain of feeling 

misunderstood or ignored by the BBC. One participant described 

how this made him feel: 

“For me as a gay man that is very enriching for me to see they 

are taking note, it’s comforting that they are taking note. Gives 

me confidence” Licence Fee Payers: Male, 55+, ABC1, Belfast 

Licence fee payers had a sophisticated understanding of the 

constraints of formal research in the sense that is often self-

selecting in terms of participation, and there was a desire that 

the BBC make a concerted effort to talk to people it might not 

normally – for instance, young, disenfranchised young people. At 

the same time, everyone wanted to feel included, and it was 

important that in this context ‘diverse audiences’ meant ‘all 

audiences’ not only minority audiences. 

Although a welcome aim, third sector organisations and staff did 

interrogate this objective and find it somewhat wanting in terms 

of accountability. There was a requirement for reassurance that 

audience research would have an impact – how and who would it be 

communicated to, how would it be used to influence content? There 

was also an interest in how the value of such research would be 
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evaluated – how would organisations and audiences be able to 

assess whether research recommendations had been implemented? 

3.5.6 Objective 6: Reflecting Britain 

We will make quality programmes making sure they reflect modern 
Britain accurately 

This was regarded as a worthy ambition that the BBC has a 

responsibility to aim for. It was believed that all licence fee 

payers should feel represented and reflected (to some extent). 

“At the end of the day you have got to reflect the way the 

country is now and if you watched EastEnders and they never had a 

black person or a disabled person, gay, lesbian, whatever, you 

would think, well that’s not reality” Licence fee payers: Male, 

45-54, ABC1, Aberystwyth 

“The BBC have a responsibility, they are the longest running TV 

broadcast company, they bring us information about all types of 

issues, ethnicity, problems that are going on in the world, but 

they don’t bring information on the struggles that people like us 

face” Licence Fee Payers: Transgender People 

However, some licence fee payers we spoke to were concerned about 

how it worked alongside entertainment (referencing the equality 

vs. entertainment issue discussed earlier in the report on page 

36]) and required more reassurance that ‘their BBC content’ 

wouldn’t be compromised. 

Third sector organisations and some licence fee payers we spoke 

to were looking for the BBC to be more proactive. They felt the 

word ‘reflect’ could feel passive in relation to informing and 
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educating the public. There was a desire for the BBC to challenge 

or at least balance common negative stereotypes, and these 

stakeholders wanted to see more explicit communication relating 

to this issue. 

3.5.7 The ‘challenging stereotypes’ debate 

There was a consistent desire for dominant negative stereotypes 

to be debunked. The BBC was felt to have a responsibility to 

address this issue to some extent in its Diversity Strategy. It 

was believed that the media maintains and sometimes exacerbates 

negative stereotypes, and the BBC has a remit to promote 

education and learning. It was therefore felt to be integral to 

the BBC’s remit and purposes that it challenges stereotypes where 

they do not reflect the full reality. One participant described 

the need to challenge negative stereotypes: 

“I think challenging stereotypes is something the BBC has a 

special responsibility to do and it doesn’t do enough. What gay 

men do you have on TV? The equivalent of John Inman” 3Third 

Sector Organisation (faith & belief & sexual orientation focus) 

However, this was a nuanced debate. The concept of ‘challenging 

stereotypes’ was not cut and dried, and the role the BBC should 

or shouldn’t play was intensely deliberated. There was perceived 

to be a delicate balance between providing audiences with a 

broader perspective and attempting to influence society based on 

a particular point of view. In addition, stereotypes were seen to 

be an important tool for much comedy and drama, and it was how 

they were used rather than whether they were used that was at the 

heart of the debate. What was agreed was that more positive 

portrayals within the broader mix would be welcome. One licence 

fee payer described this challenge: 

3 John Inman was an actor best known for playing Mr. Humphries in ‘Are 
You Being Served?’ 
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“The dramas should be across the board modern Britain but if they 

can’t stereotype people how are they going to show a drama? How 

will they make it interesting without stereotyping?” Licence Fee 

Payers: Female, 35-54, C2DE, Cupar 

This was a relevant theme to all stakeholders, and one that 

everyone readily talked about. Given this context it is worth 

recognising and reflecting this debate within the strategy. 

Stakeholders would value a strategy that reflects this issue and 

recognises that the BBC can help provide a more authentic 

narrative and portrayal of minority groups and characteristics. 

More explicit inclusion of this theme could also contribute to a 

greater sense of action and dynamism currently perceived to be 

compromised by the lack of tangible actions. 
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4	 Conclusions and recommendations 

Requirements from the Diversity Strategy can be summarised in the 

following four areas: 

· Why is equality and diversity important to the BBC (and by 

implication to its audiences)? 

· What is the BBC already doing and what does it want to improve 

on? 

· What is the BBC going to do and how will it achieve these 

objectives? 

· How will the BBC be accountable? 

In terms of recommendations, the strategy should demonstrate the 

following: 

·	 The meaning of ‘equality’ and ‘diversity’, and their value and 

relationship. 

·	 That the strategy is about more than legislative requirements. 

Equality and diversity are important for the BBC to deliver 

better services and content for all its audiences. 

·	 The importance of representation, a balance of portrayal, and 

‘normalisation’ in the context of equality and diversity. 

·	 More integrated discussion of objectives in terms of how 

they’re structured and interlinked. 

·	 Multiple versions of the strategy written for different 

audiences. To include an accessible (in terms of tone and 

structure) document that engages all BBC staff. 

·	 The use of content examples to bring the policy to life. 

Ideally, content the BBC is proud of and content where it felt 

it could do better. 
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·	 Tangible examples of how the BBC’s objectives will be 

achieved. What deliverables are expected and milestones where 

possible. 

·	 References to key issues relating to specific characteristics 

and minority audiences. 

·	 Inclusion of relevant data combined with its conclusions and 

relevant plans of action. 

The objectives could be structured and interlinked to create an 

overall sense of ‘strategy’. 
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1 

The objectives structure 

PLANNING LEADERSHIP 

TALKIN
G

TO
AUDIE

NCES 

REFLECTING BRITAIN 

ACCESSIBILITY 

TALKING
TO

AUDIENCES 

TALKING TO AUDIENCES 

DIVERSE STAFF 

The diagram above depicts the potential structure the objectives could 

be given, set in the diagrammatical context of a pyramid. The 

‘planning’ and ‘leadership’ objectives will influence the 

‘accessibility’ and ‘diverse staff’ objectives, which will in turn 

influence the content that ‘reflects Britain’. The objective that 

focuses on ‘talking to audiences’ will influence everything as 

audiences are at the heart of what the BBC does. 
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APPENDIX 

Organisations that participated in the research (we have 

not named organisations that did not agree to be listed in 

the appendix) 

Age UK 

The Board of Deputies of British Jews 

British Institute of Learning Disabilities (BILD) 

The Buddhist Society 

Changing Faces 

Council of Ethnic Minority Voluntary Sector Organisations 

Employers Forum on Age 

Employers’ Forum on Disability 

Gender Identity Research and Education Society (GIRES) 

Jewish Gay & Lesbian Group 

Lesbian Gay Bisexual Trans History Month 

London Gypsy and Traveller Unit 

Mencap 

National Secular Society 

Race Equality Foundation 

RADAR 

Royal National Institute of Blind People (RNIB) 

Scope 

Stonewall’s Diversity Champions Programme 

Trans Media Watch 

UK Youth Parliament 

Women in Film and Television (WFTV) 
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