LGBT CULTURE AND PROGRESSION
A report on Career Progression and Culture at the BBC

“We think each of the ten recommendations have the
potential to make the BBC a more inclusive workplace,
giving everyone the opportunity to do their best work.”

FOREWORD
As co-chairs of BBC Pride, we’re delighted by the response from staff right across the BBC who have taken
the time to provide feedback. Whether you came to a workshop or sent us your thoughts electronically,
we, along with the project team, have read the 300+ pieces of feedback that you shared.
With the project team we’ve collated these thoughts, experiences and ideas into key themes. From these we
have identified ten recommendations that we think will make a real difference to people currently working
at the BBC and anyone who will join the corporation in the future.
Along the way you’ve told us being LGBT is much more fluid, where the boundaries of sexual orientation
and gender identity blur beyond the L, G, B or T. So, starting right now, whenever BBC Pride needs to
refer to our colleagues as a collective group, we’ll adopt the term LGBTQ+. We hope this makes everyone
feel included – whether genderqueer, bisexual, gay, lesbian, transgender, non-binary, pansexual, intersex,
asexual, queer, questioning or an ally.
We think each of the ten recommendations have the potential to make the BBC a more inclusive workplace,
giving everyone the opportunity to do their best work. Although we hope the recommendations will
positively impact everyone across the LGBTQ+ spectrum, we are particularly excited about the proposal
for providing better support for our transgender colleagues and improving visibility with role models
throughout the business.
It’s great to have a set of recommendations that so many of you have helped to shape. We recognise much of
the work is to follow. We do hope everyone will be involved in supporting the recommendations.

KAREN MILLINGTON AND MATT WEAVER
CO-CHAIRS OF PRIDE
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“Some of the recommendations may seem subtle shifts,
but it’s clear from what I have heard that they would be
transformative for us as an organisation.”
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FOREWORD
When we initially set up the BBC’s Culture & Progression workstreams, we weren’t planning to have a
specific LGBT workstream because the data showed us we were doing well in this area. However following
feedback from our LGBT colleagues on individual experiences of our culture and environment, we decided
we should look again at this.
For me there are two main reasons why we need to understand these concerns, firstly if we are to continue
to attract the best talent both on and off air, we need to be seen to have an inclusive culture and I firmly
believe that the more diverse our workforce is, the more relevant we will be to our audiences. One of our big
challenges currently is around young audiences. In a recent YouGov survey only 51% of 18–24 year-olds
said they identified as completely heterosexual. An organisation that appears to have a heteronormative
culture is not one that is going to cut ice with them either as a consumer or an employee.
This is the first time we’ve directly engaged with LGBT colleagues on these issues and we’ve spoken to
over 300 BBC colleagues about their experiences, what we’re doing well and where we could improve.
This feedback is going to directly impact, for the better, the working experiences for current and future
LGBT staff at the BBC. We also anticipate with the right measures in place that this will positively impact
the way we address this diverse group of people in content for our audiences.
So I was pleased to be sponsoring this workstream and we have had very positive engagement from staff.
Some of the recommendations may seem subtle shifts, but it’s clear from what I have heard that they would
be transformative for us as an organisation.

JAMES PURNELL
DIRECTOR, RADIO AND EDUCATION
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“It was important for us to explore the experiences of LGBT
staff and how the BBC culture and the attitudes of our
managers and staff impacts on LGBT staff and their ability to
progress in the organisation and be themselves at work.”
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EXECUTIVE SUMMARY
This workstream forms part of a wider portfolio of activity with other culture and career progression projects which looked
at Gender, BAME, Disability and Socio Economic diversity and there are some common themes which overlap some of the
other workstreams within these recommendations.
It was important for us to explore the experiences of LGBT staff and how the BBC culture and the attitudes of our managers
and staff impact on LGBT staff and their ability to progress in the organisation and be themselves at work.
While we regularly analyse and report on diversity data on LGBT staff, including their seniority in the organisation, this is
the first time we have carried out any in-depth qualitative research on the what the working environment of the BBC feels
like for LGBT staff. A large number of staff inputted into this report and we are grateful for their honesty and openness.
What we discovered was that the experiences of staff varied depending on where staff were based and their individual
line manager.
Staff also cited a number of other organisations which they felt embodied a more open and inclusive culture than the BBC,
and called out Police forces, The Foreign and Commonwealth Office, Sky and BuzzFeed, all of whom run active “allies”
programmes. These initiatives involve staff who do not necessarily identify as LGBT themselves but who actively promote
LGBT issues. Staff felt that their involvement had a transformative effect on the culture. Straight allies have been key to
advancing fair treatment of their lesbian, gay, bisexual and transgender staff in Stonewall’s top 100 employers.
This report contains 10 recommendations to help transform the culture of the BBC and make it a more inclusive place
to work for LGBT staff. The recommendations fall into 4 main areas: educating our leaders and staff about LGBT issues;
increasing the prominence of LGBT issues, staff, role models and the Pride network; empowering LGBT staff to be
comfortable about being open at work and increasing LGBT portrayal and talent on air. The recommendations are ordered
in terms of importance and impact, and have been signed off by the Executive Committee.
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MAIN RECOMMENDATIONS

METHODOLOGY

Based on the staff engagement findings and with support from Stonewall, the following
recommendations have been made:

We initially worked with Stonewall to help us
identify the areas we should focus on in our
consultation and to provide us with some analysis
on our strengths and weaknesses with regard to our
employment processes and practices.

1. Ensure our customs, practices and recruitment
are inclusive to LGBT staff. One indication of
this would be for the BBC to be included in the
Stonewall Top 100 Workplace Equality Index.

7. Empower our Content, News and Radio teams to
cover LGBT stories and portrayal, and routinely
increase the incidental portrayal of LGBT
identities.

2. Introduce an allies programme which includes
senior leaders. ‘Straight allies’ can be key
to advancing fair treatment of lesbian, gay,
bisexual and transgender staff.

8. Strengthen the staff network, BBC Pride, to
increase engagement with LGBT staff and allies
across the organisation.

3. Raise the profile of senior LGBT staff as role
models and launch an LGBT staff mentoring
programme.
4. Provide support, guidance and training for
managers supporting transgender staff,
particularly when they are transitioning.
5. Strengthen information given at induction and
during diversity and inclusion and unconscious
bias training, to be clearer and more specific
about LGBT concerns and issues.
6. Review our systems and practices to ensure they
are inclusive of non-binary genders, including
those operated by our third party suppliers and
ensure this is the case with any new systems
being procured.
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9. Introduce a reverse mentoring programme for
team managers and senior leaders involving
LGBT staff, so they are more aware of the issues.
10. Review and be explicit about our corporate
stance on LGBT events including Pride festivals.
As part of this, review the term LGBT to ensure
it is still the most appropriate and inclusive
term for the range of sexual orientation and
gender identities.

Following an open invitation from James Purnell,
we held a series of workshops in Salford, Glasgow
and London and a virtual session which enabled
staff around the world to get involved. The purpose
of the workshops was to explore with staff how
inclusive the BBC is as an employer, to help us
identify areas of good practice inside and outside
the BBC and to understand the different experiences
of the many identities within the LGBT community.
We also collected insights from staff through an
anonymous survey, exploring the same themes as
the workshops and offered an open inbox where
staff could send in any comments throughout the
consultation period.
The project team examined all of this feedback, and
drew this into key themes, contained in this report,
and it was these themes that helped shape the
recommendations.

KEY FINDINGS
Stonewall found the following strengths and
weaknesses for the BBC with regards to its LGBT
diversity and practices:
Key strengths:

 Active LGBT staff network.
 Monitoring of staff identities.
 Strong declaration rates within data.
 Proactive, positive employees.
Key challenges:

 Lack of senior support in some areas.
 Lack of LGBT visibility.
 No formal ally or role model programme.
 Dispersed workforce.
 Lack of awareness around different gender
identities.
Our own research found the following:
Based on the feedback from the focus groups,
the online survey and the inbox, the main issues
affecting LGBT staff working in the BBC are
as follows:
The BBC culture:

 Staff told us that they felt there is a Hetronormative culture, particularly around language
in the workplace.

 Staff felt that their experience varied by age –
younger staff felt freer to be themselves whereas
older staff felt they needed to censor what they
shared with colleagues.

 There was a feeling by some staff that we needed
to do more to explain what bringing your whole
self to work meant and we should consider
a manifesto on this, an approach which staff
mentioned other companies using.
BBC practices and processes:

 Staff told us that inclusive language, particularly
around non-binary gender isn’t always used,
particularly by our third-party suppliers.

 Staff told us that managers aren’t always very
trans-inclusive or equipped to support staff who
are trans, particularly when transitioning.

 There was a general feeling that News & Current
Affairs output often presents balanced debates
on LGBT issues which were at odds with the
BBC’s corporate stance on LGBT inclusion, which
seemed to be invisible.

 There is a general perception that there is an open  The BBC uses the acronym LGBT and some staff
and relaxed culture for people to be themselves at
the BBC but this largely depends on who the team
manager is, where you work and where you are
based.

felt we should move towards reflecting a wider
definition and adopt LGBTQ or LGBTQ+.



Staff also told us that they felt the BBC made
assumptions that all members of the LGBT
community had similar experiences and we
didn’t consider the different identities of the
community.

Visibility of LGBT staff and role models:

 There was an overwhelming feeling that gay men
were much more visible than other identities
within the LGBT community. Lesbians and gay
women were not as visible and bisexuality was
never referenced and often misunderstood. Staff
are aware of the numbers of disclosed trans staff
in the organsiation but they weren’t aware of staff
who identified as trans.

 Staff told us that the intersectionality of LGBT
staff needed to be considered to ensure that the
different experiences of LGBT staff from different
cultures, religions or who are disabled were
explored.

 Staff were positive about the openly LGBT
people in on-air roles which helped drive a more
inclusive and understanding culture inside
the BBC.

 There was a general feeling that senior leaders
who are LGBT were not visible. Staff felt that
these role models were invaluable as it showed
that sexuality/gender identity was not a barrier to
progression.

 LGBT staff also felt that being mentored by
a senior leader who was LGBT would help in
progressing their career.
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RECOMMENDATIONS IN FULL
Based on the staff engagement findings and with support from Pride and Stonewall, the following recommendations have been made based on 4 areas:
Educating our leaders and staff about LGBT issues; increasing prominence of LGBT issues, staff, role models and the Pride network; empowering LGBT staff to
be comfortable about being open at work and increasing LGBT portrayal and talent on air.
1. Ensure our customs, practices and recruitment
are inclusive to LGBT staff. One indicator of
this would be for the BBC to be included in the
Stonewall Top 100 Workplace Equality Index.
2. Introduce an allies programme. ‘Straight allies’
have been key to advancing fair treatment of
their lesbian, gay and bisexual staff in other
companies. Their involvement, because they’re
not LGBT themselves has had a transformative
effect on the culture of the organisation.
a. Launch an allies programme with support
from Stonewall – providing a clear purpose
for allies and their role in supporting LGBT
staff.
b. Signify the allies’ role to the organisation
with email signatures or pin badges.
c. Run events across key sites, specifically
targeted at allies, featuring LGBT staff and
external speakers to aid allies’ understanding
of their role.

3. Raise the profile of senior LGBT staff as role
models and launch an LGBT staff mentoring
programme.
a. Through a comms campaign encourage the
notion of staff being able to bring their whole
self to work. We would seek to involve LGBT
leaders in these.
b. Develop a mentoring programme for LGBT
staff to be mentored by senior LGBT staff.
4. Provide support, guidance and training for
managers on supporting transgender staff,
especially when they are transitioning.
a. Provide a clear guidance document for
managers on supporting transgender staff,
particularly when they are transitioning.
b. Provide an e-learning module for all staff on
trans inclusion.
c. Support departments in raising awareness
of trans inclusion including through training
sessions and expert speakers.

5. Include and strengthen information given to
staff at induction and during diversity and
inclusion and unconscious bias training.
These need to be clearer and more specific about
LGBT concerns and issues.
a. Upfront to include more information about
BBC Pride.
b. Specific examples of LGBT issues and
concerns to be included in unconscious
bias training.
c. Diversity and inclusion training to include a
specific section on the LGBT community.
6. Review our systems and practices to ensure
they are inclusive of non-binary genders,
including by our third party suppliers and
ensure this is the case with any new systems
which are procured.
a. Work with procurement to ensure the
awarding of any contract is subject to a
suitable diversity and inclusion policy being
in place which includes LGBT, particularly
for contracts which bring third-party staff
into contact with our staff.
b. Encourage staff to use non-binary pronouns
where appropriate.
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7. Empower our Content, News and Radio teams to
cover LGBT stories and portrayal, and routinely
increase the incidental portrayal of LGBT
identities.
a. Work with all content areas and Editorial
Policy to review the guidance on language
when covering stories relating to the LGBT
community.
b. Provide guidance on the LGBT community
in content areas to increase the authenticity
and accuracy of LGBT portrayal.
i.

Encourage content makers and senior
decision makers to join BBC Pride as
allies.

ii. Pride to build a dedicated representative
community of LGBT staff and content
commissioners to drive LGBT inclusion
onscreen.
c. Regularly review on-air portrayal and ensure
that the full range of fluid sexual orientations
and gender identities are represented and
these are relevant to all our audiences.

8. Strengthen the staff network, BBC Pride, to
increase engagement with LGBT staff and allies
across the organisation.
a. Work with content, journalism, recruitment
and digital areas of the BBC to deliver an
annual programme of tier 1 events focusing
on topical themes for the LGBT community,
harnessing the power of streaming
technology to reach staff right across the
organisation.
b. Increased investment and commitment in
network activity to fund a broader range of
tier 2 events that appeal to the mosaic of
people who make up our modern day LGBT
community.
9. Introduce a reverse mentoring programme for
team managers and leaders to learn from LGBT
staff about issues, culture and barriers to career
progression.
10. Review and be explicit with our corporate
stance and guidelines on the celebration of
LGBT events including Pride festivals for
our staff and audiences. As part of this, review
the term LGBT to ensure it is still the most
appropriate and inclusive term for the range of
sexual orientation and gender identities.
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“Empower our Content, News and Radio teams to cover
LGBT stories and portrayal, and routinely increase the
incidental portrayal of LGBT identities.”
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NEXT STEPS

PROJECT TEAM

These recommendations represent the conclusion of the first phase of
this project. Once approved, additional steps will need to be taken in
order to implement them. We will:

Chris Burns – Chief Operating Officer, Deputy Director General Group

 appoint a full time project lead (reporting into the D&I team).
 ensure adequate budget and resource has been agreed in order to

Andrew Young – Diversity Lead, Radio & Education

implement the other recommendations.

 share quarterly progress with the BBC Board and Executive

Phil Harrold – Company Secretary and Head of the DG’s Office

David Walker – Internal Communications Lead, Deputy Director General Group
Karen Millington – Co-chair, BBC Pride

Committee to ensure that the project continues to meet its objectives Matt Weaver – Co-chair, BBC Pride
and to keep the momentum garnered thus far.
Manisha Bangor – Project Coordinator, Diversity & Inclusion
Proposed Timelines 2018/19
Mid September – Recommendations to be sent to the DG and Exec Co.
Mid October – Recommendations announced.
End October – Phase 2 launched and project lead appointed.
November – February – Working with stakeholders to implement
recommendations.
March – First project update to BBC Board and Executive Board.
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For all of us.

