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“Changing the culture will take time but it is clear 
the will is there at the top of the organisation and 
there is an enthusiasm across it for us to lead the 
way and make a difference.” 
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This report, its subject matter, the conclusions it makes, are important. 
They are important not just from the point of view of fairness but also  
for the future of the BBC as a creative organisation. Because unless we  
are drawing on talent from all backgrounds, and getting the electric charge 
of creativity from people with a variety of different experiences in life, 
we will not be doing as well as we can do in delivering great things for 
audiences who pay the licence fee.

I feel this strongly. Classical music – an art form I strongly feel should be 
for everybody, was something I had to find for myself, and find it despite 
my background. I discovered it through Woolworths and the BBC and 
have benefitted personally ever since. Second, I am someone who was 
told, when growing up, by a person in authority, that the ‘Arts’ were not 
for the likes of me because of my background – a boy with working class 
parents. I’d be expected to do something else. Well I didn’t and I’m doing 
a job that is about bringing the greatest music and culture – including 
Classical Music – to as broad an audience as possible – one of the core 
aims of the BBC. 

The BBC has made an important first step in asking its staff about what 
their parents did and getting an indicator of the mix of social background 
of the people who work here. At 39% it is below the average for the 
population as a whole, which is 60%. So we have a few things to do  
– including looking at how we recruit, including how we reach out to 
young people who, like me, would not have ever thought the BBC was 
for them. It also means we need to look at how people from different 
backgrounds progress in the organisation, so that our creative and other 
output reflects a wide range of talents and backgrounds.

The BBC is not alone in this respect and we have looked at other 
companies who are looking at how they recruit talent from different 
backgrounds and give them the means to thrive – legal firms, accountancy 
companies, a wide range. I hope, with the recommendations in this report, 
that the BBC can give a lead to the creative sector as a whole.

So this report contains some practical measures about how we recruit and 
give support and encouragement to all our employees to thrive, no matter 
what their socio-economic background. Changing the culture will take 
time but it is clear the will is there at the top of the organisation and there 
is an enthusiasm across it for us to lead the way and make a difference.  
In the end this is a hard-nosed choice: it will ensure we are a better 
and more creative organisation, better able to reflect all the talents and 
interests of the population of this diverse country in which we live.  
We’ll make better stuff for audiences and tell stories in a more authentic 
way – whether that is drama or the delivery of news. That’s what the BBC 
is all about.

Many of the things we recommend are also reflected in other strands of 
work looking at other aspects of diversity and these come together to form 
a coherent approach to getting our approach to diversity right across the 
whole of the BBC and becoming even better at what we are here to do.

It is a privilege to lead this work and I want to thank Tunde Ogungbesan, 
Head of Diversity at the BBC, Nicola Crowther, Andrew Young and the 
whole of the Diversity Team for their hard work and enthusiasm. I also 
want to thank all those members of staff who emailed and attended 
workshops. I hope you can see your contributions reflected here. You gave 
it in an honest, direct and courageous way. I hope that we have been clear, 
aspirational and pragmatic in how we have reflected your views.

ALAN DAVEY  
CONTROLLER, BBC RADIO 3, BBC PROMS,  
BBC ORCHESTRAS AND CHOIRS

FOREWORD



“The recommendations are bold but achievable and along with 
the similar projects on disability, sexual orientation, ethnicity 
and gender will ensure that the BBC achieves its goal of being 
the most creative organisation in the world.”
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I am really proud of this report. This is one of five reports on career 

progression and culture at the BBC and they are game changers. 

They will ensure that the BBC serves its audiences even better by 

creating an even better place to work for its employees.

For many there is a perception that the BBC is a middle class 

organisation and this is why when we set our then new  

D&I Strategy 3 years ago, we wanted to address social class/social 

economic diversity. There was a perception by many of the people 

we have spoken to that the BBC is open only to people who have 

been to certain schools and universities and people have to speak 

and behave a certain way to get on, things which are not consistent 

with a diverse and inclusive culture. 

Without socio-economic diversity data we were unable to confirm 

or deny whether these perceptions were reality. What was certain 

was that if we were to indeed operate in an inclusive culture,  

socio-economic diversity had to be a priority. 

Therefore, as part of the D&I Strategy we pledged to find a way to 

measure socio-economic diversity at the BBC. We did this for the 

first time in 2017 and we now have socio-economic diversity data 

for approximately two thirds of our workforce and the data tells 

us that compared to national statistics we have more to do in this 

area to truly reflect the United Kingdom.

We are on a journey. The BBC is the only media organisation in 

the top 50 UK employers for social mobility for a second year in 

a row, so we are confident that we lead the way in our industry. 

However, we want to lead the way in the UK and I believe the 

recommendations in this report will help us get there. 

The beauty of this project, and I’d like to thank everyone involved, 

especially Andrew Young and Nicola Crowther as important 

contributors to this piece of work,  has been the fact that this has 

not been a top down piece of work but very much bottom up.  

Our colleagues have told us what they believe is required to make 

the BBC a better place to work and to progress careers.

The recommendations are bold but achievable and along with the 

similar projects on disability, sexual orientation, ethnicity and 

gender will ensure that the BBC achieves its goal of being the most 

creative organisation in the world.

TUNDE OGUNGBESAN  

BBC HEAD OF DIVERSITY AND INCLUSION 

FOREWORD
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The attraction, recruitment, and retention of people of different  
socio-economic backgrounds are important to the BBC. We want to 
ensure that anyone with potential to succeed is given the chance to 
work in our industry notwithstanding their background.  

We are therefore doing a lot in this space. We were the first 
broadcaster to measure socio-economic diversity and we are 
currently the only media organisation listed in the top 50 Social 
Mobility Employers Index for the second year running. Benchmarked 
against peer employers and professions like Journalism and Creative 
Industries we perform better.

Annually, we invest c. £7.3m in our entry level talent schemes and, 
in September 2017, we had 235 Apprentices working across our 
broadcasting and corporate functions – in TV/Radio Production, 
Network/Local Journalism, Broadcast Engineering, Operations, 
Software Engineering, Business Management & Legal. This has been a 
profound cultural revolution in the way we recruit raw talent. We have 
committed to raise the percentage of BBC Apprentices to 2.3% by the 
end of 2019 (at today’s level this is 430 apprentices). This commitment 
is unparalleled in our sector and has seen us gain national recognition 
as one of the UK’s leading apprenticeship employers with a top 
three place in the Employer of the Year category at the National 
Apprenticeship Awards 2018.

We also reached more than 1,000 schools with the BBC School Report 
project. This helped develop media literacy skills around fake news; 
journalism and digital content making for 11–18 year olds.  
The initiative also provided mentoring and volunteering opportunities 
for BBC staff and culminated in a successful ‘News Day’ on  
March 15 with young, diverse audiences creating content across  
BBC News services and platforms.

But we want to do more. We want to lead the industry and ensure that 
the people we attract and recruit are able to progress their careers in a 
culture that is inclusive.

The aim of the project was to review career progression and culture 
in the BBC as it relates to employees who grew up in or are currently 
from lower socio-economic backgrounds. It is one of five workstreams 
on career progression and culture at the BBC and there are some 
common themes which overlap some of the other workstreams within 
these recommendations. 

The project was launched under the banner of Socio-Economic 
Diversity (SED) at the end of March 2018 by Valerie Hughes D’Aeth, 
Group HR Director. The project is sponsored by Alan Davey, 
Controller, BBC Radio 3, Proms and BBC Orchestras and Choirs. 

The project focused on the identification of trends, gaps and barriers 
to making the BBC a better place to work with a view to ensuring 
better representation of different social backgrounds across all levels 
of the BBC. 

EXECUTIVE SUMMARY 
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Eight main areas have been identified as directly affecting the socio-economic diversity of the BBC workforce. These are as follows: 

 � There is an overwhelming perception based on qualitative data that 
culturally the BBC is a middle class organisation.

 � The quantitative data shows that employees from low and 
intermediate income households make up 39% of the organisation 
and although we are performing better than TV Indies, Channel 4 
and even the public sector, the national equivalent is 67%, so we 
have more to do.

 � There is a need to refocus some recruitment activities in line with 
social mobility due to both real and perceived barriers to entry.

 � A lot of outreach activity already takes place, delivered by our 
audience services teams, local radio stations, and network radio 
live events. However a strategically coordinated outward facing 
BBC presence is missing (outreach/ corporate social responsibility) 
to engage fully with its UK audiences and communities. This is at 
odds with what other large organisations are doing and hinders our 
efforts to attract a diverse range of applicants.

 � Many current and potential future employees from lower socio 
economic backgrounds find it difficult to fund travel and other 
expenses for interviews, attachments and work experience.

 � One of the key goals of the 2016–2020 Diversity and Inclusion 
strategy was to find a way to measure socio-economic diversity.  
We have achieved this and now have a picture of the  
socio-economic diversity profile for just over 60% of the 
organisation. Although this is a good start, it is comparatively  
low when compared to employee completion rates for other  
areas of diversity such as ethnicity (98% completion rate) and 
disability (94%).

 � The BBC has made huge improvements in the areas of workforce 
diversity where it has set targets. However, there are no  
socio-economic diversity targets and so change is not being driven 
at a fast enough pace within the organisation. It also gives the 
impression that socio-economic diversity is an add-on to the 
Diversity and Inclusion agenda instead of being integral to the 
strategy.

 � There are a lack of visible senior role models from lower socio-
economic backgrounds. 
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Based on the above findings the following recommendations have been made based  
on 5 areas:

Increasing the socio-economic diversity of the workforce; Building a solid and sustainable pipeline 
of talent from lower socio-economic backgrounds; Enhancing accountability and trust; Developing a 
modern, representative, agile and culturally intelligent workforce; Reviewing areas with specific  
socio-economic diversity issues.

1. Aim to provide at least 70% of places on 
apprenticeships, traineeships, internships and 
work experience for people from lower  
socio-economic backgrounds.

2. Continue to monitor and measure progress on 
socio-economic diversity workforce data.

3. Develop an Outreach/Corporate Social 
Responsibility activities to help reinvent the 
BBC for a new generation

4. Do more to help people from lower  
socio-economic backgrounds on work 
experience placements.

5. Support Recruitment in their review of process 
and procedures with a focus on inclusive 
hiring to include socio-economic diversity and 
ensure it is given the same level of priority, 
focus, support and measurement as protected 
characteristics.

6. Ensure senior staff and team managers are held 
accountable for the diversity and inclusion 
within their teams.

7. The Executive Committee to sponsor a project 
to consider the viability of introducing a career 
mobility programme throughout the BBC, 
designed to future proof the business, promote 
high performing talent and mitigate high 
attrition rates.

8. Undertake an in-depth review of all divisions 
with low socio-economic diversity and 
introduce 12-month action plans in these areas.

9. Inclusive Culture training should be made 
compulsory for all team managers alongside a 
pan-BBC Inclusive Culture campaign.

10. Introduce a BBC “Statement of Intent” on 
diversity and inclusion – to be included in the 
BBC Code of Conduct.

We carried out deep-dive analysis of the  
socio-economic diversity data we hold on staff 
(which was provided to us in the 2016/17 staff 
diversity census). We also acquired insights and 
best practice advice on social class, social mobility 
and socio-economic diversity from two external 
organisations, the Social Mobility Foundation and 
The Bridge Group.

The analysis helped us identify any differences in 
the rates and types of career progression for people 
from different socio-economic backgrounds.

Staff insights were provided through consultation 
events, emails, one to one conversations and 
staff written feedback through the McKinsey 7S 
framework. Examination of this feedback, along 
with data analysis, enabled us to then shape the 
recommendations. These were presented to staff 
in draft form before taking their final form in this 
report.

KEY FINDINGS
We asked The Social Mobility Foundation to work 
with us on this project to provide professional 
expertise and insight. Their analysis of our 
strengths and weaknesses with regards to its  
socio-economic diversity are as follows:

Strengths:

 � Lots of work going on with young people.

 � High number/level of apprenticeships and good 
data on hiring.

MAIN RECOMMENDATIONS METHODOLOGY
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 � Efforts to increase applications from a diverse 
range of universities – not just traditional Russell 
Group universities.

 � Collecting data on background of workforce – 
which is necessary but can be controversial.

 � Made the first step by collecting data, analysing it 
and committing to acting on the analysis.

Weaknesses:

 � Data collection/evaluation of work with young 
people.

 � Recruitment success rate still shows heavy 
weighting in favour of Russell Group candidates.

 � High level of existing and new staff whose 
parents are from higher managerial occupations.

 � No clear picture on where those from lower socio-
economic backgrounds fall down in recruitment.

 � Like most employers, very little done on 
progression for those from lower socio-economic 
backgrounds once at the BBC.

Activity already underway in this area:

It is important to note that work is already 
underway in this area, and whilst the feedback from 
staff is that the BBC needs to do more outreach with 
people from lower socio-economic backgrounds, 
many activities are already delivering change 
including:

 � BBC ‘Get-In’ Events to attract graduates from 
a range of universities, (instead of the more 
traditional Russell Group University Milk Round).

 � BBC presence at Industry Skills Events to 
promote career opportunities e.g. at the World 
Skills Show, attended by over 80,000 socially 
diverse young people.

 � Careers sessions at existing BBC events.

 � First Steps Talent Pools in Salford and London 
(40 places), linking with external partners in both 
locations to find entry-level talent.

 � Ring-fenced work experience placements for 
unemployed young people via Job Centre Plus.

 � BBC Radio 1 Academy, a week of workshops, 
events and Q&As designed to give 16–19  
year-olds the tools, information and inspiration 
to succeed in the creative industries

 � BBC School Report sees us help young people 
develop their skills in Journalism: 32,000 
students from 765 schools took part this year, 
supported by over 300 BBC staff. This is being 
rebranded and relaunched to become a project 
where the BBC truly opens its doors to young 
people from across the country, particularly those 
that are marginalised or harder to reach, and be 
open to young people of all backgrounds and all 
schools and youth projects but with a particular 
focus on unheard voices and marginalised  
young people.

 � BBC North Young Ambassadors scheme is part 
of our commitment to the local area around our 
base in Salford. The Scheme targets young people 
aged 16–20 from the local area without Level 3  
(eg. A level) qualifications. 

The four-month role sees them work across 
Events, Workplace Support, Reception and 
Postroom; attend training sessions such as CV 
workshops, Health and Safety, Interview training; 
shadowing opportunities with BBC content teams 
where appropriate. Since the scheme started in 
2011, it has supported 56 young people. 

 � Pre-application training sessions in London and 
Salford for people interested in roles at the BBC 
in production and journalism, including those 
from lower socio-economic backgrounds.

 � Pre-employment opportunities e.g. Radio 1’s 
Where It Begins programme, BBC English 
Region’s Kick Off Sports reporter scheme and 
BBC TV’s Mama Youth programme for young 
BAME talent.

 � 1,000 work experience placements are offered 
annually, open to all and are available via our 
central website on an equal footing.

 � Our Make It Digital traineeship saw us working 
with young unemployed people to train them in 
the basic digital skills. In all, around 2,500 people 
across the UK signed up for the programme.

 � Annually, we invest c. £7.3m in our new talent 
schemes and, in September 2017, we had 235 
Apprentices working across the BBC. This has 
been a profound cultural revolution in the way 
we recruit talent.
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From our interrogation of our staff data,  
we found the following:

 � Just over 60% of the organisation have  
provided data.

 � The socio-economic diversity of the BBC 
workforce is not representative of the UK 
population. For example, 17% of the workforce 
were educated at independent school compared 
to 7% of the population and 61% of employees 
at the BBC have parents with professional 
backgrounds, compared to 33% of those in the 
UK labour market. 

 � Employees from low and intermediate income 
households (working class and lower middle 
class) make up 39% of the organisation.  
The national equivalent is 67%.

 � Benchmarked against peer employers and 
professions such as Journalism and Creative 
Industries, the BBC performs better. For example, 
the graph opposite outlines the socio-economic 
background (parental occupation at age 14) 
of populations in different professions and 
employers.

KEY FINDINGS CONTINUED  

BBC Journalists TV Indies Creative 
Industires

Public Sector KPMG Channel 4 National 
Population 

Professions Intermediate Working Class

61% 66% 65%
57%

41%

68% 68%

33%

Socio-economic diversity at the BBC benchmarked against professions and employers



REFLECTING THE SOCIO-ECONOMIC DIVERSITY OF THE UK WITHIN THE BBC WORKFORCE 9

 � With regards to progression at the BBC, we find in general that 
those from lower socio-economic backgrounds progress more 
slowly at lower and middle management grades. For example, in 
the chart below we look at how many years it takes employees 
to progress through particular grades, considering their socio-
economic background. In grades 7 to 9, those from working class 
backgrounds typically take around 20% longer to progress compared 
to those from professional backgrounds. However, this reverses at 
more senior grades, with those from working class backgrounds 
progressing more quickly (45% more quickly considering 
progression from grade 11 to 12; and 14% more quickly from  
grades 10 to 11).

Progression rates (in years) at the BBC between grades by 
socio-economic diversity

Grades 8–9Grades 1–7 Grades 10–11 SM 1–2

Independent State Selective State Non Selective

14% 17% 23%
36%

25% 23%
21%

24%

61% 60% 56%

40%

11 to 12 2.9
2.0

2.6

3.6
4.1

4.0

3.6
3.0

3.1

3.6
3.2

3.3

10 to 11

8 to 9

7 to 8

Routine and manual occupations

Higher managerial, administrative and professional

Overall

 � The lack of socio-economic diversity at the BBC is most acute:  
in London; in the creative areas of the organisations (including, 
for example, commissioning and production); and in more senior 
grades. The graph below illustrates this final point, detailing 
diversity by type of school attended at different grades. 

Socio-economic diversity at the BBC by grade



“The feeling is that the BBC internal 
values are outdated and do not reflect 
modern Britain.”
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Based on focus groups and dialogue with staff, the main issues affecting staff from lower socio-economic backgrounds, either already working in the BBC or 
wanting to join the organisation, are as follows:

 � Many of those who come from lower socio-
economic households and have become 
successful at the BBC say it has come at a cost 
by having to hide or mask parts of their true 
identities and background. They have had to 
adapt and assimilate to fit into the perceived 
requirements of a ‘BBC person’, for example adopt 
a particular accent, dress code or social pursuits.

 � There is a perception by some that the BBC is 
elitist and does not welcome or encourage people 
from lower socio-economic backgrounds to apply 
(and so only the most confident do). Those that do 
are not always made to feel welcome.

 � It is felt that that the BBC is more removed from 
communities and audiences than ever before:

 � Communities – there is no longer a 
coordinated approach or dedicated resource 
for outreach activities which are key in 
attracting people from lower socio-economic 
backgrounds to apply for all roles (not just 
entry level) at the BBC.

 � Audiences – there is a lot of focus on appealing 
to younger audiences but this does not appear 
to include young working class audiences. 
Furthermore, when we do talk about ‘C2DE’ 
audiences it can often be in a pejorative way.

 � Money is a huge barrier to entry for people from 
lower socio-economic backgrounds who are not 
able to draw upon the ‘bank of mum and dad’. 
This is particularly acute in relation to non-paid 
work experience, a culture of short term contracts 
(particularly for creative roles) and significant 
travel costs associated with applying for roles – 
even at entry level.

 � There is a perception that the number of 
applicants from lower socio-economic 
backgrounds to apprenticeships is high but they 
still only appeal to a certain demographic and 
are not attracting the full breadth of diversity – 
furthermore the issue isn’t just with entry  
level roles.

 � Sense that some geographical areas/divisions 
are better than others – the class divide seems 
to be slightly less of an issue in the nations and 
regions but is more noticeable in London and in 
certain where it is felt that being from a working 
class background comes with more negative 
perceptions than for middle class colleagues.

 � Once inside the BBC, staff from working class 
backgrounds feel pressure to assimilate in order 
to ‘fit in’ and feel that their career advancement 
has been hindered because they don’t have 
the right accent/went to the right school or 
university/know the right people.

 � The feeling is that the BBC internal values are 
outdated and do not reflect modern Britain.  
There needs to be a refocus on audiences and 
diversity and inclusion should be integral.  
The values talk about respect but this isn’t 
reflected in the culture of the organisation, 
respect seems to be something that is expected 
for managers and staff in senior positions but 
doesn’t always work the other way round.

 � The overall consensus surrounding leadership 
within the BBC is that there is a particular 
‘style’ that is valued (confident, combative and 
competitive) which is not inclusive of BBC values 
and also isn’t always effective.

 � There also seem to be one set of rules for leaders 
and another set for staff e.g. direct appointments 
of people into senior roles. There is also an issue 
of ‘progression blocking’ i.e. some managers 
see their job as a ‘role for life’ which means that 
people below are unable to progress upwards.

 � Although slightly outside the scope of the project 
there was additional feedback about a shortage of 
working class content in BBC output which adds 
to the perception that the BBC is not ‘about’ or 
‘for’ people from lower classes.

PERCEPTIONS AND QUALITATIVE DATA
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These recommendations are based on 5 areas: (1) Increase the socio-economic diversity of the workforce; (2) Build a solid and sustainable 
pipeline of talent from lower socio-economic backgrounds; (3) Enhance accountability and trust; (4) Develop a modern, representative, agile 
and culturally intelligent workforce; (5) Review areas with specific socio-economic diversity issues.

1. Increase the socio-economic diversity of the workforce:

a. Aim to offer at least 70% of places on new entry schemes, 
apprenticeships, traineeships, internships and work experience 
to candidates from working class and lower middle class 
backgrounds as measured by parental occupation when 
growing up.

b. Continue to monitor and measure progress on socio-economic 
diversity workforce data.

c. Develop Outreach/Corporate Social Responsibility programme 
to ensure that we attract a diverse range of people from low 
and medium income backgrounds from all nations and regions 
of the UK. The remit would be to work with schools, colleges, 
universities, community groups, charities and key partners 
like the Social Mobility Foundation. The focus will be to work 
only with schools that have a high percentage of pupils on 
free school meals and aim to increase applications from a a 
diversity of universities.

Currently the only pan-BBC outreach/CSR initiative is School 
Report (SR). Whilst this is an excellent initiative it has a narrow 
focus – on school age children and a specific remit around 
promoting careers in journalism and News. 

From a socio-economic diversity perspective it is encouraging 
that discussions are underway about refocusing School Report 
to include more marginalised young people, however, this one 
initiative is not sufficient to connect the BBC fully with schools, 
colleges, communities, charities and hard-to-reach audiences.

d. Investigate ways to help people from lower socio-economic 
backgrounds on work experience placements and explore the 
possibility of bursaries for staff on lower incomes to support 
their career progression. We would ask that the idea of a living 
wage for work experience be considered by the Executive 
Committee. As highlighted by the Social Mobility Foundation, 
unpaid work experience continues to be a huge barrier for 
young people from lower socio-economic backgrounds. 

We ask the Executive Committee to also consider the following:

i. Pay the travel allowance beforehand, not afterwards.

ii. Travel and accommodation costs be paid for new entrants 
as part of the recruitment process.

iii. Advertise the opportunities more widely (for example using 
social media e.g. BBC The Social, to position the BBC as an 
inclusive employer).

iv. Bursaries for training schemes for candidates from lower 
socio-economic background households.

RECOMMENDATIONS IN FULL
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e. Support Recruitment in their review of process and procedures 
with a focus on inclusive hiring to include socio-economic 
diversity and ensure it is given the same level of priority, focus, 
support and measurement as protected characteristics.  
To include:

i. Ensuring job descriptions are in simple language and fit  
for purpose

ii. Reviewing the effectiveness of anonymised applications 
and consider contextualised CVs/applications as a more 
inclusive approach. 

iii. Exploring innovative and multiple ways people can apply 
for jobs and report to the Executive Committee on the 
various options.

2. Build a solid and sustainable pipeline of talent from lower  
socio-economic backgrounds and develop candidates for 
succession plans:

a. Undertake a piece of research with The Bridge Group to 
allow us to further understand the barriers to progression for 
BBC staff from lower socio-economic backgrounds, through 
interviews with a range staff from the Executive Committee to 
Apprentices.

b. Ensure that our leaders know their staff from lower  
socio-economic backgrounds, identify those that show strong 
potential and act as their sponsors and advocates by identifying 
career development and progression opportunities.

c. HR to provide dedicated resource(s) to support managers and 
leaders in providing targeted career management advice to help 
these staff.

The manager(s) will work closely with leaders to identify 
high potential talent, help to progress their careers, highlight 
key opportunities and drive development. This ensures the 
business has a clear pipeline and pool of high potential staff 
from underrepresented groups.

d. All development and leadership programmes to be monitored 
to ensure there is a representative percentage of staff from 
lower socio-economic backgrounds.

3. Enhance accountability and trust:

a. Introduce a BBC “Statement of Intent” on diversity and 
inclusion – to be included in the BBC Code of Conduct.

b. Ensure senior staff and team managers are held accountable for 
the diversity and inclusion within their teams. Diversity and 
Inclusion/progression objectives to be included in every Team 
Manager’s objectives – at every level. With the requirement for 
specific evidence.

c. For all Team Managers applying for new roles, we expect 
applicants to provide evidence of their contribution to 
championing diversity and inclusion and proof of impact/
outcomes. This will include inclusion index scores and diversity 
and inclusion objectives. BBC values to be a heavily weighted 
part of any interview questions.

d. Divisions and sub-divisions must report on progress made on 
these recommendations on a quarterly basis to the Executive 
Committee and should disclose progress in the Annual Report 
with an explanation where compliance has not been achieved.

e. Recommendations from the BAME career progression 
and culture review on accountability and trust should be 
implemented with other forms of diversity in mind, including 
socio-economic diversity.
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4. Develop a modern, agile and culturally intelligent workforce:

a. The Executive Committee through HR, to sponsor a project 
to consider the viability of introducing a career mobility 
programme throughout the BBC, designed to future proof the 
business, promote high performing talent and mitigate high 
attrition rates.

b. Cultural awareness training should be made compulsory for 
all team managers alongside a pan-BBC Inclusive Culture 
campaign. This should be rolled out in the next 12-months on 
top of the Unconscious Bias training which has already been 
mandated. The training should include understanding of the 
richness of the socio-economic diversity of the UK.

c. Run an annual “respect in the BBC” campaign across the 
organisation to talk about race and inclusion. The campaign  
to focus on inclusion and the value of all types of difference.  
It must be done in a fresh, interesting and provocative way that 
feels authentic and not like a corporate message.

5. Undertake an in-depth review of all divisions with skewed  
socio-economic diversity representation or below par employee 
survey results:

a. Undertake an in-depth review of all divisions with low  
socio-economic diversity and introduce 12-month action plans 
in these areas. Full accountability will sit with the Divisional 
heads that will be required to update on progress to the 
Executive Committee on a quarterly basis.

RECOMMENDATIONS CONTINUED
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The 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:

 � Appoint a project lead (reporting into the D&I team).

 � Conduct a Reach, Quality, Impact & Value (RQIV) report on 
Recommendation 1b (the establishment of a BBC Outreach/CSR 
programme).

 � Ensure adequate budget and resource has been agreed in order to 
implement the other recommendations.

 � To ensure that the project continues to meet its objectives and to 
keep the momentum garnered thus far it is strongly recommended 
that quarterly progress reports are shared with the BBC Board and 
Executive committee.

Proposed Timelines

September – Recommendations to be sent to the DG.

October – project announcement.

End October – Phase 2 launched and project lead appointed.

November–February – Working with key stakeholders to implement 
recommendations.

March – First Project update to BBC Board and Executive Board.

NEXT STEPS SED PROJECT TEAM 
Nicola Crowther – Diversity Lead, BBC Nations & Regions

Andrew Young  – Diversity Lead, BBC Radio & Education

Yvette Pusey  – Business Coordinator, BBC Radio 3

Manisha Bangor  – Project Coordinator, Diversity & Inclusion 



For all of us.
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