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We at the BBC are committed to creating an environment that values difference and 

capitalises on the talents of everyone who works here. I believe this is the right thing not 

only for our staff, but also for our audiences. A diverse workforce makes for a more vibrant 

organisation, which makes for better content and that in turn means we will continue to 

attract the best.  That is why I was pleased to sponsor the disability career progression and 

culture work stream. 

At the BBC, we know that our success is founded on the expertise, commitment, talent 

and efforts of those who work in the organisation. We are committed to investing in our 

colleagues and ensuring we create a culture that fully supports their professional growth.

This project has given us a unique opportunity to hear from disabled colleagues across the 

BBC, to understand their concerns, aspirations and how we can make the BBC the best 

organisation for them. 

I would like to thank BBC Ability, Mike Ford and those of you who have attended the 

workshops we have run. Your honesty and candor have been invaluable and have helped us 

to come with a series of recommendations that I believe will ultimately make the BBC  

a better place to work for everyone.  

Anne Bulford 

Deputy Director-General  

FOREWORD



“Some of the suggestions may seem small 
within themselves, but by saying it out loud, 
we believe they can trigger radical change as 
they symbolise the culture we want to create.”
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I welcomed the opportunity to lead this important piece of work;  it is an area which I feel 

passionately about and I saw this as an opportunity to make a lasting impact on the lives of 

disabled people at the BBC wherever they work. 

That’s not to dismiss all the work that has been done to date. But it’s clear from the feedback 

we’ve received from disabled colleagues during this review, that there is more we need to do, 

to maximise the potential of our disabled colleagues and create an inclusive culture.  

Some of it is around awareness and ensuring we talk more about disability – a lack of 

knowledge in this area can lead to managers and staff un-intentionally  behaving or acting in 

a way that excludes disabled colleagues. Whilst on other occasions it’s about us making life 

easier for disabled staff to move around the organisation, without them feeling they have to 

start all over again each time they join a new team. That’s not fair on the individual and in 

an organisation of our size and scale we should be better than that.

This report does not claim to hold all the answers, but it makes a series of practical 

recommendations that address the issues disabled colleagues have identified as being 

barriers to their progress. Some of the suggestions may seem small within themselves, 

but by saying it out loud, we believe they can trigger radical change as they symbolise the 

culture we want to create. 

I am grateful to everyone who has contributed to this report. I hope I have captured your 

feedback and reflected the key priorities we talked about.  I believe this report starts to set 

the foundations for the sustainable change that we are all committed to delivering.

Mike Ford   

BBC Head of Business Systems and Programme Director

FOREWORD
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The Disability Career Progression and Culture workstream was 
launched in April 2018 and is sponsored by Anne Bulford, Deputy 
Director-General. It was one of five programmes which set out to 
create a more inclusive culture across the BBC, the other four were 
Gender, BAME, Social Inclusion and LGBT. Our aim for this project 
was to review career progression and culture as it relates to disabled 
staff; to identify best practice and make recommendations to the 
Executive Committee on how we can support the BBC to achieve its 
goals of ensuring disabled colleagues are able to thrive here. 

MAIN RECOMMENDATIONS
Based on feedback from disabled staff and the available data, the 
recommendations cover five key areas:

1.	 Raise the profile of disability through visible leadership and 
support;

2.	 Introduce an updated Disability leadership and workforce target of 
12% by 2022 to better reflect the UK;

3.	 Make accessibility a priority across all of our policies, procedures 
and ways of working;

4.	 Build a sustainable pipeline of talent;

5.	 Raise awareness and create a disability friendly environment.

The recommendations made in this report are based on a review of 
the current data available and consultation with staff either through 
workshops, one to one interviews or email.

From the current data, the BBC would appear to have a relatively 
open and “disability friendly” culture. 94.4% of people who work 
here were willing to provide data on whether they have a disability 
or not. Of those, over 2000 employees (10.4%) declared that they did 
have a disability, as defined by the UK Equality Act 2010 definition 
for disability. However while these headline figures are relatively 
positive, disabled staff also tended to be less engaged (63%) than BBC 
staff generally (69%) and other groups with protected characteristics - 
based on our 2017 staff survey. Perhaps more worryingly we currently 
have more disabled staff leaving the BBC (10.2%) than joining (8.9%).

The highest proportion of disabled staff were in bands 1-4 (12.4%),  
so there is clearly more we need to do to help disabled people progress 
their careers. At a leadership level (grades 10 and above) 9.5% of staff 
had disclosed they had a disability, this rose to 9.7% at SM1/2.

The areas where we have the highest proportion of disabled staff 
tended to be on those sites where we a have a mix of divisions and 
genres. This is perhaps not surprising on those sites there will be 
a greater range of opportunities. It might also be worth exploring 
whether the age of some of our buildings, transport links and parking 
facilities available in the area also impact on disabled people feeling 
more able to take up opportunities. This is something the Executive 
Committee should consider as it develops it’s Out of London strategy.

EXECUTIVE SUMMARY 
BACKGROUND TO THE 
KEY RECOMMENDATIONS
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%	of	disabled	staff	by	location,	April	2018	

A key part of our review was the feedback we received from disabled 
staff. Over 140 members of staff attended workshops, emailed us, took 
part in focus groups or one to one meetings. Disabled staff felt very 
strongly that they wanted role models at a senior level and for those 
leaders to share their experiences and support disabled staff.  
The data would suggest that the leaders are there, but they are not 
known to staff. 

Staff expressed concern about the way our disability figures are 
measured. Our figures are aligned to the Equality Act 2010, which 
includes non-visible disabilities and long-term illnesses. Disabled 
staff felt that the adoption of this new measure had not been widely 
reported. To ensure full transparency, staff suggested that we should 
breakdown the overall figure further, so we would have a better 
understanding of the support disabled staff required. 

The role of the line manager was key to the success of disabled staff in 
the organisation and it was felt that some leaders and managers did 
not fully understand the issues and diverse nature of disability.

This lack of awareness and understanding relating to disabled staff 
had in some areas resulted in a culture where behaviours and attitudes 
were below acceptable standards. It was felt that training should 
be given to managers, so that they are better able to support the 
progression of disabled staff, this should be in addition to Unconscious 
Bias training.

Staff acknowledged that the BBC had implemented a range of 
initiatives with the aim of supporting the careers of disabled staff. 
In general, these have been successful but staff pointed out that 
they tended to be run for a set period of time and were often run by 
separate parts of the organisation, without any central co-ordination. 

There was concern too about whether the BBC’s current 
apprenticeship and new talent programmes were able to offer the 
same level of focus and support for disabled applicants as previously 
provided by the Extend scheme. This was a view expressed [strongly]
by some disabled staff that came through the Extend scheme, who felt 
that they would not have been able to progress through any of the  
new schemes. 

Accessibility was a real issue for disabled staff. They cited how not all 
of the BBC’s technology was fully accessible. They were concerned 
too that this situation could be further exacerbated through the 
deployment of agile mobile apps especially those sourced externally. 
Initiatives like Systems Accessibility Risk Assessment (SARA) and the 
work in User Experience Design (UXD) should prevent this happening, 
but the fact that this perception exists, shows that there is more we 
need to do in this area to promote this work. 

Staff also said that whilst the BBC meets all its legal obligations 
when it comes to its buildings, there remain a number of accessibility 
issues in some of our buildings. Having a further review of our estate 
and talking to disabled staff about what more could be done in those 
places would be a useful exercise to undertake. 

Site Disabled Not Disabled

Birmingham 12.4% 87.6%

Bristol 9.7% 90.3%

Cardiff 10.0% 90.0%

Glasgow 8.9% 91.1%

London 10.1% 89.9%

Belfast 9.0% 91.0%

Salford 12.9% 87.1%

Pan-BBC total 10.4% 89.6%
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The	recommendations	fall	into	five	areas:

1.	 Raise	the	profile	of	disability	through	visible	leadership	and	
support.

a. The Deputy Director-General to continue in her role as 
Executive Sponsor to represent the agenda at the Executive 
Committee as well as providing visible leadership to support 
the delivery of the recommendations in this report.

b. Appoint a dedicated pan-BBC Workforce Disability Lead 
reporting into the Diversity and Inclusion Team to work 
closely with the Sponsor, Access Technology Team, HR, and 
Recruitment. They will have the responsibility for ensuring that 
any accessibility and technology issues are addressed and the 
needs of all disabled staff from recruitment, Access to Work, 
accessibility, training and progression are fully supported and 
communicated to all staff. 

c. Senior staff to be encouraged to come forward to share their 
experiences and career progression paths. 

d. Introduce Disability Champions across the organisation.

e. Disability to be regularly reflected across our internal 
communications, sharing individual experiences through 
storytelling and go-to guidance and support on Gateway.

2.	 Introduce an updated Disability leadership and workforce target 
of	12%	by	2022	to	better	reflect	the	UK.

a. 18% of the current working population in the UK is disabled,  
so to truly reflect this, we should be working towards this 
aim. This means that in the next two years all divisions/sub-
divisions must work hard and stretch to achieve 12% by 2022.

The 12% figure should be reviewed at the end 2020 with a view 
of increasing it in stages until we get to 18%. Accountability for 
these aims and career progression for disabled staff should sit 
with the Executive Committee.

b. Gain a better understanding of our workforce through asking 
supplementary questions on disability in our staff census so we 
can radically drive inclusion.

c. All development and leadership programmes to have disability 
representation as part of their overall cohort. 

3.	 Make	accessibility	a	priority	across	all	of	our	policies,	procedures	
and	ways	of	working.	

a. Support HR and Internal Communications to ensure that their 
processes and procedures are disability friendly.

b. Ensure that the HR Service Centre has any information new 
disabled staff may need on Access to Work, and that staff 
joining us are aware that this information is available.

c. Ensure that our buildings, offices, studios and sets are as 
accessible as possible, through Disability Access Audits, and 
prioritise funding to tackle any existing issues and ensure staff 
are fully informed (via BBC Ability Steering Group).

d. Ensure all assistive technology/reasonable adjustments meet 
the needs and standards of our disabled staff and are correctly 
resourced and funded (centrally) and arrive promptly.

e. Ensure that all or websites, Academy site and Gateway are fully 
accessible and standards are adhered to.

f. Suppliers should be scored on their accessibility as part of 
the procurement process and all equipment recommended by 
Occupational Health should be covered.

RECOMMENDATIONS IN FULL
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g. Conduct regular satisfaction surveys of Access Services, 
highlighting areas of improvement and effectiveness.  
We would recommend that Access Services are asked to 
introduce a follow up process to check that the adjustments 
they have recommended have been applied.

h. Ensure all new software (including pilots) go through a 
procurement or accessibility check before piloted or purchased.

4.	 Build a sustainable pipeline of talent

a. Ensure that our leaders and HR know their disabled staff and 
provide sponsorship and clear career plans. Managers, leaders 
and HR will work together to identify high potential talent 
and help them to progress their careers, by highlighting key 
opportunities and drive development. This will ensure the 
business has a clear pipeline and pool of high potential disabled 
staff.

b. Ensure that our trainee and apprenticeship schemes are able 
to provide specific support, networking and other tools for 
disabled applicants. This should be made clear to disabled 
colleagues when they are applying for roles, so there are no 
barriers and this is built into all schemes and new talent 
programmes.

c. Maintain ELEV8 and develop a continuous mentoring scheme 
for disabled colleagues at all levels.

d. Create a pool of disabled staff who can reverse mentor senior 
leaders in the organisation to create greater understanding.

e. Ensure that the recruitment model enables disabled people 
to flag early in the process if they have concerns/challenges 
with the traditional interview format and identity alternative 
assessment techniques to address this.

Recruitment processes and procedures to be audited by Quality, 
Risk and Assurance (QRA) the Business Disability Forum in 
association with QRA.

f. We want our attachment and training programmes to be  
accessible to all our staff and we will look to monitor 
representation of disabled candidates.

5.	 Raise	awareness	and	create	a	disability	friendly	environment	

a. Introduce a ‘BBC Passport’, this would be a centralised document 
which the individual agrees can be used to inform managers 
about their disability so that when they move area they have the 
support they need in place. It is recommended that it is piloted 
initially across the BBC and then we look to explore opportunities 
outside the organisation – cross industry or Business Disability 
Forum partners.

b. Mandate the one hour Disability Confident online training for all 
staff, and mandate the follow on training Supporting Disabled 
Staff for team managers. The aim would be to roll out the training 
by the end of this financial year.

c. Create an on-line support toolkit for team managers and staff, 
so they know the support that is available for disabled staff and 
better able to manage and support them.

d. Launch/roll out the ACT NOW app to support managers who are 
working with disabled staff.

e. Provide specific Neurodiversity Awareness training.  
This would be supported by Project CAPE (Creating a Positive 
Environment) a current BBC initiative.

f. Look to offer support to staff who wish to undertake British Sign 
Language (BSL) training and for who it would be most beneficial. 
This could be by offering time off or financial support. 



“Provide disability awareness training and create 
support tools for Team Managers and staff who 
either manage or work with disabled staff.”

“We want our attachment and training 
programmes to be accessible to all our staff 
and we will look to monitor representation, 
to ensure that disabled colleagues are 
represented.”
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To	ensure	that	the	project	maintains	momentum,	it	is	strongly	
recommended	that	the	following	is	in	place:	

 � Appoint a new disability workforce lead for phase two.

 � Appoint a dedicated project team to implement the 
recommendations.

 � To provide a progress update by January 2019 (end of Q3).  
This should be followed by quarterly progress reports which are 
shared with the BBC Board and the Executive committee.

This will ensure that any issues are flagged and addressed swiftly.

Proposed	Timelines	2018/19

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

December – First project update.

January – Disability Lead appointed.

NEXT STEPS DISABILITY PROJECT TEAM
Andrew Young – HR Business Partner, Diversity and Inclusion

Kaljeen	John – Diversity Lead, Diversity and Inclusion

Kay	Ashton – Team Assistant, ISOC BMA 2

Leena Haque – User Experience Senior, UXD CD 8.5

Luke McCullough – Senior Policy Advisor, Public Policy and Corporate Affairs

Manisha Bangor – Project Coordinator, Diversity and Inclusion

Paul Bepey – Senior Product Manager, UXD CD 8.1

Poppy Macleod – Assistant Producer, Campaigns

Sean Gilroy – User Experience Principal, UXD CD 8.5

Tunde Ogungbesan – Head of Diversity and Inclusion 



For all of us.
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