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Foreword

This report from the Broadcast Equality and 
Training Regulator (BETR) marks a step change 
in what we know about the relative success 
the broadcast industry is having in meeting its 
obligations to equal opportunities based on  
gender, race and disability. 

This year we know a great deal more about the 
workforce in terms of the numbers of people 
employed and how well they do in rising through 
the ranks; but also what future strategies and 
action plans broadcasters have in place.

The model for reporting has been developed 
by the industry in close association with us, 
so we are confident that the will is there to 
work for improvement. This combination of 
quantitative and qualitative data is both more 
intrusive and more demanding than previously 
and so can be said to represent a desire to 
bring about change.

The picture painted in the report is both 
encouraging and challenging. Against a 
backdrop of retrenchment and lay-offs, 
women, people from minority ethnic 
communities and people with disabilities are 
holding their own, and in some senses gaining 
a little. But there is still a long way to go. 
There is a host of activities and initiatives, but 
all too often without an overarching strategy 
or sense of direction. Yes, something must be 
done, but it has to be done more effectively. 
Too much recruitment is still being carried 
out on a ‘who you know’ basis. There is still 
too much stereotyping when it comes to 
recruitment. Just as worrying is that some 
still lack basic knowledge about reasonable 
adjustments or the requirements of the wider 
equalities legislation.

The BETR will be working with the 
broadcasters to improve performance around:

• Collecting and using workforce  
monitoring data;

• Actions that help to recruit, develop  
and retain talent from a more  
diverse background;

• Creating leadership, commitment  
and shared responsibility for valuing  
talent from a more diverse background;

• Encouraging broadcasters to track success 
in creating a talented diverse workforce.

We will be challenging ourselves to secure a 
general improvement across the industry over 
the next years and challenging broadcasters 
to publish their policies and workforce data.

The reason all this matters is not just a  
matter of fairness. Broadcasting is, above  
all, a people business. If broadcasters miss 
out on recruiting, developing and retaining the 
best talent, they are depriving themselves of 
the opportunity to do even better.

Stephen Whittle 
BETR Chair



Equal Opportunities Report 2009  •  BETR   •  2

Format of the Report

This report is in three parts – The Executive Summary, The Report and The Appendices.

The Executive Summary pulls together the key points and headlines from the body of the 
report into a separate, freestanding document. It also provides a point of view from the  
BETR, highlighting some of the key points from the report and challenges for the future of  
co-regulation and issues of equality and diversity in the broadcasting industry. 

The main Report is based on the data collected in the 2009 returns. It is in four sections;  
an outline of each is set out below. Throughout the report there are some short statements 
from companies who have been willing to share what the BETR has read as good practice.  
They will form the basis of an EO Good Practice Case Study Portfolio.

The Background Section sets out in detail the legislative framework and the broadcasters 
covered by this report. It sets the broadcast industry within the UK industrial landscape.  
It also provides the reader with an update on the steps to co-regulation undertaken by the 
BETR in partnership with the Industry and Ofcom. It also explains the approach and results 
of the co-regulation model development that has underpinned the returns request for 2009. 

The Findings Section provides the detailed analysis of the data returns, which 
substantiate and underpin the conclusions and recommendations. This starts with the 
key findings from across the industry, referencing other data sources. We have then 
looked at the data in more detail by gender, race and disability from both a quantitative 
point of view, as well as qualitative analysis based on the self-evaluation framework 
developed during 2009. The collated data tables are to be found in the Appendices.

The Summary Section sets out the conclusions from the current data and makes some 
recommendations for the future. It also expresses a view explaining some of the limits of  
the current data and what would be useful for the industry as a whole to know about itself.  

The Next Steps Section highlights some of the issues and approaches to the future of co-
regulation. The final section of the printed report is a list of companies that completed a self-
evaluation return for 2009.

The Appendices – available as PDF files on the BETR website – provide definitions of key 
terms, relevant sections of the 2003 Act and a full summary of the statistics from the collated 
data drawn from the broadcasters’ reports. They explain the work of the Equal Opportunities 
Planning Group and the role of the Advisory Panel in supporting the Co-regulator. A summary  
of the scope of activities of the representative groups on the Advisory Panel is included.    
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Executive Summary 

This is the second annual report on Equal 
Opportunities in the Broadcast Industry produced 
by the Co-regulator and the first produced under 
its new name as the Broadcast Equality and 
Training Regulator (BETR). The report is based on 
broadcasters’ returns to the BETR for the 2009 
reporting round.

Whilst this report is the fifth in the 
series instigated by Ofcom in its role for 
promoting Equal Opportunities, as set 
out in the 2003 Communications Act, it 
is the outcome of a significant change to 
the details and range of data required of 
broadcasters in reporting under the new 
co-regulatory model.  

This report shows how women, people 
from minority ethnic groups and people with 
disabilities are currently employed across the 
broadcast industry and how this compares 
to their employment a year ago. The report 
also considers the strategies and actions 
broadcasters state that they are taking to 
promote Equal Opportunities in employment 
on gender, race and disability.  

Key Facts
Workforce Data

• 70 Companies are required to report, of 
which 54 are TV and 16 Radio. 

• This represents a workforce of 60,935 
(68,391 in 2008).

• Of which 44% women (45% 2008),  
11% BAME (10% 2008), 2% with  
disabilities (2% 2008)1. 

• The reported fall in employment has 
disproportionately impacted on contractors 

and freelancers and particularly on female 
contractors and freelancers.

• No indication that women, people from 
minority ethnic groups and people with 
disabilities have been disproportionately 
affected by the overall fall in employment 
across the industry.

• There has been a measured rise in 
representation of women reported at 
Board level from 18% to 25%2. 

• No change in employment of people with 
disabilities from 2%3. 

• Representation of people from minority 
ethnic groups remains static at 11%.

• People from minority ethnic groups  
and those with disabilities are  
represented in similar proportions  
at all levels of the hierarchy.

• We have limited knowledge of  
Non-executive Board Directors.

Self-evaluation Framework 

• Overall scores for Motivate and Evaluate 
are lower than Act; this could be indicative 
of a tactical, rather than strategic, approach 
to equality. 

• Over half of all companies score Low,  
this means they report Base across all  
nine strands of the framework.   

1    For comparison see www.greatplacetowork.co.uk Report ranks UK 7th for women in exe / senior management with 24.3%. 
Top is Poland with 44%, lowest Switzerland with 9.6%.

2    This figure does not include Non-executive Board Directors; so this figure is not indicative of overall Board composition.   
A formal request will be included in the 2010 return.   

3  This percentage is based on the total workforce.
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• Company size is not a determinant of High 
performance, with two small (under 100), 
two medium (100–500) and three large 
(500+) reporting this level of provision.  
This is only 10% of the reporting group. 

• Many companies say they perform equally 
across gender, race and disability. This 
seems unlikely given the reported make  
up of their workforce.

Looking at the Data   

The starting point was to gather key numbers 
from the returns on gender, race and disability. 
Differences between public and commercial 
broadcasters and location (Southeast and  
the UK as a whole) were also examined, as 
were differences due to company size and 
sector. Where significant these differences  
are highlighted in the full report.     

Falling Employment across the Sector

The effects of the recession continue to 
be felt. Employment within both TV and 
Radio broadcasting has decreased over the 
past three years, with particularly marked 
falls in Terrestrial Television. Since 2007 
ITV, C4 and Five have alone cut over 2,000 
jobs. The broadcast industry continued to 
be characterised by challenge and change 
over the past year. The Radio broadcast 
sector has been experiencing consolidation, 
leading to a smaller number of larger players.  
Competition across both the commercial 
Television and Radio sectors continues to 
grow. The consolidation and competition has 
been compounded, as the recession increased 
financial pressure on broadcasters and as 
advertising revenues fell during 2009.  

It is of little surprise, therefore, to see that 
the total employment figures reported by 
broadcasters have fallen in the year by over 
10%. This fall in employment does not appear 
to have disproportionately affected people 
from minority ethnic groups, women or  
people with disabilities.  

Urgent Need to Reframe the  
Diversity Approach

In our report last year we highlighted the 
barriers to entry and development for women, 
people from minority ethnic backgrounds 
and people with disabilities face within the 
broadcasting industry. These are set out again 
here below, as the 2009 data provides further 
evidence that these barriers remain.

a) Informal recruitment practices:  
The description of the sector as one that 
often relies on contacts and networks to 
gain entry to jobs and organisations is a 
practice that has been identified as more 
disadvantageous to women, people from 
minority ethnic backgrounds and people 
with disabilities. Unpaid work placements 
are a particular barrier for people from  
low-income backgrounds.

b) Attitudes and perceptions:  
Reports have highlighted the tendency 
that persists within the industry to 
make assumptions about the potential 
of Professionals with disabilities or to 
pigeonhole Professionals with disabilities 
and minority ethnic Professionals into 
projects and programmes based around 
their own identity group. Stereotypes 
about the potential of women to succeed 
in more technical and engineering roles are 
also reported to continue.
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c) Lack of role models and mentoring: 
The lack of senior level role models and 
availability of Mentors, in particular for 
people from minority ethnic backgrounds,  
people with disabilities and women with 
care responsibilities has been highlighted  
as an important career-limiting factor.  

d) Accessibility: Reports of premises and 
accommodation that are not accessible 
to people with disabilities, or of lack of 
reasonable adjustments being made  
to meet the needs of people with 
disabilities, continue.

e) Lack of clear entry routes and career  
paths: The lack of professional status  
and clear career paths has been  
highlighted as discouraging people  
from minority ethnic backgrounds in 
particular from entering the industry.

f) Freelance working: The uncertain nature 
of freelance work and the prevalence of it 
within the industry have been highlighted  
as a barrier to women with care 
responsibilities in particular and have 
been shown to account for some women 
dropping out of the industry. It is also 
thought to adversely affect more people 
from minority ethnic groups, who are more 
likely to belong to lower income households 
than the average white British household.

g) Lack of good practice approach to 
diversity in organisations: The approach 
broadcasters are taking to achieving 
equality and diversity has come under 
criticism in recent years. Whilst it is 
acknowledged that there is often a good 
level of top commitment to this issue, it 
is argued that this is not translated into 
good practice throughout the organisation.  
Broadcasters are criticised for treating 
equality and diversity as an ‘add-on’ 
marginal issue rather than one that is 
central to its business.  

We have the added benefit this year of 
analysing in more detail the approach 
broadcasters are taking to addressing these 
barriers and promoting equality, through their 

responses to the self-evaluation framework.  
The results clearly show the limitations of  
the tactical approach to equality, which has 
been widely adopted across the industry.  
Whilst initiatives can be helpful, it is clear  
that it is essential for the industry and 
individual broadcasters to build a strategic 
approach that:

• Emphasises the added value of diversity  
to the industry;

• Creates strong leadership and  
commitment to change;

• Introduces a planned and sufficiently 
resourced approach to change;

• Ensures shared responsibility and 
accountability for change across 
organisations;

• Monitors to ensure that actions are being 
effective in achieving change.

Promoting Good Practice across Equality 
and Training & Skills

For the first time we have been able to 
analyse and review both EO and T&S returns.  
We highlight some aspects in the body of this 
report. We can also compare performance 
across both models. For example, for EO 
only 25 of the 70 reporting companies score 
50% or more, whilst on T&S 53 score 50% 
or more. With a few exceptions most of 
the 25 EO group who score 50% or more 
are also in the High-scoring T&S group. 
This picture is more mixed when looking at 
High performers in T&S; there is no clear 
correlation to EO performance. We feel this 
might suggest that Training & Skills is more 
systemic within many broadcasters than EO. 
But it also indicates that companies who 
perform well on EO also perform well on T&S. 
This is certainly indicated by the response 
to the EO Self-evaluation framework. More 
companies score highly under the Act element 
than they do under Motivate or Evaluate.  
There are many initiatives, but more limited 
approaches, to strategy. It suggests that we 
have an opportunity to work with the higher 
performing Training & Skills companies to 
bring their EO performance into line.
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Next Steps

Our aims are that by the end of the reporting 
period in 2013:

• At least half of the broadcasters who  
are now positioned in the Low performance 
category of the self-evaluation framework 
will have moved into a Medium level  
of performance;

• The proportion of broadcasters who are at 
a High level of performance on the self-
evaluation framework will have matched 
those reporting on Training & Skills.

We will focus our attention on increasing the 
capability of broadcasters in four key areas:

• Collecting and using workforce  
monitoring data.

• Actions that help to recruit, develop and 
retain talent from a diverse background.

• Creating leadership, commitment  
and shared responsibility for valuing  
talent from a diverse background.

• Encouraging broadcasters to track success 
in creating a talented and diverse workforce.

We recognise the importance of broadcasters 
learning from good practice and we will 
therefore use a range of approaches and 
methods that capitalise on existing successes, 
knowledge and role models within and outside 
the industry. During 2010 – 2011, we will:

• Run masterclasses and practical workshops;

• Create awards to celebrate and 
communicate good practice;

• Develop good practice case studies;

• Improve and extend the BETR  
Equality Guidebook;

• Create a forum for all engaged in EO 
through the Advisory Panel;

• Encourage broadcasters who are currently 
exempt from the reporting process to 
adopt the self-evaluation framework;

• Commence validation visits to broadcasters.

2009 was the year we piloted our approach 

to gathering both quantitative workforce 
data and qualitative information through the 
self-evaluation framework on the approach 
broadcasters are taking to promoting equality 
in employment. We are also able to learn from 
this pilot year and, whilst we have no intention 
to change the models of data collection next 
year, we do want to improve our systems and 
processes to make data collection easier and 
even more accurate.

To this end, over the next year, in time for the 
next reporting period, we will:

• Improve the online system for reporting 
Equal Opportunities; 

• Develop a clear distinction between 
Permanent, Contract and Freelance; 

• Request broadcasters report on Board 
membership at end of 2010.

Recommendations to Broadcasters

Based on the reports we have received from 
broadcasters in this first pilot year, it is clear 
that there are some specific areas of focus 
that will help improve the promotion of 
equality in employment across the industry.  
We therefore recommend that over the next 
year broadcasters:

• Ensure they have robust employee data by 
race, gender and disability;

• Know the make-up of their Non-executive 
as well as Executive Board by race,  
gender and disability;

• Publish their equality policies and key data;

• Develop measureable employment 
practices that specifically address gender, 
race and disability; 

• Ensure the business case for a diverse 
workforce is integrated into broadcasters’ 
strategic planning;

• Involve their Senior Leaders in taking 
responsibility for promoting equality in 
employment;

• Ensure that Managers and staff at all 
levels understand their responsibilities in 
promoting equality in employment and are 
accountable for this.
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The New Co-regulatory 
Framework 
This is the first annual report on Equal 
Opportunities (EO) in the Broadcast 
Industry for which the BETR has full 
responsibility. It has been produced by 
the BETR from broadcasters’ returns 
for the 2009 reporting round. It is the 
fifth in the series instigated by Ofcom. 
This year it is based on quantitative and 
qualitative data provided by broadcasters 
to the BETR as the Co-regulator for Equal 
Opportunities, as of April 2009. The BETR 
has been able to implement a full co-
regulatory environment a year ahead of 
schedule and will build on the framework 
and feedback from broadcasters to ensure 
an even more effective framework next 
year. The ambition of the BETR remains 
to encourage and support improvements 
in equality of opportunity as a route to 
achieving improvement in diversity in the 
broadcasting workforce. 

Current Scope
This report covers the period January to 
December 2009. It is based on the data 
request made by the BETR to broadcasters 
in the first quarter of 2010. The new 
framework developed in partnership with 
the industry requested that broadcasters 
report to the BETR on the composition 
of their workforce and provide a self-
evaluation report on their approach and 
delivery of EO.    

The scope of this report is also bound by 
the guidance requirements on promoting 
Equal Opportunities, as set out in the 2003 
Communications Act; i.e. women, people 
from minority ethnic groups and people 
with disabilities. Therefore, as in 2008, this 
report analyses the levels of representation 
of women, minority ethnic groups and 
people with disabilities within the broadcast 
industry as a whole. It is further subdivided by 
Radio and TV. We also looked at differences 
between public service broadcasters and the 
rest of the sector.

Introduction
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The UK Industrial Landscape and 
the Broadcast Industry
According to the UK Commission for 
Employment and Skills, between 23–24 
million people are in employment overall.   
It is generally an ageing workforce, with  
40% aged 45 years old or older and with  
a growing proportion of the over-60s  
still in work.

We are an economy based on small 
companies; an extraordinary 95% of all 
companies employ fewer than ten people.

Broadcasters are members of two 
overlapping sub-sectors of the economy, 
which the government expects to be 
drivers of growth and recovery in the 
next few years. The first of these are the 
so-called creative industries. Creative 
Industries. These include Film, TV, Radio, 
Photo Imaging, Interactive Content Design, 
Publishing, Computer Games, Advertising, 
Cultural Heritage, Music and the Performing 
/ Visual Arts. 

Their contribution to the economy is 
estimated at around 6% of GVA (gross 
value added) or around £60 billion per 
annum, and the government estimate is 
that they employ around 1.5 million people.

The second sub-sector is the so-called 
Digital Economy. This has two components: 
the Technology and Content Industries 
including the Creative Media, and covering: 
Film, Animation, Commercials, Pop 
Promos, Corporate production, Facilities 
and Interactive Media, Advertising, Music 
and Design. Exports from this sub-sector 
total £7 billion per year and it employs 
approximately 930,000 people.

Our co-regulatory partner, Skillset, as 
a Sector Skills Council, has a growing 
footprint in the Creative Industries and its 
reports cover broadcasting, both Television 
and Radio, but in this wider context. It is 
worth noting that Skillset’s Employment 
Census for 2009 (available to read in full  
at www.skillset.org/research) suggests 
inter alia:

• Employment within both TV and Radio 
broadcasting has decreased over the past 
three years, with particularly marked falls in 
Terrestrial Television;

• The age profile of employees in 
broadcasting is younger than in the overall 
UK employment landscape – especially in 
the Cable & Satellite broadcasters, where 
the mean age of employees is 37.2 years.

Terrestrial Television

This year demonstrated the remarkable 
resilience of Television, in the face of the 
worst economic climate for at least 30 
years, and arguably since the birth of the 
medium. Ofcom’s communications research 
suggests that consumers in hard times 
prioritise their Television, Radio and phone 
consumption: they are the new ‘essentials’, 
it seems.

The commercial Terrestrials: ITV, Channel 
4, Five, GMTV, SMG, UTV, and S4C were 
all challenged by the decline of their 
advertising revenues, the traditional staple 
of their business models, but viewing 
by audiences stayed high. ITV enjoyed a 
particular revival in its audiences through 
its top-rating entertainment programmes, 
such as the X Factor and, and Britain’s 
Got Talent. This live and interactive event 
television developed into truly multi-
platform phenomena, through social 
networking websites, mobile phone,  
and digital channel spin-offs.

Terrestrial Television was in some ways, 
though, treading water. The debate over 
the future of public service broadcasting, 
and in particular, of ITV’s regional news 
provision, of Channel 4’s and Five’s long-
term sustainability, and of the role and 
size of the BBC, was not resolved even 
by the long-awaited publication of the 
government’s Digital Britain Report. There 
were also changes at the top of both ITV 
and Channel 4, and moves by RTL, Five’s 
owners, to sell the company.

Background
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With some key regulatory and ownership 
issues still to be determined, it was still 
clear that the digital and internet revolutions 
continued to gain pace. The Terrestrials  
were all positioning themselves for the  
fully digital future – planning to grow 
audience share through their digital 
channels, available free to air, through 
Freeview and Freesat, as well as seeking 
new revenue streams and / or audiences 
through multiple platforms.

The BBC, with its relatively recession-proof 
licence fee, was at the forefront of this 
multi-platform charge. Its iPlayer continued 
its extraordinary growth. The BBC, in 
preparing the ground for the next licence fee 
review, sought ways to make its resources 
more widely available through a range of 
partnerships. Although not all of these 
developed successfully, there was notable 
progress in the Training and Development 
area. The BBC Academy and College of 
Journalism made a growing amount of 
material openly available on their website.

Cable & Satellite Broadcasting

The Cable & Satellite sector is 
extraordinarily diverse, covering as it does 
global multimedia conglomerates, through 
to small companies, catering often very 
successfully to niche markets of special 
interests or minority ethnic communities.  
For many the economic context was as 
challenging as for the Terrestrials, although 
those with a subscription business model 
were a little more protected from the 
storm of recession.

For the largest player, BSkyB, 2009 was 
another good, and very profitable year. 
Their success was driven by increasing 
subscription revenue, not just by increasing 
audiences, but also by turning technological 
innovation into revenue-generation. By 
the end of 2009 sales of High Definition 
subscriptions had doubled in a year to  
1.3 million.

No sooner had customers got used to 
HD, 3D started to become the new big 
thing. Hollywood’s blockbuster successes 
such as Avatar, were followed remarkably 
quickly by pilots of 3D for Television, in 
sport for example. While there were many 
3D sceptics, it was clear that technological 
innovation was never going to stand still.

Multichannel broadcasting, while 
dominated by BSkyB and Virgin Media 
(who put their channels up for sale this 
year) is still characterised by diversity. 
Niche audiences, whether of interest or 
ethnic group, may be more loyal than most 
audiences. In the face of recession, while 
there were some redundancies and some 
churn, the large majority survived, even if 
they did not thrive, in this most difficult  
of years.

UKTV believe in maximising 
human potential throughout 
the organisation and 
that recognising different 
ideas, beliefs and cultural 
traditions in the workplace 
adds value for individuals 
and the business. At UKTV 
the Executive Leadership 
Team is accountable for an 
inclusive workplace, with the 
company diversity profile 
presented and discussed  
on a quarterly basis.  
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Radio

As with Television, the main story this 
year was of resilience and of remarkable 
audience loyalty.

This was a year of stabilisation for 
commercial Radio after the consolidation 
of the sector into the fewer, bigger groups 
that had been formed by the mergers and 
acquisitions of the previous two years.  
BBC Radio continued its strong 
performance, with some concern from its 
competitors that some of its networks, 
notably Radio 1 and 2, were making too 
great an inroad into their market.

As with TV, there were two main trends 
evident from the recession, one positive, 
and one negative. The positive was the 
growth in listening, on both analogue  
and digital. RAJAR figures indicated that 
Radio remained one of the most popular  
of media, with nearly 46 million people 
tuning in every week, and with some 31 
million people tuning into a commercial 
Radio station.

The downside was the decline in advertising 
revenue, which hit Radio early, as well as 

the growth of competition for buyers’ 
decreasing budgets from the internet 
and mobile media. There were some 
encouraging signs by the end of 2009 
that revenues might be bouncing back; 
commercial Radio reported 7% growth in 
the last quarter.

Whether recovery would be sustained 
into 2010 was still to be seen, but the 
more structural changes in the sector 
continued.  The move to digitalisation, 
both of platforms and content creation 
continued.  RAJAR reported that 20% of 
Radio listening was via a digital platform by 
the middle of the year, and Ofcom surveys 
suggested that nearly half the population 
claimed to own a digital radio.

The Digital Britain Report and the Digital 
Economy Bill, which became law in the 
dying hours of the old Parliament early in 
2010, set a framework for Radio to move 
to a digital future, with the possibility of a 
switch-over in five years or so. The Radio 
sector welcomed this bill, giving, as it said, 
greater certainty and increased flexibility 
for Radio.
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Equality: the Changing  
Legislative Framework
On 8 April 2010 the Equality Act received 
Royal assent. The Equality Act 2010 (the Act) 
brings together discrimination law introduced 
over four decades through legislation and 
regulations. It replaces most of the previous 
discrimination legislation, which is now 
repealed. The Act tackles inequality and 
prevents discrimination at work and in other 
circumstances against people who have 
‘protected characteristics’ which include: 

• Age,

•  Disability,

•  Race,

•  Sex,

•  Pregnancy and maternity,

•  Gender reassignment,

•  Marriage or civil partnership status, 

•  Religion or belief,

•  Sexual orientation.

Other key features of the Act include:

• An individual can make a claim if they are 
directly discriminated against because of 
a combination of two relevant protected 
characteristics.

• It enables employers to favour under-
represented groups during the recruitment 
process to increase the diversity of their 
workforce, provided the candidates are of 
equal suitability. 

• It prevents employers asking job applicants 
questions about disability or health before 
making a job offer, except in specified 
circumstances.

• Discrimination claims can be brought 
because of perception and/or association

 Discrimination because of perception takes 
place where an employer or others in the 
workplace behave as if the person has the 
characteristic and treats them worse than 
others as a result.  This applies whether the 

perception is true or not, even if the employer 
or fellow workers know that the person does 
not have the protected characteristic.

 Discrimination because of association takes 
place when a person is treated worse than 
another person because they associate with 
a person with a protected characteristic. 

The current planned timetable is for the  
main sections of the Act relating to 
employment, equal pay and services to  
come into effect in October 2010. For  
more information on the Act, please see:  
www.equalities.gov.uk/equality_bill.aspx 
and www.equalityhumanrights.com

All broadcasters are covered by the  
Equality Act. However, to date there has 
been no indication that the requirements 
for broadcasters to report on activities and 
achievements being made in promoting race, 
gender and disability equality in employment, 
as detailed in the Communications Act,  
will be extended to cover other  
protected characteristics.

The 2003 Communications Act
Under the terms of 2003 Communications 
Act UK licensed broadcasters with more 
than 20 employees have been required to 
report to Ofcom their arrangements for Equal 
Opportunities on the basis of gender, race and 
disability. Under the terms of the Act Ofcom 
has a duty to require Licensees with more 
than 20 employees to make arrangements 
for promoting equality of opportunity under 
those three strands. The relevant section of 
the Act is set out in the Appendices of this 
report. The approach to date by Ofcom has 
required broadcasters to report each year 
on the outcome of those arrangements. In 
addition, as part of Ofcom’s wider public 
service duties to promote equality of 
opportunity across these three strands, it 
has published a toolkit for broadcasters to 
encourage improvement in making these 
arrangements. The requirement embodied 
under the 2003 Communications Act should 
not been viewed in isolation, but in the 
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context of compliance requirements with the 
general employment legislation demanded of 
any employer.

Broadcasters employing fewer than 21 people 
under a single licence or as part of a larger 
operating group, or those who are licensed 
to broadcast for less than 32 days per year 
during the reporting period were exempt from 
having to provide the information requested.  
However, all broadcasters had to report 
their exemption from this requirement in a 
statement lodged with Ofcom. This process 
will continue under co-regulation and the 
BETR will record the exemption status of  
all companies.

The BBC and S4C are not licensed by Ofcom.  
However as public sector broadcasters, they 
do have an equivalent requirement to ensure 
that they promote Equal Opportunities. The 
BBC and S4C have participated in Ofcom’s 
reporting system to date on a voluntary basis 
and have agreed to so do under the  
co-regulatory model.

Broadcasters Covered  
by this Report
During 2009 the BETR worked with Ofcom  
to amalgamate all the data on companies 
holding an Ofcom licence. From this work we 
now have a unified database that identifies  
all companies who are required to make a 
return to us. We also have the task of collating 
claims from companies who are exempt from 
this process. 

In the 2009 data collection round 70 
companies were required to submit a report, 
of which 16 were Radio and 54 were TV. 
Those companies that provided both services 
were designated as TV unless they specifically 
requested otherwise. We are pleased to 
report a 100% compliance with the 2009 
return request.

Under the co-regulatory model the request for 
information is in the first instance made by the 
BETR but, should companies fail to make a 
return, the matter will then be passed back to 
Ofcom to take action as appropriate. 

At the time of publishing there were a number 
of exempt Licensees in breach of their 
conditions for failing to submit the necessary 
information, despite numerous reminders from 
the BETR. These have been passed to Ofcom 
and they are currently considering the further 
action to be taken.

UKRD communicate the 
company’s strategy and goals to 
achieving an inclusive workplace 
to all new employees, at regular 
All Staff meetings and through 
properly resourced culture and 
values training, to ensure active, 
Group-wide commitment. 
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The Co-regulation Model
In last year’s report the BETR set out its 
approach to a new model of co-regulation 
that would be effective and applicable to 
all broadcasters. Throughout 2009 we 
have worked very closely with the EO Co-
regulatory Planning Group, chaired by Andy 
Doyle, Group HR Director of ITV. This, along 
with the Advisory Panel, enabled the BETR 
to develop a model that would deliver 
appropriate results, yet was accepted by the 
broadcasters. It is this model that was used 
as the basis for the reporting process in 2009.  
The model was reviewed by both the Planning 
Group and informed by consulting advice from 
the Advisory Panel. We conducted numerous 
pilot tests with representatives across the 
industry and satisfied ourselves that the 
model was robust and effective for all sizes  
of companies.  

We had agreed with broadcasters that the 
model should:

• Be flexible enough to be relevant to all 
broadcasters, Small, Medium and Large  
both in Television, Radio and Cable & 
Satellite. Location should not be an issue;

• It should have both qualitative and 
quantitative measures that would 
cover workforce, as well as a qualitative 
framework that would be supported 
through a self-evaluation form. The 
qualitative side should be structured in 
such a way to measure progress, as well 
as challenge broadcasters in their current 
pathway to developing a truly diverse 
workforce;  

• In addition it was agreed that a model of 
validation would be put in place once the 
framework had been accepted and proved 
to be robust and effective.

Self-evaluation Guidebook
Introduction to EO

Quantitative Data
Employment stats  

with some additions  
to Ofcom dataset

Guidebook
Definitions & guidance  

on completing the  
data returns

Links
Toolkits

Case Studies

BETR Support Team

Qualitative Data
A series of questions  

based on new model of 
Motivate, Act, Evaluate

Guidebook
Feedback & guidance  

on improving 
performance & rating
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Regarding the workforce data, the Planning 
Group reviewed several iterations of a 
reporting model before an Excel spreadsheet 
was circulated more widely to a pilot group of 
companies for review and comment.

The general consensus was and remains that 
the data requested was fair and reasonable; 
the challenge for us all was to make it as 
straightforward as possible for users to be 
able to enter the data. This was no mean 
feat. But we believe that in the online system 
(that is open to all to review) we have met 
this challenge and provided a system that is 
straightforward to use. A sandbox version 
was also developed along with a screen-by-
screen support slide deck. See:  
www.ldinbroadcasting.co.uk/_returns/ 

As a consequence several companies have 
requested that we keep with the current 
format, not only to make their reporting 
task easier for next year, but so that they 
will restructure or develop their own internal 
frameworks for gathering and holding 
workforce data based on the BETR template. 

On the qualitative side the concept and  
design was the biggest challenge, not the 
online implementation.  

The BETR worked in partnership with 
broadcasters through a Planning Group to 

design a framework for self-evaluating and 
reporting on progress in promoting equality in 
employment across race, gender and disability. 

In developing this, our aim was to create a 
framework that not only provides significant, 
industry-wide information on the successes 
being achieved in promoting equality and 
key blocks to progress, but also one which 
is of practical use to broadcasters. We think 
we have devised a framework that is clear, 
compelling and easy to use. In addition it 
provides useful information that – as each 
broadcaster completes it – offers guidance 
and indications for how to further improve 
performance in creating an inclusive workplace 
where everyone can reach their potential. 

The self-evaluation framework is built on a 
research-based model of how organisations 
achieve progress in creating a diverse and 
inclusive workplace. This model is already 
used by over 100 UK organisations seeking 
to improve their performance on race, gender 
and disability equality4. We have adapted it 
to meet the unique needs of the broadcast 
industry. The framework comprises three 
elements – Motivate, Act and Evaluate – 
which each have three strands. A full grid is 
shown on the inside back cover of this report 
and can be found on the BETR website along 
with the EO Guidebook.

COMMITMENT RECRUITMENT

DEVELOPMENT

RETENTION

RECRUITMENT

DEVELOPMENT

RETENTION

LEADERSHIP

POLICIES & RESOURCES

MOTIVATE ACT EVALUATE

4  See Opportunity Now and the Employers’ Forum on Disability.
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Self-evaluation

The framework shows three levels of progress – Base, Medium and High provision – and 
we ask each broadcaster to evaluate the level at which they are currently positioned for 
each strand. The levels build on the achievements made in the previous one. That is, Medium 
provision includes the achievements of the Base provision and the High provision includes the 
achievements of the Base and Medium provisions. The model is cumulative. 

Broadcasters are asked to indicate which level most accurately describes their organisation’s 
current position individually on race, gender and disability. In this way, we are able to identify 
progress on each of these issues separately, as well as draw an overall view of the industry’s 
progress towards promoting equality in employment.

The Guidebook

The Guidebook has been devised to help broadcasters:

• Self-evaluate with more confidence;

• Benchmark their provision against that of other broadcasters;

• Identify actions they could take in order to reach a higher level within a strand;

• Access relevant reference material and case studies.

This product is still in development and all broadcasters can contribute comments and content.

We did have a few technical issues with the first few companies reporting, these were all 
resolved and we now have a robust and stable system that will form the basis for co-regulation 
over the next three years as we request returns and instigate the validation round in 2011.

Broadcasters have been informed of the planning process towards co-regulation through the 
Planning Group and through our regular Newsletter and update on the BETR website. We have 
responded to any enquiries from direct contact with an update from one of the team members.  
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Co-regulation, the Pilot Year
The BETR had two major tasks to complete 
from the time of the Ofcom invitation to take 
up the work in April 2009. The first was to 
produce the 2008 EO Report based on the 
returns supplied to Ofcom from broadcasters. 
Although working with the Ofcom dataset 
the 2008 Report was well received by all 
broadcasters as a great step forward, not 
only in the analysis, but in some of the 
background information and proposals  
set out in that report.  

The next step was to develop the new model 
with its two prime components of the self-
evaluation framework – the qualitative grid 
and the quantitative element – looking at 
workforce data to a far deeper level than had 
been previously asked by Ofcom. The steps to 
this process have been previously set out in 
the co-regulation model section.

The initial project plan was to move to full co-
regulation for the reporting round at the end 
of 2010. But due to the progress made with 
the Planning Group, and, more importantly, 
the reports back from piloting and testing 
the new online system, it was felt it was 
robust enough to make the reports from 
2009 effectively a live pilot for all companies.  
The BETR had the capacity to support all 70 
companies, should they find it a difficult task 
to complete. This approach was endorsed 
by both the Planning Group and the BETR 
Board. To make this task possible, the launch 
was staggered with T&S and the deadline 
for submission extended to March 2010 for 
the 72 companies required to submit (two 
companies fell below the threshold during the 
reporting period). This made for a clean break 
from the old model and enabled the BETR to 
gather data a year ahead of the initial plan. On 
14 June 2010 initial findings were presented 
to the broadcasters and the BETR received 
feedback from broadcasters on these findings 
and the overall process. 

From this feedback we will review and develop 
revisions to the model and system, which 
will then be ready for the full launch at the 
end of 2010. We will also be developing new 
tools and resources to the system based on 
our own findings from the 2009 returns as a 
means of encouraging change in the industry.  
The full reporting round for Year One will open 
at the end of December 2010, with a view 
that all companies will report to us by the end 
of January 2011. By that time we will have 
put our new EO Validation Team in place and 
validation visits will start no later than March 
2011, although it is anticipated if reporting 
goes as smoothly as it did this year, we will 
start much earlier, probably in February.

Under the agreement and arrangements 
with Ofcom, a three-year cycle of reports  
will begin in 2011 and continue until 2013.   
Ofcom will be reviewing the effectiveness  
of the new co-regulatory model in 2011,  
based on the experience of the first two 
years. The validation visits will also inform 
how effective we have been in influencing 
behaviours of broadcasters and, more 
importantly how the broadcast industry  
can gain from the collective market 
intelligence and knowledge we will gather 
through the self-evaluation process and  
the validation visits.

Gathering workforce data is a complex 
process. Both the BETR and the broadcasters 
have learnt a great deal through this process 
of arriving at a single unified model for 
describing the workforce. The challenge 
has been to balance the data we would like 
to have with the practicalities of the data 
available within companies. Many companies 
have very different approaches to how 
they record information on their staff. We 
were guided by the Planning Group, whose 
membership is drawn from broadcast 
companies and we agreed an appropriate 
starting point for the 2009 data model.   
The approach we took is that there are three 
characteristics or attributes for an individual 
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within a company, these are:

• Identity (gender, race, disability)  
(NB these are the only three attributes 
 that we are charged with gathering under 
the 2003 Act),

• The role, production, broadcasting or shared 
services, coupled with seniority, and,

• Employment status – Permanent,  
Contract or Freelance.

In the initial design phase much time and 
effort was put into devising a workforce 
data model that could capture details of job 
role and job families. Broadcasters advised 
the BETR that they could not respond to 
that level of detail, based on the workforce 
data that they retain. In addition many of the 
Medium-sized companies would not be able 
to take a clear view on particular job roles for 
any one individual, as many are multitasking 
in the new demands of the industry. In many 
cases it was a challenge for broadcasters 
to define whether their staff were in 
production, broadcasting or shared services. 
Two freely admitted that they found it more 
straightforward to put all their staff under 
shared services, given that they not only have 
a production role as possibly a Journalist or 
Engineer, but also provide a shared service 
function within the organisation.

In the pilot study we were also very cautious 
about asking broadcasters to give us full 
details in addition to permanent staff for  
both contract and freelance. We therefore 
asked them to give us full details relating to 
permanent staff and a summary relating to 
contractors and freelance staff.

For the majority of freelance staff there is 
very limited information. The best we can 
expect from the industry is a head count, but 
most companies retain very little information 
for the freelancers other than the details for 
payment. In addition even the relatively small 
company might have anything up to 600 
freelancers on their books, but on the day of 
the workforce data return or request, which 
we set at 31 December 2009, they may only 

be employing 10 or 15 of those people. This is  
the data from which we are working.

Contract staff  is a little bit more complex. 
We did discover through the pilot exercise 
that many companies put contract staff on 
their HR systems. Most of those systems 
can  extract contractors as a separate group 
but some did include contractors in their 
permanent staff numbers. It does mean our 
data on contract and freelance staff has 
some ambiguity and we will only get a clearer 
picture when we make our second request 
at the end of  2010. Therefore we suggest 
the reader should treat the data we have 
on contractors and freelancers with some 
caution. A true validation of this data will 
only emerge at the close of the 2010 return 
request at which time we can report more 
fully on the findings that have emerged  
this year.

Looking at the attributes in a little more detail, 
we will start with identity. This is the prime 
individual attribute and is independent of role 
or employment status. As previously stated, 
we are charged with recording information on 
gender, race and disability.

• Gender – the number of men and women 
employed by an organisation by role, 
seniority and terms of contract.

• Race – the ethnic mix within the organisation 
by gender, role, seniority and terms of 
contract. We set out the minimum data 
required of broadcasters to be aligned with 
Ofcom’s original remit, which was all BAME 
employees, all white employees and all 
unknown minority ethnic group employees.  

We did expect that companies would be able 
to provide more detail of the different minority 
ethnic groups of their staff.

We found that most companies were able  
to comply with this request, however, we  
do recognise more support and definitions 
are needed. Therefore, our reporting in this 
first pilot year focuses on the top level, aligned 
with Ofcom’s original remit. We aim to report 
on race at a more detailed level next year.
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• Disability – this was data from people who 
have declared a disability by gender and 
race. We had added an option to report 
specific disability groups, should companies 
capture this data. This was the most poorly 
reported aspect of the workforce data 
request and there was some confusion 
over the reporting format. We intend to  
be clearer on our definitions and support 
for the 2010 round.

The Role

As previously stated, this is a difficult area in 
the broadcast industry, given the enormous 
changes that have taken place, but we 
retained the view that we could have a broad 
sweep of understanding of the role of an 
individual through knowing they were working 
in production, broadcasting or shared services, 
coupled with their seniority. Further details  
are given in the Appendices to this report.

We took the view that different companies 
will allocate staff differently in some areas, 
for example Journalists could be within 
production or broadcast. However, it was 
very difficult for us to be descriptive as 
to where staff should sit within any one 
organisation. Shared services was an easier 
or more straightforward task to comply as 
it tends to be consistent in most companies, 
picking up finance, Human Resources, training, 
procurement and other back office functions.

Role and seniority are obviously tightly 
coupled and we arrived at four definitions  
of ranking of individuals from Board through 
to general staff. These again are set out in  
the Appendices.

A Note on Contract and Freelance Staff

This year it is not possible to validate reporting 
consistency across the industry, therefore the 
BETR is not going to formally report on these 
groups specifically. A comparative study will 
be conducted in 2011 based on the 2010 and 
2009 returns.

At Turner Broadcasting 
the commitment to and 
importance of a diverse 
workforce is shared by the 
CEO and Senior Management 
Team, with bonuses 
dependent on successful 
diversity activities. The 
company’s news channel, 
CNN, strictly adheres to  
its mission statement  
WE ARE WHAT WE AIR.  
For the growth of our 
business, we will reflect 
diverse audiences and 
perspectives in our 
programming and  
support an inclusive  
culture for our people.   
WE AIR WHAT WE ARE.
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Analysis and Findings 

This section shows how women, people from 
minority ethnic groups and people with disabilities 
are currently employed across the industry.  

5   It should be noted that this fall in numbers may be attributable in part to the way in which employers have reported their 
workforce data, with some including contract and freelance staff with permanent staff. The 2010 data will enable firmer validation.

It also provides a comparison between the 
2009 data and, where possible, previous 
year’s reporting data. It should be noted that 
the variation in totals in some tables, shown 
in the Appendices, is due to some differences 
in accounting for employment status of 
permanent, contract or freelance.   
We suggest these anomalies have little 
impact on the overall picture.

This section then considers the actions 
broadcasters report via the self-evaluation 
framework that they are taking to promote 
Equal Opportunities in employment on gender, 
race and disability. However, we have found 
that in this, the pilot year, few employers have 
differentiated their levels of action within the 
nine strands. For this reason, our analysis and 
comments on the framework results cover the 
general action being taken. However, it is clear 
from cross-reference with the workforce data, 
that differences in practice across the three 
identity groups exist. This therefore prompts 
the need for more guidance and direction to 
be taken with broadcasters to bring this out 
more clearly within the framework reporting 
next year.  

Drawing on the findings highlighted in this 
section we set out our recommendations and 
suggested actions in both Next Steps and the 
Executive Summary.

The Workforce
A total of 60,935 staff were reported as being 
employed across the sector in 2009. This is a  
fall of 10.9% from 2008 employment levels 
when a total of 68,391 were reported as 
employed. The majority of staff (92.9%) are 
employed within Television with just 4,269 
staff employed within Radio.

The fall in employment within the industry has 
predominately affected freelance and contract 
staff, whose numbers have dropped by 37% 
over the past year and now only make up 5% 
of the reported workforce, compared with 
14% in 20085. These numbers are mirrored by 
the Skillset data on the reported losses to the 
industry and job losses of over 2,000 in ITV,  
C4 and Five alone.  

Employment of Women
The total number of women employed in the 
industry has fallen by 13.1% over the past 
year to 26,656 in 2009. This is slightly more 
than the fall in overall employment in the 
industry, which fell by 10.9% to a total of 
60,935 in 2009. It is also more than the fall 
in employment experienced by men in the 
industry, which has dropped by 8.9%  
to 34,279 in 2009.   

Due to the overall drop in employment, 
representation of women in the sector has 
fallen by a small but measurable 1%, from 
44.9% in 2008 to 43.8% in 2009.  

Women make up 46% of the workforce  
in Radio and 44% of the workforce in 
Television. Across the industry more  
women are represented in production  
(44%) and shared services (45%) than  
within broadcasting (39%).
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Representation of Women across the Hierarchy

Representation of women reported at Board level across the industry has risen from 18% in 
2008 to 26% in 2009. There are 90 women and 253 men in the most senior leadership roles in 
the industry. However, it is clear that not all broadcasters record data on the gender, race and 
disability of their Non-executive Directors and therefore this figure does not quite represent a 
complete picture. A matter we highlight in our recommendations to broadcasters.

There is a significantly higher representation of women at Board level in Television (31%) than 
within Radio (9%).

Within production women make up 30% of Board level roles; 26% within shared services and 
25% within broadcasting.

There has been less change at senior management level, however, with 36% of women at this 
level in 2009 compared to 34% in 2008. The representation of women at this level is slightly 
higher within Television (37%) than in Radio (32%).

The representation of women at management level overall across the industry remains static 
at 41%. Again, their representation is slightly higher at this level within Television (42%) than in 
Radio (38%).

Representation at staff (non-management) levels has fallen slightly across the industry, from 
47% in 2008 to 44% in 2009. Slightly more women are represented at staff levels within Radio 
(49%) than within Television (44%).

Representation by Contract Type

The largest fall in employment across the industry has been experienced amongst contract 
and freelance staff, who now only make up 5% of the reported workforce in the 2009 return, 
compared to 14% in 20086.   

There has been a fall of 11% in the representation of women amongst contract and freelance 
staff over the past year. In 2008, 47.6% of contract and freelance staff were female; in 2009 
this has dropped to 36.6%. This contrasts with the picture last year, when the representation  
of female contract and freelance staff increased by 6% from 2007.

The representation of women in contract and freelance staff is lower within Radio (28.5%) than 
in Television (38.9%).

Representation of Women across the Hierarchy within the Broadcast Industry

6     This figure should be viewed with some caution as some broadcasters have included their freelance and contract staff figures 
within their permanent staff figures.
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Employment of Minority  
Ethnic Groups
The total number of people from minority 
ethnic groups employed across the sector 
increased by only 100 over the past year 
to 6,801. As the overall number of people 
employed in the industry has fallen in this time, 
this has resulted in a very slight increase in the 
representation of people from minority ethnic 
groups from 9.8% in 2008 to 11% in 2009. 

There is a higher representation of people from 
minority ethnic groups employed in Television 
(11.4%) than in Radio (7.3%).

The ethnic background of a sizeable proportion 
of the industry’s workforce – 12%, or 7,386 
people – remains unknown. This means either 
that the broadcaster has not yet collected 
this information or that the individuals prefer 
not to say. The BETR will be working with 
broadcasters to improve this situation.

There is a slightly higher representation of 
people from minority ethnic groups working 
in production (12.6%) than in broadcasting 
(10.8%) or shared services (10.7%).

Despite efforts by several broadcasters to 
attract and recruit people from minority ethnic 
groups, their representation in the industry has 
changed little since 2005 (9%).

Whilst the overall representation of people 
from minority ethnic backgrounds in the 
industry is higher than the national figure 
of 7%7, it is far lower than the minority 
ethnic workforce in London, where many 
broadcasters are based.

Representation across the Hierarchy

Whilst people from minority ethnic groups make 
up 11% of the workforce across the industry, 
they make up just 7.3% at Board level and 7.8% 
at senior management level. In contrast, they 
occupy 12% of staff (non-management) posts 
and 9.6% of management posts.

However, the representation gap – the 
difference in representation of people from 
minority ethnic groups at the most senior 
Board level compared with staff level – of 
around 5% is smaller for race than for gender, 
which has a representation gap of 21%. 
As the later section on race and gender 
shows, women from minority ethnic groups 
experience a similar fall-off in representation 
as white women as they progress up the 
hierarchy. This data suggests that there 
may be more barriers facing women, both 
white and those from minority ethnic 
groups, progressing up the hierarchy than 
for men from minority ethnic groups. The 
representation of people from minority 
ethnic groups groups at Board and senior 
management levels has increased slightly  
over the past year from 6.6% in 2008 to  
7.8% in 2009.

People from minority ethnic groups make up 
almost 8% of Board and Senior Managers 
in both Television and Radio. However, they 
make up only 5% of Managers in Radio, 
compared to 9.9% of Managers in Television. 
They make up 9.4% of staff in Radio, 
compared to 12% of staff in Television.

7  UK Commission for Employment and Skills National Strategic Skills Audit for England 2010 Report.

At CNBC the annual  
appraisal process includes 
assessment of inclusiveness  
in the workplace.
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The highest representation of staff-level employees from minority ethnic groups is reported 
as being within production (13.2%), compared to slightly lower representation within shared 
services (11.2%) and broadcasting (10.8%). 

However, the highest representation of employees from minority ethnic groups at senior 
management and Board levels is reported as being within the broadcast functions of the industry. 
People from minority ethnic groups represent 12.8% of senior management roles within the 
broadcast function, compared to only 6.1% within production and 6.5% within shared services.

Representation by Contract Type

The representation of people from minority ethnic groups has risen slightly amongst both 
permanent staff – from 10% in 2008 to 11.5% in 2009, and freelance and contract staff – 
8.4% in 2008 to 9.5% in 2009. As the number of freelance and contract staff has been greatly 
reduced over the past year, the actual number of people from minority ethnic groups employed 
in this way has also reduced to a total of 222 (from 821 in 2008).

Whilst the number of contract and freelance staff employed in radio are small – 230 – , 26.5% 
are reported to be from minority ethnic groups. In contrast, only 7.8% of contract and freelance 
staff in Television are from minority ethnic groups.

Race and Gender

Of the 6,801 people from minority ethnic groups employed within the industry, 44% are women 
and 56% are men.  

Women from minority ethnic groups, like white women, are not represented as well at the top 
of the hierarchy in Board and senior management roles as they are at more junior staff levels.  

However, there is an indication that the glass ceiling for minority ethnic women might start 
earlier than for white women. Of the total number of women from minority ethnic groups 
employed across the industry, 11.5% are employed at management level, compared with 15.9% 
of the total number of white female employees. 1.6% of all women from minority ethnic groups 
are Senior Managers, compared with 2.8% of white women.

% of Workforce from BAME Backgrounds
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Employment of People with Disabilities
In the year 2008 – 2009, the total number of people with declared disabilities reported to be 
working within the industry increased by a total of only 38, to 1,478. People with declared 
disabilities are now reported to make up 2.4%8 of the workforce.

However, there are several indications that reporting on disability may be lower than the actual 
representation of people with disabilities working within the industry. Broadcasters report 
12.2% of the industry workforce to have an ‘unknown’ status on disability. That is, employees 
have not declared whether or not they have a disability. It is notable that 16 companies have 
no information on disability within their workforce. 44 companies report that they have no 
employees who have declared a disability. This is a matter of concern and is referenced in our 
recommendations for next steps by broadcasters. 

There is a higher representation of people with declared disabilities within Television (2.6%) 
compared with Radio (0.5%). 

However, there are fewer staff for whom it is unknown whether or not they have a disability 
within Radio (5.9%), compared to Television (12.4%).

Representation across the Hierarchy

The representation of people with declared disabilities at Board level across the industry has 
increased from 1% in 2008, to 3% in 2009. This equates to a total of ten people.

The number of people with declared disabilities at senior management level across the industry 
has decreased by three to a total of 31. This equates to 1.7% of Senior Managers.

2.4% of Managers and 2.5% of staff (Non-managers) have declared disabilities, as reported  
this year.

Within Radio 1.2% of Board members and Senior Managers have declared disabilities, compared 
with 1.7% within Television.

Within Radio 0.5% of Managers have declared disabilities, compared with 2.5% within Television.

Within Radio 0.6% of staff have declared disabilities compared to 2.6% within Television. 

0.0%

0.5%

1.0%

1.5%

2.0%

2.5%

3.0%

Board Level Senior 
Management

Managers Staff Total
Employment

% of Workforce who have Declared a Disability

8  This is based on the total workforce, it rises to 3% if freelance staff numbers are removed from the total see Appendix IV (d)     
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Spread of Performance Overall: Motivate, Act and Evaluate Combined
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Disability, Gender and Race

Of the 1,478 people with a declared disability reporting as working within the industry, 52%,  
or 765, are women. 

Women with a declared disability occupy just 0.6% of Board and senior management roles 
across the industry. They make up just 1.1% of management across the industry and 1.3%  
of staff.

Of those 765 women with a disability working within the industry, just 73 are from a minority 
ethnic group. Only nine are employed above staff levels.

The Self-evaluation Framework

Overall Performance
The qualitative model enables us to understand how and the extent to which broadcasters are 
creating organisations that attract, develop and retain talent from a diverse background. Whilst 
the model is split into three elements, it represents an overall approach to change, with each 
element and strand being of equal importance. It is therefore interesting to note that when the 
scores for all of the elements and strands are put together, over half of all broadcasters (56%) 
currently report as being at the Low end of performance on this model. A third (34%) are at 
Medium levels of performance and only 10% report as being at High levels of performance.

Of the three elements, Act has scored the highest overall (64%). This is possibly an indication 
of a tactical, rather than strategic, approach being taken to promoting equality. Notably, the 
Evaluate strand, which ensures that monitoring is undertaken to ensure that the actions being 
taken to promote equality are effective, has the lowest score of all three strands (47%).

In the following sections we take a look at how broadcasters assess themselves on each of the 
elements of Motivate, Act and Evaluate and the strands within them.
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Motivate
Around a quarter of broadcasters (27%) report themselves as High performers on the  
Motivate strand. Half the broadcasters report themselves as Medium performers and 23%  
as Low performers.

Notably, a third of broadcasters report themselves as being Low performers in having achieved 
the necessary levels of Commitment to achieving equality in employment (33%) and as having 
the necessary Policies & Resources in place (36%). Just under half of broadcasters (43%) report 
themselves as Low performers in having the Leadership in place to achieve Equal Opportunities.

The Motivate element assesses the extent to which broadcasters have the essential 
foundations in place to help build and sustain a talented diverse workforce. Notably, 
broadcasters’ self-assessment of their position on these foundation elements suggests that 
much more work remains to be done to ensure both the Commitment to and Leadership of 
Equal Opportunities in employment is in place.

The Motivate strands of the model also assess the extent to which broadcasters have a strategy in 
place that will motivate and enable their organisation to create an inclusive workplace with improved 
opportunities for everyone, which will help them achieve business success. 

Specifically within the Motivate element, broadcasters are asked to report their progress 
against three strands:

• Commitment: The extent to which everyone engaged in delivering their business has a 
shared understanding of the importance of creating an inclusive workplace with improved 
opportunities for everyone has a role and responsibilities in achieving this goal.

• Leadership: The extent to which Senior Decision-makers lead and are accountable for 
creating an inclusive workplace that supports business performance.

• Policies & Resources: The extent to which clear policies are in place to underpin the strategy 
for creating an inclusive workplace with improved opportunities for everyone and the extent 
to which the necessary resources are in place to realise these policies and objectives.
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Organisations that have a High level of 
Commitment to promoting equality:

• Clearly communicate why an inclusive 
organisation with improved opportunities 
for everyone is important and how it can 
help them achieve business success;

• Ensure that their employees know what 
they can and should do to help them 
achieve an inclusive organisation;

• Ensure that employees have the skills, 
knowledge and resources to fulfil their  
roles and responsibilities in creating an 
inclusive organisation;

• Hold all employees formally accountable for 
helping to create an inclusive organisation.

Organisations that have a High level of 
Leadership in promoting equality:

• Identify their current strengths and 
weaknesses in promoting equality;

• Set out their priorities in creating an 
inclusive organisation;

• Have Senior Decision-makers who are 
accountable for achieving equality and 
regularly communicate on the progress 
being made and future plans – internally 
and externally.

Whilst almost a quarter of broadcasters (23%) 
do report themselves to be High performers in 
having the necessary Policies & Resources in 
place to achieve equality in employment, only 
17% report themselves to be High performers 
on Leadership and 14% on Commitment. 

Organisations that have a High level of 
performance on Policies & Resources:

• Have guidance, standards and policies  
that support their aims in creating an 
inclusive workplace;

• Draw on expertise when needed to help 
them achieve their aims;

• Allocate the necessary resources to ensure 
their aims can be achieved and policies 
carried out across the whole organisation.

Similar proportions of Radio and Television 
broadcasters report themselves to be High 
performers on Commitment, Leadership 
and Policies & Resources. However, a larger 
proportion of Television compared to Radio 
broadcasters report themselves to be Low 
performers on these three strands.

At CNBC the annual  
appraisal process includes 
assessment of inclusiveness  
in the work place.

In 2007 ITV launched the Positive Action Trainee Scheme. Designed 
to promote and help secure a more diverse workforce, this scheme 
offers a one-year paid training scheme for a group of talented BAME 
trainees. 20 trainees completed this programme in 2007 in Leeds 
and Manchester, working and training both on and off the job, 
within ITV and various partner media organisations. Each trainee 
was supported by an external BAME Mentor. 76% of the trainees 
had secured employment or further training in their chosen field.  
The scheme was rolled out across the whole of ITV in 2008.



27  •  BETR  •  Equal Opportunities Report 2009

Act
A third of broadcasters (35%) have reported themselves to be High performers on the Act 
strand. Only 16% report as Low performers and 49% see themselves as Medium performers.  

Within the Recruitment strand, half the broadcasters report themselves to be at a Medium level 
of performance (54%). Few broadcasters (17%) have scored themselves as High performers and 
29% report themselves to be Low performers.

Given that little improvement has been achieved in the recruitment of people from minority 
ethnic groups or people with disabilities over the past four years across the industry, there is 
clearly more specific action required to achieve improvements in Recruitment and create more 
High-performing broadcasters in the area of Recruitment.

The Act element of the model assesses the extent to which broadcasters are taking action to 
create an inclusive workplace and improve opportunities for everyone. Specifically, the model 
focuses on action being taken in three strands:

• Recruitment: The extent to which broadcasters are operating a fair recruitment process and 
working to attract and appoint the best talent from a diverse pool.

• Development: The extent to which broadcasters are identifying and removing any barriers to 
individual development, succession and reward, so that all their employees can realise their 
full potential and are fairly rewarded within the workplace.

• Retention: The extent to which broadcasters are taking appropriate steps to accommodate 
the different needs of their employees to help nurture and retain talented people from  
all backgrounds.
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High-performing organisations in promoting 
equality in Recruitment:

• Favour open competition for jobs;

• Ensure that recruitment and selection 
procedures are free from bias and 
unnecessary criteria;

• Actively seek out and encourage 
applications from under-represented 
groups;

• Ensure that everyone involved in the 
recruitment process has the skills and 
knowledge they need to avoid bias  
and discrimination.

It is a similar picture within the Development 
strand, where 50% of broadcasters report 
themselves as being at a Medium level of 
performance in ensuring equality in how  
staff are developed and rewarded.   
However, a third of broadcasters (37%)  
report themselves as Low performers and  
only 13% as High performers.

High-performing organisations in promoting 
equality in Development:

• Ensure all employees have access to 
training and development;

• Ensure that everyone involved with 
training, development, promotion and 
succession planning knows how to 
avoid bias and discrimination and is able 
to respond to the diverse needs and 
aspirations of individual employees;

• Are committed to a system of equal pay 
and rewards for work of equal value for all 
their employees;

• Make changes, where needed, to ensure 
that a diverse group of people from 
different backgrounds are encouraged to 
enter and are represented across a range 
of occupations, hierarchies and jobs.

More broadcasters report as being better 
developed in promoting equality in their 
retention strategies and approaches. A third 
(33%) report as being High performers; almost 
half (48%) as Medium level performers and 
only 19% as Low performers.

A High-performing organisation that promotes 
equality in Retention:

• Has the necessary policies, procedures 
and resources in place to ensure that they 
do not discriminate and can be quick to 
respond, where possible, to the varying  
and changing needs of their employees. 
This might be when an employee develops 
a disability or when they become pregnant, 
for example;

• Has created an organisational culture with 
behaviours that do not discriminate and 
values talent from a range of backgrounds;

• Ensures that no one is subject to 
discrimination as a result of reorganisation 
or redundancy programmes.

Whilst there is little overall difference in the 
reported performance of Radio and Television 
broadcasters, more Radio broadcasters (44%) 
report themselves as High performers on 
Retention than Television broadcasters (30%).

At CNBC the annual  
appraisal process includes 
assessment of inclusiveness  
in the work place.

At Liverpool Football Club  
there is a high level of 
commitment to equality and 
diversity. All Managers are 
accountable for creating an 
inclusive workplace, through 
regular reviews, targeted 
resources and reasonable 
adjustments. 
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Evaluate
Overall the Evaluate element scored lower across all broadcasters than the Motivate and 
Act elements. Less than five broadcasters reported High performance on the three strands 
of Recruitment, Development and Retention. Over half the broadcasters reported Low 
performance on each of these strands – 64% reported Low performance on evaluating 
Recruitment and Development and 56% reported Low performance on evaluating Retention.

There is little difference on performance between Radio and Television broadcasters. No Radio 
broadcasters reported High performance on any of the Evaluate strands.

The Evaluate element assesses the extent to which broadcasters evaluate the success of their 
actions to create an inclusive workplace and consider inclusion and diversity in their future 
planning. The element includes the same three strands as within Act, but applies an evaluation 
lens to them:

• Recruitment: Tracks the extent to which broadcasters monitor their success in recruiting a 
diverse workforce and identify priorities for improvement.

• Development: Tracks the extent to which broadcasters monitor the development of their 
employees and how they reward them and compare experiences of employees by race, 
gender and disability and identify priorities for improvement.

• Retention: Tracks the extent to which broadcasters check how successful their actions are in 
meeting the different needs of employees and if priorities for improvement are identified.
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A High-performing broadcaster that evaluates 
Recruitment will:

• Monitor the identity groups of all job 
applicants and their progress through each 
stage of the recruitment process to final 
appointment;

• Use this information to help identify where 
barriers to employment for different groups 
might exist and identify the actions needed 
to remove them;

• Evaluate if their own and their recruitment 
agency actions to attract and recruit talent 
from diverse backgrounds are working and 
make recommendations for priority areas 
for action to their Senior Decision-makers

A High-performing broadcaster that evaluates 
Development will:

• Regularly monitor the diversity represented 
within their succession plans and compare 
the take-up of training and development 
and the career progress achieved by 
employees from different identity groups; 

• Check to ensure that there are no formal 
or informal barriers to employees from 
different groups realising their full potential 
within their organisation; 

• Evaluate the impact of the actions they 
have taken to encourage the career 
development of employees from under-
represented groups; 

• Test that there are no unfair differences in 
the rewards and benefits employees from 
different groups receive and take action to 
remedy this, should differences be found; 

• Regularly report the findings of evaluations 
to Senior Decision-makers and recommend 
actions that will help to continuously 
improve performance.

A High-performing broadcaster that evaluates 
Retention will:

• Monitor and compare the identity groups of 
all employees who leave their organisation 
and identify any diversity-related reasons 
for leaving; 

• Assess whether employees from different 
identity groups are over-represented in any 
redundancy programmes;

• Regularly check whether actions to meet 
the differing needs of employees are 
made quickly enough and are effective in 
nurturing and retaining talented employees 
from diverse backgrounds; 

• Report any issues for concern and any 
successes to Senior Decision-makers, 
recommending priorities for action from 
this analysis.

Bloomberg have created 
recruitment marketing events 
to help improve the numbers of 
female and BME employees that 
they are hiring into technology 
and finance.
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The BETR report this year takes a closer 
look at broadcasters’ approaches to 
promoting equality and diversity, as well 
as at the workforce data analysed across 
gender, race and disability. We believe that 
it is this spotlight on approach that holds 
the key to shifting the industry so that it is 
better equipped, not only to draw on the 
best employees from diverse backgrounds, 
but also to understand and reflect the 
interests of diverse, discerning viewing and 
listening audiences. The BETR, in its role as 
Co-regulator is well positioned to work in 
partnership with broadcasters to encourage 
and facilitate the change in approach that is 
needed to achieve this shift.

Before turning to our conclusions and planned 
focus of action, below is a summary of the 
2009 reporting headlines.

Summary Analysis of Results

Workforce Composition

The workforce data for 2009 tells us once 
again that little has changed in the diversity 
of the broadcast industry workforce.  
Representation of people from minority 
ethnic groups remains at 11% and has 
increased by 100 over the last year to a 
total of 6,801.  This figure is in line, although 
slightly higher than, the 9.1% of people from 
minority ethnic groups recorded in the Skillset 
Census in 20099. Representation of Leaders 
from minority ethnic groups has increased 
slightly over the last year from 6.6% of senior 
management and Board level posts in 2008 
to 7.8% of these posts in 2009.

Whilst an overall representation of people 
from minority ethnic groups across the 
industry is higher than their 7% representation 
in the national workforce, it is far lower than 
their representation in the London workforce, 
which is nearer 25%. Given that the majority 
of broadcasters are London-based and over 

two-thirds of the industry’s workforce is 
based in Greater London, it is clear that  
more progress is needed here.

The number of people with declared 
disabilities working across the industry has 
increased by just 38 over the last year and 
they are reported to make up only 2.4% of 
the total workforce. This is in line with the 
Skillset Census recorded level of people with 
disabilities working within the sector of 2.2%.  
Amongst the 1,478 people who have declared 
a disability working within the industry, around 
half  – 765 – are women, 73 of whom are 
from an minority ethnic background.

For 12.2% of the workforce it remains 
unknown if they have a disability. This is either 
because individuals have chosen not to report 
on this to their employers or employers have 
not yet collected this monitoring data.  
A total of 16 companies report that they  
have no information in disability. 44 
companies report that they have no people 
with declared disability working for them.

Monitoring disability is always problematic.  
Some people with disabilities that fall under 
the recognised legal definition do not regard 
themselves as disabled and therefore will 
not declare themselves to be so. Others 
may be reluctant to declare disabilities as 
they are uncertain of how this will impact on 
their career. For similar reasons, it is difficult 
to identify accurate figures on the disabled 
workforce. However, estimates would place 
this figure at around 19%10. The gap in the 
broadcast sector therefore remains large. 

The high proportion of ‘unknowns’ across  
the industry also raises some cause for 
concern surrounding disability. It is clear  
that more work remains to be done in 
ensuring broadcasters create an environment 
where people with disabilities feel confident 
to declare these and that the organisation 
itself has the capabilities to respond to the 
needs of employees who are already, or  
who become, disabled.

9    2009 Employment Census, Skillset. Data recorded for this day includes permanent staff and contract and freelance 
staff working for the broadcaster on the specific day of the census.

10   Office for National Statistics Labour Force Survey, Jan – March 2009.

Summary and Conclusions  
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Greater Representation of  
Women on the Board

The representation of women at Board level 
across the industry has increased from 18%  
in 2008 to 26% in 2009. 

Representation of women at Board level in 
the broadcasting industry is far higher than 
that reported for FTSE 100 companies, which 
is 12%11. This marks notable progress being 
made in the industry and it is important to 
understand what underpins this increase 
and monitor if it continues in future 
years. However, due to a lack of complete 
data capture on all Board members by 
broadcasters, notably Non-executives, this 
figure might not yet present the full picture.

At the same time, it is critical not to be 
complacent. Women represent almost half of 
the broadcast industry workforce (43.8%)12 

but only around a quarter of its most Senior 
Leaders. The fall in the representation of 
women begins as soon as they move from 
staff posts (44%) into management (41%)  
and continues to senior management (36%) 
and then on to Board levels (26%).  

Women from minority ethnic groups appear to 
be slightly more affected by the glass ceiling 
syndrome than their white female colleagues.   
11.5% of the total number of women from 
minority ethnic groups employed across the 
sector are Managers, compared with 15.9%  
of white female employees.  

A Bigger Gender Gap across the Hierarchy 
than for Race and Disability

The key challenge for race and disability clearly 
rests with recruitment. Overall numbers 
represented within the industry remain low, 
compared to gender, where women and men 
are represented almost equally.

However, unlike gender, where the 
representation of women begins to fall 
as soon as they move out of staff to 
management levels, the representation gap 

(the difference between representation at 
staff level and Board level) is far less severe 
for people from minority ethnic groups and  
for those people with declared disabilities.  
The gender representation gap is 21% 
compared to a race representation gap of  
5% and a disability representation gap of 
0.5%. The data indicates, therefore, that once 
within the industry, people from minority 
ethnic groups and people with disabilities 
remain, and are quite evenly spread, across 
the hierarchy.

The fairly even representation of employees 
from minority ethnic groups and with declared 
disabilities across the industry’s hierarchy is 
important, given that a number of reports cite 
a perception of limited career opportunities 
and a lack of role models as barriers to entry, 
particularly for people from minority ethnic 
groups. The reported data indicates that 
career opportunities might be less limited 
than perceived.

The smaller representation gap might be 
due to the smaller numbers of staff who 
are from minority ethnic groups or have 
declared disabilities. However, this remains an 
important trend to monitor as, if the industry 
is successful in attracting more people from 
minority ethnic groups and with declared 
disabilities, it must take care to ensure that 
barriers to progress do not spring up.

Gaps in Workforce Data Remain

Across the industry there remains a sizeable 
proportion of the workforce – 12% (over 
7,000 people) – for whom no information is 
known about their ethnic background. Sixteen 
of the 70 companies, including Small, Medium 
and Large broadcasters have no information 
on whether any of their staff have a disability 
and 44 broadcasters report that none of their 
staff have declared a disability. This strongly 
suggests that, particularly in the case of 
disability, this issue is not on the radar.  
Not only does it mean that these employers are 

11   Cranfield Female FTSE 100 Report, November 2009.
12   This is in line with Skillset Census data that records the representation of women in the industry as 43.4%.
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unable to check to ensure that their employment 
practices are fair, but it also implies that they 
might be unprepared to respond to needs for 
reasonable adjustments. In addition it is clear 
that not all broadcasters yet record the gender, 
race or disability of their Non-executive Directors  
as well as Executive members. A key aspect 
of the work of the BETR will be to encourage 
improvements in the data collecting and 
monitoring process by broadcasters.

Radio and Television Compared

There are some areas of difference between 
Radio and Television broadcasters in levels  
of representation of women, people from 
minority ethnic groups and people with 
declared disabilities.

Whilst women make up almost half the 
overall workforce within both Radio (46%) 
and television (44%), there is a much higher 
representation of women at Board level 
within Television (31%) than within Radio (9%).

There is also a higher representation of people 
from minority ethnic groups working within 
Television (11.4%) compared to Radio (7.3%).  
Yet representation at Board level is the same 
(8%) across both sectors.

Overall Low Levels of Performance in 
Approaches to Promoting Equality

For the first time this year, we have piloted 
a model that examines the approach 
broadcasters are taking to create an 
organisation to which talented employees  
from diverse backgrounds are attracted and 
where they are able to develop and reach  
their full potential.

Results show that over half of the 70 
broadcasters (56%) are positioned at Base 
level overall on this model. Only 10% are 
positioned as High on this model.

Around a quarter (23%) of all broadcasters 
are at Base level on the Motivate element 
of the model, which ensures the essential 
foundations of Commitment, Leadership and 
Policies & Resources are in place to attain and 
retain a talented, diverse workforce.  Another 
quarter (27%) do position themselves as High 
on this element.

The Evaluate element of the model is where 
broadcasters perform least well. This element 
focuses on ensuring that the actions being 
taken to create a talented, diverse workforce 
are working and making a positive impact.  
44% of all broadcasters are at Base level  
on this element.

Conversely, only 16% are at Base level on 
the Act element of the model, with 35% 
positioning themselves at a High level.   
The Act element tracks the actions 
broadcasters are taking to promote  
equality across gender, race and disability 
in recruitment and selection, development  
and retention of employees.

Despite the overall numbers of Low-
performing broadcasters against this model, 
it is important to note that amongst the 
High performers, Small, Medium and Large 
companies are represented, showing that 
size doesn’t matter when it comes to good 
practice in promoting equality in employment.

A Tactical, Rather than Strategic, Approach 
to Creating a Talented, Diverse Workforce

The apparent focus amongst broadcasters 
on Act, rather than Motivate or Evaluate, 
indicates a tactical, rather than strategic, 
approach to creating a talented, diverse 
workforce. This may account for the 
persistency of some of the barriers, frequently 
reported in research, to people from minority 
ethnic groups and people with disabilities 
entering and progressing through the industry 
and to women remaining under-represented in 
the most senior posts.

A strategic approach is most likely to take 
root within the industry if strong leadership 
is taken to creating a talented, diverse 
workforce and Leaders, together with all 
employees, are committed to and accountable 
for the changes needed because they are clear 
about how this will support their business.

Yet only 17% of broadcasters report as being 
High performers on the Leadership strand of 
the model and 14% as High performers on the 
Commitment strand.
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Conclusions

Reframe the Approach to Creating a 
Talented, Diverse Workforce 

Our report last year highlighted the focus 
many broadcasters are placing on positive 
action recruitment schemes aimed at 
attracting more people with disabilities and 
from minority ethnic groups to the sector.  
Whilst some of these individual programmes 
celebrate success, overall little has changed 
over the last five years in the representation 
of people from these minority groups across 
the sector.

Conversely, it is important to highlight the 
increase in representation seen this year in 
women at Board level, which, at 26% is far 
higher than within FTSE 100 companies.  
At the same time, it is important for the 
industry not to become complacent about 
gender, since almost half its workforce is  
made up of women and only a quarter  
occupy the most senior roles.

With the benefit this year of more of a 
spotlight on the approach broadcasters are 
taking to creating a diverse workforce, it is 
clear that a tactical, rather than strategic, 
approach is being adopted.  

Previous reports have highlighted that the 
lack of clear career paths discourages people 
from minority ethnic groups in particular 
from entering the industry13. A new report 
published this year14 highlights that it is 
more than this. People from minority ethnic 
backgrounds – particularly those without 
networks and links into the industry – are put 
off considering a career in the media by the 
lack of information on entry points, as well as 
career paths, and notably the lack of senior role 
models signalling that their skills will be valued.

Initiatives to recruit and develop women, 
people from minority ethnic groups and 
people with disabilities are important, but 
alone are clearly failing to achieve the changes 
being sought. In addition, positive action 
initiatives themselves, whilst supportive, can 
also send out a message to minority groups 
that they are seen as different and that their 
entry point to the industry is different to so-
called mainstream employees.  

Our results this year highlight the size of 
the diversity challenge. It is not something 
that can easily be fixed with a recruitment or 
training programme. It touches all areas of the 
employment experience from recruitment and 
training through to appraisals, promotions, 
and informal opportunities and is influenced 
by the image and messages the industry 
sends out about how it values difference,  
as well as the culture and behaviours of 
individual broadcasters.  

In short, the continuation of a lack of 
change on some of the demographics and 
Low performance by many broadcasters in 
how they are creating a diverse workforce 
highlights the need for a more strategic 
approach to change. The steps we intend to 
take in partnership with the broadcasters 
in achieving this shift in both approach and 
outcomes is set out in the following section. 
Given the likelihood of low levels of overall 
recruitment over the next three years, due 
to the economic environment, there is a 
significant window of opportunity for the 
broadcast industry to get its house in order 
to be attractive to a range of diverse, highly 
skilled employees.

13    Race, Representation and the Media, Research Report, Channel 4, 2007; Campion, M. J.; Look Who’s Talking: 
Cultural Diversity, Public Sector Broadcasting and the National Conversation, Nuffield College, Oxford, 2005; 
Randle, K; Wing-Fai, L. and Kurian, J.; Creating Difference:  Overcoming Barriers to Diversity in UK Film and 
Television Employment, University of Hertfordshire, 2008.

14    Aspiration and Frustration: ethnic minority hope and reality inside Britain’s premier careers, Race for Opportunity, 
Business in the Community, 2010.
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It is important to acknowledge that in the 
current economic environment, the industry 
may experience further contraction and it 
is unlikely that we will see the diversity of 
workforce demographics radically improve 
over the next three years. However, we 
believe that this creates a window of 
opportunity for the industry to create an 
environment that is attractive to the best 
employees from diverse backgrounds.  

Our aims, therefore, are that by the end of  
the reporting period in 2013 (by which time 
the BETR would have validated returns from 
all reporting broadcasters):

• At least half of the broadcasters who  
are now positioned in the Low performance 
category of the self-evaluation framework 
will have moved into a Medium level  
of performance;

• The proportion of broadcasters who are  
at a High level of performance on the self-
evaluation framework will have matched 
those reporting on Training & Skills.

We will also encourage broadcasters to be 
transparent about their current position on 
equality, as well as their future aspirations, 
by publishing their policies and key workforce 
data on gender, race and disability. This is 
in line with the growing number of private 
companies in other sectors that are already 
doing this.

To achieve our aims we will focus attention 
on increasing the capability of broadcasters in 
the following four key areas:

• Collecting and using workforce  
monitoring data;

• Actions that help to recruit,  
develop and retain talent from  
a diverse background;

• Creating leadership, commitment and 
shared responsibility for valuing talent  
from a diverse background;

• Knowing how to track your organisation’s 
success in creating a talented,  
diverse workforce.

We recognise the importance of broadcasters 
learning from good practice and we will 
therefore use a range of approaches and 
methods, which capitalise on existing successes, 
knowledge and role models within and outside 
the industry. During 2010 – 2011, we will:

• Run masterclasses and practical workshops.

• Create awards to celebrate and 
communicate good practice.

• Develop good practice case studies.

• Improve and extend the BETR  
Equality Guidebook.

• Create a forum for all engaged in EO 
through the Advisory Panel.

• Encourage broadcasters who are currently 
exempt from the reporting process to 
adopt the self-evaluation framework.

• Commence validation visits to broadcasters.

2009 is the year we piloted our approach 
to gathering both quantitative workforce 
data and qualitative information through the 
self-evaluation framework on the approach 
broadcasters are taking to promoting equality 
in employment. 

The 2009 results have clearly shown a number of 
specific areas where action should be focussed 
in order to create a broadcast industry that can 
attract, recruit and retain the best employees 
from diverse backgrounds to support it in meeting 
the competitive challenges of the 21st Century.

Next Steps in the Co-regulation  
of Equal Opportunities
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We are also able to learn from this pilot year 
and, whilst we have no intention to change 
the models of data collection next year, we do 
want to improve our systems and processes 
to make data collection easier and even  
more accurate.

To this end, over the next year, in time for the 
next reporting period, we will:

• Improve the online system for reporting 
Equal Opportunities;

• Clarify the distinction between Permanent, 
Contract and Freelance; 

• Work with companies to ensure they are in 
a position to report on all Board members 
in the 2010 return. 

Recommendations to Broadcasters
Based on the reports we have received from 
broadcasters in this first pilot year, it is clear 
that there are some specific areas of focus 
that will help improve the promotion of 
equality in employment across the industry.  
We therefore recommend that over the next 
year broadcasters:

• Ensure they have robust employee data  
by race, gender and disability;

• Know the make-up of its Non-executive,  
as well as Executive, Board by race,  
gender and disability;

• Publish their equality policies and key data;

• Develop measureable employment 
practices that specifically address gender, 
race and disability;

• Develop a clear understanding across their 
organisation of why a diverse workforce is 
important to their business;

• Involve their Senior Leaders in taking 
responsibility for promoting equality  
in employment;

• Ensure that Managers and staff at all 
levels understand their responsibilities in 
promoting equality in employment and  
are accountable for this.
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Companies Completing an EO  
Self-evaluation Return 2009

No. Broadcaster Sector

1    Absolute Radio Ltd Radio

2    Bauer Radio  Radio 

3    CN Radio (CN Group Ltd)      Radio

4    Global Radio UK Ltd    Radio

5    GMG Radio Holdings   Radio

6    KM Radio Ltd  Radio

7    Lincs FM Group   Radio

8    Litt Corporation Ltd     Radio

9    Northern Media Group    Radio

10  Premier Christian Radio    Radio

11  Tindle Radio Ltd     Radio

12  Town & Country Broadcasting Ltd Radio

13  UKRD Radio

14  United Christian Broadcasters  Radio

15  UTV Media (GB)   Radio

16  WRN Ltd  Radio

17  AETN UK Ltd                                                          Television / Cable

18  Al Jazeera International Ltd  Television / Cable

19  Arqiva Ltd Television / Cable

20  Asia TV Ltd   Television / Cable

21  AXN Europe Ltd  Television / Cable

22  Bang Channels Ltd Television / Cable

23  BBC  Television / Cable

24  Bloomberg LP  Television / Cable

25  British Sky Broadcasting Ltd  Television / Cable

26  Chalina Services Ltd Television / Cable

27  Channel 4 (Terrestrial and the 4 group)  Television / Cable

28  Channel 5 Broadcasting Ltd (Terrestrial) Television / Cable

29  CNBC Europe  Television / Cable

30  Comedy Central (were Paramount Comedy)         Television / Cable

31  CSC Media Group (Chart Show Channels Ltd)  Television / Cable

32  Directgov Television / Cable

33  Discovery Communications Europe  Television / Cable

34  E Entertainment UK Ltd                                        Television / Cable

35  ESPN Classic Sport Ltd Television / Cable

36  Fox International Channels  Television / Cable

37  Freesat                                Television / Cable

38  Gems TV Ltd (inc. UK Direct Shopping TV Ltd)  Television / Cable

39  GMTV Ltd Television / Cable
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40  Ideal Shopping Direct plc  Television / Cable

41  Islam Channel Ltd Television / Cable

42  ITV plc  Television / Cable

43  JML Direct                                                            Television / Cable

44  Manchester United Television Ltd (MUTV)  Television / Cable

45  MTV Networks International  Television / Cable 
 (MTV Networks Europe) 35 licences  

46  NBC Universal / Global Networks Television / Cable 
 (including Sci-Fi & Sparrowhawk)

47  Netplay TV Services Ltd Television / Cable

48  New Delhi Television Ltd  Television / Cable

49  Nickelodeon UK  Television / Cable

50  On Demand Management Television / Cable

51  Phoenix Chinese News and Entertainment Ltd  Television / Cable

52  Playboy TV UK / Benelux Ltd  Television / Cable

53  Portland Media Group Ltd  Television / Cable 
 (Including RHF Productions Ltd) 

54  QVC  Television / Cable

55  S4C (Terrestrial and S4C group)  Television / Cable

56  Satellite Information Services Ltd (Sis.TV) Television / Cable

57  SBS Broadcasting Network Ltd                              Television / Cable

58  Sit-up Ltd  Television / Cable

59  stv Television / Cable

60  Teachers TV                                                          Television / Cable

61  The Chinese Channel Ltd                      Television / Cable

62  The Jewellery Channel (ex Simply Media)              Television / Cable

63  The Liverpool Football Club & Athletic Grounds Ltd Television / Cable

64  Turner Broadcasting System Ltd (Turner Ent Networks Int Ltd, Television / Cable

      Cartoon Network, TCM Online, Europe CNN)  

65  UKTV (New Ventures Ltd)  Television / Cable

66  UTV Television (Terrestrial)  Television / Cable

67  Viasat Broadcasting UK Limited  Television / Cable

68 Virgin Media Television  Television / Cable

69  Walt Disney Company Ltd Television / Cable

70  Zone Media Limited                    Television / Cable
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Equal Opportunities Self-evaluation Framework

1. Motivate
We have a strategy that will 
motivate and enable our 
organisation to create an 
inclusive workplace with improved 
opportunities for everyone, to 
help us achieve business success.

1.1 Commitment: 
Everyone engaged in delivering 
our business has a shared 
understanding of the importance 
of creating an inclusive workplace 
with improved opportunities 
for everyone and their role and 
responsibilities in achieving  
this goal.

2. ACT
We take action to create an 
inclusive workplace and improve 
opportunities for everyone.

2.1 Recruitment
We recruit fairly; attracting and 
appointing the best talent from  
a diverse pool.

3. EVALUATE
We evaluate the success 
of our actions to create an 
inclusive workplace and improve 
opportunities for everyone, to 
check that they are effective. We 
consider inclusion and diversity 
in our planning for the future 
to ensure continuous business 
performance improvement.

3.1 Recruitment
We monitor our success in 
recruiting a diverse workforce 
and identify priorities for 
improvement.
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Self-evaluation Framework
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Equal Opportunities Self-evaluation Framework

1. Motivate
We have a strategy that will 
motivate and enable our 
organisation to create an 
inclusive workplace with improved 
opportunities for everyone, to 
help us achieve business success.

1.1 Commitment: 
Everyone engaged in delivering 
our business has a shared 
understanding of the importance 
of creating an inclusive workplace 
with improved opportunities 
for everyone and their role and 
responsibilities in achieving  
this goal.

2. ACT
We take action to create an 
inclusive workplace and improve 
opportunities for everyone.

2.1 Recruitment
We recruit fairly; attracting and 
appointing the best talent from  
a diverse pool.

3. EVALUATE
We evaluate the success 
of our actions to create an 
inclusive workplace and improve 
opportunities for everyone, to 
check that they are effective. We 
consider inclusion and diversity 
in our planning for the future 
to ensure continuous business 
performance improvement.

3.1 Recruitment
We monitor our success in 
recruiting a diverse workforce 
and identify priorities for 
improvement.

1.2 Leadership: 
Senior Decision-makers lead and  
are accountable for creating an  
inclusive workplace that supports  
business performance. 

1.3 Policies & Resources:
Clear policies are in place to 
underpin our strategy for an 
inclusive workplace with improved 
opportunities for everyone. We 
have the necessary resources 
to realise these policies and 
objectives.

2.2 Development
We identify and remove 
any barriers to individual 
development, succession and 
reward, so that all our employees 
can realise their full potential and 
are fairly rewarded within our 
workplace.

2.3 Retention
We take appropriate steps to 
accommodate the different needs  
of our employees to help us 
nurture and retain talented 
people from all backgrounds.

3.2 Development
We track the development of our 
employees and monitor how we  
reward them, comparing the  
experiences of employees from  
different backgrounds, and 
identifying priorities for 
improvement.    

3.3 Retention
We check how successfully our  
actions meet the different needs 
of our employees and identify 
priorities for improvement to help 
us nurture and retain a diverse 
group of talented people.    
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Notes  
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Broadcast Equality and Training 
Regulator Limited (BETR Ltd) 

Riverside House 
2A Southwark Bridge Road 
London SE1 9HA.

Tel: 0844 561 1675 
Email: info@betr.org.uk 
Web: www.betr.org.uk
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