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Foreword
Sadly, BETR is no more. So this is the last report of a body that was created by the industry for the
industry to work with the industry around its obligations to training and skills and equality of
opportunity. In our six year life, we have helped to give visibility to the issues and contribute to
demonstrable improvement, but challenges remain. This report highlights what we have discovered
and makes some recommendations to all those involved – individuals, companies and Ofcom –
about what more needs to be done.
Broadcasting is a relatively small sector but, by the nature of the beast, is hugely important for
matters of diversity and opportunity. Over the past six years, we have seen an almost 20%
difference in the companies that reported to BETR. And the work force has shrunk at a faster rate
than many others from 60,935 in 2009 to 58,668 in 2010. The BBC, ITV, SKY, Channel 4, Five and
Global Radio employ more than 50% of the total workforce. That is more than the other 60
companies put together and more than all the other small company licences Ofcom issues.
Regrettably, what we have also seen is no discernible movement on diversity. Yet this is an area
where size does not matter. According to our data, when a company scores well on equality
measures then they do well on Training and Skills. A company with a strong commitment to equality
will support that commitment with good staff development. Get issues of equality right and the staff
development will follow.
Our view remains that many organisations still have a challenge to ensure that managers and staff at
all levels understand why a highly skilled and diverse workforce is important to their business.
That requires four key steps:







The commercial case for a diverse and inclusive workplace is made, linking it to audience diversity and
choice, to ensure there is a good understanding of why change is required
Accountability and responsibility for achieving demonstrable progress is formalised and shared across
top leaders and decision makers; that they have clear personal objectives and are supported to
achieve these
Top leaders and key decision makers know what the key diversity issues are for their organisation and
that they engage with diverse people in their workforce and audiences to better understand their
needs and preferences
Leaders and key decision makers become role models for diversity in the way they operate and
behave.

Equally, when it comes to the development of skills the year-on-year trend of measurable
improvement has clearly stopped. The plateau in improvement may be explained by the recession
and a shrinking or static workforce. The good news is that low performance has dropped from 18%
in 2006 to 4% in 2010 and high performance has gone up from 35% to 39%.
But so much depends on the culture of the organisation. While only a few companies remain at the
lower levels of the performance grid there is a concern overall that they are not taking responsibility
for the people they employ and supporting their personal development. And if that is true for the
employed population, it is the more so for the substantial numbers of freelancers on whom the
industry relies.
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Why is it that this creative industry feels able to miss out on recruiting and developing from the
widest possible talent pool that could help shape its future? And how can it feel comfortable in
ignoring large segments of their potential audience while hoping to remain valued as a provider of
compelling content?
We had wanted to go on engaging with the industry in seeking answers. Now we can only hope that
you who are reading this report will continue to ask the question why.
BETR would not have achieved anything if it had not been for the work of the various members of
the Board since 2005 but most especially Mags Noble, our Operations Manager, and Peter Block, the
Director. Our stakeholders owe them an enormous debt as do I.

Stephen Whittle, June 2011
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Format of the report
This report has three sections.
The Executive Summary is a two page document highlighting the findings from this year’s self-evaluation
round with key points for both broadcasters and regulator to note.
The main report is in three sections.
Part I is the full body of the report giving an analysis of the returns for 2010, complemented by commentaries
from regulated companies. There is also a section on the UK training environment and the broadcast industry
context in which the L&D professional has to operate. It reviews the data gathered in some detail but for
those with limited time we recommend they read Sections 1-2, the Overview followed by the Conclusions and
Recommendations section, which this year we have moved to the front of the report. Sections 3-7 provide the
detail. Where relevant 2009, 2008, 2007 & 2006 data have been compared with this year’s returns. To keep
the report short and aid clarity we have moved all graphics and detailed data to the Appendices (Parts II and
III).

Appendices – Parts II and III
The Appendices make up the final two sections of the Report and provide detailed data analysis, as well as the
self-evaluation frameworks and reporting companies for 2010. They highlight the sections of the 2003
Communications Act that apply to this work. Finally, they acknowledge those who contributed to this report
and provide a full bibliography.
Part II
This section is provided for readers who wish to review the source data that underpins Part I. The T&S and EO
sections set out the strand summaries in detail with key statistics and some comparison of year one (2006) and
2010, the last year of co-regulation.

II.1 Workforce data
Employment of women
Employment of minority ethnic groups
Employment of people with disabilities

II.2 Training & Skills
Summary statistics from 2010 returns

II.3 Equal Opportunities
Summary statistics from 2010 returns

II.4 Broadcasters’ Future Training Priorities
II.5 Broadcasters’ Feedback
Part III
III.1 The self-evaluation frameworks
III.2 Broadcast Companies completing the self-evaluation return 2010
III.3 Sections of the Act – Legislative Framework
III.4 Acknowledgements
III.5 Appendix 5 Bibliography
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Executive Summary
This is the last Annual Report produced by the BETR. It is a combined report that brings together the
findings of the self-evaluation returns for both Training & Skills (T&S) and Equality of Opportunity
(EO) submitted by broadcasters, covering the period January to December 2010. Although it is a
combined report, it is the fifth report on T&S and the second on EO for which the BETR had full
responsibility. As in past years the Report makes recommendations to the industry for the future.
No company validation visits were conducted in 2011 so there has been a greater reliance on the
supporting narrative from the broadcasters to verify the data and to identify issues for the industry.
Compared to previous years greater reference is made to third party sources and research evidence
to substantiate our findings and recommendations. For 2010 the reporting process itself has been
further refined and streamlined in response to broadcaster feedback and our ambition to enhance
the system and obtain greater detail from broadcasters. The online model has not only provided a
useful tool for broadcasters but has attracted attention from other industries and other regulators
across Europe.
The Report this year not only makes recommendations for the future but looks back over the six
year period that the BETR has been gathering data to provide an assessment of the BETR impact on
the industry to raise the game of the industry to build a skilled and diverse workforce.
In 2010 71 broadcasting companies, 19 Radio and 52 Television, submitted a self-evaluation report.
Company churn and mergers in the industry have made an 18% difference in the actual companies
that report between 2009 and 2010, within these companies the total workforce has fallen from
60,935 in 2009 to 58,668 in 2010.
In this second year of EO data collection we have a better view of the workforce. The data for 2010
suggests limited change in diversity in a shrinking workforce. Women make up 43% compared with
44% in 2009; BAME 10.4% (2009: 11%) and those with a declared disability 2.3% (2009: 2.4%). We
still have concerns that many broadcasters collect very little information about their workforce and
therefore the employers have limited knowledge about the needs of their workforce. For example,
data on disability is very poor and in some of the public service broadcasters and larger companies
they have captured no data at all on the people with disabilities within their organisation. Some
very basic workforce data is not kept by a high proportion of the broadcasters we regulated.
Collectively, we know nothing of 7000 staff. The addition of data on non executive directors (NEDs)
has proved very useful but only 25 of the 71 companies actually had any information on the diversity
of their NEDs. Whilst many companies tell us they have policies on equality of opportunity only 13
publish their policies or make a formal statement on their website.
Although the industry has a high proportion of women joiners only 36% become senior managers
and 26% make it to executive grades. Those from BAME backgrounds also lose ground from the 10%
who join to 5% who become executives. In addition, the percentage of people from a BAME
background in some large companies is very low. The total number of people with declared
disabilities reported to be working in the industry is extremely low compared to the estimate of 16%
of working age people with disabilities.
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Company size is not a determinant of high performance when it comes to companies rating their
self-evaluation of equal opportunities (based on our Motivate, Act, Evaluate Model) with 3 small
(under 100) 3 medium (100-500) and 4 large (500+) in the top 10. Overall scores for Motivate and
Evaluate are lower than Act. There is a strong indication of a tactical approach to EO rather than
strategic. Seen by many as a compliance requirement, EO is activity orientated but not strategic. It
is also clear that the industry is still engaging in piecemeal positive action schemes and not
integrating what they are doing.
The self-evaluation framework for Training & Skills (T&S) has proved to be a robust and effective
system for evaluating the performance of the learning & development function within a company. It
has become an established diagnostic tool for many broadcasters to use to review their internal T&S
processes, in addition to the obligation to report to the BETR. As with EO, company size is not a
determinant of high performance with 2 small (under 100) 5 medium (100-500) and 3 (500+) in top
10. Only 3 companies score low. Overall progress is at a plateau but this could be seen as a measure
of success; companies maintaining their provision despite the recession.
Over the last five years of qualitative measures for T&S the trend has been one of improvement.
However, areas of weakness particularly in evaluation and linking training to the business remain a matter not unique to the broadcast industry.
The two sets of qualitative data show that when a company scores well on EO measures then they
do well on T&S. A company with a strong commitment to equality will support that commitment
with good staff development. Get issues of equality right and the staff development will follow.
The overarching conclusion is that there is no significant change from 2009 across the three
elements of self-evaluation.
As to the future of Equal Opportunities in the broadcast industry, for now it remains a tactical rather
than a strategic approach to equality & diversity, dominated by positive action rather than
challenging the status quo. There is not a lack of pressure and support for change being applied to
the industry to increase the diversity of its workforce and promote equality in employment. Yet
despite these pressures, change in creating a diverse industry workforce remains slow.
We suggest that a more strategic and integrated approach is needed to which all stakeholders (the
agents of change) could subscribe, even if their practical approaches to tackling the issues within
their own sphere of influence or membership will be different. The aim should be to realise the
business potential of inclusion and diversity to help increase ratings, creativity, quality and revenues.
In the full report we make some recommendations to the main stakeholders who have a role to play
in making a difference in the broadcast industry.
It is now up to others to encourage their implementation.
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1

Overview
1.1 Introduction

First a reminder of the purpose of the BETR. The co-regulatory body was created as the Broadcast
Training & Skills Regulator (BTSR) by the Broadcast Industry for the Broadcast Industry as a response
to a requirement of Ofcom under the Communications Act of 2003.
The initial framework for the BTSR was established by a joint working group of representatives from
across the broadcast industry convened by Ofcom. The success of the BTSR in co-regulating T&S gave
Ofcom the confidence to invite us to co-regulate EO. At the same time a series of interventions from
Samir Shah1, Lenny Henry2, CH4 Report3 and academic reports4 all highlighted the poor progress to
diversity in the industry and limited evidence of the impact of actions taken by the special interest
groups to improve matters. In 2010 the BTSR become the BETR and took up the challenge to coregulate EO. However the debate continues to date, both in the broadcast industry and from
commentaries from informed observers, highlighted at RTS events5, the trade press6 and academic
journals7 and indicating that there is still much to be done.
As our second Chair, Stephen Whittle, set out in his opening statement in his first report, it was ‘an
audacious attempt by an industry to grapple with the issues of training and skills and diversity’. So
the Broadcast Training & Equality Regulator (BETR) as we became, acted on behalf of Ofcom but in
close partnership with the broadcasters we regulated.
The co-regulatory model was this “audacious attempt” to find a balance between a purely punitive
or stick approach to regulation, with the carrot of providing support and partnership to aspire to the
higher quality of people development with all broadcasters. Over the six years of its existence, the
BETR has been able to implement a full online co-regulatory environment to which all broadcasters
required to report to the BETR have complied. This engagement alone has proved to be a measure
of the great success of the partnership between the BETR and the broadcast community. Our
ambition: to try and tackle the many challenges within “the people development” agenda.

1

(Shah, 2008)

2

(Henry, 2008)

3

(Channel 4, 2007)

4

(Holgate, 2007) (Holgate, 2009)

5

(Snoddy, 2010)

6

(Clarke, 2010)

7

(Eikhof, 2011)
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The BETR board, made up of three industry and four independent members (including the Chair),
worked to a governance model that complied with the five principles of good regulation as
recommended by the Better Regulation Executive8. The principles state that any regulation should
be:






Transparent
Accountable
Proportionate
Consistent
Targeted – only at cases where action is needed

Our values have been stated on many occasions and are published on the website, but overall being
independent, fair in evidence based judgment and sensitive to broadcasters differing size and
circumstances was an over-arching governance model by which we worked.
The Report this year not only makes recommendations for the future but looks back over the six
year period that the BETR has been gathering data to provide an assessment of the BETR impact on
the industry and how it has indeed managed to raise the game of the industry to build that skilled
and diverse workforce.
In broad terms this report will set out those issues and matters that have been addressed, what has
remained the same, what has improved and what in our view has got worse. The planned changes
to Ofcom’s remit, under the proposed Public Bodies Act, include the removal of the duty to promote
training and equal opportunities in the broadcasting sector. This has meant that the BETR would be
closed down during 2011 therefore no validation of any individual company’s Training & Skills return
was conducted for 2010 data and the plan to start a validation process for EO data was also shelved.
We have also taken the opportunity to look more widely at other sources of current research and
published papers. The reader will see we have made greater reference to these sources this year.
Citations are referenced in footnotes and a full citation list is provided at the end of this report. A full
bibliography of sources that have informed this year’s report is provided in the Appendices.
Overall our objective throughout the life of the BTSR and then the BETR remained the same, which
was to stimulate improvement across the industry through co-regulation and a culture of selfevaluation.

8

http://www.bis.gov.uk/bre
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1.2 Broadcasters covered by this report
Broadcasters with more than 20 full time employees are required to submit a return to the BETR.
Otherwise they must claim exemption. In 2010 a total of 71 companies9 reported to us, this was
substantially similar to 2009, when 72 companies reported. However, company churn and mergers
in the industry has made an 18% difference in the actual companies that report to us between 2009
and 2010. Whilst this is not so significant in terms of total staff numbers and the mix of individuals
within the industry it does impact on the self-evaluation data; in some instances the reporting
personnel have changed.
We are pleased to report that once again we had 100% compliance in both Training & Skills and
Equal Opportunities. We therefore remain confident in what we report and the broad conclusions
we can draw. We are pleased to note that such a return is almost unheard of with conventional
surveys. As always some caution should be
exercised by readers as a small number of
broadcasters, either by changing their status or
improving their provision or otherwise, can have
a large effect on the overall result. If, for
example, companies move all their training from
an external provider to an internal provider, even
though they may be maintaining a good standard
of provision, it does have a marked impact on a
single strand. Similarly, changes in personnel
with the reporting responsibility within a company can also impact on reporting. They may take a
different view from their predecessor.
The company size distribution by headcount of companies in 2010 is shown below.
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In 2010 there were 71 companies of which 52 were television and 19 radio (2009: total 70, 54 TV, 16 radio). The total
churn involved 13 companies, 6 new and 7 had left.
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Despite industry churn overall size distribution between 2009 and 2010 has changed little10.
In our analysis we segmented the companies by TV, Radio, Cable & Satellite and Public Service
Broadcaster (PSB). This year we also grouped the broadcasters by company type to see if there was
any significant difference in capabilities.
These types we defined as:





UK – Broadcaster owned and managed as a UK Ltd Company or UK Corporation
Global - Broadcaster owned and managed as a non UK Company
Non-generating – companies that transmit but do not commission or produce original programmes
Shopping – all shopping channels UK or Global
Anomaly – companies with an Ofcom licence but that do not fit the traditional model of a
broadcaster.

Where appropriate we highlight significant issues in the report that emerge from this comprehensive
dataset.
As of April 2009 the BTSR (we became the BETR in 2010) had full responsibility for the co-regulatory
reporting database. The team put enormous effort into cleaning up the data on companies. This, in
part, also impacted on the churn over the last year as some companies were released from their
obligation whilst others found they did have an obligation to report.
We did not get full compliance with a return from exempt companies but this matter is now in the
hands of Ofcom. It should be noted that 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 or claim
exemption, the matter is then passed to Ofcom to take action as appropriate.

1.3 Revisions to the system
Throughout 2010 we continued to develop the reporting system. This primarily was in response to
broadcaster feedback and our own ambitions to enhance the system. Feedback from broadcasters
indicated that their prime interest was simplicity and clarity, one that we wholeheartedly supported.
For the BETR it was a matter of being able to refine the data requests to obtain greater detail from
broadcasters without the system becoming over ponderous for them to complete.
The guidebooks were refined to make them easier to use and accessible to all users.
Over the year the Training & Skills Case Study Portfolio was revised and updated and linked to the
Training & Skills guidebook. We also maintained the YouTube presence which enabled users of the
system to look at some of the background materials and documents supporting the co-regulation
process.
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Further breakdown by Radio and TV is shown in the Appendices.
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Satisfaction with the system is evidenced by the feedback from broadcasters, reported in detail in
the Appendices of this report.
2010 saw the first fully integrated online model of the three components; workforce (quantitative
data), the Training & Skills self-evaluation framework and the equal opportunities self-evaluation
framework (both qualitative models). This year’s report is structured to reflect this integrated
whole.
Both qualitative models use a structure and a framework developed by the BETR that captures
where broadcasters place themselves across the strands of T&S and EO. These strands have been
designed to challenge and support broadcasters to measure their own performance as individual
organisations but has also enabled the BETR to make comparisons across the broadcast industry
both within the year and over the period of the BETR’s existence.
The T&S and EO frameworks have evolved over the six years of
the BETR functioning. But the underpinning strands have
remained the same. Some minor revisions to the Training &
Skills model by re-ordering the strands into a more coherent
and consistent model similar to that of EO has been developed
and would have been used in future years. The two models
would have then had a similar format combining reporting
strands within a progress / development model.
In 2010 some changes were made to the workforce data framework. This was because in
the first full year of workforce reporting (2009)
limited data was available on freelancers for gender,
race and disability. The majority of companies only
keep the minimum amount of data about the
freelance community they employ. For 2010
reporting, broadcasters were asked to give some
assessment of the freelancers they use, the overall numbers on their books and an indication of
the number of freelancers they may contract on any one day. This made clarity between
contractors and freelancers an easier task this year for both broadcasters filling in the data and for
the BETR to analyse.
This year an explicit request for details on non-executive directors (NEDs) was included. It was clear
from the 2009 Report that very little was known about NEDs. They are not recorded as members of
staff, there is limited monitoring of diversity data amongst this community. It is clear that more
needs to be done on monitoring the diversity data of those who sit on Boards who are not formally
members of staff.
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1.4 Challenges for 2009 revisited
In the two separate reports for 2009 we set out not only our overall conclusions but some more
focused challenges for broadcasters and the BETR. We also set out a list of planned actions as BETR
priorities for 2010/2011. The closure of the BETR has meant that many of the planned activities and
actions for the BETR were shelved. It did not change the recommendations and challenges for
broadcasters and we will, in this year’s report, build on those from 2009 and make full
recommendations for actions by all engaged in the people development agenda.
We would like to note three recommendations from 2009 that remain high on the 2010 agenda.
For Training & Skills it remained an issue that many broadcasters needed to develop more effective
techniques for building an inclusive training plan linked to the business to be a credible element of
the strategic intent for the organisation. It would appear that T&S remains a reactive response to
need, not a structured pro-active strategy for the organisation.
Similarly in equal opportunities we had highlighted some areas of focus to improve the promotion of
equality of employment in the industry. Key to that was robust employee data. In the 2009 report
we strongly encouraged broadcasters to publish their equality policies - still relatively few companies
do so.
Overall it remains our view that many organisations still have a challenge to ensure that managers
and staff at all levels understand why a highly skilled and diverse workforce is important to their
business.

2. Conclusions & Recommendations
2.1 Overall Conclusions
This year we have brought our Conclusions and Recommendations section to the front of the report.
We know this section will interest most readers. Below we set out our views as to the actions and
potential activities that each of the players in the industry needs to address post the BETR. The
detailed analysis that underpins this section follows in sections 3-7.
In the 2009 reports we set out actions for the BETR but with the BETR closing down in June 2011
many of these priorities and proposals for action had to be shelved. However, we did:
1. Build on the success of the 2009 L&D in Broadcasting Conference, with a very well received
and successful event in October 2010.
2. We also developed the self-evaluation reporting tool to incorporate some aspects and
capabilities of benchmarking the industry.
3. We did make greater use of social networking tools to improve communication with L&D
and E&O professionals through Web 2.0 tools. Specifically we set up the LinkedIn learning
development group and recently set up a research forum for those conducting post
graduate or industry based and academic research programmes.
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4. We refined the on-line system to enable us to capture a richer data set and behind the
scenes work was completed on a range of system reporting tools for data analysis
What we were unable to do was to conduct the validation visits that were in the normal round of the
self-evaluation cycle of events, nor conduct round table discussions with our advisory panel or set up
any broadcast summit events to bring together expertise from within and outside the industry. In
previous years we have set out what we consider to be the next steps in co-regulation, now these
are for the industry to consider and through the various special interest groups, self-regulate.
The overarching conclusion is that there is no significant change from 2009 across the three
elements of self-evaluation.
For Training & Skills, the self-evaluation returns and the collated data give us a clear picture of T&S
in the broadcast industry and the changes over the years. The recession hit the broadcast industry
sooner and harder than it has done many other industry sectors with many jobs lost during 2010.
In the second year of EO data collection we have a better view of the workforce data. We still have
concerns that many broadcasters collect very little information about their workforce and therefore
the employers have limited knowledge about the needs of their workforce. For example, data on
disability is very poor and in some of the public service broadcasters and larger companies they have
captured no data at all on the people with disabilities within their organisation. Some very basic
workforce data is not kept by a high proportion of the broadcasters we regulated. As we noted
elsewhere, only 25 of the 71 companies actually had any information on the diversity of their nonexecutive directors. It is also clear that the industry is still engaging in piecemeal positive action
schemes and not integrating what they are doing.
We will now look at EO and T&S in a little more detail.

2.2 Equal Opportunities
Rise to the Leadership Challenge
The culture, behavioural, process and structural changes, required to achieve a more diverse and
inclusive broadcast workforce, need direction and leadership. The leadership challenge is to ensure:







The commercial imperative for a diverse and inclusive workplace is made, linking it to audience
diversity and choice, to ensure there is a good understanding of why change is required
Accountability and responsibility for achieving demonstrable progress is formalised and shared across
top leaders and decision makers; that they have clear personal objectives and are supported to
achieve these
Top leaders and key decision makers know what the key diversity issues are for their organisation and
that they engage with diverse people in their workforce and audiences to better understand their
needs and preferences
Leaders and key decision makers become role models for diversity in the way they operate and
behave.

14

Plan, prioritise and focus on outcomes
Data is critical to help track progress towards achieving equality and diversity. This includes not only
data on who is currently within the workforce, their roles and levels, but also who is applying for
roles and getting recruited, who is getting promoted, who is leaving etc. So too are qualitative
measures – the results of staff surveys and grievances, broken down by diverse employee groups,
feedback from staff on their experiences working within the organisation and suggestions for
improvement. This data and information is not an end in itself but a tool for progress. It should be
used to establish a starting point, identify priority areas for improvement and as a benchmark to
track progress and outcomes.
The industry needs to move from a focus on actions to a focus on outcomes. Individual
organisations should have a clear sense of what needs to change and use a set of indicators to
establish if goals are being achieved.
Ensure equality & diversity through the supply chain
The remit of the BETR has been limited to licensed broadcasters and has not included independent
production companies that form a significant part of the overall industry. There is an opportunity
for the commissioners within the industry to influence the Indies through the supply chain by setting
standards and requirements on equality and diversity that are built in to the commissioning and
procurement process. This could be achieved via the CDN Diversity Pledge.
Such an approach already exists in the recruitment industry and in the legal sector. Many
organisations require assurances from their recruitment suppliers on their abilities and performance
to attract and recruit candidates from diverse backgrounds. In the legal sector the Law Society has
created a Diversity Charter to which both supplier law firms and buyer organisations are signed up.
The Purchasers have pledged to work with law firms that meet required standards on equality and
diversity. This has proved a strong motivation for law firms ranging from the very small to the large
City firms to engage in the equality and diversity improvement process.

Create partnership, support and direction
Many broadcasters have told us that they have found a framework which sets out a progressive
approach to achieving cultural change to help attract and leverage the potential of diverse talent, a
valuable resource. It has helped them benchmark their own position and identify priority inclusion
and diversity objectives. Some have adopted the BETR workforce monitoring system and found the
requirement to provide reports to the BETR a useful motivation for gaining employee buy-in. The
gains that have been made by the broadcasters working together to set their own standards for
equality and diversity should not be lost beyond the life of the BETR.
There is an opportunity for the Cultural Diversity Network (CDN) to continue with this work by
enabling broadcasters and the independent companies to work towards shared standards.
However, it is also clear that more information and support on how to improve inclusion and
diversity is needed by many broadcasters. It is important that resources such as good practice case
studies, guidebooks and opportunities for sharing learning are continued, again a role CDN could
take over and expand on the support provision.
This sharing of a unified approach to diversity would in our view remove some of the silos of activity
being conducted across the industry. If you look at the diagram Influences on equality and
diversity in broadcasting (section 6.6) it is clear whilst they may be a unity of intent, it is a very
fragmented picture of effort. The lack of impact highlighted in this report is evidence enough.
15

2.3 Training & Skills
For most companies the requirement to complete a Training & Skills self-evaluation report has been
seen as beneficial and a useful analysis tool. Company size is not a determinant of high performance
with 2 small (under 100 staff), 5 medium (100-500) and 3 (500+) in the top 10. In 2010 progress has
reached a plateau. Good performers continue to perform well and demonstrate their commitment
to staff development with the case studies they have provided over the years. Although low
performance has dropped from 18% in 2006 to 4% in 2010 and high performance has gone up from
35% to 39%, the challenges we set before the industry in 2009 are still valid. The overall year-onyear trend of measurable improvement has clearly stopped. Without validation we are hard pressed
to come to any strong conclusions as to the rationale for this situation. The plateau in improvement
may be explained by the recession and a shrinking or static workforce.
The transitions from low performance (none or base) to medium is about the capabilities of the L&D
team, whereas any transition from medium to high is more dependent on company resources and
the culture of the organisation. Whilst only a few companies remain at the lower levels of the
performance grid there is a concern that they are not taking responsibility for the people in their
employment in considering their personal development.
Without validation and follow up support there is little to encourage poor performing companies to
improve. But, only 3 companies score low. The supporting evidence in the returns suggests this is
more about the culture of the company (or the parent company) than type (UK, Global, PSB etc) and
function. Many companies acknowledge that their approach is reactive and not proactive and this is
evidenced by the need to improve linking training to business (Strand1).

2.4 Challenges for the industry
With limited change to the overall shape of the performance returns from broadcasters, the real
challenge to meet the needs of future skills required by the industry remains, particularly in relation
to multi-platform delivery and rapid technological change. We have mentioned elsewhere the issues
of freelancers and even in the last few weeks (May 2011) the over-subscription by freelancers to the
BBC “Fast Train” event demonstrates the perceived need for skills improvement and capabilities by
many in the industry. However the concern remains about the support we offer to say, returners to
work often after maternity leave, and how well we support those with disabilities and long term
illnesses. Once again for all broadcasters the emphasis on external options from external providers
of training along with the clear need to evaluate training and development remains an aspect that is
not well addressed.
In the headline to this section we proposed that the industry has fragmented as has the audience;
the audience is more diverse and more choice is open to that audience. There is considerable loss of
audiences to alternative channels through the internet. This loss of audience, along with the fact
that many now are personalised in their consumption of media through niche markets, requires a
clearer engagement with the audiences broadcasters are trying to attract. This is the business case
for ensuring that the staff are diverse and can reflect the audiences, and are well educated and
trained so that they can deliver programme content that is applicable to these wide ranging
audiences. Many broadcasters have accepted and state that they want to reach a more diverse
audience. Where they don’t have clarity is in the strategy for a more inclusive workforce to support
that aspiration. The key driver for change will rest on the business case as the way for the future.

16

There are a growing number of reports and business examples to validate the commercial strength
of this argument11. Channel 412 share this vision as their Corporate Report and Financial Statements
attest.
If inclusion and diversity and improvement of training under the people development agenda is to
be validated then it has to be demonstrated and proved that the business case is valid and delivers
shareholder value to the companies. Several studies of American companies, notably IBM, have
shown that a more diverse workforce is a more profitable business. For publicly listed companies
this will only be proved by improvement in shareholder value.
Below we highlight some of the issues for the main stakeholders that have a role to play in making a
difference in the broadcast industry.
Ofcom
Based on our findings and analysis we would encourage Ofcom, whilst the duty remains, to provide a
guide to good practice to broadcasters including the desirability of publishing their inclusion and
diversity policies and strategies to demonstrate that the industry takes a positive stand in trying to
improve the issues of equality. This would have been one of the BETR’s key actions for 2011-12.
The employers (the broadcasters)
We recommend that all companies should gather data for all protective characteristics. They should
monitor all they engage on any production especially the freelancers for whom the data is poor.
All broadcasters should publish their diversity policies, statements, schemes, targets and other
aspirations on a yearly basis. Across the 71 companies we regulate, only the BBC and S4C publish this
level of detail.
They should monitor their suppliers as part of the relationship. This could be done by insisting that
their suppliers have some targets. Broadcasters and suppliers could work together on the approach
to reach the agreed targets. However, if the suppliers do not achieve these targets by an agreed
period they would no longer be contracted. PSBs still commission over 80% of all original material
so their role as commissioner and contractor to work in partnership with their suppliers could
improve targets.
The radio industry has diversity fairly low on its priority list. Although hardly surprising in the current
climate, it does not bear well for the future of the radio industry with many people being able to get
DAB radio from around the world. The UK radio industry will no longer be the station of choice for
many listeners in the near future.

11

(Florida, 2003)

12

(Channel Four, 2011)
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When the BSTR began its work it was clear that many companies saw equal opportunities and
Training & Skills add-ons and not part of overall organisational development (OD). In our view it
should be part of the OD agenda; it should be seen as an integrated part of the business
development and not as a cost, as many annual reports to shareholders demonstrate.
Independent Companies
The ‘indies’ were not within the purview of the BETR but on a few occasions we have approached
pact and suggested that they co-ordinated their work along with our work in terms of the self
reporting or self assessment process that all the broadcasters have to go through.
We would still say to those Indies who hope to make programmes for the BBC and Channel 4 and
other companies under the CDN pledge that they need to:
1.
2.
3.

Monitor their workforce and get more data on them
Monitor the freelancers they employ and get greater diversity details on them and their need for
professional development
Make sure they have a clear understanding of the obligations under the law

It is important that many of the leaders across the broadcast industry move beyond a functional
knowledge to a full engagement about what their company is doing to be more inclusive. This means
or demands a great deal of capability building in the senior management of the broadcast industry.
There are many case studies in other industries which demonstrate that building capability will
actually build a more effective company or industry.
We do recognise that we are a small industry and this means that no one player can act without
impacting on others. The BBC, ITV, SKY and other PSBs along with Global employ more than 50% of
the total workforce in this sector. That is more than the other 60 companies put together and more
than all the other small company licences Ofcom issues.
The Employee
There is no one-stop shop for people in the industry. A portal for the worker in the industry focused
on their needs, integrating what Skillset and other providers, such as the BBC offer, would provide
that focus.
Stakeholder Groups
We recommend that CDN creates an appropriate maturity model13 to which all in the industry can
subscribe. It will provide a process by which companies can develop their capabilities and set
SMART14 objectives that are achievable.

13

A maturity model takes the form used by the BETR for the qualitative measures of equal opportunities. It provides a
process (a route) by which organisations can progress. Other models can be found on Opportunity Now and Diversity
Works for London.
14

Specific, Measurable, Achievable, Relevant, Timely

.
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Freelancers
Although the BETR was not established to directly monitor or regulate the behaviour of the
freelance worker in the industry, we were tasked with conducting some research into the
freelancer15. We do have concerns about the employment of freelancers16 and the importance for
them to manage and develop their own professional capabilities and portfolio. There remains a
confusion over the employment status of the freelancer (a term HMRC do not recognise – you are
either employed or self-employed) and the obligations imparted on a company if they provide
training for the freelancer. This is underscored by the poor terms of engagement for many
freelancers. As Skillset17 pointed out 27% have no contact at all. What has also become apparent is
the stark choice open to the freelancer; as Broadcast put it in their focus on the freelancer in May
2011 ‘to work or contract’.
Over the 5 years of validation visits and the open evening events held in London and Scotland it is
clear that many freelancers know nothing of Skillset18 or other special interest groups that could
support them and provide networking opportunities. These organisations need to reach out to many
in the industry who have no idea that they exist.
2.5 The next steps, taking the BETR work forward beyond co-regulation and the
regulated companies
In summary, we suggest that a more strategic and integrated approach is needed to which all agents
of change (as shown in Influences on equality and diversity in broadcasting diagram Section 6.6)
could subscribe, even if their approach to tackling the issues within their own sphere of influence or
membership are conducted differently. If these diverse groups do not know the strategy and intent
of their fellow ‘agents of change’ and articulate their own aspirations and concerns we will remain in
an industry with a fragmented approach to providing opportunities and diversity in the industry.
Finally, we know there is a significant amount of research being conducted into the industry but
limited sharing of issues and ideas. We hope that this position will improve with sharing industry
knowledge across the sector and with academics through the Broadcast Industry Research Forum.19
As to the future of Equal Opportunities in the broadcast industry for now it remains a tactical rather
than a strategic approach to equality & diversity, dominated by positive action rather than
challenging the status quo. There is not a lack of pressure and support for change being applied to
the industry to increase the diversity of its workforce and promote equality in employment. Yet
despite these pressures, change in creating a diverse industry workforce remains slow.
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(BTSR, 2006)
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The BTSR was asked by the industry to conduct research into this matter in 2006
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(BETR, 2010) (Skillset, 2011)
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(Skillset, 2011)
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http://www.linkedin.com/groups?mostPopular=&gid=3899705

19

We suggest that an industry wide strategy needs to be developed that will ensure sustainable
inclusion & diversity into the broadcast sector. The aim should be to realise the business potential of
inclusion and diversity to help increase ratings, creativity, quality and revenues.
This has to be supported by clear objectives that focus on four themes that concern the industry:




On-Screen / On-Air Talent
Content & Portrayal
Recruitment & Development of staff
Diversity in decision making

This can only be achieved with clear, outcome focused objectives, implemented in a consistent
manner by the many agents for change we have in the broadcast industry.

3

The Broadcast Industry Environment & Economic Context
3.1 Terrestrial TV

The years in which the BETR has been reporting have coincided with the digital revolution, with the
analogue signal switchover due to complete in 2012. Those broadcasters traditionally known as
terrestrial broadcasters include several large companies with turnover in excess of £1bn per year,
like the BBC and ITV, other public service broadcasters like Channel Four and S4C, but also smaller
commercial broadcasters like Channel Five.
They have all been challenged by competition from other channels and from competitors for
advertising revenue and in most cases have developed a portfolio of digital channels and multiplatform strategies in response. But Television defied the gloomier prophecies that it would be
‘killed’ by the internet. Ofcom20 was able to report that consumers were watching more TV content
than ever and that most people (barring the very young) would miss their TV more than any other
media device – the young prefer their mobiles.
Viewing of the main channels, though, continued to decline – offset by the growth in viewing of their
digital portfolios. There was also a growth of time-shifted viewing – signalling the start of what may
be a bigger shift to on-demand viewing via the internet. But the big programme hits were still driven
by the marketing power and reputation of the main studios and were built into even bigger hits by
viewer response and interactivity on social networks. So the juggernaut that is the X Factor and
Britain’s Got Talent rolled on, but were joined by the new entertainment phenomenon of
‘constructed reality’ like ITV2’s ‘The Only Way is Essex’.
There were many changes at the top - new Chairs, new CEOs, new Channel Controllers, and in the
case of Five, a new owner in Richard Desmond. These new leaders were able to benefit from a
somewhat more benign economic environment than 2009’s. The bounce back of advertising
revenue from the depths of 2009 was fragile – as with the economy more generally – but it allowed
ITV in particular to make a notable recovery.
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(Ofcom, 2010)
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The wide debate on the future of Public Service Broadcasting was to some extent put on the back
burner with the change of Government in May 2010. The new Secretary of State, Jeremy Hunt,
focussed his attention on the possible development of a new network of local Television (sometimes
referred to as Channel 6). He also made an unprecedentedly fast settlement with the BBC,
guaranteeing the continuance of the licence fee until 2016, but at the price of demanding
requirements on the BBC including taking over paying for the World Service within a reduced
budget, and making deep efficiency savings.
The BBC continued to develop a range of training resources available online for the wider broadcast
workforce. The BBC Production Academy was launched early in 2011 to sit alongside the College of
Journalism online.

3.2 Cable and Satellite Broadcasters
BSkyB continued to steam ahead with a seemingly recession-proof business model, based, not so
much on advertising revenues, as with monetising technological innovations, such as HD and 3D to
increase subscription income. BSkyB also bought Living TV and other channels from Virgin Media.
While BSkyB dominated the list of cable and satellite broadcasters, as part of one of the largest
global media corporations, there continued to be a huge diversity of size, shape, and ownership
amongst the Cabsat.
A diversity which was also reflected in their greater success in meeting the needs and interests of an
increasingly diverse audience. Research highlighted in the Channel 4 Annual Report21 and from
BARB22 indicated that ethnic minority audiences in particular watched considerably more
multichannel TV than the old terrestrial broadcasters. That was noted as a particular challenge to
Channel Four, whose remit requires them to cater to diverse tastes. Channel Four still had a lead
over other terrestrials in this regard, but its lead was narrowing.

3.3 Radio
Radio like Television has proved remarkably resilient through the digital revolution and economic
blizzard of the past few years. Ofcom23 reported that the average consumer listened to more than
twenty hours of radio every week and nearly a third of people reported having at least one digital
radio in their household.
The new Government launched its Digital Radio Action plan in 2010, setting out the necessary
conditions for the turnoff of the analogue radio signal sometime within the next decade. The original
provisional date set previously of 2015 was considered optimistic given the more rigorous conditions
set out in the new plan.
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(Channel Four, 2011)

22

BARB Report
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(Ofcom, 2010)
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After the period of mergers in commercial radio, 2010 was a year of consolidation for the new bigger
groups like Global. The Radio Centre review24 reported that there were four successive quarters of
recovery in advertising revenues. The BBC and Commercial radio entered into a unique partnership
to develop the Radio Player, using the I-player technology. This was launched early in 2011 and
drew more than five million downloads in its first month of operation.

3.4 Trends in learning and development during 2010
UK Government Skills Policy
The UK government published its adult skills strategy (Skills for Sustainable Growth)25 and its future
funding plans for adult education and skills (Investing in Skills for Sustainable Growth)26 in November
2010. As well as setting out policy priorities, these two documents flesh out the impact of the overall
25% reduction in the adult FE and skills budget over the next three years. The main measures in the
Skills Strategy focus on Skills for Life, adult apprenticeships, entitlements and Train to Gain that will
end in July 2011.
Given the nature of the qualifications of those wishing to join the broadcast industry the impact will
be limited. What is a concern is the fee structure for a university degree that will leave the new
graduate with a debt of at least £30,000 when they leave university. There is much debate on how
this may be a further barrier to entry for undergraduates from non-traditional, disadvantaged
backgrounds.
The government strategy includes a commitment to try and extend the use of regulatory levers to
influence employer investment at the sector level - albeit on a voluntary basis - through
occupational licensing and training levy schemes. Other initiatives include a new Growth and
Innovation Fund of £50M per annum with match funding from employers. The UKCES will be
reshaped and slimmed down and it will also be expected to develop a 'social partnership, with
employers, trade unions and others'.
Lifelong Learning Accounts & All-age Careers Service: the skills strategy confirms the proposals to
introduce Lifelong Learning Accounts and a new all-age careers service.
Investors in People
Investors in People is now under the strategic ownership of UKCES and in April 2011 confirmed its
delivery partners. The ‘diversity’ aspect of IiP will, for the moment, remain implicit in the framework.
National Training Awards and the Broadcast Training Award
The National Training Award (NTA) has become linked to IiP and an IiP accreditation has became an
essential requirement for NTA entry thus raising the bar and we suspect reducing the number of
entrants for 2011. NTA extended the deadline for entry for 2011. The Broadcast Training Award was
withdrawn once BETR announced its closure but we suspect that the IiP requirement would have
been a barrier to entry and would have had a major impact on our entry numbers.
Previous winners can be seen on the BETR YouTube site.27
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Skills Utilisation and High Performance Working
The coalition government has stated that it is committed to a policy approach which promotes
improved skills utilisation in workplaces with the aim of increasing the incidence of high
performance working practices. The Secretary of State, in his letter of guidance to the SFA, has said
that a key priority for the agency should be 'working with employers, the UKCES and SSCs on
promoting greater employer engagement and better utilisation of skills.'
Right to request time to train
The right to request time to train came into operation from 6 April 2010 to be exercised by
employees in organisations with 250 and more employees. The coalition government had been
consulting on the future of the right. It is anticipated that the government will announce the
intention for the right to be extended to all other employees with the exemption of employees
working for the smallest employers from April 2011. At the time of writing this report this is still
limited to companies with more than 250 staff.
Regulatory measures
The government announced an interest in extending regulatory measures to improve investment in
training, where there is an interest in the sectors. The measures of particular interest are:


Industrial levies



Licence to practice



Occupational standards



Procurement practices

Sector Skills Councils
There are now 22 Sector Skills Councils remaining out of the original 25. Skillfast was absorbed by
Skillset in April 2011 and it now has the responsibility for the whole range of creative media
industries. Government Skills (the Civil Service Agency) chose to continue as an unlicensed Sector
Skills Body (SSB). Lifelong Learning UK failed to convince the UK Commission that it had met all of
the criteria imposed by the original re-licensing process.
All Sector Skills Councils (SSCs) are currently faced with drastic cuts to their core funding and the
Government's Skills Strategy states that 'increasingly we will expect [SSC] funding from Government
to come through support for specific projects'. Most SSCs are to cut costs, and several are
undergoing substantial redundancy programmes, with staffing reductions of 20-30%. Although the
Government are not explicitly requiring reductions in the number of SSCs, the financial situation is
encouraging greater co-operation between SSCs, particularly in areas such as research where there
will be a mixture of competitive and collaborative bids for funding.
3.5 Economic Situation, Training Spend and the Broadcast Industry
In 2010 the cuts to public sector funding appear to be having a widespread impact on learning and
development. Not only are public sector organisations twice as likely as their private sector
counterparts to report a reduction in the use of external (typically more costly) options such as
external conferences, workshops and events, formal education courses and instructor-led training
delivered off the job, but they are also more likely to have reduced less expensive options, such as
the use of in-house development programmes, job rotation, secondments and shadowing. It would
seem that this is a year behind the impact of the recession on the private sector.
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In our validation visits, at the L&D in Broadcasting Conference 2010 and through informal meetings
we are asked by colleagues for industry metrics and comparators. As with last year we reference
some headline figures from the CIPD28 annual report (more detail can be found on the CIPD website)
and compare them with the Skillset Employers Report 201029.
Half (54%) of responding organisations declare that their economic circumstances have declined in
the past 12 months, compared with 65% in 2010 and 46% in 2009. Public sector organisations have
been hardest hit in 2010 and funds available for learning and development in the past 12 months
have decreased for two-fifths of organisations. A third have reduced their headcount.
Main changes in organisations’ learning and talent development departments over the last year
include the department becoming more business-focused. Overall, a third have reduced the use of
external suppliers to move to in-house provision. This was noted in the 2009 BETR report and that
trend has continued with a focus on internal learning for ‘staff’ and external events for the
leadership.
Most organisations have a training budget. Training budgets usually cover external courses and
conferences (93%), hiring external consultants and trainers (83%) and books, training manuals, and
so on (81%). For two-fifths of organisations, training budgets also cover fixed costs (44%) and
salaries for in-house trainers (42%).
According to the Skillset survey30 just under one in five (18%) employers have a plan that specifies
the level and type of learning and development in which they will invest over the coming year. This
is highest in Broadcast Television (52%), Community Radio (40%) and Broadcast Radio (38%)
The CIPD reports that the median annual training budget per employee is £350. The median number
of training days employees receive per year is 5.0. This represents an increase of one day compared
with last year (when the recession was at its worst) and is back in line with 2009 data. The BETR did
ask broadcast companies for budget data, as a guideline for industry but few are willing to reveal
their staff development budgets. It has been stated on several occasions spend is not a measure of
success and the BETR has focused on output performance, however interesting it would be to know
the spend profile across the UK.
For the creative industry Skillset reported that the provision of a training plan correlates positively
with company size – 44% of medium-large employers have one, 34% of small employers, and 13% of
micro-businesses. We suggest that this has much do with company culture as there are small highperforming companies on the BETR T&S model.
Within the creative industries the highest proportions of employers offering funded or arranged
learning and development are to be found in Broadcast Radio and Broadcast Television. The majority
of employers (63%) have experienced no change in their learning and development budget over the
past twelve months; 16% report an increase and 12% a decrease. Nearly half of employers (47%) say
they have funded or arranged learning or development over the past twelve months.
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(Dr. McGurk, 2011)
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(Skillset, 2011)
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(Skillset, 2011)
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More than half of organisations surveyed by the CIPD report that learning and talent development
specialists have the main responsibility for determining learning and talent development needs.
Senior managers have the main responsibility in two-fifths of organisations. Only in a minority of
organisations (5%) do employees or learners themselves have no involvement in determining
learning and development needs, but in an additional quarter they have only limited involvement.
The three most common tasks for learning and development specialists are management/planning
of learning and development efforts, delivering courses/time in a training facility and organisational
development/change management activities.
Trend data suggests that organisational development/change management activities are increasingly
becoming an integral part of learning and development specialists’ roles. This trend is expected to
continue into the future.
A greater integration between coaching, organisational development and performance management
to drive organisational change is the most commonly anticipated major change affecting learning
and development over the next two years, reported by nearly half of organisations.
One in ten organisations anticipate that the funding of learning and development will increase in the
next 12 months. Two-fifths anticipate reductions. Unsurprisingly, public sector organisations are
most pessimistic regarding their future learning and development funding.
Recruitment and the number of freelancers in the broadcast industry is a significant indicator of the
health of the sector. Even though many fulltime employees have been lost to the industry in 2010
according to Skillset31 many employers in Television (76%) have taken on new recruits in the last
year.
The growth in the number of freelancers continues with 30% of employers saying their demand for
people employed on short term contracts has increased over the past year, compared to 18% for
permanent employees32.
At its inception the BTSR was asked to look at issues for Freelancers and their training. Again little
has changed to substantiate their rights to training and their employment status. There is much
evidence to suggest that many have no contract even when working over an extended period.
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Skillset Employer Survey 2010 (Skillset, 2011)
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4

The Co-Regulatory Process for 2010
4.1 The annual cycle for self-evaluation

The annual cycle for the co-regulatory model starts with a request from the BETR for companies to
either claim exemption (under 20 employees) or participate in the self-evaluation process (20+
employees). Those required to submit provide their workforce data and report their activities in
Training & Skills and equality of opportunity for the previous year in December and into January.
These three data sets then form the basis of the
analysis conducted by the BETR. Only six people
in the BETR team see company specific data. No
member of the BETR Board or anyone external
to the operational work of the BETR gets sight of
company specific data. The database is held on
a secure, third party server external to Ofcom
yet has been approved by the Ofcom IT Team.
The data for 2010 has provided a rich seam for
analysing the overall performance of the
industry. This database is a unique resource to the industry in as much as all companies reporting
have all reported on the details of their workforce and their provision of Training & Skills and equal
opportunities. We take great care not to present any data for small groups that could identify
individuals as a consequence of our analysis. We believe these collated data tables provide all the
information required of any informed reader of the report we produce. Should any third party feel
that there is any data missing that would be of value to them or value to the industry to understand
the issues of T&S and EO please contact the BETR. We are always happy to hear comments or
criticisms that enable us to mine the data more effectively.
From the analysis of the in year data and comparing it with past years, and also where appropriate
with other industries, we are able to pull together our observations and findings from this data at
the heart of the annual report.
The key findings are in the first instance presented to the BETR Board for comment and discussion.
This is then followed by a presentation to Ofcom, which for the 2010 return took place on the 26th
May 2011. Finally, all industry members who have to provide a self-evaluation return are invited to
attend a session at Ofcom for a presentation of the key findings plus follow-up discussion. This took
place on the 6th June 2011 where headline data were presented. A discussion with the broadcasters
followed to ensure that the findings from the BETR were fair, reasonable and in accordance with
individual companies take on the current situation for Training & Skills and diversity in the broadcast
industry. We see these various feedback sessions to the industry and to Ofcom as vital components
in the development of our report and, had the BETR continued, as an effective process for improving
the data gathering round in future years. Once the feedback sessions have been concluded we then
produce our final report and recommendations embodied in this report, published at the end of
June 2011.
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Normally this report would list actions and recommendations for the industry and the BETR to take
forward to the next year. This year, as it is our last, we are making our recommendations to Ofcom,
broadcasters and other stakeholders to pick up some of the issues we have highlighted and take
them forward as a way of managing some of the concerns that we raised in the report for this year
and in some cases in previous years.
It will be said elsewhere but it is worth repeating that we are enormously grateful to the
broadcasters who have completed the data and the questions we asked of them. The sections on
how effectively they have been able to carry out their action plans for 2010 are extremely
illuminating and give an instructive insight into the issues and problems for the industry, as well as
highlighting some very impressive successes for the industry to take note.

4.2 Validation
In the normal round a series of validation visits would have been conducted throughout 2010. We
would have reviewed the performance of companies who:




have significantly moved up or down through the self-evaluation grid
identified potential case studies and examples of good performance to become part of our case study
portfolio
are new companies, reporting for their second year
remain poor performers

2010 would also have been the first year we would have tackled visiting companies based on their
EO return for 2009; again this had to be shelved due to the change in BETR fortunes. We saw the
validation visits as a vital diagnostic process in which the BETR, along with external consultants, were
able to offer their expertise and work with the broadcast companies to review Training & Skills to
date. There was the ambition that the same would have been true for equal opportunities.
In 2009 our lead validators for Training & Skills set out some of the issues that they felt had emerged
from the validation visits. Although pre-validation many broadcasters were concerned that the visit
would be an audit of their processes, in reality the validation proved to be about improvement and
performance. The outcomes from the validation visits could and did help broadcasters better
understand what differentiated them from others, help them identify good practice and, in some
cases, provided them with an action plan and an offer of ongoing support.
It is clear that even in this small industry the L&D or diversity professional has a real challenge to
maintain contact with other like-minded or similarly skilled individuals across the industry. We did
set up a Learning & Development in Broadcasting LinkedIn group but it has to be admitted that very
few members of the L&D community found time to contribute.

4.3 Findings – How we interrogated and validated the data
Our report is based on the analysis of the self-evaluation returns we received during January and
February 2011. In analysing the data our main objective is to identify trends, areas of strength and
areas of weakness. We also tried to see if there were any significant differences or issues to be
highlighted between the PSBs and cable & satellite TV channels and the radio industry. We also
tried to see if there were any significant differences by size and regional variations.
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So significantly more cuts of the data are conducted to identify any significant trends or individual
differences that we need to highlight and direct to the attention of broadcasters. Unlike previous
years we have not been able to validate the data with company visits. For the purpose of this report
we only reference company size by head count. Attempts in the past to gain some indication of
company size through turnover or market capital has proved a difficult task and it has not been
possible to compare like with like. This year we have also attempted to differentiate companies by
type; most significantly, trying to differentiate those companies that are pure UK Limited Companies
and those that are subsidiaries of global enterprises.
In cross-referencing the different types of companies we came to the view that the more significant
differentiation between them had more to do with cultural values and behaviours within companies
than with their parent company location. But it is significant to note that many companies who hold
Ofcom licences are not broadcasters in the traditional sense; many companies are purely providing a
sales and marketing vehicle for global enterprises to transmit using licensed Ofcom channels in the
UK.
A final note on this matter: our approach for 2011 would have been to provide a greater linkage to
Investors in People (IiP) as a means of encouraging and reporting companies who want to register
for IiP given high performance on the BETR model. More is said in Section 2 Conclusions and
Recommendations.

4.4 Who is doing focused research into the broadcast industry?
In collating the data for this year’s report and taking a broader view of research both in industry and
academic environments, it has become clear that there is a great deal of research work being
undertaken. However, there is not a great deal of communication between those who are
conducting various forms of research. It ranges from industry sponsored research for Skillset, for the
broadcasters, Ofcom and the BETR and encompasses those who are doing MBA dissertations, other
post-graduate work and PHD research. At the 29th International Labour Process Conference held in
Leeds in April 2011 there were several papers from academic groups conducting research into the
media industry covering topics from the approaches to creativity to the role of freelancers in the
industry.
We hope that one of the legacies of the BETR is that all of these groups will engage in the Broadcast
Industry Research Forum33 that we have set up to bring together those who are conducting detailed
research at this level as a point of exchange of information and market intelligence
We also reference in this report past research which has revealed a multiplicity of papers over the
last 10 years ranging in topics from the role of women in the industry to the plight of the freelancers,
to issues involved with definitions of the creative industry itself. We hope readers of this report find
the links to these references useful and a full bibliographical table has been provided at the end of
this report.
33

http://www.linkedin.com/groups?gid=147556&trk=hb_side_g
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5

The workforce

This section sets out the employment levels across the industry and shows how women, people from
minority ethnic groups and people with a disability are currently represented. It also provides a
comparison to the 2009 workforce data and, where possible, data from previous years.
5.1 Overall numbers
A total of 58,668 people were reported as being employed across the sector in 2010 (2009: 60,935;
2008: 68,391). This is a fall of 3.7 % from 2009 employment levels. The majority (93.2%) are
employed within television with just 3997 employed within radio. The fall in radio has been 6.3 %
and in TV 3.5 % indicating that the downturn in 2010 has hit Radio more than TV.
See Appendices: EO Table 1

Contract and freelance staff make up 8.6% of the workforce compared with 5% in 2009 and 14% in
2008. The majority (76%) are employed within output activities (broadcast and production) and 24%
in shared services activities (human resource management, finance, IT etc.) Most (93%) are also
reported to be working at staff rather than management levels34.
See Appendices: EO Table 2

Just under half of broadcasters (34 - 48%) report that they are working to improve their recruitment
policies and procedures to appoint the best people from diverse backgrounds and work specifically
to attract and recruit diverse staff to their organisations.
This is to be welcomed; however, the figures show that of the 71 companies we regulate 45
companies say nothing about EO or T&S on their websites.

Below we set out a table showing the number of companies that do make their data public
Publish Policies
Statement
Set out targets
Impact Statements
Schemes
Recruitment Policy

6
13
3
3
5
9

5.2 Employment of Women
A total of 25,765 women are employed in the industry, making up 44% of the workforce. The total
number of women has fallen by 3.3% from 26,656 in 2009, similar to the fall of 4% over the past year
in the employment of men to 32,903. The proportion of women in the industry has changed little
since the first Ofcom equal opportunities report showed it to be 45.6% in 2005.
Across the industry, the representation of women is slightly higher in shared services (45%) as a
proportion of all staff in shared services, than in output (production and broadcasting) activities
(43%).
See Appendices: EO Table 3
34

See the reference to Freelancers in Section 2 of this report.
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Representation of Women across the Hierarchy
The representation of women in radio has risen from 46% in 2009 to 49% in 2010. The
representation of women in television remains the same over this period at 44%.
See Appendices: EO Table 4

Representation of Women across the Hierarchy
A total of 125 women and 352 men are in the most senior leadership roles in the industry.
26% of Board roles are occupied by women – the same as in 2009. This marks a rise of 3% since
2006 when 23% of Board roles were reported to be occupied by women. 25 companies declared the
gender of their Non-Executive Directors and showed that 23% of these roles are occupied by
women. 27% of Executive Director roles are occupied by women. There is a much higher
representation of women at Board level in television (29%) than within radio (17%).
See Appendices: EO Table 4

Representation of women on the Board in the broadcast industry compares favourably with the
representation of women on the Board in FTSE 100 companies. In 2010 only 12.5% of FTSE 100
directorships were held by women – an increase of less than 1% since 200835. In the public sector
women now hold 33.3% of public appointments.
The recent Government commissioned report by Lord Davies into the continued underrepresentation of women at Board level has recommended that FTSE 100 companies should aim for
a minimum of 25% female board member representation by 2015. He also recommends that
companies should fully disclose the number of women sitting on their boards and work to help drive
numbers up.
Amongst the 71 reporting broadcast companies, 31 reported having 25% or more women on their
Board. Of these, 2 have all female Boards and 7 have 50% or more women on their Boards. 37
broadcast companies have less than 25% women on their Boards, 23 of which have no women at all.
See Appendices: EO Table 5
35

(Vinnecombe, et al., 2010)
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Women occupy 27% of Executive roles in output (broadcasting and production) and 27.5% of roles in
shared services. More women (33%) occupy Non-Executive roles in output compared to shared
services (21%).
Whilst the representation of women at Board level in broadcasting may compare favourably to FTSE
100 companies, as in 2009, men still dominate at these levels and the proportion of women begins
to fall as soon as they enter management levels. Whilst 44% of the industry workforce is female,
42% are managers, 36% are senior managers and 26% are the most senior level Board leaders. The
proportion of women in senior management roles has changed little since 2006 when the level was
reported to be 34.5%.
The fall in representation of women as they travel up the hierarchy is more pronounced within radio
than within television. In television, 44% of the workforce is female, 42% are managers, 36.6% are
senior managers and 29% operate at Board level. In radio, 49% of the workforce is female, 42% are
managers, 34% are senior managers and 17% operate at Board level.
See Appendices: EO Tables 6a & b

Representation by Contract Type
Women make up 52% of the overall contract and freelance workforce. This is an increase from last
year when women were reported to make up 37% of the contract and freelance workforce. Since
2007, the proportion of women contractors and freelancers reported has continued to fluctuate –
42% in 2007, 48% in 2008, 37% in 2009 and 52% in 2010 – its highest reported level.
More women contractors and freelancers are represented in shared services (61%) than in output
roles (49%).
Women also make up a larger proportion of contractors and freelancers in television (53%) than in
radio (44%).
See Appendices: EO Table 7

Equal Opportunities Success Story
Promoting Women in Engineering Roles at Arqiva Ltd
Following successful completion of Arqiva’s Higher Apprenticeship programme, a female trainee was offered a
permanent role employed in Winchester Teleport as an MCR Engineer. This role supports and maintains our
various satellite services to a range of customers. She receives consistently positive feedback from her
managers and has worked on a number of major outside broadcasts including Crimewatch, Live and Deadly
and the G20 summit in London.
Arqiva also recruited two female Advanced Apprentices who have both now moved into roles in our Field
Services team, one as a Power Systems Technician and the other as a Field Service Technician. Both roles
require visiting a range of Arqiva sites within their service region to service and maintain our power and
transmission systems, conducting planned maintenance, testing and fault correction.
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5.3 Employment of minority ethnic groups
There are just over 6,099 people from ethnic minority groups employed across the sector – 10% of
the total workforce. This represents a 1% fall in representation from 11% in 2009, back to the 2008
level. This marks an overall rise of just 1% from 9% in 2005 when the first Ofcom equal
opportunities report was published.
See Appendices: EO Table 8

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

Employment of Minority Ethnic Groups
The representation of people from ethnic minority backgrounds in the broadcast industry is below
the national figure of working age Black and Asian minority ethnic groups (BAME) which is 12.5%36
and well below the figure for London, estimated to be around 24%. Notably, 20% of the national
emerging workforce is BAME (children in schools and secondary education) and currently 16% of
students are BAME37.
38

Of those people working in the industry who are from an ethnic minority background (10%), the
majority are Asian (46%) and Black African or Black Caribbean (25%). Amongst Asian people working
in the sector, 13% are reported to be Indian and 14% Chinese. However, the majority – 68% are
reported as ‘other’ for which we have no further data available.
As in 2009, there continues to be a sizeable proportion of the industry’s workforce population for
whom no information on ethnicity is known. 11% of the workforce (6,502) preferred not to declare
their ethnicity, and 2% (1,185) have not yet been asked.
See Appendices: EO Table 9

36

http://www.dwp.gov.uk/emag/what-we-do/background/ethnic-minorities-in-the-labour/

37

Race for Opportunity - http://www.bitc.org.uk/workplace/diversity_and_inclusion/race/index.html and
Diversity Works for London - http://www.diversityworksforlondon.com/server/show/nav.006
38

The total number of staff for which more detailed ethnicity data were reported is 3140, i.e. less than the
total number of BAME staff reported in the industry, which was 6099 for 2010.
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The representation of people from ethnic minority groups employed in television (11%) remains the
same as in 2009 and is almost double the representation in radio (6%), which has fallen from 7% in
2009.
There is little difference in the representation of people from ethnic minority groups in output roles
(10%) from shared services roles (11%).
See Appendices: EO Table 10

Representation across the Hierarchy
Whilst people from ethnic minority groups make up 10% of the workforce across the industry, they
make up only 4% of Executive Directors (14 people) – 3% less than in 2009. 25 companies provided
data on their Non-Executive Directors, 7% of which (9 people) are from ethnic minority groups.
Representation in senior management has fallen slightly from 8% in 2009 to 6% in 2010 and in
management roles from 9.6% to 8.2%.
The representation of Executive Directors is almost the same in radio (3%) as in television (4%).
Representation at senior management level is also the same at 6%. However radio has more than
twice the proportion of Non-Executive Directors from ethnic minority groups (11%) than television
(5%).
Overall, television has a much greater representation of people from ethnic minority groups in its
workforce (11%) than radio (6%).
See Appendices: EO Table 11

The ethnic minority workforce is represented at similar levels in both output roles (10%) and shared
services (11%).
See Appendices: EO Table 10

Representation by Contract Type
The representation of contractors and freelancers from ethnic minority groups continues to rise
from 8.4% in 2008, 9.5% in 2009 to 13% in 2010 – 619 people. Representation within permanent
staff is slightly lower at 10% (11.5% in 2009).
There are 284 reported contract and freelance staff employed in radio and 26% are from ethnic
minority backgrounds. This is slightly lower than in 2009 (28.6%). This compares to only 12% of
contractors and freelancers from ethnic minority groups in television – a rise from 8% in 2009.
See Appendices: EO Table 12

Race and Gender
A total of 2,892 women from ethnic minority backgrounds are working within the industry. They
make up 11% of all females in the industry and 47% of all people from ethnic minority backgrounds
within the industry. There are 8 women from ethnic minority backgrounds working at Board level;
48 at senior management level and 416 at management level.
See Appendices: EO Table 13
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The representation of women from ethnic minority backgrounds as a proportion of all ethnic
minority people working in the sector has risen slightly from 44% in 2009 to 47% in 2010. This is
slightly higher than the representation of white women as a proportion of all white people working
in the sector (45%).
As a proportion of their own ethnic groups, a lower proportion of women from ethnic minority
backgrounds (21%) are in Executive Director roles compared with white women (28%). However,
women from ethnic minority backgrounds are better represented at senior management (47%) and
management levels (50%) compared to white women (36% at senior management; 42% at
management). Five out of the 9 reported Non-Executive Directors from ethnic minority backgrounds
are women (56%) compared to white women taking 20% of the roles occupied by white people.
See Appendices: EO Table 14

Equal Opportunities Success Story: Supporting Ethnic Minority Staff at ITV
The Foundation Placement Scheme is a Positive Action scheme for Black, Asian and Minority Ethnics. Through
the scheme, a number of female trainees of an Asian ethnic origin have entered roles traditionally held by
white males. Whilst on the scheme trainees have a wealth of support and a framework to help with confidence
and development. Once the scheme has been completed, we ensure that support is still available to
individuals so that they do not feel isolated and can continue to develop and progress.

5.4 Employment of people with disabilities
The total number of people with declared disabilities reported to be working in the industry is 1,247.
This is a fall of 231 from 2009. This represents 2.3% of the workforce compared with 2.4% in 2009.
This figure remains extremely low compared with the estimate of 16% of working age people with
disabilities39. The total number of people with disabilities reported to be working in the industry has
increased by 121 since 2005 when 1.7% of the workforce was reported to have a disclosed disability.

1.7%

0.0%
Non-Executive
Board

2.0%

2.4%

2.3%

Staff

Total Employment

0.3%
Executive Board

Senior Managers

Managers

% of Workforce who have a declared disability

39

‘Disabled people and the labour market in London’, Intelligence briefing, Richard Walker, London
Development Agency, 2010.
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However, there may be significant under-reporting on disability within the industry. In 2009, 12% of
the workforce was reported to have declined to say whether they had a disability or not. In 2010,
this has risen to 37% of the workforce – 19,592 people.
See Appendices: EO Table 15

As in 2009, there is a higher representation of people reported with declared disabilities within
television (2.4%) than in radio (0.5%) – 11 people.
See Appendices: EO Table 16

Equal Opportunities Success Story: Recruiting Candidates with a Disability at Turner Broadcasting
One member of staff at Turner joined as an intern from Mencap. He has learning difficulties as well as cerebral
palsy and had been unsuccessfully looking for a job for 6 years before joining Turner. Being a member of staff
at Turner has meant that he has been able to get married and start a family. He is delighted with the difference
it has made to life in general and spoke about his experiences at the London Jobs Fair in 2010.
Equal Opportunities Success Story: Recruiting Candidates with a disability at UTV Media
In 2001 we recruited a staff member who is blind to the role of producer at talkSPORT, our national radio
station in London. This is a role which is not typically taken up by someone with this type of disability. He is
supported at work on a one to one basis and his guide dog accompanies him to the office and throughout the
course of the day to enable him to carry out his duties. For example, the staff member, along with his guide
dog, recently went out to report on the student riots in London.

Equal Opportunities Success Story: Working to retain staff who become disabled
One broadcaster reported initiating a clear ‘back to work’ plan to support an employee who developed severe
depression. Their manager adopted a coaching role with them and they are now successfully back at work and
acting as a Diversity Ambassador for the company.

Representation across the Hierarchy
26 people with declared disabilities are reported to be working at senior management or Board level
within the industry compared with 41 people last year. This represents just 1.3% of the senior
management team.
The representation of people with declared disabilities at management and staff levels remains
almost the same as last year - 2% and 2.4% respectively.
See Appendices: EO Table 15
Within television there are 26 people with declared disabilities working at senior management levels
or above – 1.5% of the total. There are no people with declared disabilities reported to be working
as part of the senior management team within radio.
The proportion of managers with declared disabilities in radio has risen from 0.5% in 2009 to 1.3% in
2010 – 4 people. In television the proportion of managers with declared disabilities has fallen
slightly from 2.5% in 2009 to 2.1% in 2010 – 184 people.
See Appendices: EO Table 16
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Disability, Gender and Race
Half of the 1,247 people with a declared disability working in the industry are women. There are 10
women with declared disabilities at senior management levels or above and 16 men with declared
disabilities.
Women with declared disabilities represent just 0.5% of the industry’s senior management team
compared with 0.6% in 2009. They comprise 0.9% of managers compared with 1.1% in 2009 and
1.3% of staff compared with 1.25% in 2009.
Of those 619 women with a declared disability working within the industry, 67 are from an ethnic
minority group (11%). Only 7 are employed above staff levels.
See Appendices: EO Table 17

People with declared disabilities from an ethnic minority background comprise 0.05% of the senior
management team. In total, there are 127 people from ethnic minority backgrounds with a declared
disability working in the sector, comprising 0.2% of the total.
See Appendices: EO Table 18

6

Equal Opportunities
6.1 The self-evaluation framework

The qualitative self-evaluation framework enables us to understand how, and the extent to which,
broadcasters are creating organisations which attract, develop and retain diverse talent. Whilst the
model is split into three elements – Motivate, Act, and Evaluate - it represents an overall approach
to change, with each element and each strand within those elements being of equal importance.
6.2 Overall performance
In 2009, when the scores for all of the elements and strands were put together, over half of all
broadcasters (56%) reported as being at the low end of performance on this model. A third (34%)
were at medium levels of performance and only 10% reported as being at high levels of
performance. One year on, the self-evaluated performance of broadcasters has improved – but only
slightly - with just under half (45%) reported as being at the low end of performance, 42% at medium
level but still only 13% - that equates to 9 broadcasters - 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
element, 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 elements (48.5%).
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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Spread of Performance Against Self-Evaluation
Model - Motivate Act & Evaluate Combined
56%
45%
34%

42%

2009
10% 13%

Low

Medium

2010

High

6.3 Motivate
Broadcasters achieved an overall average score of 60% on the Motivate element of the selfevaluation framework – the same as in 2009.
Around a third of broadcasters (34%) report themselves as low performers in having demonstrated
the necessary levels of commitment to achieving equality in employment and as having the
necessary policies and resources in place (34%). As in 2009, just under half of broadcasters (46%)
report themselves as low performers in having the leadership in place to achieve equal
opportunities.
Overall, only 17% of broadcasters (12 in total) report themselves as having high levels of
commitment to achieving equality in employment. Only 15.5% (11 in total) report to have high levels
of leadership on this issue and only 22.5% (16 in total) as having high levels of performance on the
policies and resources needed to achieve equality in employment. These results suggest that much
more work remains to be done to ensure both the commitment to and leadership of equal
opportunities in employment is in place.

Levels of Performance Across the Three Strands of Motivate
49%

46%
34%

34%

44%
38%
Commitment
17% 16%

22%

Leadership
Policies & Resources

Low

Medium

High
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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 and 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 and 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.

Good Practice Case Study
Channel 4 – Putting Diversity at the Heart of the Business
Diversity of staff is essential for Channel 4 to make the programmes we want to make. The success of our
business relies upon our attracting and retaining people from the widest possible backgrounds with the
widest, most diverse range of attitudes, opinions and beliefs. It is only through diversity that we can ensure we
continue to offer creativity, innovation and distinctiveness in our TV, online content and services.
To support our commitment to diversity, we have introduced a number of on and off-screen measures,
including:


Updating our recruitment and selection procedures to reflect best practice



Launching Diversity 2010 a leadership programme for 10 senior managers throughout our business to
understand the skills, behaviours and nuances of modern Britain. This programme was run in
conjunction with the BBC as an important partnership in ensuring Public Sector Broadcasters impact
this important area of development.



Continuing to Chair the CDN with the culmination of the 2010 CDN awards at the Royal Opera House,
a celebration of diversity across our sector



Working with key suppliers to ensure that they have diverse teams on Channel 4 projects and
meaningful diversity policies



Building Channel 4 commitment to diversity and disability training through our Diversity Production
Trainee Scheme which funded 15 placements - an increase on 2009 - at Independent Production
Companies for researchers from various minority groups



Creating a Creative Diversity Team under Stuart Cosgrove whose sole purpose is to increase the
diversity of companies which Channel4 works with and to continue to produce content that reflects
contemporary British society



By covering the 2012 Paralympics, Channel 4 has set out its mission to change the perception of
disabled people in our society through a range of on and off screen activities, which will start in 2010
and continue until 2012. This is in addition to our broadcast coverage.

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 role and responsibilities
in creating an inclusive organisation;
Hold all employees formally accountable for helping to create an inclusive organisation.
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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.

Good Practice Case Study
BBC: Building a Diversity Strategy and Setting Targets
The BBC has a Diversity Strategy and a diversity performance measurement framework consisting of divisional
diversity action plans. These plans are aligned to the division’s business objectives as well as those of the BBC
overall. The Diversity Strategy is agreed at Executive Board and the Trust and is signed up to by the Director
General and senior leaders in the BBC. The BBC’s Diversity Strategy and action plans can be found at
www.bbc.co.uk/diversity
The BBC uses its workforce diversity monitoring data to help set targets on race and disability. Progress
against the targets and wider equality of opportunity in employment issues are reported annually to the Trust
in the Equality in Employment report which is published on the BBC Trust website and can be found at
http://www.bbc.co.uk/bbctrust/about/how_we_govern/diversity_equality/index.shtml

Organisations that have a high level of performance on policies and resources:




Have policies, standards and guidance which support their aims of 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.

Good Practice Case Study
Leading Diversity at UTV Television
UTV adopts a number of approaches that ensure the championing of diversity throughout the organisation:






John McCann, Group Chief Executive, takes overall responsibility for equal opportunities and is the
signatory on the Company’s Equal Opportunities Policy Statement. This statement is displayed
prominently throughout the Company and a copy is sent to all job applicants. The strategy for Equal
Opportunities is discussed and agreed by UTV Senior Management on an ongoing basis.
All managers’ job descriptions highlight their responsibilities for the promotion of equal
opportunities.
Managers are regularly advised of updates in legislation and best practice in diversity and equal
opportunities areas.
In addition Managers and Staff are involved in a wide range of outreach measures including school
work shadowing, tours, lectures and mentoring which support our equality and diversity priorities.
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Similar proportions of radio and television broadcasters report themselves to be high performers on
commitment and leadership.
However, more radio broadcasters (26%) than television (21%) report themselves as high
performers in having the policies and resources in place to achieve equality in employment.
In addition, radio broadcasters seem to be more likely to rate themselves as medium performers on
the Motivate strands than television.
58% of radio broadcasters rate themselves as medium performers in having the necessary levels of
commitment in place to achieve equality in employment, compared to 46% of television. 37% of
radio report that they are at medium levels of performance in having the leadership required on this
issue, compared with 38% of television. 47% of radio broadcasters say they are at medium levels of
performance in having policies and resources in place to promote equality in employment,
compared with 42% of television.
Good Practice Case Study
ITV - Champions in the Business
ITV's Diversity Talent Champions have had a real impact acting as a conduit between staff, the business and
external support. The volunteer champions are from across ITV's business areas and at various levels within
the company. Championing a particular equality strand has made it clearer for staff in terms of support as well
as providing a link for external support organisations. Some successes include an increase in the number of
staff declaring their disability - it has lead to numbers doubling in the last two years. ITV is also the first
broadcaster to become a top 100 employer on Stonewall's LGB Workplace Equality Index list - again due to the
support offered by its LGB champion.

6.4 Act
Overall, the Act element of the qualitative model is where the broadcasters scored highest with an
average score of 64% - no change on 2009. 11 broadcasters (15.5%) have reported themselves to be
high performers on Act. 28% report as low performers but 56.5% see themselves as medium
performers.
Within the Recruitment element, just over half the broadcasters report themselves to be at a
medium level of performance (56%). Few broadcasters (18%) have scored themselves as high
performers and a quarter (25%) report themselves to be low performers.

Levels of Performance Across the Three Strands of
Act
18% 11% 29%
High
Recruitment

56% 52% 48%

25% 37% 23%

Medium

Low

Development

Retention
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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.

As well as favouring open competition for jobs and ensuring that recruitment and selection
procedures are free from bias and unnecessary criteria, high performers also:



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.

Good Practice Case Study
Channel 4 - Recruiting Diverse Talent
At Channel 4 we use a variety of methods in recruitment internally and externally; these range from interview
panels, assessment centre days and psychometric tests. All of our roles are advertised across a wide range of
media including specific online and print outlets. We also have used Talent Boutiques which has enabled us to
connect future talent with key decision makers within our business.
In 2010 we updated our recruitment and selection practises to reflect best practice resulting in a new
recruitment management system implementation in 2010. This has resulted in an increase of 20% of the
number of hits to our external site which on average receives 55,000 hits a month. The diversity of applicants
accessing our site has increased by25% which has translated directly in an increased diversity of our workforce.
We have run 14 internships in 2010 and over 140 work placements with the specific aim of increasing the
diversity internally and externally of the media sector. Of these internships 50% of interns have remained in
our business. Over 50 % of people taking part in our Kick Start programme have been from a diverse
background – well above the statistical average for engagement in this area.
Good Practice Case Study
Turner – Promoting Diversity in Recruitment
Turner’s dedicated diversity campaign attracts a wide variety of applicants through the following actions:

Turner For All (internal) and A Broad Cast (external) campaigns work together to bring in more people
from ethnic minority backgrounds.

Working with external organisations such as Leonard Cheshire’s Ability Media Centre and Mencap,
and advertising in disability media such as Able Magazine, encourages people with a disability to
apply for jobs with Turner.

Running a paid internship programme

Recruiting at Turner Training Programme ensures all managers responsible for recruitment are
trained to avoid any discrimination issues in regards to race, ethnicity and sexual orientation.

Monitoring statistics are gathered on all candidates and the diversity of candidates at each stage of
the recruitment process is monitored.
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Good Practice Case Study
BBC: Monitoring Recruitment
The BBC regularly monitors its workforce by gender race, disability, sexual orientation, age and religion or
belief. We ask all candidates who complete an application via our online application form, to also complete
our equal opportunities monitoring form. This enables the BBC to review and assess the impact of its
recruitment and selection processes on diverse candidates throughout the entirety of the recruitment and
selection process from application to interview to assessment and who is successfully appointed.
We also ask new joiners to complete an equal opportunities monitoring form when they sign their contract
and other key induction materials / contractual agreements on starting their new role. The information
gathered from this form is confidentially held against personnel records and is used to help assess the impact
of policies and processes on diverse staff.
The monitoring information we gather has been used to inform the setting of corporate diversity targets and
internal divisional diversity goals.

It is a similar picture within the Development strand, where 52% of broadcasters report themselves
as being at a medium level of performance in ensuring equality in how staff are developed and
rewarded. However, around a third of broadcasters (37%) report themselves as low performers and
only 11% 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.

Good Practice Case Study
BSkyB: Developing Women’s Potential
Talent development is an important part of the People Plan at BSkyB. All employees have access to training
and development opportunities. There are formal performance review systems in place across the
organisation to help individuals identify personal and professional development needs, career plans and to
identify the necessary support/guidance they need to achieve these plans. We pay particular attention to the
gender and ethnic profile of our talent development participation statistics. To further support the
development of women in the organisation, we have introduced a mentoring scheme, with an initial focus on
senior women. The scheme is supported by formal training to help ensure success. This scheme has now been
opened to all employees to participate. In addition we have a well established Senior Women’s Development
Network and coaching for women returning to work after maternity leave.

More broadcasters report as being better developed in promoting equality in their retention
strategies and approaches. 30% report as being high performers (down from 33% in 2009); almost
half (48%) as medium level performers and only 23% as low performers (up from 19% in 2009).
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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.

There is little difference between radio and television in the self-evaluated ratings on the
recruitment and retention strand. However, radio broadcasters are more likely to rate themselves
as high performers in promoting equality in the way they develop their staff (58%) than television
broadcasters (50%).

6.5 Evaluate
Overall the Evaluate element scored lower across all broadcasters than the Motivate and Act
elements – 48.5%.
There has been little or no improvement in the number of broadcasters turning their attention to
evaluating the impact of their efforts to promote equality in employment. In 2009, less than five
broadcasters reported high performance on the three strands of Recruitment, Development and
Retention. In 2010, this number remains below five, with only 4% of broadcasters scoring high for
the Evaluate strands. Over half the broadcasters continue to report low performance on each of
these strands. 62% report low performance in evaluating their actions to promote equality in
recruitment; 63.5% in evaluating development and 58% in evaluating the results of promoting
equality in retention.
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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Levels of Performance Across the Three Strands of Evaluate
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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 diverse talent 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.
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Proportionately more television broadcasters than radio report that they are evaluating their
performance on recruitment. A third (33%) of television report that they are at medium levels of
performance compared with 26% of radio and 10% say they are at high levels of performance on this
compared with no radio broadcasters reported as high performers. Proportionately more television
broadcasters report that they are at medium levels of performance in evaluating their actions to
promote equality in the way they develop their staff (36.5%) compared with 21% of radio
broadcasters. 58% of television broadcasters report that they are low levels of performance on this
strand compared with 79% of radio.
ITV - Onscreen portrayal - an important monitoring tool
ITV continues to capture portrayal data around the programmes it makes and broadcasts. By capturing what
the audience sees it is able to use the information to measure whether its output reflects our society and
audience. From a commercial point of view, it generates information that can be compared to information on
viewers; demonstrating the link between representative programming and attracting a wider audience.

6.6 Analysis and findings
Almost no change in the diversity of the broadcast workforce since 2005
Since 2005 the overall representation of women, people from ethnic minority backgrounds and
those who have declared a disability in the industry remains almost unchanged. The reported
representation of people from ethnic minority backgrounds has increased from 9% to 10% in five
years and of people with declared disabilities from 1.7% to 2.3%. The extremely slow increase in
employment of people from ethnic minority backgrounds continues despite reports of focused
efforts to increase diversity in recruitment by many broadcasters. The slow rate of increase is
completely failing to keep pace with the increase in entry of people from ethnic minority
backgrounds to the labour force. People from ethnic minority backgrounds will account for 88% of
the increase in London’s working age population between now and 2026, and 20% of the national
emerging workforce are BAMEs.
Over the last five years the industry has maintained and built upon its representation of women in
Board and senior roles, outperforming FTSE 100 companies. 26% of Board roles are held by women
in 2010 compared with 22.6% in 2005. 36% of senior managers are women compared with 34.5% in
2005. Women account for only 12.5% of FTSE 100 Board roles. Despite a much better
representation of women at the top compared to other industries, proportionately fewer women
still progress to senior management and executive roles than men, with the glass ceiling forming
once they have reached management roles. Lord Davies, in his review of women at Board level has
recommended that companies should aim for a minimum of 25% female board member
representation by 2015. Currently, 44% of licensed broadcasters have achieved this minimum whilst
almost a third (32%) have no women at all on their Boards.
Due to the many and varied job titles and grading systems across the industry it has not been
possible in our analysis to look more closely at specific key roles, such as a commissioners, editors,
directors and producers. However, other research and anecdotal reports indicate that there is little
diversity amongst the people occupying key roles and, as in many other industries, a continued lack
of gender diversity in engineering and technical roles.
From the data reported to the BETR, increasing the representation of people from ethnic minority
backgrounds and those with disabilities remain key priorities for the industry, together with ensuring
greater diversity in key decision making and leadership roles.
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Lack of change, despite pressure for change
There is not a lack of pressure and support for change being applied to the industry to increase the
diversity of its workforce and promote equality in employment. The Cultural Diversity Network
(CDN) and the Broadcast and Creative Industries Disability Network (BCIDN) together provide
support and encouragement to industry members, including the independent sector, to promote
equality and diversity in its workforce and in content and portrayal. Support and pressure for
change is applied by other organisations including the trade union BECTU and the network
organisation Women in Film & TV. Skillset works with the industry on several training and
development programmes aimed at under-represented groups, promoting the industry as a career
option, and undertakes research to highlight barriers to entry and development. The
Communications Act 2003 requires all licensed broadcasters to promote equality in employment on
race, gender and disability and the Equality Act 2010 broadens this to include other protected
characteristics – age, sexual orientation, religion and belief, gender reassignment, marriage and civil
partnership, pregnancy and maternity.

Influences on equality & diversity in broadcasting
Yet despite these pressures, change in creating a diverse industry workforce remains slow.
When looking at other sectors and individual organisations, the impetus for and achievement of
demonstrable progress in creating a diverse and inclusive workplace often comes not from pressure
groups or legislative requirements but more from commercial priorities and opportunities.
Commercially, the case for change in broadcasting is strong, given the growing diversity of audiences
and the greater choice available to these consumers on multiple platforms and from a growing
number of suppliers. The pressure for the industry to know its audiences well and respond to
changing preferences is growing.
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Learning from outside the industry – Eversheds – responding to client demands for diversity
40
In 2007, Eversheds LLP law firm won a contract with the US conglomerate Tyco , taking the number of law
firms Tyco used from 250 to 1. Part of the Eversheds contract included a six figure bonus if the law firm meets
eight challenging diversity targets to increase the diversity and inclusive work experience relating to both its
legal and non-legal staff. This represents an example of an increasing trend in the legal sector where clients
41
are putting pressure on law firms to become more diverse.
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Learning from outside the industry – IBM – The Commercial Need for Flexibility!
Agility allows an organisation to respond to customer needs and to employee needs. IBM’s workforce is
flexible and can respond quickly and effectively to the changing needs of both customers and IBM. Why is it a
business imperative? Because agility allows IBM to solve skills shortages, it increases its ability to operate 24/7
and helps retain key staff with knowledge and client relationships. 90% of the IBM workforce have the IT tools
to enable working from home. In a global Work/Life survey 80% said they feel in control of where and how
they work. Sam Palmisano, Chairman of the Board and Chief Executive Officer says: One of the reasons people
come to work for IBM is because we take workplace flexibility seriously.

Lack of leadership and structured approach
Creating a more diverse and inclusive workforce in the industry, where everyone is able to reach
their potential and contribute to commercial success requires organisational, behavioural and
culture change – none of which is possible without strong leadership.
Just under half of all broadcasters (46%) report low levels of leadership on equality and diversity and
only 16% report high performance on this. Whilst there is more commitment to change – overall
performance remains low with 49% of broadcasters reporting medium and 34% low levels of
commitment to equality, diversity and inclusion.

‘senior leaders need to take accountability for their company’s talent pipeline, and make it a commercial
priority to proactively identify, develop and promote high potential leaders of both sexes’
Ambition and Gender at Work, Institute of Leadership and Management, 2011

The barriers to achieving greater diversity in the industry remain significant. Firstly, entry is still
more likely for those with established contacts and unpaid internships continue.
Secondly, the commercial imperative for change – the link between growing audience diversity,
multiple platforms and supplier choice – has also not been well articulated or widely understood.
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http://www.tyco.com/wps/wcm/connect/tyco+home/Home/
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Drawn from Equal Opportunities Review, November 2008, Issue 182.
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Adapted from Opportunity Now Excellence in Practice Awards, Case Studies, 2011.
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Learning from Outside the Industry – Pearson’s commercial case for diversity
Pearson – the media and education company believes in the business case for ethnic diversity and its
commitment to inclusion and diversity is an integral part of its long-term business strategy. Pearson CEO,
Dame Marjorie Scardino says If we want to help people across society make the most of their lives, we’ve got to
reflect it. We need to add more diversity to the company. Abu Bundu-Kamara, Pearon’s diversity and inclusion
manager says: It is vital to understand and respect the different perspectives of our employees and customers
so we can keep pace with social and demographic change.

Thirdly, whilst some broadcasters report that they have or will undertake diversity awareness
training, sustainable change is dependent on all employees being supported to develop the skills and
knowledge they need to promote equality and create an inclusive and diverse workplace. Everyone
working in the industry – but particularly those in more highly visible, decision making and
leadership roles are – whether they realise it or not – role models in their actions and behaviours.
They represent an important influence on whether people from diverse backgrounds seek to enter
and remain within the industry.
Fourthly, as the age old rule of business goes – what gets measured gets done. Currently, promoting
equality in employment isn’t being well measured by most broadcasters. Over half of all reporting
broadcasters rate themselves as low performers in evaluating the impact of the actions they are
taking to promote equality and diversity.
Overcoming these barriers requires leadership and a structured and planned approach to change.
Reports to the BETR indicate that only a minority of broadcasters are taking such a planned
approach. Over a third (38%) report that they have no clear plan or strategy to promote equality,
diversity and inclusion in their organisations for the coming year.

7

Training & Skills
7.1 The self-evaluation framework

Over the last three years the online self-evaluation framework for Training & Skills (T&S) has proved
to be a robust and effective system for evaluating the performance of the L&D function within a
company. Little has changed in the overall script for the framework but some improvements to the
guidebook have been made. The levels of provision have remained the same at none, base, medium
or high and the full grid can be seen in the appendices to this report.
We are pleased that the self-evaluation framework has become an established diagnostic tool for
many broadcasters to use to review their internal T&S processes in addition to the obligation to
report to the BETR. The online model has not only provided a useful tool for broadcasters but has
attracted attention from other industries and other regulators across Europe.
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Drawn from Equal Opportunities Review, November 2009, Issue 194: (2009)
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Looking back, in the early days of the BETR we ran workshops to help people understand the
framework and, over the last few years, we have
collated a suite of good practice case studies
which we still have available. We also set up a
system of validation visits that selected a number
of broadcasters each year to ensure that their
self-evaluation report was in line with our
understanding of what we hope to see from
them. The closure of the BETR meant that no
validation visits were conducted in relation to the
2010 returns. The total number of companies we have visited remains at 71 over the 5 year cycle of
self-evaluation. Both our independent validators and the accompanying members of the BETR team
found them very valuable in understanding the issues within a company. The overwhelming majority
of the company representatives we visited also found the discussions helpful, informative and in
many cases a very enjoyable interaction with learning specialists external to their company and the
normal business round.
7.2 From Qualitative to Quantitative data
As in previous years the methodology had been to collate individual scores and grades against each
strand by allocating a simple scale of value of zero, one, two and three to none, base, medium and
high respectively. Therefore the range for any company for all 7 strands is between zero and 21
where 21 is the highest possible score. This numerical attribute that each company could get for
their training and skills performance enabled us to provide a rank ordering table for all companies
over the five years we have surveyed.
We do not publicly identify the overall score for an individual company, but it is clear that any one
company could easily work out their own overall performance. It should be noted that any one
company may have differing strengths and weaknesses across the strands, but the benchmarking
value provides an overall rating and provides a useful indicator for any company wishing to get a
sense of their position against their peer company groupings.
In 2010 the average score for T&S was 13.6 versus 13.7 in 2009. In these terms it puts our industry
average nearly 4 points above the arithmetic mean. As an industry, the average performance is a
‘good medium’ performing company.
There are many approaches to setting a formal benchmark. This could have been done by the BETR
setting an independent level based on, say, a minimum figure for high performance. An often used
alternative is to take the average of the companies scoring in the upper quartile. This creates a
benchmark based on industry performance. It is one we favour. So, for the upper quartile the score
for 2010 was 19.12 compared with 19.34 in 2009. In 2010 11 companies met this benchmark of
which 5 exceeded it.
Overall, the trend has been one of improvement. However, there are areas of weakness particularly
evaluation. We will now look at the overall performance of companies in terms of rank ordering.
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7.3 Overall performance
The figure below shows the overall change in T&S performance within the industry between 2006,
when we started the self-evaluation process, and the last reporting round for 2010.
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↓
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↓
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↕
↕
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41
41
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↑

All

↑

TV

↕
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%

The high score rating has been a good story where TV has moved from 17% to 38% high performers;
the industry as a whole moving from 24% to 39%. The story is a bit more mixed in radio where again
values have improved and fallen back over the five year period remaining remarkably static at 41%
over the whole period44.
For 2010 only 3 companies were showing a very poor performance with a rating of seven or below
which means that in some areas they were scoring nothing at all. If they are removed from the score
table we only get a marginal uplift overall so their poor performance is not significant to the industry
as a whole.
If we look at UK only companies we do see that no UK company is a low or poor performer leaving us
with 47% at medium and 53% at high so it is gratifying to note that companies working within the UK
ethos and culture have been taking on board much of the work we have been promoting and have
stepped up their game considerably since the start of the self-evaluation process.
Head count is not a total determinant for position and ranking, but it is true to say that both in TV
and radio, especially in radio, larger companies did score better with some notable very impressive
exceptions from the smaller companies.
This section considers the self-evaluation framework by clustering the strands into the three themes
and identifying the difference between none and base versus medium and high. It also looks at
overall performance and highlights some of the issues regarding areas that require further
development, guidance and support albeit not from the BETR.
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The down arrow with the green background indicates that low performance in Radio, TV and across the industry has moved in the right
direction, from 18% of all companies scoring a low performance to only 4% having a low score. In the medium range the picture is more
mixed. Certainly in radio there has been an improvement by more companies scoring medium from 45% to 58% over the period. Whereas
across the industry as a whole and TV there has been a mixture of scores over the period, hence the amber background colour with the
arrows in both directions as scores have ebbed and flowed around the 60% for TV or 56% to 58% for all, but essentially has remained
numerically static. The medium rating is difficult to assess as it is a ‘transitory’ score; in that as companies move up from low they clearly
impact on medium hence that value goes up. As companies move from medium to high it pushes the medium figure down so medium is a
useful measure of how the industry is progressing.
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The seven strands are shown in the diagrams below and are grouped into the three themes of:
1.
2.
3.

Linking to the business (strands 1 and 6)
Meeting the training need (strands 2, 4 and 5)
Performance management (strands 3 and 7)

7.4 Linking to the business
Strand 1 – Training planning driven by organisational objectives.

This strand considers whether organisations have clear priorities that link the development of the
people to the aims and objectives of the organisation, team and individual level. This is linked with
strand 6, communication with staff that supports the creation of a development culture – this strand
considers the range of communicational activities undertaken by the organisation to provide staff
with the knowledge and access to training and development opportunities promoting selfdevelopment and continuous learning.
There has been without a doubt a continuous improvement process between 2006 and 2010 on
both of these strands, with a drop overall of nearly 15% in none and base and a similar improvement
in medium and high. Unfortunately in both strands 1 and 6 we lost a few percentage points in the
returns in 2010. There has been a relatively significant churn in companies in 2010 plus we have
been able to capture a few more companies as we have improved the database. Given that this was
now a more solid and consistent database, the comparison we would have been able to make
between 2010 and 2011 would have indicated whether the slightly poorer performance in 2010 was
indeed a trend or just an anomaly of the reframing of the reporting companies.
The accompanying narrative from broadcasters in terms of action plans and feedback would suggest
that they really have got the message that linking to the business is a prime requirement for an
effective learning and development organisation. However, it remains an issue as to how any
company can provide training and learning development provision without linking it to the business.
The data from validation visits and from the training priorities section of the self-evaluation form
would suggest that it is driven by either an ‘as needed’ basis or that the organisation has a
commitment to support the formal CPD of the professional staff or because of regulation
compliance training.
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From the data an explanation we draw is that many companies provide training driven by external
pressures (e.g. compliance training or changes in legislation) or internal individual needs (continuing
professional development required by professional bodies to maintain registration) and not by a
strategic approach to the training and learning requirement of the organisation. This approach can
often leave an organisation exposed in matters such as skills capabilities, succession planning and
leadership development. Linking training to the business has to be a prime driver for any business
but to date it has proved a weakness, not just in the broadcast industry, as the CIPD report confirms.
Strand 6
Clearly if an organisation has set out its training strategy and provision through an agreed curriculum
or offering for individuals to improve their skills, then communicating that offer is also a vital
component to linking the work of training to the business. Again we were disappointed to see that
there was a small dip in the reporting provision for 2010, but again we felt this was down to the
churn of companies and, as before, the trend has been a positive direction. However, it is clearly not
one of the hardest requirements of an organisation to ensure that they communicate with the staff
truly what is available to improve their capabilities and learning and development opportunities.
So in summary we see linking to the business as the strategic starting point for any L&D function
and therefore should underpin the second theme we are about to explore.

7.5 Meeting the training need
Strand 2 – Ensuring new staff are equipped to contribute
This strand explores how organisations promote the
development of a performance culture, ensuring staff have
access to the skills and knowledge required to perform
their roles effectively. All companies report that they
provide some form of induction. However the level of
provision is very variable with, in many cases, a very basic
form of induction. We feel that the companies who
struggle to provide an effective induction programme
could learn a great deal from those who provide the best.
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And as in previous years (certainly as reported) the size of the company is not a determining factor
as to how effective the induction can be. Sessions with your line manager along with someone
appointed as mentor or coach to ensure that you have a point of contact in the early days of a new
company all seem fairly straightforward tasks to perform to ensure a new joiner can settle in quickly
and become an effective member of the team. It is still surprising that a company can spend a
significant amount of money on the recruitment process, on filtering, on employing external
agencies to help find a new resource. Yet once the person is in the door the amount of time spent
on nurturing this new talent does not match the effort to recruit them in the first place. However,
we have seen a process of continuing improvement in this area with some relatively high scores
based on the fact, as said before, that most companies provide some form of induction programme.
Strand 4 – Meeting the training needs through on the job training and development.
This strand recognises that training development in broadcasting will include an element of on-job
training. Following on from comments on strand 2, it is still surprising that companies do not put
enough effort into this aspect of training where a great deal of gain can be made for limited or
relatively limited effort. The CIPD report highlighted previously suggests that mentoring and
coaching is one of the most effective ways of ensuring that someone has the capabilities to do their
job. However, in the mindset of many employees they will not consider it as training. Yet the classic
form of apprenticeships have all been about on-job training. As the graph demonstrates there is still
a high level of none and base provision in this strand. Indeed, it is an area which requires as much
support and training for the mentor as it does for the mentee. This kind of support is at the heart of
the learning culture. However, we are pleased to report that the “none” provision has been virtually
eliminated from this strand, even though, as previously stated, base remains remarkably high. The
main dip in provision for this strand has been in radio where base provision has increased from 25%
to 31% and high provision has decreased from 25% to 16%, this is where a significant change in this
strand has occurred.
Strand 5 – Meeting training needs through off job training provision.
This strand identifies the opportunities that are made available to staff for off job training to ensure
whole job competence is achieved. This strand is what most people would consider to be proper
training. Overall the provision remains high in the industry with again a slight drop in 2010. Again
whether this is due to churn or a lack of resources available for off job training it is hard to tell.
There has been a marginal increase of companies who are providing no off job training through
2010. Again it appears that radio has reduced its off job training more so than TV. The figures for TV
have held up and remained remarkably static between 2009 and 2010 whereas in radio there has
been a small fallback giving a drop in the overall provision in the industry. In linking this to the CIPD
report on learning and development it is worth noting that more companies are differentiating
between on job training, for new joiners, the main body of staff including low and middle
management and off job training as a means of developing their “top talent” or the senior
leadership team. Many companies, as reported to CIPD, assume that this group need time away
from the business to enable them to look at the wider picture and develop their skills and
capabilities.
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7.6 Performance management
Strand 3 – Maintaining appropriate individual
performance review process
This strand looks at the arrangements in place to
appraise staff performance against the key objectives
and targets of the organisation. Although in this strand
we still show a relatively high rating for none and base,
the trend has remained a positive one with medium and
high slowly improving. However, as said in previous
years, many organisations consider performance
management as that aspect which determines an individual’s performance bonus, as opposed to
identifying their training and development needs. However, although the scores are not as strong as
one would like, most companies report a form of bi-annual or annual performance review along with
ad hoc or informal meetings with their line manager.
Strand 7 – Evaluation Systems
Strand 7 encompasses the overall assessment of training development for the organisation, the
individual and the trainer. If the starting point of the effectiveness of the organisation is through
strand 3, then the underpinning capabilities of the organisation and how effective its learning and
development processes are all encompassed in strand 7. Therefore an effective performance
management system will include the measurement of the impact on the individual (strand 7), the
team and the organisation against the initial objective and organisational goals as articulated in
strand 1. Many companies still struggle to provide a formal process for reviewing and evaluating the
learning and development function within the organisation. As said previously, it does not require a
learning management system or an underpinning IT infrastructure to enable organisations to be able
to evaluate the overall performance of their organisation in developing its people. Strand 7 is the
only strand where none and base still outweigh medium and high. The figures for TV remain static
between 2009 and 2010 but there is a fallback in the high performing companies in radio forming
32% instead of 44% (2009) that seems to have had the major impact on the provision in this strand.
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7.7 Analysis and findings
The graph below illustrates the significant improvement in performance across all strands over the
last five years, bar strand 5 in radio. Closer analysis has revealed this is due to a switch in focus by
some companies from external to internal training. It impacts on the strand score but not their
overall rating.
For us this demonstrates the impact the
BETR has had on companies reporting on
their training provision and strategy. The
most marked improvement is in evaluation,
this was an aspect of the framework that
was at the lowest level at the start of this
process and has made the most
improvement, though there is still room for
further improvement. Our analysis suggests
that more attention is still needed in linking training to business drivers and objectives.
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