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2. Executive Summary
2.1 This Executive Summary is provided to identify key conclusions and recommendations = further
detail is set out in the body of the report.

2.2 The high level job role data does not indicate that systemic gender discrimination is present:-

1.1.1 There are 879 (575 in 2017) distinct job roles of which 337 (190 in 2017) have a single

gender represented and are therefore not applicable for pay gap calculations.

2.2.1 117 (123 in 2017) job roles have a median pay gap (as defined by base salary) of

greater than or equal to 5% in favour of men.

2.2.2 131 (100 in 2017) job roles have a median pay gap of more than or equal to 5% in

favour of women.

2.2.3 The remaining, 294 (162 in 2017) job roles have a pay gap in either direction of less
than 5%.

A more detailed analysis of the statistics as set out in the body of the report supports this overall conclusion.

2.3 Overall, as set out more fully in the section below outlining the outcome of the sampling
investigations, the information provided to support this exercise was also much improved as were
the findings. In the 2017 Audit, there were 8.6% of cases investigated where ES was unable to
identify a material factor defence. In the 2022 Audit this figure was reduced to 4 cases out of 265

comparison, 1.5%

2.4 ES
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2.9

2.10

2.11

and/or HR Business Partners, which has not been captured in writing, creates a degree of risk as
memories fade and/or people may leave the employment of the BBC and the information would
then not be readily available. ES would recommend that if CVs are not to be retained then a note
be placed on a personnel file recording the reason for the position on the salary range identified
as appropriate to reflect experience and a short summary of what that experience was so that

there is a written record to mitigate against this risk.

The Pay Guidelines refer to retention of a rationale on the Applicant Tracker System (ATS) record.
However, ES understand that the ATS has limited ability to retain rationales and instead rationales
are captured in the Contract Request Form (CRF). However ES has seen very little in terms of
rationales using the CRF. ES recommends that when the Pay Guidelines are next updated, the

method used for the retention of rationales is updated to reflect current practice.

The BBC does retain salary histories back to 2012 (and sometimes prior to that) which can be
KHOSIXO HYLGHQFH WR VKRZpD@essiQrc thfau@ix Riiff§rént roles and indicate
experience. However, where there are external recruits who come with relevant experience which
would influence the position on the pay range, the salary histories do not assist. Therefore the

retention of CVs or detailed rationales for pay positioning constitutes important evidence.

ES believes that it is good practice to have a consistent performance appraisal system in operation
to enable individuals to be assessed in terms of their overall development. ES understands that a
new framework for development discussions ( 1 P Conversation ¥ has been introduced by the BBC
since the last audit. These discussions will be recorded on the SAP HR system. ES welcomes this
development. Performance documentation is very useful evidence when performance pay is
operated. However, as the BBC does not rate performance nor operate performance related pay
in its Public Service Division, in pay terms the appraisal system is less important. Therefore no

recommendations are made in this Audit report in relation to performance appraisals.

In light of some gaps in documentary evidence which has been highlighted by this Audit, ES
recommends that Line Managers within the BBC continue to undertake a regular review of

individuals within teams to consider why pay differentials are presen



audit is much improved since 2017. ES understands WKDW D 3VXFFHVV IDFWRUV™ 5&0 V\VW
to be introduced in April 2023, which will enable all rationales to be captured centrally improving

the availability and ability to review and improve rationale quality.

2.14 In two cases where ES undertook opposite sex comparisons, the potential material factor defence
was pay protection which had been operated since a buyout of terms and conditions some years
previously where overtime entitlement had been incorporated into basic salary. As this

arrangement had been in place for a number of years, ES would recommend that these
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that 10% of employees sit in roles with a mean pay gap of over 5% in favour of women, and 12%

sit in roles with a mean pay gap of over 5% in favour of men.

The above figures paint a broad picture, not least because some of the jobs are undertaken by a
very small number of individuals. In order to test the position more rigorously PWC has considered
the situation where there are at least 50 individuals in a particular job and minimum gender

representation of at least 10%. That produces the following statistics:

4.4.1 Base salary +50+ individuals, minimum of 10% representation of both genders
Median Mean
Job pay gaps:

Jobs Headcount Jobs Headcount

>=5% in favour of female 9 (10) 870 (1599) 4 (6) 278 (785)

. 25 28
[0)
<5% in favour of female (15) 3295 (1905) (18) 3829 (2727)

No pay gap



4.5

4.6

4.7

ES was able to conclude that, overall, the high level job role data does not indicate that systemic

gender discrimination is present.

ES notes that in 2017 the BBC undertook a job evaluation exercise with external support
whereby each job profile was evaluated under JEGS and grouped using the previous 2 to 11
grading system. Roles in those grades (2 to 11) were mapped into new broad bands A £F on
the basis of at least a 70% match to the responsibilities in the CPF job description (grades 2 to
9 would generally fall within bands A to D, whilst grade 10 was generally mapped to the proposed
band E and grade 11 was generally mapped to new band F) which the BBC had implemented.
ES understands that the BBC has not treated jobs with the same/similar JEGS scores as being
rated as equivalent, but the core CPF jobs have been evaluated under an analytical non-
discriminatory job evaluation scheme, and grouped into broad CPF bands based on those scores.
The pay ranges for each individual broad band is then supplemented by job specific pay ranges.
These have been developed taking into account external market data (see paragraphs 7.1 and
7.2 below for detail of the market informed data relied upon) and recruitment pressures to
ensure they facilitate ongoing internal pay progression and external competitiveness. This Audit
has considered pay data for each of the core jobs and whether there are any anomalies which
require investigation. In terms of possible factors which can explain difference of pay within
jobs, this can include experience, specialist skills, external market factors, and additional or

specific duties.

PwC has therefore also analysed the statistics by focusing on the gender pay gaps in the broad
bands A tF, FP & SL as set out in the table overleaf, which identifies the median and mean pay
gaps by band, current base pay and base pay plus allowances (minus figures indicating pay gaps
LQ IDYRXU RI ZRPHQ LQ OLQH ZLWK:WKH 216 DSSURDFK






Median Mean
Avg. male Avg. female Avg. male
Job pay gaps: i
pay gap Jobs Headcount Iepgth of Ie_ngtl_'\ of Jobs Headcount Iepgth of Avg. fer_nale length of service
service in role | service in role service in role in role (years)
(years) (years) (years)

>=5% in favour of 131
female (100) 2030 (2666) 5.9 (4.1) 5.3 (5) 121 (81) 1318 (1465) 594 5.3 (4.9
<5% in favour of
female 129 (65) | 5031 (2857) 6.7 (4.7) 5.7 (4.9) 139 (83) 5709 (3925) 6.3 (4.5) 5.8 (5
No pay gap 14 (14) 654 (365) 4.9 (3.7) 4.6 (4.9) 23 5 (6) 1.5 (2.7) 1.7 (2.7)

<5% in favour of
male
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Sampling

PwC identified sample male and female comparisons where it was appropriate for ES to conduct

a more detailed examination of the reasons underlying their pay differential.

Appropriate sample male and female comparisons were identified from every job role where the









experience, to attract and retain talent, and to reward employees as they develop



8.10

3. Individual Factors

The Pay Assurance Form Guidance provides some examples on what the BBC would expect to

see in the justification section.

Guidance on determining the cohort

8.11

8.12

A key part of the pay decision making process is to check the pay relativities between individuals

in the same CPF job and to ensure that the pay range guidance is being applied consistently.

This policy sets out the process for determining the appropriate cohort and the BBC has a

Tableau reward tool which enables a cohort table to be created.

The policy notes that a record should be kept, in particular in respect of the reasons why the cohort was

chosen, why the person was positioned at a particular point in the pay range and what cross checks were

undertaken to other cohorts.

SL Exceptions Committee +Terms of Reference

8.13

This documents sets out the process in respect of SL Exceptions Committee meetings. In

summary:

8.13.1 There is a fortnightly meeting with the Group Chief Operating or Finance Officer, Group
HR Director and Senior HR Business Partner (Reward) to approve recruitment and

salary requests for band SL employees.

8.13.2 An assurance form is submitted by the relevant division for any recruitment/salary
changes. The HR directors for their respective divisions present their papers during an

allocated timeslot providing context of their proposals where necessary.

8.13.3 7KH &RPPLWWHH PDNHV D GHFLVLRQ EDVHG XSRQ WKH %%&fV FXUU

shall minute the proceedings and resolutions of all Exceptions Committee meetings.

8.13.4 The corresponding case will then be approved with a note confirming the meeting which

the approval took place.

8.13.5 To help maintain a clear audit trail any assurance forms are uploaded to the
FRUUHVSRQGLQJ HPSOR\HHTV ILOH LQ 2SHQWHI[W

BBC London Weighting

8.14

8.15

ThH SROLF\ FRQILUPV WKDW LI DQ HPSOR\HHYV UROH LV EDVHG LQ WKH /RC

or Brookmans Park, the BBC will pay the employee extra to cover the cost of living.

The amount that will be provided will be £4,729 for full time employees or the pro-rata
equivalent for those working part-time. This is a set amount applying to both men and women

and ES is therefore satisfied that it does not discriminate between the sexes.

Pay changes when moving roles




8.16 As stated in the BBC Pay Guidelines, this policy also confirms that when an employee moves up



9.8

10.

10.1

for justifiable reasons and were not related to gender (or indeed any other protected

characteristic).

ES notes that the BBC put in place an HR Service Centre in 2017, thereby implementing a system
whereby core documentation can be retained and is readily accessible by HR in a controlled
manner; line managers are therefore able to obtain information on request from the HR Service
Centre. Notwithstanding the new record retention system, there were still some gaps in
information and delays in receiving information requested. However, ES believe this is not as a
result of the operation of the HR Service Centre but more in relation to the consistency of passing
information to the Centre to be stored. The operation of the HR Service Centre has, however,
improved the accessibility of information requested by this 2022 Audit compared to the audit
progressed in 2017. In particular, the availability of salary history information has been much
improved and is essential information for a pay audit. However, ES did find that some important
documents, such as CVs to demonstrate the experience of individuals, were not retained by the
HR Service Centre and some historic CVs were not retained at all. This made it difficult at times

to fully understand any alleged differences in experience of individual comparators.

Sampling Investigation

As set out above, where there was a gender pay gap in a job role of either 5% or 3% (where such
a pay gap could be considered to be repetitive), ES undertook a comparison of a male and female
in the role. In total ES considered 265 opposite sex comparisons (a total of 530 employees). Of
these 136









Pay Area 2017 Recommendation BBC Information on 2022 Position



Pay Area 2017 Recommendation BBC Information on 2022 Position

Management It is important to have a balance Use of the WTW Global Grading job evaluation methodology has now been
Discretion in Grading between management discretion on
Allocations and grading and starting salaries and
Starting Salaries control over pay systems. ES would
recommend that clear guidelines are
put in place to ensure that there is a
robust pay policy and guidelines within
which management make decisions
and that grading decisions are
managed within the Career Path
Framework. ES would also recommend
that the rationale for starting salary
decisions is considered by reference to
agreed job role pay ranges and
properly recorded and retained for
future reference. ES would also
recommend that template
documentation is developed to capture
pay decisions as much as possible to
achieve consistency in decision making

and record retention.
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12.

12.1

12.2

12.3

Recommendations

ES can see that a significant amount of progress has been made by the BBC since the 2017 Audit.
However, it is always helpful to take stock and reflect upon what further can be done to improve
pay systems even more. ES therefore make the following recommendations to assist the BBC

continue the improvements they have already made:-

Pay Guidelines

ES understands that the Pay Guidelines are to be updated in 2023 and ES would encourage such
an update as it has become apparent during the 2022 Audit that the Pay Guidelines, particularly
in so far as they envisage rationales being retained on the Applicant Tracking System, are not
applied in practice. ES recommend that these are updated to reflect the new system which will
be introduced to hold rationales for pay decisions centrally. ES also recommend that when the
Pay Guidelines are updated these are clearly dated to avoid any confusion and issues with version

control.

Rationales for pay decisions/record keeping

Whilst ES acknowledges
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Appendix 3

Pay policies and documentation considered

Policy Document

BBC Pay Guidelines

Pay Assurance Form Guidance

Guidance on determining the cohort

SL Exceptions Committee +Terms of Reference

London Weighting

Pay Changes when moving roles

Pay changes including internal recruitment cases *Assurance Template

Pay Decision Form Template
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