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For the attention of Kevin Carson and Arun Devasia 
Cc: Anthony Busselier, Gavin Cooke, Holly Christopher, Yameen Rasul


19 December 2025


Dear BECTU representatives

Response to second collective consultation meeting

Thank you for attending the collective consultation meeting on Friday 5 December 2025. 

In attendance at the meeting were the following colleagues:

· BECTU Representatives - Kevin Carson, Anthony Busselier, Holly Christopher, Yameen Rasul, Gavin Cooke
· BBC Business Representatives – Kelly Kowal, Jaime Toca, Alison Ransome, Bridget Kane
We’ve considered the points raised at the meeting and have responded to each of these in turn.

1. Consultation approach over the Christmas period
We appreciate that there is some anxiety from colleagues about having to make voluntary redundancy and job preference decisions over Christmas, therefore we have agreed on the following the timeline:

· 11 December 2025: Third collective consultation meeting (extended 2 hours)
· 19 December 2025: Fourth collective consultation meeting (extended 2 hours) 
· 22 December 2025 – 2 January 2026: Consultation is paused over the Christmas break
· 5 January 2026: Consultation recommences
· 9 January 2026: Collective consultation will close no earlier than Friday 9 January 2026

2. Voluntary Redundancy and Preference Forms for new roles
We have heard the anxiety about colleagues needing to make decisions on their preferences between voluntary redundancy and expressing an interest in the new roles of the proposed structure, whilst there is still uncertainty on whether the proposals will change. We have jointly agreed on the following aspects:
· Expressions of Interest in Voluntary Redundancy (EOI VR) and preference forms for new roles will remain open until one week after collective consultation closes, so that colleagues have a reasonable certainty over the structure and any new roles they can apply for.
· Colleagues can preference for any role at any grade in the proposed new structure. Whilst there are pros and cons of each approach, and colleagues affected will have different viewpoints on how it should be done, we mutually agreed that the majority were in favour of this approach. We trust that this alleviates concerns from Band C colleagues and colleagues who are on attachment at a higher grade, in particular. 
· It is common for some parts of a proposal to be agreed before others in a collective consultation. If that is the case, we will notify colleagues when the preference for roles will close at each stage.
· We are not going to pause the voluntary redundancy and preference forms, however we have relaunched a single updated form and deleted all previous responses on the back of your feedback. Colleagues have the ability to edit their forms moving forward.

3. Submission of outstanding questions and counter-proposals from BECTU
It is our expectation that all remaining questions you have which you require answering in order to prepare counter-proposals (if you are proposing to submit any) will be submitted by 19th December 2025 so that we can receive and consider counter-proposals in the first week of January.

4. Recruitment Process and guaranteed interviews
We suggested a rough limit of five interviews per role, as we are anticipating a higher number of applications because of removing the restriction to only preference for same Band roles.  This is because it will be untenable to interview ~90 people for ~25 roles each. You’ve expressed concern with this approach and asked for some assurance that all colleagues will have the opportunity to interview for roles they express an interest in. 

We have done some modelling, as far as we are able, and revised our approach as below:
· Where there are 5 applicants or less, we will interview all candidates for the roles
· Where there are more than 5 candidates, we will ask all applicants to do a 30 minute face to face assessment, but these will not necessarily be with the hiring manager. Candidates would be shortlisted from there and be invited to a full interview with the hiring manager to complete the recruitment process
· It is still our hope that we can do one interview for multiple roles on the majority of occasions. However, having modelled out the different scenarios, that is not always going to be possible.

5. At risk status and notice periods
We are agreed on placing colleagues at risk of redundancy on conclusion of collective consultation. This will afford affected colleagues with priority application over internal roles in the BBC, alongside other colleagues at risk across the BBC.

Our intent is to complete interviews with at-risk colleagues (and make offers where appropriate) on the proposed new roles in the operations structure before serving colleagues with their contractual notice. There will be some scenarios where this may not be possible- for example if a recruitment process is unexpectedly delayed due to colleague absence or a delay in the recruitment process. 

6. Teresa Torres Discovery Training
You expressed some concern that the Teresa Torres Discovery Training did not include Delivery teams.

The participants for Product Group’s Teresa Torres Product Discovery Fundamentals training were chosen by the collective Product Leadership Team (PLT) because they play an active role in Product Discovery work, which is about continuously engaging with customers to uncover opportunities, validate ideas, and ensure we’re building products that create real customer value. 

The training only has sixty places and is primarily for trios and duos (i.e. product managers, engineers, and designers/data specialists) on problem-space initiatives that are already in or about to be in discovery. There are also a very small number of attendees (around five) who need to help coach on discovery as part of their role, such as PLT, one transformation lead, one agile coach, and a few design researchers.

Delivery managers do not currently play a role in discovery with customers, so were not included in the selected participants. This would have been the case regardless of whether we were in consultation and has had no impact on the selected participants. We appreciate it is disappointing for anyone not selected to go on the course which is why attendees will have a responsibility to cascade learning to others.

7. Engineering Work
We agreed to invite Jack Whyte to our third consultation meeting to discuss the engineering work and this has now taken place. We’ll respond on the questions relating to engineering work on the back of that.

8. Removal of delivery from embedded teams being a concept that existed before Kelly was appointed.
We absolutely accept that the blurred line of accountability between Delivery, Product and Engineering has been a point of discussion for some time. At some point, action needed to be taken on the continuous discussion about where accountability lies. As an organisation, we do not believe that accountability for team management activities sits with Delivery and so we engaged Kindred to support on understanding the role of Operations if they were not embedded at a team level. We believe we’ve been clear on that with the Heads of Delivery over the last 9 months.

9. Senior Engineering Team Lead Job Description
You’ve shared views that you don’t agree the requirements we have of Senior Engineering Team Leads in the proposed model are sufficiently covered under the job description. Moreso, you say you were advised by Amanda Cox, HR Business Partner, that the job description would need to modified and Engineering would need to be consulted.

We’ve spoken to Amanda, who is currently on career break, to understand what was discussed at the time. The advice provided was generic around how job description changes could be made i.e. an annex and consultation may been required depending on the nature of the changes proposed. There were no firm proposals at this time so no definitive advice was provided. 

Now that we have a clear proposal around how ways of working would be adjusted, a more thorough review has been undertaken and it is felt that the existing CPF covers this sufficiently without the need for an annex or consultation with Engineering colleagues. 

We trust this answers questions from the second meeting. There has been a third meeting since which we’re preparing a response to, as well as the regular cascade of our answers to the FAQs on Gateway.

With regards


Kelly Kowal
Director of Product Operations
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