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Could the policy/project have an adverse impact on equality? Please consider this in 
relation to the following protected characteristics as defined by the Equality Act 2010: 
 

• Age 

• Disability 

• Gender  

• Gender re-assignment 

• Marriage or civil partnerships 

• Pregnancy and maternity 

• Race 

• Religion or belief 

• Sex or Sexual Orientation 
 
 
This EIA supports the Royal Academy of Music’s Research Excellence Framework (REF) 
2021 submission and audits the implementation of the Academy’s REF Code of Practice 
2019. 
 
The Academy’s Code of Practice adheres to the principles of ensuring equality, 
transparency, consistency and accountability. The Code aims to ensure that the 
Academy’s REF procedures do not discriminate unlawfully against, or otherwise have the 
effect of harassing or victimising, individuals because of age, disability, gender identity, 
marriage and civil partnership, race, religion or belief, sex or sexual orientation, or 
because they are pregnant or have recently given birth. 
 
The Academy also recognises that, under fixed-term employee and part-time workers 
regulations, fixed term employees and part-time workers have the right not to be treated 
any less favourably than employees on open contracts or those who are full-time 
workers. 
 
This report concludes that the Academy’s Code of Practice is unlikely to impact adversely 
on the protected characteristics of individuals and that full consideration has been 
afforded to the aspects detailed below as required by the REF Guidance on Codes of 
Practice, developed in conjunction with the Equality and Diversity Advisory Panel (EDAP).  
 

• The Code of Practice should be fair and transparent in the identification of staff 
with significant responsibility for research 

 
The Academy has put in place a comprehensive communication plan to ensure 
that all potentially eligible staff are informed of the Code of Practice. This will 



 

include a consultation process on the draft of the Code of Practice with all 
academic staff, including those absent from the Academy; for example on family 
leave. The draft Code of Practice will be emailed to all staff and comments invited 
within 10 working days, staff will be informed of subsequent revisions to the Code.  
The approved Code of Practice will be published on the Academy’s intranet and 
website and made available in alternative format as required. 
 
The Code outlines the Academy’s procedures for identifying staff with significant 
responsibility for research. These procedures were developed by the Academy’s 
Human Resources Managers with input from the Research Committee, Audit 
Committee, Equality and Diversity Committee and Academic Board. The 
Academy’s strategy is to include all Category A staff with significant responsibility 
for research, in post on 31 July 2020, in its REF submission. The Academy has also 
established an Eligibility Panel to undertake the work of identifying staff with 
significant responsibility for research. The full eligibility criteria is detailed in the 
Code of Practice, including that related to staff whose contract is less than 1.0 FTE. 
All eligible Category A staff will be invited to submit a self-appraisal of their 
substantive research connection to the Academy.  The Eligibility Panel, chaired by 
the Director of Human Resources, is designed to be inclusive and will include 
academic staff representatives (some of whom will be Category A eligible and 
some of whom will not) appointed by the Academic Board and the Equality and 
Diversity Committee. The Panel will also include an academic manager appointed 
by the Research Committee. The Code of Practice details the appeal process 
against the decisions of the Eligibility Panel. 
 

• The Code of Practice should determine who is an independent researcher 
 
The Code of Practice clearly outlines the eligibility criteria for classification as an 
independent researcher and deems all academic staff on teaching and research 
contracts to be researchers.  The research independence of eligible staff will also 
be determined by the Eligibility Panel; as described above. 
 

• The Code of Practice should detail the selection of outputs 
 
The submission process is transparent, consistent, accountable and inclusive, with 
equal consideration being given to the outputs of all eligible Category A staff. The 
Academy has established a Selection Panel to undertake the work of selecting 
outputs on behalf of the Research Committee. The Selection Panel will be chaired 
by the Deputy Principal, membership will include two members of Category A staff 
(at least one with managerial responsibilities for research) and two members of 
category A staff who are not members of the Academy’s Research Committee. The 
Director of Human Resources will not take part in the decision-making process but 
will advise the Panel on equality and diversity issues. 
 
Category A staff will be invited to attend training in March/April 2020 on the 
eligibility criteria of outputs and the procedures to be followed by the Selection 
Panel. Staff unable to attend will be offered one-to-one surgery with a member of 
the Selection Panel. All eligible Category A staff will be invited to submit up to five 



 

research outputs to the submission pool, by 1 July 2020. Each submission will be 
anonymised by the Clerk of the Selection panel, to ensure all submissions are given 
fair and equal consideration regardless of the role of the author.  
 
All decision-making members of the Selection Panel will be provided with REF-
specific training by the Director of Human Resources, and this will include how this 
relates to the Academy’s own Equality and Diversity Policy. 
 
The Selection Panel will carry out a rigorous review process to assess the quality of 
eligible outputs from the submission pool and will decide whether to apply for a 
reduction in the number of outputs for any individual member of staff, as 
appropriate. Category A staff will be informed of decisions on which submissions 
have been selected, along with the rationale, on 1 October 2020. 
 
The EIA sub-committee received the ‘Report on individual staff circumstances, 
protected characteristics, and equality’ produced by the Academy’s Director of 
Human Resources (appendix 1) and were satisfied that full consideration had been 
afforded to the protected characteristics of Academy category A staff.  
 
The Academy’s Deputy Principal also reported that internal advice was taken into 
account by the Selection Panel and that, because, the minimum number of 
outputs (one) was met be all eligible Category A staff, and because there were 
sufficient outputs to meet the Academy's overall requirement of 2.5xFTE of 
Category  A (55 items), the Academy did not need to make any of the adjustments 
that would have been necessary had those conditions not pertained. 
 
 

 
 
Does this policy/project provide opportunities to make a positive impact on equality? 

 
 
The Academy’s REF Code of Practice makes full reference to the Academy’s Equality and 
Diversity Policy, Equality Action Plan as well as a range of other key HR related policy 
documents.  A key principle is the promotion of equality in selection and consideration of 
the reduction of output where equality-related circumstances have been disclosed. 
 
The Academy recognises the effect the equality-related circumstances may have on 
research productivity of individuals and the Code of Practice details that the Academy will 
enable an adjusted output where exceptional circumstances have prevented staff from 
producing all eligible output.  The equality-related circumstances are clearly detailed in 
the Code of Practice and include; disability, illness or injury, mental health conditions, 
constraints relating to pregnancy, maternity, paternity, adoption or childcare, other caring 
responsibilities and gender reassignment. The Code makes it clear that individual staff are 
under no obligation to declare their circumstances if they do not wish to do so. The 
Academy has, however, put in place a supportive process to enable staff to voluntarily 
declare an equality-related circumstance in support of their submission. This process is 
overseen by the Director of Human Resources ensuring that decisions are consistent and 



 

transparent and that they are undertaken by specifically trained staff with knowledge of 
equality legislation. All eligible staff will be informed of the process for voluntary 
disclosure of equality-related circumstances; enabling them to submit verifiable 
supporting evidence before 31 December 2019. The disclosed circumstances will initially 
be reviewed by the Director of Human Resources, with any that require a judgement 
being considered by the Eligibility Panel. 
 
In addition, the Code of Practice extends equality to part-time and fixed contract workers 
by considering all eligible Category A staff for selection, regardless of their contract or 
FTE status, enabling then to become early-career researchers.  
 
 

 
What evidence has been considered? What consultation has been undertaken? 
 
 
Consultation during the implementation of the Academy’s Code of Practice included: 
 
Research Management Group – internal reviews led by this group, which included a 
deputy principal and two senior research staff, were conducted throughout the process. 
 
Research Committee – this committee was the formal mechanism for review and for 
reporting progress on the REF, which was included as a regular agenda item on meetings 
of this committee. The committee included the above staff, together with heads of 
department, professional services staff and student representation. 
 
Academic Board – the final Code of Practice will be formally approved by the Academic 
Board of the Academy, which also acts as parent committee to the REF Selection 
Committee and the REF Appeals Committee.  
 
Governing Body – the Academy’s final REF Code of Practice will be received by the 
Governing Body. 
 
Conservatoires UK HR – the Academy’s Director of Human Resources was involved in 
discussion and sharing of good practice with regard to the general disclosure of 
individual circumstances in relation to REF submissions, with the CUKHR group. 
 
Sharing of good practice – the Research Management Team took full advantage of 
informal networking opportunities to share sector-wide good practice, particularly with 
regard to issues of equality within the implementation of the REF Code of Practice. 
 

 
  



 

What actions have been agreed as a result of this EIA? Actions will be reviewed, and 
progress/completion reported to the Equality, Diversity & Inclusivity Committee. 
 
 

Item Action Who Timescale Progress 

1 Review EIA on REF Code of 
Practice 2014, to inform REF Code 
of Practice 2019 EIA 

EIA  
sub-
committee 

Spring term 
2019 

Completed 

2 Undertake a consultation process 
on the draft of the Code of Practice 
with all academic staff  

Deputy 
Principal 

Prior to draft 
submission 
deadline of   
7 June 2019 

Completed 

3 Submit draft Code of Practice to 
REF for scrutiny by the Equality and 
Diversity Advisory Panel (EDAP) 
 

Deputy 
Principal? 

Submission 
deadline of  
7 June 2019 

Completed 

4 Review Code of Practice, based on 
EDAP recommendations, ahead of 
final submission 
 

Deputy 
Principal? 

Final 
submission 
to REF early 
2021 

Completed 

5 Publish the Code of Practice on the 
Academy’s intranet and make 
available in alternative format as 
required.  

Deputy 
Principal 

December 
2019 

Completed 

6 Director of Human Resources to 
review voluntary disclosure of 
equality-related circumstances 

Director of 
Human 
Resources 

September 
2020 

Completed 

7 Review outcome of Eligibility Panel 
Appeals to identify any equality 
related issues  

Director of 
Human 
Resources 

October 
2020 

Completed 

8 Training for all eligible Category A 
staff on the eligibility criteria of 
outputs 

Eligibility 
Selection 
Panel 

Spring 2020 Completed 

9 REF-specific training session for 
members of the Selection Panel 
prior to panel meeting 

Director of 
Human 
Resources 

September 
2020 

Completed 

10 Review decisions of the Selection 
Panel to identify any equality 
related issues  

Director of 
Human 
Resources  

October 
2020 

Completed   

12 Review Staff Circumstances Report 
submission to REF, included 
breakdown of circumstances 
declared. 
 
 
 

EIA  
sub-
committee 

July 2021  Completed 



 

13 Data analysis, by protected 
characteristics, of pool of eligible 
staff and that of staff who made 
REF submissions 

Director of 
Human 
Resources 

July 2021 Completed 

14 Data analysis of the distribution of 
selected outputs, by protected 
characteristics, in the context of 
the submitted staff pool 

Director of 
Human 
Resources 

July 2021 Completed 

15 Provide evidence of 
implementation of equality for staff 
on fixed term and part-time 
contracts 

Director of 
Human 
Resources 

July 2021 Completed 

16 Publish any revisions to final Code 
of Practice, together with the full 
EIA, as part of the REF submission  

Deputy 
Principal 

2021 Completed 

17 Publish EIA on Academy website After receipt 
of EIA by 
Academy’s 
E,D&I 
committee 

August 2021 Pending 

 

 

Date: 29/7/2021 
 
 
  



 

Appendix 1 

REF 2021 - Report on individual staff circumstances, protected characteristics, and 

equality 

The Academy had 32 category A eligible staff for the REF 2021 return. Of those 

staff, one did not fulfil the significant responsibility for research (SRR) requirement 

and one was, and remains, on an extended career break. 

Four individual staff circumstances requests received; three were in relation to 

being early career researchers, one was in relation to a disability declaration. 

The information below collates the protected characteristics for Academy 

category A staff and provides a comparison against the 2018/19 staff profile. For 

each of the categories of data, only those with a positive numerical response have 

been included. 

Gender 

Gender (+HESA) % 
Male 75 
Female 25 

 100 
 

Comparison to Academy 2018/19 general staff profile: 58% Male, 42% Female. 

A higher representation of male staff can be found in the Academy REF return, 

than in the general staff profile. 

Gender Reassignment 

There were no records of staff with gender reassignment considerations within 

the dataset for the REF return. 

Maternity & Pregnancy 

There was one member of staff with maternity leave considerations within the 

applicable period; however, the member of staff made no individual staff 

circumstance declaration. 

Ethnic Origin 

Ethnic Origin (+HESA) % 
Not known 6.3 
White 87.5 
Information refused 3.1 
Other Asian 
background 

3.1 

  100 
 



 

Comparison to Academy 2018/19 general staff profile: 88% white, 8 % unknown, 

4 % black, Asian and all other ethnicities. 

The Academy pool of category A staff is representative of the general staff profile. 

The member of staff on extended career break is of other Asian background, 

which reduces the diversity of staff in the figures, above. For 9.4% of category A 

staff, the Academy has no ethnicity data. 

Disability 

Disability % 
Information not 
provided 

31.3 

Not known to be 
disabled 

65.6 

Declared disability 3.1 
  100 

 

Comparison to Academy 2018/19 general staff profile: 3.6% with a declared 

disability, 96.4 not known to have a disability 

The pool of category A staff is representative of the general staff profile. 

Religion or Belief 

Religion or Belief % 
Not known 28.1 
No religion 40.6 
Prefer not to say 12.5 
Christian 18.8 
  100 

 

Comparison to Academy 2018/19 general staff profile: 25% Christian; 3% other 

(including Buddhist, Hindu, Jewish, Muslim, Sikh); 30% no religion; 1% spiritual; 11% 

prefer not to say; 30% unknown. 

The pool of category A staff is largely representative of the general staff profile, 

with a slightly decreased representation of Christian staff. 

Sexual Orientation 

Sexual Orientation % 
Not know 28.1 
Prefer not to say 9.4 
Heterosexual / straight 53.1 
Bisexual 3.1 

Gay / lesbian 6.3 
  100 

 



 

Comparison to Academy 2018/19 general staff profile: 54% heterosexual; 5% 

gay/lesbian; 2% bisexual; 9% prefer not to say; 30% unknown. 

The pool of category A staff is slightly less represented by heterosexual / straight 

staff than the general staff profile; however, it is still largely in keeping with it. 

Age 

Of the category A staff for REF 2021: 

0 % age up to 34 
50 % age 35 to 49 
40.6 % age 50 to 65 
9.4 % age 66 and above 
 

Comparison to Academy 2018/19 general staff profile: 

19% of staff aged up to 34  
31% of staff aged 35 to 49 
35 % of staff aged 50 to 65 
15 % of staff aged 66 and above 
 

Further information, including the demographic of Academy students’ protected 

characteristics, can be found in the EDI 2018/19 report on the Academy website. 

Selected outputs 

In relation to output reductions, individual staff circumstances responses were 

received by three members of staff as early career researchers and one member 

of staff declaring a disability. 

Of the early career researchers, one requested not to reduce outputs, one had a 

reduction of 0.5, and one had a reduction of 1.5. The early career researcher 

demographic, whilst only three members of staff, suggested no concerns with any 

protected characteristic being disadvantaged by the process, with output 

reductions applicable to those with and without protected characteristics. 

The member of staff declaring a disability requested no reduction in outputs. 

One member of category A staff is on an extended career break. 

 


