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INTRODUCTION 

In accordance with the Academy’s commitment to Diversity, Equity, Inclusion and Belonging, the 
DEIB Committee creates this annual report to be presented to the Governing Body and published 
on the Academy’s website.  
 
The purpose of the report is to provide an update on activities, appointments and developments 
that evidence the Academy’s progress towards its equality aims and objectives; to present the 
most recent complete student and staff data sets accompanied by a clear explanatory narrative; 
and to provide evidence of the need for further progress and recommendations for the Diversity, 
Equity, Inclusion and Belonging Committee or the Governing Body to consider. We also have a 

legal duty to comply with the Equality Act 2010 and the Public Sector Equality Duty that sits 
within the Act. This report also fulfils our responsibility to publish our equality objectives and 
demonstrate our compliance. 
 
The Academy is making progress towards leaving behind our legacy as an institution where only 
a particular demographic of people have access to higher education level musical training. Our 
student and staff populations are gradually changing, developing and diversifying and we aim to 
maintain this momentum as we fully acknowledge that there is so much more to be done. DEIB 
is everyone’s responsibility, however specific teams and groups (such as the DEIB Committee) 
provide leadership and oversight of our progress.  
 
The Academy no longer uses the terms BAME or BME. There are some instances where this may 
appear as data or information has been drawn from other external sources (UCAS and HESA). We 
will identify where this is the case. We use ‘ethnic minorities’ to refer to all ethnic groups except 
the white British group. For comparisons with the white group as a whole, we use ‘all other 
ethnic groups combined’ or ‘ethnic minorities (excluding white minorities)’. We do not use ‘non-
white’ so as not to define groups in relation to a white majority. 

 
 
Catherine Jury 
Registrar and Director of Student Operations  
Chair, DEIB Committee  
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1. ACTIVITIES AND UPDATES SINCE THE LAST 

REPORT 

The Academy’s 2021/22 academic year continued to be impacted by the Covid-19 pandemic, 
particularly across the autumn and winter months. Despite the continued challenging landscape 
there were a significant number of developments, initiatives and activities which contributed to 
the ongoing work in Diversity, Equity, Inclusion and Belonging at the Academy. It is encouraging 
to be able to document that so much has been achieved in a year where activities continued to 
be impacted by the pandemic.  

 

1.1 STUDENTS’ UNION ACTIVITIES 
In August 2021, the new Students’ Union President, Dan Latham, began his term in office, 
supported by a new team of elected Student Union representatives for the undergraduate and 
postgraduate programmes, international students, and events and societies. Dan was committed 
to continuing the work of his predecessor and supporting the work of the continuing Equality 
and Diversity representative, Melissa Doody, in working on DEIB initiatives that have been a focus 
across the year.  
 

The SU celebrated many cultural holidays, such as Diwali and the Lunar New Year. For Black 
History Month, the SU shared weekly events around London, spotlighted black artists, hosted a 
literature and art night with the intention of bringing more scores and journals into the Academy 
Library, and celebrated black music throughout the month in the bar.  

 

For Women's History Month, the Museums Department and Equality and Diversity representative 
worked together to curate an exhibit to celebrate the life of Alice Mary-Smith, showcased the 
portraits of women around the Academy and hosted a coffee morning for anyone to drop in and 
chat.  
 
Behind the scenes, Melissa worked with Liz Kenny to update and diversify the works within the 
Library and began work on the creation of a multi-faith room. The Seen and Heard Festival was 

also a huge success, with great credit to the Ethnic Diversity Society, Feminist Society and 
LGBTQIA+ Society. 
 

1.2 STAFF ACTIVITIES  
The Staff Social Group budget was increased during the pandemic to acknowledge and support 
the need to focus on staff wellbeing and to create more opportunities for staff to get together in 
various ways. Activities included the set-up of a weekly inclusive staff running group; termly 
coffee mornings both in person and online; a wine and culture event, tasting and learning about 
wine from the Okanagan region in Canada; and the ever-popular termly staff quiz. 

 
A Menopause Group was also set up following the publication of the Academy’s Menopause 
Policy, to create a space for colleagues who have, are, or will be affected by Menopause to talk 
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and share experiences. An online training module was also added to the LearnUpon platform to 

aid others’ understanding of Menopause and how people can be affected.   
 

1.3 NEW APPOINTMENTS  
Several new appointments were made in 2021/22 in areas which intersect with Diversity, Equity, 
Inclusion and Belonging, as follows:  
Evidence, Evaluation and Planning Co-ordinator – Nicola Tagoe  
Junior Academy Musical Theatre Course Leaders - Grainne Renihan and Deborah Stinton 
Open Academy Intern – Janhavi Padran  
 

1.4 EQUALITY, DIVERSITY AND INCLUSION UPDATES 

IN/EXCLUSION 

Dean of Students Liz Kenny publishes biannual newsletters to students and staff, outlining 
progress within the Academy’s evolving DEIB culture. Highlights from this year’s newsletters 
include the Bicentenary podcast series Short Stories: 200 Years of the Royal Academy of Music 
and commentary on developments across a wide range of areas as set out below. 

CURRICULUM 

Performance, debate, research and entrepreneurship are integrated into the curriculum, 
particularly via the delivery of Artist Development at UG and PG level. The BMus Diverse Voices 
elective provides a space to explore these processes with Jess Walker and Uchenna Ngwe.  
 
Two examples from our regular Artist Development series include a discussion about musicians’ 
mental health; and a workshop on how to source and programme diverse repertoires. 
 
Greater diversity of subject matter and programming is being observed more generally across 
programme delivery and artistic planning, including the performance of more works by female 
composers.  

STUDENT FESTIVALS 

The Students Create and Seen and Heard festivals are now important parts of our calendar. They 
both put students’ ideas, priorities and creativity at the centre of programming in ways that are 
reflected in and supported by our year-round Events programme.  
 
Seen and Heard is conceived and presented by the Students’ Union, alongside the Feminist, 
LGBTQ+ and Ethnic Diversity Societies, to celebrate diversity in classical music. 

OPEN ACADEMY  

In February, Daylighting, a new opera by alumnus Louise Drewett, received its world première, 
conducted by Otis Enokido-Lineham and directed by Hazel Gould. It featured children from 

Netley and St Alban’s primary schools alongside Academy Vocal Studies students and a small 
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group of instrumentalists, making the Open Academy collaborative ethos part of our 

performance business-as-usual and of our Bicentenary celebrations. 
 

1.5 ACCESS AND PARTICIPATION 
The Academy’s Access and Participation initiatives are now becoming embedded in our annual 
cycle of activities and continue to be co-ordinated by our Access and Participation Manager, 
Claire Cooke. 
 
The Academy ran its first ever summer school in August 2022 with a small group of attendees, to 
develop ideas for activities and recruitment, with a small number of children from our target 

areas where opportunities for music are not plentiful. The core principles were working on ‘inner 
ear’ skills, one to one tuition in woodwind and piano, and games in Regent’s Park.  
 
The Summer school ran alongside an expanded version of ‘Springboard’, the programme that 
combines creative music making with the rigours of Grade 5 theory. 
 

1.6 GENDER PAY GAP 2021/22 
British companies have a legal requirement to report on the gender pay gap.  
 
The Academy’s gender pay gap 2021/22 analysis report (published April 2022) reported a mean1 

gender pay gap of 11%, a reduction of 5% from the previous year and a median2 gender pay gap 
of 0%, from 10% in the previous year.  
 
The Academy remains confident that men and women are paid equally for work rated as 
equivalent within the job evaluation scheme and for work of equal value. The Academy’s overall 
results are competitive within the UK HEI sector. The challenge for the Academy is to further 
reduce the gap across teaching roles. 
 
The improvement in the figures can be attributed to work in the following areas: 

• Transparency of salary information in job advertising 

• A robust job evaluation scheme 

• Name blind recruitment 

• A commitment to embracing flexible working across the institution 

• A commitment to promoting family-friendly policies and a work-life balance 

• Close monitoring of equality data and oversight at Governing Body level 

 

1.7 USE OF LANGUAGE 
The DEIB Committee continued to discuss the evolving use of language and a sub-group was set 
up to create a DEIB Style Guide to support staff in awareness in writing inclusively and 

 
1 The mean is the average of the given numbers and is calculated by dividing the sum of given numbers by the total 
number of numbers. Mean = (Sum of all the observations / Total number of observations) 
2 The median is the middle number in an ordered data set. 
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confidently on areas of race, gender, sexuality, disability, health and wellbeing and on different 

backgrounds. The Guide was published in January 2022, noting that preferred terms will 
continue to evolve over time and will be kept under review by the Communications Team, who 
are represented on the DEIB Committee by the Director of Communications and Marketing. 
 

1.8  TRAINING  
Students  
Three student training modules were released for students to complete via Blackboard Learn 
during enrolment week in September 2021:  

• Consent on Campus 

• Equality and Diversity for Students 

• Let’s talk about Race 

From September 2022, completion of training modules will be a condition of enrolment.  
 
Staff  
As part of the Academy’s continued commitment to staff development, staff were automatically 
enrolled onto a range of specific short courses, some mandatory, according to their Academy 
role. The platform also contains a range of other short modules that staff can complete 
according to areas of interest.  
  
The mandatory courses: 
  

Teaching staff 
1. Student Disclosures of Unwanted Sexual Incidents 
2. Safeguarding 
3. Diversity in the Workplace 
4. Sexual Harassment 
5. Bullying & Harassment 
6. Race in the Workplace 
7. Information Security Smart 

  
Part-time hourly paid teachers are able to claim up to 3 hours at the standard part-time 
hourly rate for the mandatory training courses.  

  
Professional Services staff 

1. Safeguarding 
2. Diversity in the Workplace 
3. Race in the Workplace 
4. Sexual Harassment 
5. Bullying & Harassment 
6. Information Security Smart 
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2. STATEMENT ON HOW WE ARE MEETING 

THE REQUIREMENTS OF THE EQUALITY 

ACT 

As an organisation who receives public funding, the Academy is subject to the Public Sector 
Equality Duty, which consists of specific requirements designed to ensure that we are compliant 
with the Equality Act and to demonstrate the public sector’s commitment to equality and 
diversity. 
 

As well as the general public sector duty, which requires due regard to: 

• eliminate unlawful discrimination, harassment and victimisation 

• promote equality of opportunity for under-represented groups  

• foster good relations between members of different groups 

 
The Academy is subject to specific duties relating to higher education. These duties require the 
Academy to: 

• have specific and measurable equality objectives 

• demonstrate ‘due regard’ in implementing policies, procedures and new practices 

• regularly publish information on the diversity of the organisation 

 
The Academy met the first of these requirements by publishing the Equality, Diversity and 
Inclusion Scheme 2020-24 and accompanying Action Plan, which established objectives against 
each of the protected characteristics for delivery through to 2022. 
 
The Academy demonstrates due regard in respect of new policies, procedures and practices 

through its established framework of conducting Equality Impact Assessments (EIAs), to ensure 
that changes to policies and new initiatives are assessed for their impact (whether positive or 
negative) on groups with protected characteristics. Examples of EIAs conducted in the 2021/22 
academic year are: Dotdigital, the website, Smart Working policy and the new HR/Payroll system. 
 

The third requirement is fulfilled via publication of this annual Equality, Diversity and Inclusion 
report (this one) containing student and staff monitoring data.   
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3. APPLICANT, STUDENT AND STAFF 

EQUALITY DATASETS AND COMMENTARY 

The following sections contain equality monitoring data and commentary for students, 
applicants and staff. The data for applicants is drawn from UCAS data (therefore using the 
reference BAME), which is released at the end of each calendar year. The latest data set for 
applicants is for 2021/22 entry. Student and staff data is drawn from HEIDI Plus and created from 
HESA datasets and released the following February. The latest data set for current students is for 
the 2020/21 academic year. 
 

The data on staff recruitment is taken from internal data sources as part of the recruitment 
process. 
 
 

4. APPLICANT EQUALITY DATA AND 

INFORMATION 

Although the data in this section falls under the remit of access and participation at the Academy, 
it is useful to capture it in this report alongside the enrolled student data. The data on gender, in 

Table 1, is broadly equal, indicative of the wider sector and the music subject area. It is in line 
with the patterns that can be observed in the enrolled student data in section 5.4. The data in this 
section is drawn from UCAS.  
 
 

  
TABLE 1 
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TABLE 2 

 

 
TABLE 3  

 

The tables in this section clearly demonstrate that there is more work for us to do towards our 
targets, particularly in terms of applications from people with disabilities and people from 
different ethnic backgrounds. We are still seeing fluctuations in progress rather than a linear 
increase in applicants from and offers made to more diverse groups of people, particularly in 

terms of ethnicity. The long-term challenge remains for the Academy to contribute as far as 
possible to an increase in the pool of applicants from under-represented groups. This is being 
addressed via the targets and activities set out in our Access and Participation Plan and as 
documented in our access and participation initiatives in 1.4, above.  
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5. STUDENT EQUALITY DATA AND 

INFORMATION 

5.1 AGE  
Undergraduate students can be divided into two categories according to HESA definitions: young 
(under 21), or mature (over 21) according to their age at their start date.  
 
The most common age to start an undergraduate programme at the Academy is 18. For 
safeguarding good practice reasons, our Admissions Policy states that normally, students who 

join us in September of each year must be over 18 in order to have the opportunity and ability to 
fully participate in all areas of student and conservatoire life.  
 
In line with sector norms, the majority of Academy students are aged 24 or below and the 
Academy’s overall student age profile remains stable and aligns with the conservatoire sector 
(Figures 1 and 2). The postgraduate age data (Figure 4) shows that the majority are at the younger 
end of the scale, with 66% in the 21-24 years bracket.  
 

 
 

FIGURE 1 
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FIGURE 2 
 
 

 
 
FIGURE 3 
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5.2 DISABILITY 
In 2020/21, HESA data shows 16% (14% in the previous year) of all students declared a disability 
(Figure 5). This is made up of 17% (15% in the previous year) in the undergraduate population and 
15% (13% in the previous year) in the postgraduate population. This is below the conservatoire 
sector average of 20%, but the highest percentage for the Academy in recent years (Figure 9).  
 
The majority of disability declarations at the Academy are those under the learning-related 
category. The Academy provides Personal Learning Plans (PLPs) to support students through 

their studies, and with assessments through the provision of a specific plan arranged in 
partnership with the Disability Advisor.  
 

 
FIGURE 5 
 

 
 
FIGURE 6 
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FIGURE 7 
 

 
 
FIGURE 8 

DISABILITY COMPARISON OVER THREE YEARS 

Status  2018/19 2019/20 2020/21 
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FIGURE 9 
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conservatoire average which remains at 11% for a second year (Figure 11). The three-year 

comparison (Figure 14) shows that things are moving in the right direction from previous years. 
The undergraduate population from other ethnic groups was 15%, which is encouraging for our 
access and participation targets. The postgraduate figures are particularly encouraging as they 
have increased to 18% from 10% in the previous year. The percentage of unknown/not available 
data has also been reduced over the last three cycles.  
 

 
 
FIGURE 10 
 

 
 
FIGURE 11 
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FIGURE 12 
 

 
 
FIGURE 13 

 

ETHNICITY COMPARISON OVER THREE YEARS: HESA IDENTIFIERS 

Status  2018/19 2019/20 2020/21 
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FIGURE 14 
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5.4 GENDER  
In 2020/21, the RAM student population remained at an even split of 50:50 female to male 
students, and the UK conservatoire-wide population remained at a split of 54% male to 46% 
female. Despite anticipating in the previous year’s report that HESA would begin classifying 
gender more widely, this has not yet been demonstrated through data releases.  
 

 
FIGURE 15 
 

 
 
FIGURE 16 
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6. STAFF EQUALITY DATA AND INFORMATION 

The following information provides an overall diversity profile of our staff and includes 
recruitment monitoring data in each case. This data informs the setting of our equality objectives 
as part of our Equality, Diversity and Inclusion Action Plan. 
 
We began collecting data for sexual orientation and religion or belief in 2010 and hold data for 
over 70% of staff. 
 
In line with the Equality Act 2010, the below data is broken according to Age, Ethnicity, Gender, 
Disability, Religion or Belief and Sexual Orientation. The following data shows the breakdown of a 

2021/22 total of 615 staff, as a percentage. 
 

6.1 STAFF GENDER 

The overall Academy gender profile has remained relatively unchanged over the past six years. A 
comparatively low turnover of professorial (teaching) staff has led to a slower than anticipated 
increase in the number of female staff across the institution as a whole; however, female staff are 
represented strongly in managerial, Head of Department and Senior Management roles. 
 

 
 

6.2 STAFF AGE 

The Academy continues to be an age-diverse employer of the conservatoire sector in the 50-65 
years and 66 years and over categories. There has been little change since 2016/17. 
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6.3 STAFF ETHNICITY  

While the number of colleagues from other ethnic groups had remained consistent (and low) for 
many years, the introduction of name-blind recruitment in 2016 has contributed to a 2% increase 
of staff identifying as from other ethnic groups. There has been a further 3% increase since 
2018/19. There is however still a long way to go in improving these figures and the DEIB 

Committee will focus on this during the 2022/23 cycle.  
 

 

6.4 STAFF DISABILITY  
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Not known to be disabled 95% 

Total 100% 

34 years and 
under 22%

35-49 years
29%

50-65 years
35%

66 year and 
over
14%

RAM: staff age profile 2021/22
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6.5 STAFF SEXUALITY  

Breakdown of staff sexuality profile 

Heterosexual/straight 58% 

Gay/lesbian 5% 

Bisexual 3% 

Prefer not to say 9% 

Unknown (data unavailable) 25% 

 

6.6 STAFF RELIGION OR BELIEF 

Breakdown of staff religion or belief 

Christian 26.5% 

Other (including Buddhist, Hindu, 
Jewish, Muslim, Sikh) 

4% 

No religion 34% 

Spiritual  1.5% 

Prefer not to say 10% 

Unknown (data unavailable) 24% 
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6.7 STAFF RECRUITMENT MONITORING 

The following tables show the total number of applications received in respect of each 
protected characteristic and the respective percentage breakdowns for the total number of 
people shortlisted for interview and offered a position. 89 vacancies were advertised during 
the academic year 2020/21, for which a total of 1253 applications were received, nine of 
these roles had to be readvertised either due to a lack of candidates or candidates 
withdrawing from the offer stage. As a Disability Confident employer, all applicants meeting 
the minimum role criteria and who declared a disability were interviewed. The Academy 
adopted a name-blind approach to the initial selection process in staff recruitment in March 
2016, which aims to eliminate unconscious bias. The number is much higher than the 
previous year which saw a recruitment freeze between March and August 2020 brought on 

by the Covid pandemic and by a large number of resignations following the end of the 
pandemic which was a trend observed across many other institutions and industries.   

 

Recruitment disability monitoring 

Disability 
breakdown 

Total 
number of 

applications 

% all 
applicants 

% 
interviewed 

% offer made 

Declared 
disabled 

151 12 15 20 

Not known to 
be disabled 

1043 83 80 73 

Not provided 59 5 5 7 

TOTAL 1253 1253 241 70* 

*There is a lower number of offers compared to vacancies due to roles being unsuccessfully 
filled.  
 

Recruitment gender monitoring 

Gender 
breakdown 

Total number 
of 

applications 

% all 
applicants 

% interviewed % offer made 

Male 536 43 38 37 

Female 708 56 60 61 

Not Provided 9 1 2 2 

TOTAL 1253 1253 241 70 

 
 

Recruitment ethnicity monitoring 

Ethnicity 
breakdown 

Total number 
of 

applications 

% all 
applicants 

% interviewed % offer made 

White 912 73 83 82 

Ethically 
diverse 

322 25 17 18 

Not provided 19 2 0 0 

TOTAL 1253 1253 241 70 
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Recruitment Age Monitoring 

Age (as at 
01/07/2020) 

Total number 
of 

applications 

% all 
applicants 

% interviewed % offer made 

Under 30 556 44 38 50 

30-50 506 40 46 34 

Over 50 148 12 14 14 

Not provided 43 4 2 2 

TOTAL 1253 1253 241 70 

 
 

Recruitment religion or belief monitoring 

Religion or 
belief 

breakdown 

Total number 
of 

applications 

% all 
applicants 

% interviewed % offer made 

Christian 366 29 26 27 

Other (inc 
Buddhist, 
Hindu, 
Jewish, 

Muslim, Sikh) 

83 7 5 3 

Spiritual  52 4 4 6 

No religion 568 45.5 50 48 

Prefer not to 
say 

156 12.5 13 16 

Not provided 28 2 2 0 

TOTAL 1253 1253 241 70 

 
 

Sexuality monitoring 

Sexual 

orientation 
monitoring 

Total number 

of 
applications 

% all 

applicants 

% interviewed % offer made 

Heterosexual/ 
straight 

810 65 62 58 

Gay/lesbian 136 11 13 12 

Bisexual 121 9 11 14 

Prefer not to 
say 

147 12 12 16 

Unknown 
(data 
unavailable) 

39 3 2 0 

TOTAL 1253 1253 241 70 
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