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Equality, Diversity & Inclusion at The Royal Academy of Music 

The Royal Academy of Music has set out its ambition to become the institution of choice for 
students from diverse backgrounds and to create an environment in which everyone can feel 
safe, confident and supported to reach their full potential. To support this, the Academy 
commissioned Building Inclusive Futures (the consultancy arm of Blueprint for All) to carry out 
an Equality, Diversity & Inclusion audit1.  

The audit showed that the Royal Academy of Music is already making good progress towards 
improving its practice in relation to equality, diversity, inclusion and safeguarding. Whilst we 
identified a number of ongoing challenges, work is already in progress to address many of these. 
There is a clear commitment at the top of the organisation to review and address any 
outstanding issues raised by the audit.  

Senior Leadership & Management Accountability  

How engaged are the leaders? What are they doing to support and nurture Equality Diversity & 
Inclusion?  

Senior leaders articulated a clear vision for a diverse and inclusive environment in which 
everyone can feel safe, confident and supported to reach their full potential. Work is in progress 
to create an Equality, Diversity and Inclusion section on the website, which will be the means by 
which the strategy, values and goals of equality and inclusion are articulated. 

Support to deliver the vision is available through the Equality, Diversity and Inclusion Committee 
which includes representation from staff and students across the organisation and has been re-
invigorated with the appointment of a Chair from the Senior Management Team.  

During the audit Heads of Department were keen to address equality, diversity and inclusion 
within their Department. However, there was a lack of clarity about their individual 
responsibility and a lack of a systematic approach across departments. There were also different 
levels of knowledge and confidence around equality, diversity and inclusion issues.  

The Academy has demonstrated its willingness to be held accountable as an organisation. We 
welcome this transparency, which will support the organisation to build understanding, trust 
and engagement. 

  

 
1 1 For the audit, diversity was defined as encompassing the characteristics protected under law 
and social and economic diversity.  
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Policy and process: staff recruitment and retention  

What is the Academy doing to attract, recruit and retain the best staff from the widest pool and 
how does it ensure it nurtures and supports all employees?  

Diversity within current staffing is focused within professional services, with little diversity 
amongst teaching staff. Managers at all levels expressed a desire to create a more diverse staff 
group but varied in their knowledge and commitment to achieving this.  

• Recruitment: The Academy has robust recruitment policies and processes, but 
implementation varies across the organisation and appears to be applied least rigorously 
when recruiting to part-time teaching roles. This reduces opportunities to recruit from 
the widest pool and can allow bias in the recruitment process.  

• Performance management: In the past, problematic behaviours have not always been 
effectively addressed and managers are not always confident in giving firm but 
constructive feedback. The Academy is moving to a ‘continuous feedback’ system to 
support timely feedback and performance management, which managers at all levels 
will need support to implement.  

• Confidence, competence and training in equality, diversity and inclusion: Many teaching 
staff lack knowledge and confidence in good equality, diversity and inclusion practice 
and may be unwittingly perpetuating poor practice. Almost all stated that they would 
welcome training. In response to this report the Academy will provide training to all staff 
during the next academic year. 

• Career progression: As a small organisation, there are limited opportunities for career 
progression, making fair access to opportunities and support to explore alternative 
routes to building careers particularly important.  

 

Workplace environment and culture  

How does the Royal Academy of Music create and sustain an inclusive workplace environment 
where everyone feels valued?  

Teaching staff generally described the environment as creative, friendly, informal and 
supportive. However, staff in professional services were more likely to feel under-valued or 
discriminated against. The new Code of Conduct and safeguarding statement set clear 
behavioural expectations, with interviewees feeling that positive changes have accelerated over 
the last year as the organisation has started to respond more robustly to any concerns raised.  

Culture within departments vary across the Academy. The creation of horizontal teams such as 
the Programme Management Group is designed to address this issue of connectivity and a 
shared sense of values. 
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The Academy has historically relied as much on informal communication as on official channels. 
Visiting teaching staff (many of whom are regular) appear to be outside the usual 
communication mechanisms and are often unaware of the values and behaviours that the 
organisation espouses. Visiting professors are the staff group that students raised as being the 
most problematic in relation to inclusion and diversity. Communications systems are becoming 
more robust, including the introduction of Town Hall meetings for all staff, led by the Principal, 
which support greater inclusion and engagement.  

Student experience  

What does the Royal Academy of Music do to ensure that its processes to attract and recruit 
students, its curriculum content, and its teaching adhere to best practice in equality, diversity 
and inclusion?  

• Diversity within the student body: Both staff and students recognised a lack of diversity 
within the student body and were keen to achieve greater diversity in terms of race, 
ethnicity and particularly, socio-economic background. The Academy faces a number of 
challenges in achieving this, some of which – such as the lack of access to music teaching 
within state schools – lie beyond its control.  

• Diversifying the curriculum: Students we interviewed requested greater diversity in the 
curriculum. There were mixed views from Heads of Department on the importance of 
equipping students to play diverse composers in their professional lives. Institutionally, 
significant efforts have been made to offer programmes reflecting greater diversity. 

• Student experience of staff: Some students reported feeling that some teaching staff 
used inappropriate language in the learning environment, and some reported feeling 
they were treated differently because of their race, but very few felt empowered to 
challenge this. The Academy has recently undertaken extensive work to update its 
safeguarding policy and procedures, including an anonymous reporting system “Report 
and Support” which is building knowledge and confidence in the system to address 
concerns.  

• Student experience of the wider body: The majority of British Students are white and 
have had sustained access to privately funded music provision and represent the 
‘mainstream’ of students with the Academy.  Several students from different 
backgrounds commented on the impact they experienced from feeling outside this 
‘mainstream’ or ‘other’. 
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Recommendations 

1. Senior leaders and management accountability  

We recommend that the Royal Academy of Music completes the work in progress to set out its 
vision and values for equality, diversity and inclusion. This should be supported by a clear 
strategy for how equality, diversity and inclusion progress will be implemented and monitored 
through regular reporting to the Senior Management Team, Governing Body and the student 
and staff body as a whole.    

2. Policy and process: staff recruitment and retention   

We recommend that the Royal Academy of Music reviews recruitment practice to promote 
greater diversity across all staff groups, but in particular amongst teaching staff. Managers 
should also be supported to develop their competence and confidence in giving feedback, and 
all staff should be supported to develop their competence and confidence in relation to 
equality, diversity and inclusion.  

3. Workplace environment and culture  

We recommend that the Royal Academy of Music review how the difference in experience 
between teaching staff and those in professional services can be addressed. We also 
recommend that it continues to strengthen its approach to communications, ensuring that all 
staff and, in particular, visiting staff, understand and adhere to the values and behaviours the 
Academy expects.  

4. Student experience  

We recommend that the Royal Academy of Music takes positive action to engage and upskill 
young people from diverse backgrounds. This includes attracting and supporting applications 
from students from more diverse backgrounds. We recommend that the Academy sets a clear 
framework for departments to diversify the curriculum through its own efforts as well as 
investing in the resources for students to do so. We also recommend that the expectations set 
out in the Code of Conduct and Safeguarding policy and procedures are followed by students 
and staff. 

 


