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PART 1 

INTRODUCTION 

The Royal Conservatoire of Scotland is unique within the Scottish higher education 

sector – an independent, small specialist institution with its own degree-awarding 

powers and with an exclusive focus on the provision of vocational education in and 

for the performing and production arts.  

A commitment to embracing and being motivated by inclusivity, diversity and 

individuality is a cornerstone of the RCS Vision underpinning the currently 

developing Strategic Plan to 2020, the other cornerstones being commitments to 

the advancement of: 

o Disciplinary excellence and innovative trans-disciplinary learning 

o Breaking down barriers and challenging boundaries  

o Creative citizenship and leadership across the performing arts for our 

nation and for the world  

The practical application of this is threaded throughout all activities, whether the 

activity is connected to a course for Music for 1-2 year olds or Drama for the Over 

55’s, one of our many degree or postgraduate programmes, or one of 10 centres 

providing music education across a wide geographical spread of communities, 

currently involving 6 local authorities.  Equality and diversity is central to each and 

every of the many policies and practices that exist within the Conservatoire. 

LEGAL BACKGROUND 

The General Duty of the Equality Act 2010 requires all public authorities, including 

higher education institutions, to have due regard in the exercise of their functions to 

the need to:  

o Eliminate unlawful discrimination, harassment and victimisation and other 
prohibited conduct  

o Advance equality of opportunity between people who share a relevant 

protected characteristic and those who do not, considering the need to:  

 Remove or minimise disadvantages suffered by people due to their 

protected characteristics 

 Meet the needs of people with protected characteristics 

 Encourage people with protected characteristics to participate in 

public life or in other activities where their participation is low 

o Foster good relations between people who share a protected characteristic 
and those who do not  

 

The Conservatoire is also required to meet the Specific Duties of the Public Sector 

Equality Duty, which require us to: 

o Report on our progress on mainstreaming the General Duty into all functions 

o Develop and publish a set of equality outcomes that cover all protected 

characteristics. Our Equality Outcomes Report 2015 can be viewed here  

http://www.rcs.ac.uk/wp-content/uploads/2014/05/Equality-Outcomes-Report-2015.pdf
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o Assess the impact of all our policies and practices against the needs of the 

General Duty 

o Gather and use information on employees and students in a way that 

advances the General Duty 

o Publish gender pay gap information. Our Equal Pay Review 2015 can be 

viewed here  

o Publish our policy on equal pay in terms of gender, disability and race. Our 

Equal Pay Statement can be viewed here  

o Pay due regard to the General Duty in terms of the procurement of specified 

goods and services 

o Publish all information in accessible ways 

This report meets the first of these specific duties, in that it reports on the 

mainstreaming of equality and diversity into all of our activities and functions. 

 

OUR COMMITMENT TO EQUALITY AND DIVERSITY 

A growing recognition of the importance of Inclusivity, Diversity and Individuality, is 

evidenced by their inclusion as a cornerstone of the Vision underpinning the 

Conservatoire’s Strategic Planning for the period 2015-2020. 

Within its Vision to be Scotland’s globally-recognised and inspirational leader in 

learning for the performing arts, attracting and nurturing the best Scottish and 

international creative talent, the Board of Governors, staff and student team 

‘embraces and is motivated by’: 

* Inclusivity, diversity and individuality 

* Disciplinary excellence and innovative trans-disciplinary collaboration 

* Breaking down barriers and challenging boundaries 

* The advancement of creative citizenship and leaders across the 

performing arts for Scotland and for the world     
 

This ensures our ongoing commitment is even more deeply rooted within the 

Conservatoire and will be more fully articulated when the Strategic Plan is published 

in September 2015. 

 

REPORTING ON EQUALITY 

Equality and diversity issues are actively considered and discussed at each level of 

the institution and are an agenda item at key Conservatoire meetings and 

committees. 

o The Board of Governors receive regular Equality and Diversity update 

reports from our Director of HR  

o Our Conservatoire Senior Management Team is highly committed to equality 

and diversity, both personally and professionally, and Human Resources and 

Equality and Diversity are standing items on their agenda. Equality and 

http://www.rcs.ac.uk/wp-content/uploads/2014/05/Equal-Pay-Review-2015.pdf
http://www.rcs.ac.uk/wp-content/uploads/2014/05/Equal_Pay_Statement_2010_RCS1.pdf
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Diversity is a standing item at regular management meetings of the School of 

Music and the School of Drama, Dance, Production and Screen and of the 

staff and student-comprised Programme Committees, which are a formal part 

of our monitoring, evaluation and review of academic standards. 

o The Equality and Diversity Officer provides regular reports to the Equality 

and Diversity Forum on progress towards identified institutional objectives, 

and has direct links to the Conservatoire Senior Management Team via the 

Director of Human Resources and the Deputy Principal, who is also the 

Convenor of the Forum. Notes of all meetings are easily accessible to 

everyone within the Conservatoire via the intranet and Moodle (an internal 

virtual learning environment). 

o The Conservatoire Counsellor & Disability Adviser reports annually to 

Curriculum and Enhancement Led Institutional Review Group. The report 

gives particular emphasis to statistics comparing acceptance of disabled 

applicants/non- disabled applicants and progression and degrees obtained 

by disabled students and non-disabled students. The findings of the report 

are then passed to the Schools’ Management Teams for discussion and 

response. 

 

VISIBILITY 

We are very proud to have champions at the very highest levels of our institution, 

who are proactive role models in demonstrating our commitment to equality and 

diversity: 

o A Board Member, recognised as possessing a particular interest in equality 

and diversity, was nominated by the Board of Governors to participate in the 

Conservatoire’s project team for the Equality Challenge Unit’s 

Mainstreaming equality through governance and management 

programme in 2013 

o Two members of the Conservatoire Senior Management Team are also 

members of the Equality and Diversity Forum, a group of committed and 

passionate staff and students who meet four times a year to progress all 

matters relating to equality, diversity, access and inclusion. Other members 

of the CSMT also attend the Forum on an ad hoc basis. 

o Two members of the Conservatoire Senior Management Team are also 

featured in the Conservatoire’s “It Gets Better” video, which provides hope 

and inspiration to young lesbian, gay, bisexual and transgender people. Our 

video, which was filmed during LGBT History Month in 2013 can be viewed 

here. 
 

 

  

http://www.rcs.ac.uk/about_us/equalityanddiversity/media/
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PART 2  FACTS AND FIGURES 

The following section provides information about the composition of our staff and 

student bodies in terms of numbers and protected characteristics, where that 

information is available. 

OUR STAFF 

We have the greatest number of full-time staff of any conservatoire within the UK 

and all our teaching staff are practicing professionals in their own right. Our 

permanent workforce has increased over the last two years by 9%. At the same 

time, the percentage of female staff has increased by a further 3%, resulting in a 

16% gap between male and female permanent staff. 

 Headcount % 

2013 Female  123 55% 

2013 Male  99 45% 

Total 222  

2015 Female  145 58% 

2015 Male  105 42% 

Total 250  
 

However, when grades for male and female staff are more closely examined, other 

differences become apparent. Significantly more female staff are located at scales 

4, 5 and 6 than their male colleagues. Whilst our Equal Pay Review has 

investigated whether there are any issues or concerns about potential gender pay 

gaps, it does not address potential gender based occupational segregation, which is 

an issue that is perhaps more visible here, as these grades are largely 

administrative and support roles which are often occupied by female staff. This is 

found both within and beyond the sector, but is an area that we are keen to explore 

ways to successfully address.  

 Overall Gender Split   

 
Grade 

2013 
Female 

2015 
Female 

2013 
Male 

2015 
Male 

2013 
Total 

2015 
Total 

2013 
% 

Female 

2015 
% 

Female 

2013 
% 

Male 

2015 
% 

Male 

1 0 7 1 5 1 12 0% 58% 100% 42% 

2 2 0 0 1 2 1 100% - 0% 100% 

3 9 14 11 13 20 27 45% 52% 55% 48% 

4 26 30 12 13 38 43 68% 70% 32% 30% 

5 30 33 13 9 43 42 70% 78% 30% 22% 

6 20 19 10 8 30 27 66% 70% 34% 30% 

7 17 23 27 26 44 49 39% 47% 61% 53% 

8 6 4 8 11 14 15 43% 27% 57% 73% 

9 10 8 12 13 22 21 45% 38% 54% 62% 

10 0 4 0 1 0 5 0% 80% 0% 20% 

CSMT 3 3 5 5 8 8 37% 37% 63% 63% 

Totals 
 

123 145 99 105 222 250     



 

7 
 

MAINSTREAMING EQUALITY 2015 

The number of our permanent staff who are from a Black, Asian or Minority Ethnic 

background (BAME) continues to grow but remains low. Just 3.7% of our workforce 

identifies as being from a BAME background, which is under the Scottish average of 

4% and falls well below Glasgow’s BAME community representation which stands 

at around 12%. This is an area that we are extremely conscious of and are working 

towards addressing, as evidenced within this report.  

However, as can be seen from the table below which specifically looks at the ethnic 

background of conservatoire teaching staff in the UK, we have the highest 

percentage of BAME staff of all conservatoires included in the study1, a fact of 

which we are justifiably proud. 

 

 

Over the last 2 years, the number of staff who have identified as having a disability 

has reduced, with a number of disabled colleagues leaving the employment of the 

Conservatoire. Exit interviews have revealed no pattern or trends for this. Currently 

4% of our permanent staff have informed us that they have a disability. Our efforts 

to enhance the health and wellbeing of our staff and students will be evidenced 

within this report. We will also be continuing to encourage staff to declare disabilities 

if they have not yet disclosed them to us, as by doing so they will enable the 

Conservatoire to provide them with support and assistance to fulfil their role to their 

maximum potential. 

We have started to monitor sexual orientation and the religion and belief of our staff, 

but at this point in time our data is limited and we are working on developing this. 

This includes the introduction of a new integrated payroll and HR system which, 

when fully implemented, will enable us to interrogate and cross reference diversity 

data in a far more sophisticated and meaningful way than we have been able to up 

to this point. This is another area where we will be actively encouraging trust and 

confidence in staff to disclose personal data, whilst recognising that they have the 

right to withhold this information should they wish to do so. 

 

                                            
1 Table from “Equality and Diversity in the Classical Music Profession”, A research report by Dr Christina 

Scharff, February 2015, Economic and Social Research Council 

 

Conservatoire BAME White Total % of total 

Birmingham Conservatoire 4 114 118 3.4% 

Leeds College of Music 1 62 63 1.6% 

Royal Academy of Music 10 321 331 3.0% 

Royal College of Music 1 198 199 0.5% 

Royal Conservatoire of Scotland 4 95 99 4.0% 

Royal Northern College of Music 3 204 207 1.4% 

Royal Welsh College of Music & Drama 3 172 175 1.7% 

Trinity Laban Conservatoire of Music and Dance 2 151 153 1.3% 

Grand Total 28 1317 1345 Average 2% 
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RECRUITMENT 

The following section reviews data relating to the recruitment of staff during the 

period of 1st August 2014 to 30th March 2015. This time period was used to enable 

direct comparisons with recruitment during the same period of the previous year. 

Many students are recruited as staff members, particularly in the roles of usher and 

box office staff, and therefore our turnover is high as new students are recruited 

each year. 

1 )  GENDER 

During this period, the Conservatoire appointed 99 new members of staff. Nearly 

two thirds of the successful candidates (61) were female, a third male (37) and 1 

individual chose not to declare their gender. This is almost exactly the same as last 

year’s figures for the same period. 

 All Applicants Shortlisted Appointed 

Gender No. % No. % No. % 

Male 293 32% 81 32% 37 37% 

Female 570 63% 167 66% 61 62% 

Not Stated 37 4% 5 0% 0 0% 

Declined 7 1% 1 0% 1 1% 

TOTAL 907 254 99 

       

       

2 )  DISABILITY 
 

During the same period, 5% of all applicants declared that they considered 

themselves to have a disability, rising to 7% of all successful applicants. This is 

markedly different from last year, when the number of disabled candidates peaked 

at shortlist stage, then fell at appointment stage, and is a very positive development. 

 All Applicants Shortlisted Appointed 

Disability No. % No. % No. % 

Yes 46 5% 17 7% 7 7% 

No 806 89% 219 86% 85 86% 

Not Stated 46 5% 14 6% 6 6% 

Declined 9 1% 4 2% 1 1% 

TOTAL 907 254 99 

 

3 )  ETHNICITY 

We are extremely encouraged that our recruitment of Black, Asian and Minority 

Ethnic (BAME) staff has improved in the last 12 months. During this period, 7% of 

applicants were from BAME backgrounds and 8% of those appointed were; this 

compares favourably to last year’s figures of 4% of applicants and just under 1% of 

those appointed being from BAME backgrounds. Whilst it is a positive move in the 

right direction, we acknowledge that we still have work to do to reach a level of 
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representation commensurate with the BAME population of Glasgow which 

currently stands at 12%. 

Full details can be seen at Appendix 1. 

 All Applicants Shortlisted Appointed 

Race No. % No. % No. % 

White Sub Total 784 86% 228 90% 85 86% 

BME Sub Total 65 7% 13 5% 8 8% 

No Record Sub Total 58 6% 13 5% 6 6% 

TOTAL 907 254 99 

   

4 )  SEXUAL ORIENTATION 

It is interesting to note that there has been a marked difference in response to this 

question over the last 12 months. In 2014 38% of applicants did not respond to this 

question, whereas this number dropped significantly to just 14% this year, which 

could be seen to indicate a better understanding and general willingness to disclose 

this particular item of personal data. This is a very positive development which we 

hope is the start of a trend, and will continue to review the response rate to see if 

this level of disclosure continues. 

 All Applicants Shortlisted Appointed 

Sexual Orientation No. % No. % No. % 

Bisexual 30 3% 7 3% 1 1% 

Gay Man 37 4% 13 5% 7 7% 

Gay Woman/Lesbian 11 1% 3 1% 0 0% 

Heterosexual/Straight 720 79% 200 79% 77 78% 

Other 2 0% 0 0% 0 0% 

Not Stated 54 6% 12 5% 6 6% 

Declined 53 6% 19 7% 8 8% 

TOTAL 907 254 99 

 

5 )  RELIGION AND BELIEF 

Our figures show that the majority of applicants (60%) and successful candidates 

(65%) do not have a religion or belief, with a further 15% declining to answer the 

question, for which there could be a number of reasons. The single biggest religion 

identified was the Church of Scotland, which 6 successful candidates identified as 

belonging to. 

Full details on this category can be seen at Appendix 2. 

6 )  AGE 

The majority of our new employees (59%) fall into the 19-29 years of age category, 

as they did last year, although the range of ages of successful candidates is from 

under 18 to up to 59. 
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 All Applicants Shortlisted Appointed 

Age No. % No. % No. % 

18 or less 33 4% 6 2% 4 4% 

19-29 518 57% 121 48% 58 59% 

30-39 173 19% 59 23% 14 14% 

40-49 76 8% 33 13% 12 12% 

50-59 47 5% 20 8% 4 4% 

60 or more 8 1% 2 1% 0 0% 

Not Stated 53 6% 13 5% 7 7% 

Total 907 254 99 

 

EMPLOYEE RELATIONS  

Another important area to review in terms of equality and diversity implications 

relates to routine employee relations matters, specifically in terms of Grievances 

and Disciplinaries, where issues of discrimination and unfair practices can 

potentially be identified. 

1) GRIEVANCES 

There were no formal grievances recorded during this period, compared to 9 formal 

grievances during the same period last year. The Human Resources Department 

has worked very hard with line managers and staff members to engage in resolving 

issues within their department informally.  We still have staff coming to ask for 

advice about how to raise / deal with a concern, but we have had much greater 

success in getting staff to deal with issues directly with their line manager.  

We are also supporting line managers to be much more transparent about 

performance issues and dealing with them effectively and in a timely manner, 

minimising the possible escalation and discontent that comes with it.  

2) DISCIPLINARIES 

Eight disciplinary processes were initiated during this period, a drop of more than 

50% on the previous year. It is also extremely positive to see a reduction of 80% in 

disciplinary cases that involved “Dignity at Work” matters; the one case that 

occurred this year involved a protected characteristic and resulted in a serious 

sanction.  

Disciplinaries 

Category 2014 2015 

Attendance/Absence 5 4 

Dignity at Work 5 1 

Performance 5 2 

Health & Safety 2 0 

Misuse of property 0 1 

Total: 17 8 
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All of the employees who were subject to disciplinary action identified as either White or White 

Scottish, with 4 being female and 4 male. One had a disability. 

 

LEAVERS 

Between August 2014 and April 2015, 43 members of staff left the Conservatoire. 

Of these, 9 were academic staff and 34 academic support staff. Twice as many 

women left as men (29:14), with nearly half of all leavers (21) being in the 19-29 

age group. Four leavers had a disability. Our robust exit interview process has not 

identified any particular reason for this. 
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OUR STUDENTS 

This section provides an overview of the composition of the students who attend our 

graduate and postgraduate courses.  

Each year the Conservatoire’s Counsellor and Disability Advisor reviews the details 

of students and applicants who have declared a disability, the nature of their 

disability, course of study and monitors their progress or admission details (for 

applicants). For disabled students, individual progress is also compared to non-

disabled students on the same programme. An annual report is presented to the 

Conservatoire Senior Management Team with recommendations for action where 

appropriate.  Each Director of School subsequently provides a response, once the 

report has been discussed at their own School Management Meeting. 

The content and detail of this report is a model of good practice which we intend to 

replicate for other protected characteristics over the next two years. As can be seen 

below, we are at the beginning of this journey at the current time, having just 

undertaken our first complete benchmarking review. 

Based on the initial findings of our first Student Equality Data Report completed in 
April 2015, which gathered data relating to all protected characteristics other than 
disability, we now have an excellent benchmark from which to measure our 
progress in coming years. The review has further highlighted the need for further 
data monitoring and analysis in relation to different stages of the student life cycle, 
most importantly relating to applications. 

We seek to address all recommendations made by the report and have already 
begun with: 

o Reviewing and standardising categories used to collate future student 
equality data within the Conservatoire 

o Assessing further the importance of our baseline figures by digesting 
comparable data relating to the admissions process (applications/ offers 
made/ acceptances) and student success rates 

o Investigating potential reasons for the gender bias shown in some of the 
degree programmes towards either male or female (BA Scottish Piping, 
BMus Composition, BMus Jazz and BA Production Arts & Design).  

o Supporting specific initiatives with the aim to increase the number of BAME 
students at the Conservatoire, thus hoping to under-representation of 
our student body, which is currently 87% white. This is a key priority for the 
next two years, the duration of this Mainstreaming Report.  

 

Moreover we will: 

o Consider further initiatives which instil adequate trust and confidence in 
students to disclose equality data, whilst recognising that individuals have the 
right to not disclose information should they so choose.  This will hopefully lead 
to a future fall in non-disclosure rates for those protected characteristics 
(sexual orientation and religion & belief) which have been identified as too 
high, currently lying at around 10% or above. 
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o Seek to collate, monitor and report on student equality data re the following:  

 

 

1.  positions of responsibility held, such as course representatives, 
students’ union positions 
 

2.  numbers of full-time and part-time students take up of extra-
curricular opportunities, such as clubs and societies, mentoring 
schemes 
 

3.  attainment of formal qualifications and classifications 
 

4.  student leaving data – first destinations of graduates/qualifiers 
 

5.  instances of bullying, harassment, complaints and grievances; 
disciplinary action taken; academic appeals 
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PART 3 – MEETING THE GENERAL DUTY 

As referred to in the introduction to this report, everything that we do at the Royal 

Conservatoire of Scotland, both as an educational institution and as an employer, is 

underpinned by our passion and commitment to promoting and developing equality, 

diversity and inclusivity. It is evident in some of our activities, whilst in others it is 

more discreet, but it is almost always there. And if it isn’t there yet, we are 

committed to putting it there. 

In the two years since our original Mainstreaming Equality Report, we have 

developed a range of exciting initiatives that demonstrate our drive and commitment 

to mainstream equality across three broad areas: students, staff and community. A 

selection of initiatives are detailed within this report, but please note that they do not 

reflect the entirety of the Conservatoire’s work. For more details about the range of 

activities we are involved with, please look at our website: www.rcs.ac.uk     

 

STUDENTS – GETTING INTO THE CONSERVATOIRE 

TRANSITIONS 20/40 

We aim to improve access into the Conservatoire for people from the widest range 
of backgrounds, and are committed to cultural and social inclusion, as we 
understand the profound difference that both education and the performing arts can 
make in an individual’s life. Transitions 20/40 seeks out and develops potential 
performing and production arts talent from the most deprived Scottish postcode areas.  

Transitions 20/40 offers talented individuals up to 150 fully 

funded hours of pre-HE training, a Personal Learning Plan 

Tutor and Mentor plus additional support to take part in Royal 

Conservatoire workshops, classes and short courses in 

preparation for audition or interview for training at a higher 

education level. Transitions 20/40 is supported by the Scottish 

Funding Council and has been created in line with government 

policy for higher education, to attract and retain the widest range of students to the creative 

and cultural industries.  During 2014/15, 109 students benefitted from participating in this 

initiative, with at least 9 (9 unconditional offers, 2 conditional and 2 reserve offers as at 

22/04/15) continuing on to undergraduate courses within the Conservatoire commencing 

in September 2015. 

A list of courses which are specifically focused on working with people who may otherwise 

be excluded from arts involvement can be seen at Appendix 3.  

ENTRY TO THE CREATIVE INDUSTRIES 

In addition to our Transitions 20/40 Programme, we also drive forward the work of 

FOCUS West, working with pupils from 37 specific schools in the West of Scotland 

with low progression rates into higher education. These pupils engage in an exciting 

http://www.rcs.ac.uk/
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programme of practical activities offering impartial information, advice and guidance 

on the journey into creative study at college, university or conservatoire level. Pupils 

are given the opportunity  to experience life at the Conservatoire, meet current 

students and take part in practical preparation initiatives to support their progression 

onto performing and production arts study at further and higher education level. In 

the last year 360 school pupils have participated in the programme, with 66% of 

participants being female.  

 

(Entry to the Creative Industries Workshop) 

Enhanced diversity monitoring of the programme is being introduced, so more detail 

will be available in future. Additionally, we are hoping that approval will be given to 

launch the scheme on a national basis, which will enable even more young people 

to gain access to our resources and opportunities, widening access further still. We 

are very keen to support this exciting new extension to the existing provision. 

CARE EXPERIENCED YOUNG PEOPLE 
 
We want our learning and artistic community to be as broad and accessible as 
possible. We acknowledge and understand the need for well-defined and 
appropriate processes and procedures to be put in place for care experienced 
young people who may face specific difficulties in engaging with the institution. 
 

In order to demonstrate the Royal Conservatoire’s commitment to supporting those 
with a care experience, the institution successfully applied to receive the Buttle UK 
Quality Mark2. We demonstrated that the Conservatoire can contribute to best 
practice in raising the aspirations amongst those with a care experience and 
support them in succeeding within a conservatoire environment and beyond into 
their chosen careers. The project plan was developed through consultation with 

                                            
2 The Buttle UK Quality Mark was introduced to provide a framework to improve and accredit support for 
Looked After Children and Care Leavers in Further and Higher Education. 
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colleagues across the Conservatoire and is being monitored by the Equality and 
Diversity Forum.  
 

The Conservatoire is aware that the Buttle UK Quality Mark is being phased out in 
2015 and will be engaged in the discussions regarding its legacy in Scotland. As 
such, the Conservatoire will be hosting the Scottish Commitment Event, “Best 
Practice and What Next?”, a further demonstration of our commitment to supporting 
those with a care experience. 
 
Additionally, Who Cares? Scotland has delivered Corporate Parenting training to 
key members of staff, and will be piloting their new national online training through 
the Conservatoire. 
 
ENHANCING BAME STUDENT RECRUITMENT 

Whilst our widening access and participation programmes are successful in welcoming a 
broader range of people into the Royal Conservatoire of Scotland, we are aware that our 
student body remains largely white and are continually seeking ways to encourage more 
applications from candidates from a Black, Asian or Minority Ethnic background.  

We have recently established a working group to explore ways to address this and to 
enhance the diversity of our student body. It was agreed that the proposals made by the 
group would need to be part of a long term strategy that can be sustained over a significant 
period of time. It was proposed that work would focus on primary school pupils to 
encourage an interest and passion for the arts at an early age, and primary schools with a 
high proportion of BAME pupils have been identified.  

We look forward to progressing the work of this group, which includes the Student 
Recruitment Manager, Equality and Diversity Officer, Short Courses Development 
Manager, BAME students and the NUS Scotland Black Student Representative. 
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STUDENTS – WITHIN THE CONSERVATOIRE 

INTRODUCTION TO COLLABORATIVE PRACTICE 

Irrespective of the programme that an undergraduate student follows, they are given 

more opportunities than ever before to work across disciplines and artistic fields to 

explore the widest range of challenges possible. Equality and Diversity plays a 

critical role from day one of their student journey. 

All first year students participate in the Introduction to Collaborative Practice 
module, a key element of which concentrates on the Universal Declaration of 
Human Rights, which is initially read by the entire year group.  Small cross-
disciplinary groups of students each then select one Article upon which to base a 
ten minute performance, bringing together their individual art forms, to bring to life 
the content of the article and to raise awareness of the article amongst the rest of 
their year group. Each group is given a budget of £100.  At the end of the module, 
not only will students have immersed themselves in one of the Articles of the 
Universal Declaration of Human Rights, but they will have viewed the performances 
of 21 other groups and engaged in in-depth discussions about the content of each 
Article portrayed. 

This module enhances the understanding of students at the start of their graduate 
journey about how they connect with the world through their chosen discipline, and 
gives them a profound understanding of human rights that is carried through their 
time within the Conservatoire and beyond.  A practical example of this, is the group 
who chose Article 25, part of which states:  

 

 

 

This group used their budget to contribute to a local foodbank, and placed collection 
points for non-perishable foods around the Conservatoire on performance days to 
encourage other students and staff to also donate to the foodbank.  

Other Articles are more explicit in their direct relevance to the General Duties, for example 
Article 18: 

 

This module has proven to be intensely powerful in developing an awareness amongst our 
first year students of fundamental human rights; it has helped them learn about how art 
and social justice connect in a way that can inform their work for the rest of their time at the 
Conservatoire, and beyond. 

“Everyone has the right to a standard of living adequate for the health and well-
being of himself and of his family, including food, clothing, housing and medical 
care and necessary social services, and the right to security in the event of 
unemployment, sickness, disability, widowhood, old age or other lack of livelihood 
in circumstances beyond his control.” 

 

“Everyone has the right to freedom of thought, conscience and religion; this right 
includes freedom to change his religion or belief, and freedom, either alone or in 
community with others and in public or private, to manifest his religion or belief in 
teaching, practice, worship and observance.” 
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EQUALITY AND DIVERSITY BUDGET BIDS 

For the first time in 2014, a proportion of the Equality and Diversity budget was reserved 
for student or staff initiatives that promoted equality and diversity within the Conservatoire, 
to share the sense of ownership. Bids were considered by a panel of members of the 
Equality and Diversity Forum, based on the following criteria: 

o How does the bid support one or more of the Conservatoire’s strategic objectives 
o How does the bid enhance equality and diversity as a whole in line with the general 

duties of the Equality Act 2010? 
o Does the bid focus specifically on or more of the protected characteristics identified 

within the Equality Act 2010? If so, how? 
o Does the bid contribute to our Access and Inclusion agenda? 

We were overwhelmed by the response, both in terms of numbers and quality, 

making the allocation of funding very difficult for the panel. Successful bids included 

a showcase and reception to celebrate International Black History Month, bringing 

together BAME students from across all disciplines. The Showcase included 

monologues, recitals and musical performances, and was promoted as:  

 

 

(Students at the reception after the Solidarity Through Art Showcase – February 2015) 

 

Solidarity Through Art 

An exploration of the roots of black culture through song, drama and spoken word. 

An exciting and thought provoking evening in aid of international black history 
month - an important evening as the Conservatoire celebrates the diversity within its 

walls. 
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A cultural café evening was another successful initiative for promoting diversity 

across various protected characteristics, and particularly between international and 

home students. The event provided an opportunity to not only bond over various 

cuisines from around the world, but for students to share elements of an art form 

specific to their culture. This exchange resulted in vocal contributions from around 

the world including India, Finland, Norway, China, Ukraine, USA, Russia, Korea and 

Bulgaria. Following tremendous feedback, we have committed to making this a 

regular event on our diversity calendar.  

 

(Students at the Cultural Café and photo booth evening – March 2015) 

 

Funding has also been granted to a BAME student to develop and stage an original 

African folk opera within the Conservatoire, bringing in local school children to share 

the experience. We anticipate this event taking place in the early summer of 2015. 
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An important project demonstrating student engagement in developing and 

implementing organisational priorities was the Human Library initiated by the 

Gender Equality Group of the Student Union during LGBT History Month, 2015: 

 

 

The Human Library is an innovative method designed to promote dialogue, reduce 

prejudices and encourage understanding. The Human Library enables people to 

break stereotypes by challenging the most common prejudices in a positive and 

sometimes humorous manner, and provides a safe opportunity to explore issues 

and broaden perspectives, enabling a more profound understanding that can be 

carried forward into future work and projects. The event, which took place over a 

week, was hugely successful, and permission has been given for some of the 

conversations to be written up for archive purposes.  

STUDENT NUMBERS 

The overall composition of our undergraduate and postgraduate student body 
reflects a 46%/54% split in favour of females (449 male: 534 female). The split is 
most evident in the School of Drama, Dance, Production and Screen, where the 
split is 40%/60% (163 male: 243 female) in favour of females. Conversely, the 
School of Music has an almost equal balance of male and female students (286 
male: 291 female). 

Whilst the basic numbers may be equal, it is interesting to look beyond them and 
drill down into specific areas to explore the detail. For example, our Head of Strings 
reviewed the number of male and female tutors and students, identifying that there 
are roughly three times as many male tutors as female tutors, whilst there are twice 
as many female students as male. A fact which surprised him was that the 
extremely small number of female tutors who teach male students compared to the 
number of male tutors who teach female students, a discrepancy that could not be 
fully explained by the disparity in numbers, and which has identified a potential 
benefit in reviewing and revising the allocation of tutors. In the same area, a review 
is taking place of how to seat orchestral players and who is given a leadership role, 
with a specific focus on gender. 

 

 

As part of LGBT History Month this February, the RCS is opening a human library. Our 
library is themed on gender and sexuality. This is to get students and staff talking 
openly together about their sexual orientations, gender presentations and 
identifications.  

A human library is one made up of people, instead of books. You pick a person to 
"rent out" and chat to for 10 minutes. This gives you the opportunity to understand 
their background and identity in a safe space, and to ask all the questions we're not 
usually allowed to ask! 
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STUDENT FEEDBACK 

We receive feedback from our students through a variety of means, including the 
National Students Survey (NSS), a high profile annual census of nearly half a 
million students across the UK. The NSS provides institutions with useful data for 
identifying areas of success and areas that would benefit from enhancement. 

Our performance in the most recent NSS demonstrated an overall increase in 
student satisfaction across all areas. 

Each year, the Conservatoire Counsellor and Disability Advisor circulates a survey 
to disabled students. In 2013/14, 10% of disabled students responded to the survey, 
90% of whom were satisfied or extremely satisfied with their Learning Agreement. 
This figure reduced to 80% when it related to satisfaction with the overall level of 
support from staff that students received in their studies. A problem area identified 
by the survey related to the lack of understanding of some members of staff 
regarding problems experienced by dyslexic students. In response to this, we are 
making this an integral part of our next Learning and Teaching Conference, to 
enable our staff to better meet the needs of students. 

 

 

(BA Acting Workshop) 
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We also get direct feedback from our students who are involved in activities such as 
the bidding for funding to stage equality and diversity related events. Here one of 
our students expresses how she feels her experience at the Conservatoire has 
prepared her for life as an artist: 

An exciting innovation used to enhance access to teaching at the Conservatoire is 

through Virtual Classroom (VC) distance learning, which can widen access 

considerably. For example, feedback from our Brass Department has highlighted 

"Being able to organise events that celebrated the diversity in the Conservatoire 
was very empowering as a young actor. In the beginning… we are being taught to 
find our voices, what it means to us as artists and what we have to say. At the 
beginning of my studies, I remember the head of drama told us to remember that 
we were not just artists, but activists and advocates, and that was one of the most 
exciting things I had ever heard, because I knew that I wanted to make art that said 
something. Art that mattered.  
 

That's exactly what I have been learning the past two and a half years. My studies 
have offered me the space to grow in confidence so that I could find my voice and 
challenge how, as a community in the Conservatoire, we can celebrate the diversity 
of the students, staff and faculty. It’s a really exciting in time in my career as a 
young black actress, where I am finding my voice and the things that are important 
to me and fighting to be a part of a movement that is celebrating uniqueness.  
 

It has been eye opening hearing of other students’ experiences within the 
Conservatoire and it has made me passionate to see changes happen within the 
institution to further facilitate more positive experiences for international and 
domestic students.  It is a real joy knowing that our hard work has birthed some 
really great discussions and that the events will be annual. It is very encouraging 
and it can only mean a brighter future for the Conservatoire and its fantastically 
diverse community." 

 

Michelle Chantelle Hopewell ~ BA Musical Theatre Student 
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that it enables us to reach remote geographical areas and hard to reach students 

and invite and welcome the world to use our institution as a user-friendly resource. 

THE CURRICULUM 

We are committed to embedding equality and diversity into our curriculum and have 
seen great success in specific areas. Some courses have themes threaded 
throughout individual modules, either explicitly or implicitly, such as the within the 
BA Contemporary Performance Practice programme. In the first year of the 
programme’s theoretical strand of work a range of topics are covered, which in 
recent years have expanded to include Feminisms and Gender, Performing 
Ethnicity, Performing Sexuality and Performing Disability. The sessions explore 
each of these areas in relation to performance theory and aim to be inclusive and to 
raise awareness of each of these areas in terms of equality and diversity. The 
programme also has a focus on inclusive practice and collaborative working with 
local community groups, which shall be referred to later in this report. 

Our BA Production (Technology and Management) and BA Production (Arts and 
Design) first year students have equality and diversity issues built into their 
programme, not just for them to theorise on as students, but to consider how they 
would deal with complex matters once they are working within the industry, so that 
they can be part of the solution rather than perpetuate the problems that continue to 
exist within a male dominated workplace. We are preparing the artists of tomorrow 
and hopefully influencing the environment within which they will be working, with the 
ultimate aim of improving working conditions and relationships for and between 
everyone. 

 

(Production students working on a set for our 2014 pantomime “Mother Goose”) 

Whilst we have many examples of good work across the Conservatoire, our 
undergraduate programmes are being reviewed in 2016 and we will use this 
opportunity to further explore and ensure that equality and diversity is fully 
embedded into all of our programmes.  
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STAFF 

CONFERENCES  

Our Deputy Principal was invited to give a key note speech at the Equality 
Challenge Unit’s biennial conference in November 2014, having impressed the 
Chief Executive of the ECU with her passion and commitment to equality and 
diversity at a meeting earlier in the year. The feedback for the speech, which 
focussed on the importance of buy-in from senior leaders, was extremely positive, 
with a couple of examples of the many “tweets” about her presentation included 
below:  

  

Our annual Learning & Teaching Conference in 2014 had a concentrated focus 
on equality and diversity, as can be seen in the programme overview:   

DAY 1: SAFETY AND BELONGING:  
A range of workshops provided an opportunity for delegates to hear from 
practitioners working with different groups of learners with different transition 
support needs as they entered the Conservatoire.  
 
DAY 2: ESTEEM:  
These workshops explored how we as practitioners work in a respectful way 
with our students to support them to achieve personal goals and ambitions, 
irrespective of their age, social or cultural background, disability, geographic 
location or ethnic background. The workshops provided an opportunity for 
delegates to hear from practitioners and look at examples of practitioners 
and students working together to manage and support students’ transitions in 
pursuit of personal goals.  
The day also provided support in managing our own transitions, health and 
wellbeing and development, in order to be able to support growth and 
development of students living with mental health problems 
 
DAY 3: PERSONAL GROWTH AND FULFILMENT:  
These workshops provided an opportunity for delegates to consider ways to 
explore our own transition support needs and to hear about ways to support 
our own personal growth and fulfilment needs so that in turn we are better 
able to advise and support our students.  
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STAFF FEEDBACK 

Our last staff satisfaction survey was held in 2013, when we asked colleagues how 
they felt the Conservatoire scored on equality and diversity related matters. Whilst 
there is scope for improvement, we were satisfied that we have a good baseline to 
work from and continue to develop our staff awareness and understanding of 
equality  

 

 

STAFF TRAINING 

All Conservatoire staff receive Equality and Diversity training upon commencing 
their employment and other relevant diversity training throughout their employment, 
including Disability Awareness Training, which is an important element of our overall 
diversity training package, fully supported by our Board of Governors.  

A number of our staff have taken up the opportunity to learn British Sign Language 
over the last 3 years, with many completing a series of introductory courses. These 
are separate to the workshops that are being run for students in 2015 to prepare 
them for the arrival of their new student colleagues on the BA Performance in BSL 
and English in September 2015. More than 25 members of staff have achieved 
Level 1 BSL over the last year and we will shortly be starting Level 2 BSL classes 
for staff.  
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(Sign Language training/ workshop) 

 
 
Front of House staff have also benefitted from Visibility Awareness training, to 
ensure that the needs of our visually impaired customers are fully met. 

We provide Lesbian, Gay, Bisexual and Transgender Awareness Training for staff 
and will be working with our Students Union to provide relevant training for students. 

All new and promoted teaching staff are required to complete our in-house Post 
Graduate Certificate in Learning and Teaching (Higher Arts Education), which has 
equality and diversity issues embedded within the programme curriculum. It is 
extremely welcome that many of the projects undertaken by participants focus on 
key diversity issues within the Conservatoire, so that the individual benefits from 
their study whilst the wider institution does too. Recent projects have included 
issues around: specific dyslexia support for acting students; identifying and 
managing disordered eating in dancers; and exploring and supporting the transition 
needs of deaf students entering the Conservatoire. 

COMMUNITY 

Within this category we include work that is performed alongside and within our 

communities, and work that is performed which can be enjoyed by the general 

public. It is important to be aware that the examples that are contained within this 

report are not just one-off projects, but are generally part of long-standing 

partnerships with external organisations or groups with whom we have nurtured and 

developed relationships that benefit everyone who is involved. 

They are also evidence of our integrated approach to embedding and 

mainstreaming equality and diversity into all of our activities. 
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WORKING WITHIN THE COMMUNITY 

A number of the Conservatoire’s programmes have forged strong community links 

that play an important role in the development of our students, both academically 

and as compassionate artists and citizens of the world. 

Each year, second year students on our Contemporary Performance Practice 

programme explore Choreographic Practice in Social Contexts. Over the last 3 

years this has included collaborating with Corali (an inclusive dance company which 

works with people with moderate to severe learning difficulties) and a group of 

learning disabled artists from a range of local partners (including Sense Scotland); 

Caroline Bowditch (a disability advocate and artist) working with a group of artists 

with physical disabilities; and summer 2015 sees a collaboration between 2nd year 

students working alongside a group of elders from a Glasgow nursing home. 

Students in the final year of the same programme have worked in a range of 
equality and diversity contexts through the Arts in Participatory Settings module. 
This includes working with a group of people who identify as suffering from 
depression or other mental health conditions and a performance which collaborated 
with a group of people with an Acquired Brain Injury, which explored how 
participants have come to terms with the changes in their life, relationships as well 
as the changes in their own personalities. 
 
The 4th year of the programme also contains our longstanding Performance in 
Prisons project and we have collaborated with offenders in HMP Perth, HMP 
Barlinnie, HMP Cornton Vale, HMP Glenochil, HMP Saughton and HMP Shotts 
working with adult male and female offenders as well as working in YOI Polmont 
with young offenders. An item from the Scottish Prison Service’s newsletter can be 
seen at Appendix 4, detailing one of the Conservatoire’s most recent successful 
collaborations, which has built on a 14 year partnership with Perth Prison. Our Head 
of Performance Pedagogy said of the performance: 

 
 
 
 
 
 
 
 
 

 

 

An early intervention project with young people in danger of offending has also been 

taking place in West Dunbartonshire, run by our Short Courses Team. This two-

year, Creative Scotland-funded drama and film project will culminate with an 

intensive summer school in July 2015. 

“The performances have gone from strength to strength over the years. It's wonderful 

to see the visitors' centre transformed into a theatre space. The fact that all the 

material came from the men themselves testifies to their creativity. The subject of this 

performance was a thoughtful interrogation into what happens when all our 'tricks' fail 

us, all our strategies let us down and we realise there is no 'magic' solution, only 

ourselves to put things right. I think enquiries into such themes through the medium of 

drama is vital in a prison context, where the transformative role of the arts can make a 

real contribution to the rehabilitation of offenders." 

Deborah Richardson-Webb  
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Our Drama for Over 55’s (previously Over 60’s) course continues to be a great 

success, with many students returning to continue their study as part of the 

ensemble. This course differs from our other short courses where students often 

move on to another course or gain places on the degree programmes. The course 

and its students have begun to feel and behave more like an informal company and 

come together to explore techniques and gain new skills but also to make their own 

work and share ideas. 

A recent development within our community placements has been within 

healthcare settings, including the Beatson West of Scotland Cancer Centre and 

the Forth Valley Royal Hospital. Details of a community placement at the Forth 

Valley Royal Hospital can be seen in the case study at Appendix 5. It provides an 

overview of the placement, the outcomes of the placement and plans for the future 

and illustrates the physical and psychological benefits of music in a range of 

hospital settings. 

 

 

 

 

 

 

Following a successful pilot project in spring 2012, experienced drama tutors from 
Short Courses returned to HOPE for Autism in summer 2013 and 2014 to lead a 
week-long project with their young people. HOPE is a charity based in Airdrie that 
provides activities and respite for young people with an ASD (Autistic Spectrum 
Disorder) and their families. These initiatives are funded by HOPE who attract 
investment from Lottery, Children in Need and Comic Relief. 

In a key development we are now in early discussions with the National Autism 
Society, NHS Greater Glasgow and Clyde and the National Theatre of Scotland to 
create a five year action research project to better understand the potentials of 
drama, theatre and performance in the life of autistic people. 

 

PERFORMANCES 

The Royal Conservatoire of Scotland is the busiest performing arts venue in the 

country. This final section provides a few examples of the range of performances 

that we deliver to our audiences. 

In 2013, the Conservatoire hosted a series of four recitals that were broadcast on 

BBC Radio 3 under the banner “Women in the Shadows”. It celebrated women 

composers, most of whom are still under appreciated, and some who perhaps are 

only known because of their more famous sibling or spouse. The programmes 

included works by Clara Schumann, Fanny Mendelssohn, Alma Mahler and many 

others. 

“The contribution of music to healthcare is of a great 

importance in creating a humanised environment, decreasing 

levels of stress, anxiety and depression, reducing drugs 

consumption and shortening length of stay in hospital” 

Staricoff, R., & Clift, S. (2011). Arts and Music in Healthcare: An overview 

of the medical literature: 2004-2011. London: Chelsea and Westminster 

Health Charity 
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(Student Performance – February 2014) 

We have a positive record in nurturing female conductors, an area where females 

are traditionally under-represented. In 2014, two out of our three symphony 

orchestra concerts were conducted by women. We are also looking at the possibility 

of running a positive action summer workshop for aspiring women conductors, to 

further ensure that women are encouraged to enter this field where they have 

historically been so poorly represented. 

 

 

(Student performance at Solidarity Through Art Showcase – February 2015) 

 

We have made a conscious effort to take more performances out of the 

Conservatoire and into communities, to make them more accessible and ultimately 

to make the Conservatoire feel more approachable and relevant to the many 

communities of Glasgow. For example, our Musical Theatre students are taking 

their production of the rock musical Godspell to Dennistoun in May 2015, an area 

with a BAME community of approximately 25%.  
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Also in May 2015, the Scottish Music Vocal Showcase will be held in 

Cumbernauld for the first time, following a full week of activities at Cumbernauld 

Theatre, culminating in the public performance. There is a real value for our 

students in developing work experience in unfamiliar surroundings, teaching them to 

adjust and flourish outside their established comfort zone, whilst simultaneously 

bringing performances to the community rather than community always having to 

come into the Conservatoire – especially when many of our local communities still 

do not feel comfortable in doing so, something we continue to strive to change. 

 

 

(BA Acting Students) 

 
 
Further Information 
For further information please visit our website at: 
www.rcs.ac.uk/about_us/equalityanddiversity  
 
Alternatively contact the Conservatoire Equality and Diversity Officer, Roz Caplan,   
by email or by phone: 0141 270 8384

http://www.rcs.ac.uk/about_us/equalityanddiversity
mailto:r.caplan@rcs.ac.uk
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APPENDIX 1 

RECRUITMENT STATISTICS – ETHNICITY 

 All Applicants Shortlisted Appointed 

Race No. % No. % No. % 

White - British 252 28% 81 32% 29 29% 

White - Scottish 375 41% 112 44% 45 45% 

White - Irish 13 1% 6 2% 2 2% 

Irish Traveller 0 0% 0 0% 0 0% 

Other White Background 144 16% 29 11% 9 9% 

White Sub Total 784 86% 228 90% 85 86% 

Asian or Asian British - Indian 5 1% 1 0% 0 0% 

Asian or Asian British - Pakistani 8 1% 2 1% 1 1% 

Asian or Asian British - Bangladeshi 0 0% 0 0% 0 0% 

Other Asian Background 4 0% 0 0% 0 0% 

Chinese 6 1% 3 1% 2 2% 

Black or Black British - Caribbean 1 0% 0 0% 0 0% 

Black or Black British - African 12 1% 2 1% 1 1% 

Other Black Background 0 0% 0 0% 0 0% 

Mixed - White & Black Caribbean 3 0% 0 0% 0 0% 

Mixed - White & Black African 1 0% 1 0% 1 1% 

Mixed - White & Asian 4 0% 1 0% 1 1% 

Other Mixed Background 8 1% 1 0% 1 1% 

Other Ethnic Background 13 1% 2 1% 1 1% 

BME Sub Total 65 7% 13 5% 8 8% 

Not Known 2 0% 0 0% 0 0% 

Not Stated 45 5% 11 4% 5 5% 

Declined 11 1% 2 1% 1 1% 

No Record Sub Total 58 6% 13 5% 6 6% 

Total 907 254 99 
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APPENDIX 2 

RECRUITMENT STATISTICS – RELIGION AND BELIEF 

 All Applicants Shortlisted Appointed 

Religion or Belief No. % No. % No. % 

Buddhist 9 1% 2 1% 0 0% 

Christian  4 0% 0 0% 0 0% 

Christian - Church of Scotland 51 6% 12 5% 6 6% 

Christian - Roman Catholic 70 8% 13 5% 4 4% 

Christian - Other Denomination 73 8% 20 8% 5 5% 

Hindu 0 0% 0 0% 0 0% 

Jewish 3 0% 1 0% 0 0% 

Muslim 8 1% 2 1% 1 1% 

Sikh 2 0% 1 0% 0 0% 

Spiritual 14 2% 2 1% 0 0% 

Other 8 1% 3 1% 3 3% 

Yes 10 1% 3 1% 1 1% 

No 548 60% 163 64% 64 65% 

Not Stated 46 5% 14 6% 6 6% 
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APPENDIX 3 

Short Courses –programmes for people who may otherwise be excluded from 

arts involvement 

Weekly Classes 2014-2015 

Gaelic Drama  

Limitless (Drama for young people with an ASD3) 

Deaf Theatre Skills 

 

Weekend Courses 2014-2015 

Audition Preparation for Deaf Actors  

Signing for Performance – Musical Theatre  

 

Summer Schools 2015 

Acting: Deaf Theatre Skills  

Introduction to Nordoff Robbins Music Therapy 

Using Music in Dementia Care  

Teaching: Using Drama with Autism  

Teaching: The Arts in Prisons 

 

Weekly Classes 2015-2016  

Gaelic Drama  

Limitless (Drama for young people with an ASD) 

Drama Classes – Actors with A Disability (in collaboration with Lungha Theatre 

Company and Birds of Paradise) 

Transition into Training – Actors with a Disability (in collaboration with Lungha Theatre 

Company and Birds of Paradise)  

 

Weekend Courses 2015-2016 

Introduction to Inclusive Dance 

Introduction to Drama Therapy  

  

                                            
3 Autistic Spectrum Disorder 
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APPENDIX 4 

 

On Tuesday 3rd March 2015, men from HMP Perth took part in a Royal Conservatoire 

Scotland (RCS) performance called “Now You See It”. The play was an original piece of 

work by the participants including magic tricks, original writing and songs. 

The piece invited those watching to challenge their perceptions in a creative and 

thoughtful way. The play was performed in front of families in the afternoon and other 

offenders in the evening. This is Perth’s 3rd performance with the RCS and one 

previous participant who has since returned to the community came back to watch the 

year’s performance. The RCS has been working with HMP Perth for 15 years now, first 

with annual residencies, then weekly drama classes, and in the last 3 years, full staged 

performances.  

Deborah Richardson-Webb, Head of Performance Pedagogy at the RCS, said “The 

performances have gone from strength to strength over the years. It's wonderful to see 

the visitors' centre transformed into a theatre space. The fact that all the material came 

from the men themselves testifies to their creativity. The subject of this performance 

was a thoughtful interrogation into what happens when all our 'tricks' fail us, all our 

strategies let us down and we realise there is no 'magic' solution, only ourselves to put 

things right. I think enquiries into such themes through the medium of drama is vital in a 

prison context, where the transformative role of the arts can make a real contribution to 

the rehabilitation of offenders." 

Alan Arundel, Head of Offender Outcomes at HMP Perth, said the event was “an 

excellent example of what can be achieved working in collaboration with partners to 

enhance the assets of our offenders. The performance was touching, imaginative and 

very well received by the audience.” 

Item from Scottish Prison Service Newsletter, March 2015 

  

http://www.sps.gov.uk/
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APPENDIX 5 

Development of Community Placement Programmes in Healthcare Settings 

Within our [RCS] learning and artistic community we value equality and diversity – we 

celebrate the spirit of humanity. This core value is embedded within the Community 

Music placement programme as our developing partnership with Forth Valley Royal 

Hospital (FVRH) demonstrates. This initiative features three key programme 

components: creating a sense of community and shared experience through 

performance; establishing working relationships founded on dignity and respect, which 

acknowledge clinical concerns; promoting participation and personalisation in 

programme development.  Following two taster performances in the hospital atrium, a 

busy conduit for patients, family members, staff and visitors, which demonstrated the 

value of music for diverse transient audiences, a six month pilot programme has 

established a foundation for work in several contrasting areas in the hospital including 

mental health and dementia; elderly integrated care; cardiology; and the postnatal and 

neonatal units. Documenting their work to date, students have reflected:  

“We have grown in confidence in designing programmes to meet patients’ needs 

through music, conversation and participation, we have established trusting 

working relationships with ward managers and key clinicians, we have gathered 

a growing volume of suitable repertoire and we have gained in experience 

presenting music sessions and performances in many different settings 

appropriate to the situation. We have also developed an awareness of the value 

of music to improve staff morale – an area which we would be interested to 

explore in more depth.” 
 

Our future plans take account of the findings of Staricoff and Clift4 (2011), who 

acknowledge that “the contribution of music to healthcare is of a great importance in 

creating a humanised environment, decreasing levels of stress, anxiety and depression, 

reducing drugs consumption and shortening length of stay in hospital” 

Immediate and longer-term plans include: 

o the development of a music audio archive for use in the renal unit, to be 

established in consultation with current patients  and staff; 

o a 2 week summer residency (subject to availability of funding) to consolidate 

work established during weekly placement sessions; 

o the development of a longer-term placement programme commencing in 2015-

16, planned in consultation with the FVRH Arts Co-ordinator, staff and patients; 

o the development of similar programmes of work with NHS Greater Glasgow and 

Clyde, to coincide with the opening of the new South Glasgow University 

Hospital.     

  

                                            
4 Staricoff, R., & Clift, S. (2011). Arts and Music in Healthcare: An overview of the medical literature: 2004-2011. 
London: Chelsea and Westminster Health Charity 


