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1. Background: 
 

In November 2019 following a widely-aired complaint from a number of complainants raising 
a range of issues, the Royal Conservatoire of Scotland (RCS) took the active decision to 
commission an independent External Review of its complaints process and the culture of the 
Contemporary Performance Practice programme (CPP). An Independent Review Team, 
Professor George Caird and Danielle Chavrimootoo undertook this work and their Review 
was published on Monday, February 10, 2020. 

As part of their investigation the Review Team scrutinised relevant policies (including the 
Complaints Handling Procedure (CHP) and the Dignity at Study and Work Policy), they held 
two full days of information-gathering sessions within the Conservatoire and invited written 
submissions to a confidential email. They received in excess of 130 individual submissions.  

The Review Team made a number of recommendations covering aspects of RCS’s 
Complaints Procedure and the Culture and Behaviours of the CPP Programme. On behalf of 
RCS the Principal, Jeffrey Sharkey, accepted all of the recommendations and committed to 
a full action plan being developed to respond to and address the issues raised. RCS also 
committed to update the Review Team and stakeholders on progress made on all 
recommendations by June 2020. 

This document contains an update of all actions taken to date at institutional and programme 
level and future actions and developments planned. The summary response on behalf of the 
institution has been prepared by the Assistant Principal and the Programme-level response 
by the interim Head of the CPP Programme. 

 

  

 

                        

 
 



PART A: The Complaints Handling Procedure  

Recommendation  Activities and Actions Outcomes 
8.1 In consultation with the Scottish Public Services 
Ombudsman (SPSO), RCS should review its 
Complaints Handling Procedure (CHP) and its 
connection to Staff Complaints and other relevant RCS 
mechanisms taking into account the observations made 
in this Review.  
 
 

 
CHP procedure under review to link effectively with the 
procedure for handing complaints made against staff.  
 
To assist this process the Assistant Principal and the 
Director of Human Resources liaised with the SPSO to 
ensure alignment with the new CHP procedures (published 
January 2020) and to assist with ease of use of the 
procedures by users.  
 
 
The Academic Registrar will systematise the monitoring and 
reviewing of the CHP. 
 

 
 

 
Adjustments will be approved by 
Academic Board and implemented 
for Academic Session 2020/21 

8.2 The management of the Complaints Handling 
Procedure should be reviewed to ensure that it is 
consistently monitored from beginning to end and that 
any managers who are involved in any complaints 
process receive effective support and any necessary 
training. 
 

Senior Management will retain overall responsibility for 
monitoring complaints to their conclusion.  Mechanisms to 
enhance and support this will be developed. Issues 
identified in this Review with the handling of the outcome of 
the complaint made have been noted and in future Senior 
Management (normally Assistant Principal or their nominee) 
will be responsible for ensuring outcomes are acted upon – 
and communicated – in a timely manner.  
 
Day to day monitoring and reporting is currently within the 
remit of the Academic Registrar.  
 
The Director of Human Resources (HR) will be responsible 
for arranging relevant training and support for managers, in 
order to facilitate the conclusion of measures required of an 
outcome of a complaint, including where appropriate 

Immediately 



3 
 

disciplinary action and further communications to all parties 
involved. 
  

8.3 RCS should ensure that all complaints are 
completed and ‘closed’ with agreed communications to 
the students and staff involved. 
 

 
Where a student is the subject of the complaint, the 
Academic Registrar will develop a procedure to notify 
students of the completion of a complaint to outcome stage, 
and to notify as appropriate the conclusion of any action 
taken as a consequence of that outcome. 
 
Where a staff member is the subject of the complaint, the 
Director of HR will develop a procedure for notifying relevant 
individuals (staff and complainant). 
 
There remain significant sensitivities around 
communications of information due to reasons of 
confidentiality (both involving complainants and the subject 
of the complaint) and data protection. In developing 
procedures for notifying relevant parties, the principles of 
personal data protection will be appropriately upheld 
throughout. 
 
 

Completed 

8.4 Students should be kept informed of the progress 
through the complaints process at all times (although 
details of specific procedures that may arise from 
complaints remain confidential). Students should also 
be offered support throughout the complaints process 
and referred to the relevant support services if required.  
 

The Academic Registrar keeps students informed of the 
progress of a student/student or student/staff complaint 
(although details of specific procedures that may arise from 
complaints remain confidential).  
 
Students are offered support throughout the complaints 
process and referred to the relevant support services if 
required by the Academic Registrar.  
 
Staff who are the subject of a student complaint  are offered 
support throughout the complaints process and referred to 

Sept 2020 
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the relevant support services if required by the Director of 
Human Resources 
 
These support mechanisms will be highlighted in the 
procedure. 
 
 

8.5 RCS should develop more effective feedback 
mechanisms for the CPP Programme to ensure that 
students can feedback concerns on a regular basis. 
 
 

Before the receipt of the Review Report, the Interim 
Programme Team had installed opportunities for students to 
feedback. These opportunities include: 
 
An initial meeting post-review with the CPP1 cohort in 
December to address the urgent concerns and address 
these immediately. There was a follow up meeting mid-
January conducted by the Interim HoP and the Level One 
co-ordinator to feedback the action that had been taken. 
Weekly programme meetings where staff offer opportunities 
for students to evaluate aspects of the curriculum in an 
ongoing way. 
Programme committee meetings are being engaged with 
more effectively as a feedback mechanism since the start of 
2020. 
 

Immediately 

8.6 RCS should ensure that advisers are employed and 
trained, with an emphasis on mediation skills, to resolve 
issues through informal resolution and without resorting 
to formal procedures, wherever possible. 
 
 
 

Staff and students who are trained as Mental Health First 
Aiders can be given additional training to assist. 
HR staff are also available to support staff. 
A trained mediator will also be available to assist informal 
resolution wherever possible. 
More mediation training is planned to increase the pool of 
trained mediators 
  
 

Such training will be implemented 
as soon as is practical and was 
delayed due to COVID. 

8.7 An online report and support system should be 
implemented to ensure anonymity. 
 

 
We will examine the best way of encouraging complaints via 
existing systems such as the whistleblowing policy and by 

By September 2020 
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 our training and guidance give staff and students the 
confidence to raise issues without detriment.  
 
The SPSO discourages anonymous complaints, and in that 
context, this particular recommendation requires some 
further consideration, in order to strike an appropriate 
balance between observing the strongly recommended best 
practice in our sector and serving the needs of our particular 
community. 
 
We have had instances recently of complaints being made 
anonymously through pseudonym email addresses to 
members of staff. These complaints were responded to (in 
order to offer frontline resolution) but there are risks 
involved with such anonymity, not least being unsure 
whether the complainant is in fact a current student/staff 
member or other stakeholder.  

8.8 Offensive stereotyping of any person or group of 
persons should be actively discouraged and highlighted 
in the Dignity at Work Study policy. It should be made 
clear that any such behaviour will lead to disciplinary 
action. 
 
 

Such offensive stereotyping of any person or group of 
persons is actively discouraged by training and in our 
policies and is highlighted in the Dignity at Work Study 
policy. 
 
Furthermore, a Conservatoire-wide Anti-Racism Action Plan 
is in development (currently consulting with students and 
staff). The lessons from this plan will also be used to 
strengthen training and the Professional Update process to 
ensure that staff and students are mindful of, and practice, 
appropriate behaviours at all times, to all persons or groups.  
 
Training will be developed that is offered, repeatedly, to staff 
and students, to ensure understanding of responsibilities 
and expectations of behaviours in our community. 

Complete 
 
 
 
 
Underway 
 
 
 
 
 
 
In preparation 

8.9 The Complaints Handling Procedure should be 
better advertised to students and documentation should 
be clearer and in user-friendly language. 

 
A review of the CHP will shortly be completed and this will 
be supported by easy to follow flow charts to support 

Sept 2020 
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complainants.  The SPSO has pointed us to useful 
resources on their website which can be used in our context 
to signpost as clearly as possible the avenues for 
complaints to be made at RCS. 

 

 

 

PART B: The Culture and Behaviours of the CPP Programme 

Recommendation  Activities and Actions Outcomes 
8.10 RCS should take whatever action is 
necessary to stabilise the CPP Programme at 
this critical time. Staff and students need 
reassurance and the programme’s day-to-day 
activities kept under special monitoring.  
 

Institutional summary response: 
 
Following receipt of the Review Report, the Head of the CPP 
programme (HoP) was suspended.  
 
The Principal and Assistant Principal have maintained frequent 
contact with staff and students at all levels of the programme, in 
order that it be clear that the institution supports the work being 
undertaken by the interim leadership  
 
The annual monitoring of the CPP programme will address the 
remedial action taken in its action plan for 2019-20 and in the annual 
monitoring of the year 2019-20. Much excellent progress has been 
made, notably agreements between staff and students to implement 
safe words, shared objectives and boundaries in classes and other 
activities to reinforce individuals’ safety. Year 4 Students participated 
in a mediation process with an external professional, in order to be 
able to move forward with their work productively as a cohort.  
 
Programme Team Response: 
 
A Draft Action Plan highlights the extensive range of activities 
already undertaken and highlights many others which are planned 

 
The Head of Performance 
Pedagogy (also Head of CPP 
Programme) is no longer employed 
by the RCS. 
 
 
 
 
 
See action plan (annual course 
monitoring) 2019-20. 
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will contribute to providing reassurance and confidence to CPP staff 
and students, as well as other important audiences. 
 
In addition the Draft Action Plan provides a useful framework within 
which the various actions and activities of both RCS and CPP to 
address and meet the recommendations of the Review are planned, 
monitored, recorded and reported. 
 
 

8.11 CPP should be strengthened by finding a 
community of practice with which to interact. It 
should operate on a more connected basis 
within its own school.  
 

Institutional Summary Response: 
 
Following the appointment of an Interim Head of Programme (HoP), 
the CPP team established stronger links with other departments, and 
is actively planning future collaborative projects (for example with BA 
Filmmaking). Students enjoy working with other disciplines and 
practices, and it is hoped and envisaged that these opportunities will 
increase as the course develops.  
 
The staff team have worked hard to establish links and contacts with 
like programmes and practitioners in the UK and beyond. Whilst 
projects and objectives for these relationships will take time to 
develop, it is clear that there is an appetite for, and receptivity to, the 
forging of a strong community of practice amongst peer institutions, 
professional practitioners and colleagues responsible for other 
programmes in RCS. 
 
The work of the programme team and especially the Interim HoP is 
acknowledged by Senior Management for the industry that has been 
applied to addressing this recommendation.  
 
Programme Team Response: 
 
CPP, supported by other RCS colleagues, has been taking 
significant steps and actions to address this recommendation. These 
activities and actions have both an external and internal focus. 

 
 
December 2019 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CPP Staff team, online event 
planned for November 2020.  



8 
 

 
a. External: 

 
Community of Practice and Future Collaborations: 
CPP is researching other Contemporary Performance programmes 
in the UK and beyond and intend to reach out to these programmes 
and potentially work with the RCS to host an event in the future 
where we can share best practice for pedagogy in this area. We are 
also in dialogue with potential collaboration partners. 
 
 

b. Internal : 
 
We continue to meet with other RCS programme teams to discuss 
inter-programme collaborations both as part of our next programme 
review and for specific events and activity. These include the BA 
Performance in BSL and English, Film-making and Fair Access 
 
Our programme meetings were evaluated by the CPP staff in 
January.  As a result we have devised a programme of events for 
these including connecting with other organisations such as 
Refuweegee and Glasgow Women’s Library as well as inviting 
speakers to Monday morning sessions. 
 
Members of the staff team have been sharing artworks and events 
weekly by email to encourage engagement with a range of 
practitioners, practices and theories beyond the curriculum. 
 
We are also reviewing the Into the New Producing pathway 
interviewing a number of stakeholders including graduates who 
undertook the module, producers in Glasgow and staff who have 
taught on the module.  
 
 

 
 
 
 
 
 
 
 
Ongoing.  
 
 
 
 
 
Ongoing. 
 
 
 
 
Launched January 2020, ongoing. 
 
 
 
Review ongoing to be submitted 
Autumn 2020. 
 
 
 
 
On hold due to covid-19 but 
commitment from partners to 
develop this once restrictions are 
lifted. 
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We submitted a funding application to the Cross Trust in February to 
develop a new graduate residency programme with Cove Park 
(accommodation and an artist weekly fee included for up to four 
weeks for Scottish graduates).  
 
We were organising a performance festival for CPP students to 
respond to COP26 in November 2020. We invited CPP alumni and a 
current RCS PhD student to lead a workshop on ecological 
performance-making with students of all years on February 21st 
which will seed ideas to develop for the event which will take place 
when the COP26 is reconvened. 
 
 

Postponed due to covid-19. 
 
 
 
 
  
COP26 has been postponed. 
Planning for the festival continues. 

8.12 A review of the recruitment and induction 
practices in CPP is recommended, with more 
detail about the content of the course being 
given to applicants and to those commencing 
their studies.  
 
 
 
The course aims, learning outcomes and 
assessment practices should be clearly 
articulated to applicants during recruitment and 
induction.  
 
 
Course documents and especially course 
handbooks should be written using user- 
friendly language to ensure the course aims 
and objectives are clear from the outset. 
 
 

RCS Institutional Summary Response: 
 
Significant work has been undertaken by the CPP Programme Team 
to evaluate and reimagine the course marketing materials and core 
narrative. This is necessarily a longer-term project, but changes have 
been made to materials, interview approaches and consideration 
given to how to reach likely applicants of quality.  
 
Recruitment, Interview and audition practices have been revised and 
new parameters tested and set by the Interim HoP. There is a focus 
throughout on informing students in detail about what they can 
expect of the course, and what is expected of them.  
 
Course documentation and supporting documents (ie. Handbooks 
and Module Briefing Papers) that will be revised accordingly by the 
programme team. 
 
Programme Team Response: 
 
A number of activities and actions have already been undertaken by 
CPP to address this specific recommendation. 
 

 
 
Complete January 2020. 
 
 
 
 
 
Complete February 2020. 
https://www.rcs.ac.uk/courses/ba-
contemporary-performance-
practice/ Will be reviewed and 
developed further summer 2020. 
 
IHoP lead, Summer 2020. 
 
 
 
 
 
 
 

https://www.rcs.ac.uk/courses/ba-contemporary-performance-practice/
https://www.rcs.ac.uk/courses/ba-contemporary-performance-practice/
https://www.rcs.ac.uk/courses/ba-contemporary-performance-practice/
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These include: 
• All web content, audition materials and interview questions 

reviewed to ensure that all aspects of the recruitment and 
audition process reflect the experience of working and 
devising performance on the programme.  

• A new template for auditions to ensure parity of experience 
for auditionees. 

• Addition of a "What is CPP?" session at induction week 2020 
which all RCS students will attend 

 
Recruitment/Dissemination of our work: 
  
A number of activities have been undertaken and are planned to 
raise the profile and reputation of CPP and aid recruitment. These 
include developing : 
 

• A new Creative Carousel event with  widening access and 
recruitment colleagues  

• A portfolio of graduate opportunities (CPP Graduate 
Pathways Publication)  

• A Series of Podcasts 
• Articles of pedagogy of the programme including a critical 

reflection on the choreographic work in hospices written by 
two staff members 

• Videos and Film Production – a series of new films and 
videos are planned on the range of programme activity  

• Revised handbooks for academic year 20/21 to ensure clarity 
and concision. 

 

Complete January 2020. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Postponed due to covid 19. 
Graduate Pathways publication to 
be launched December  
ReCollection Zine created and 
awaiting publication date once 
restrictions lifted. 
 
 
New videos filmed in February 
2020. 
Summer 2020. 
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8.13 The next Institution-Led Review of the 
CPP Programme should be brought forward to 
an earlier date in order to absorb the outcomes 
of this Review. 
 

RCS Institutional Summary Response: 
 
Prior to the Covid19 pandemic, a plan to bring forward the next 
revalidation of the CPP programme was under discussion. For 
understandable reasons, this discussion has been superseded by 
more immediate demands.  
 
When the course content is next reviewed (which will also seek to 
take in the learning arising from the pandemic measures) it is likely 
to be a wide-ranging exploration of the course aims and philosophy, 
supported by robust, updated and challenging pedagogies, 
developing community collaborations and perspectives, a focus on 
curriculum diversity and decolonisation, and capitalising on research 
strengths of the programme team.  
 
Programme Team Response; 
 
Recording and reporting on activities and actions, and outcomes 
resulting from our response to the Independent Review will provide 
an important and useful evidence base to contribute to the next 
validation process.  
 
The timing of the next programme validation will be discussed and 
agreed with RCS senior Management.  
 
It will be important that sufficient time is given to ensure that these 
activities, actions, and outcomes as a result of the Independent 
Review have been completed and successfully undertaken to inform 
the next validation event. 

 
Review to be carried out in AY 
2020-21 according to QA 
Processes (see Quality Assurance 
Handbook). 

8.14 Several of the staff members are former 
students of the course. It should seek over 
time to broaden its recruitment influence and 
diversity.  
 

Institution Summary Response: 
 
The Review and its aftermath, including receiving honest and open 
feedback from students in cohorts, has brought new perspective to 
the programme team, the relationships it is seeking to deepen with 
other programmes at RCS and beyond, and has brought about 

 
 
 
 
Ongoing.  
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RCS should review the recruitment of hourly-
paid lecturers and its recruitment and selection 
practices. 
 

engagement with a number of visiting staff who bring diverse 
perspectives to the curriculum. RCS will seek over time to broaden 
the recruitment influence and diversity. This is also an institution-
wide commitment outlined in our draft Anti-Racism Action Plan. 
 
RCS acknowledges that a broader range of connectivity for this 
programme, will open new possibilities and communities to the 
practices, and lead to new audiences for the work. Additionally, 
reaching new communities will also bring about opportunities to 
reach more diverse professionals and audiences for the work, and 
their engagement with students will be critical to evolving a more 
diverse programme.  
 
 
Programme Team Response: 
 
It is recognised that for CPP staffing, over a period of time, this is an 
area that should be addressed, in relation to recruitment and 
diversity.  
 
In the short term, various actions and activities related to organising 
visiting artists and speakers etc. could contribute to changing student 
perspectives and demonstrating diversity and equality related to 
existing staff composition.  
 
Visiting artists have been invited into the Persona and Context 
module prioritising BAME visiting lecturers in response to questions 
about diversity in the current staff team. CPP has also been working 
to invite more artists and speakers in to work with the programme.  

 
 
 
 
 
 
Complete January 2020. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Scheduled and complete March 
2020.  
The team will continue to prioritise 
BAME tutors for visiting artist 
opportunities.  

8.15 The CPP Programme as a whole and 
especially Check-In should be reviewed by an 
appropriate professional to ensure that student 
safeguarding is strengthened. 
 

Institutional Summary Response: 
 
This is the recommendation that was acted upon most urgently by 
the Programme Team and Senior Leadership. Students attended a 
professional mediation during which they made a kind of ‘contract’ 
for mending the divisions in the final year cohort, for the purposes of 

 
 
 
 
Complete January 2020.  
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working constructively together in the final months of their studies at 
RCS. The principles of this ‘contract’ have been drawn upon by the 
Programme Team to establish safe and mutually-agreed working 
parameters in classrooms, and check-in was a process that was 
reviewed with urgency and sensitivity, recognising that some 
students found it objectionable whilst others valued it immensely. 
Thanks to the constructive participation of students and staff, and the 
implementation of safe words and other safeguards, the students no 
longer report discomfort in the sessions.  
 
However, it was the Programme Team’s intention to review the use 
of check-in as a principle in the programme at their earliest 
opportunity.  
 
 
 
Programme Team Response: 
 
Check in has been revised and staff facilitated a contract for working 
to create a safe space at the outset of the CPP1 Persona and 
Context module. Evaluation of this in January indicated that 
concerns about check in are no longer prevalent. 
 
We intend to evaluate check in on all levels of the programme to 
ensure it is effectively functioning. Dates for this further evaluation 
have to be discussed and agreed with CPP staff. 

 
 
 
Ongoing. Re-evaluated for online 
context April 2020. 
 
 
 
 
 
 
Complete January 2020. 
 
 
 
 
 
 
Complete. To be reviewed again 
summer 2020. 
 
 
 
Complete February 2020. 
 
 
 
 
 

8.16 There should be a review of the current 
mental health support for students as it is clear 
that current services could be improved. 
8.16 continued 

Institution Summary Response: 
 
Since the complaint there had been a number of extra provisions 
already implemented in support of student mental health, including 
additional counselling services (a CBT therapist and an additional 
student counsellor). The SU had made a feature of its activity in 

 
Immediately.  
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There is a need to further promote mental 
health and wellbeing for all members of the 
RCS community.  
 
 
 
8.16 continued 
With a national increase in students disclosing 
a mental health condition, there is a need for 
further investment in employing additional 
specialist mental health practitioners and 
training to support students within CPP and the 
wider student community in RCS. 
 

support of student mental health for the academic year 2019-20 and 
the SU President co-authors the staff student mental health 
agreement. In Term 3 2019-20, a Black Counsellor and an Asian 
CBT Therapist have been included in our range of Counselling 
services available to students. 
 
A number of the factors identified in the complaint, the social media 
posts, during the Review visit, and in the Review Report relating to 
the mental health of students in this programme began to be 
addressed when the matters raised in 8.10 (above) were prioritised 
immediately upon receipt of the Review Report.  
 
 
We are confident that mental health has been a key focus of the 
institution in the Academic Year 2019-2020 and that RCS has in 
place appropriate support for students. It is also important to note 
that the current staff team recognises that attention to the mental 
wellbeing of students and their readiness for the programme begins 
at the outset with recruitment processes and activities.  
 
Programme Team Response: 
 
We arranged a session on neuro-diverse learning in response to a 
request by students. We also launched the first Critical Encounters at 
Lunchtime event open to all CPP students of all levels and intend to 
turn these monthly events into a podcast. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
CPP staff team have taken action 
to undertake Mental Health First 
Aid training (postponed due to 
covid-19).  
 
 
 
 
 
Launched February 2020 and 
events took place 2nd March and 4th 
May. Moved online May 2020. 
 

8.17 RCS should carry out restorative work 
with the aim of supporting students to work out 

Institution Summary Response: 
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their differences, to work together on the CPP 
Programme and move forward. 
 

As noted earlier, the RCS engaged a professional mediator to work 
with the affected students to re-establish grounds for working 
productively together, to which students responded positively and 
proactively. The Programme Team also invested considerable time 
in working with students which have ultimately led to a greater sense 
of openness and communication between the team and students.  
  
Some particular impacts are felt in Y1. These students entered the 
programme only a month or so before the social media exposure 
occurred RCS is working with these students on a case-by-case 
basis to establish the right path for them in relation to the programme 
and their future artistic development.  
 
Further Mediation support will be provided for cohorts recommencing 
studies in AY 2020-21, with the staff team, in order to continue the 
positive effects of the previous mediation provided. 
 
Programme Team Response: 
 
RCS has already committed significant resources and undertaken 
substantive and restorative work in relation to this recommendation. 
Sessions on mediation have taken place, and these have proved to 
extremely effective with positive feedback from CPP students and 
staff 
 

Mediation with CPP4 by Total 
People Solutions complete January 
2020. 

8.18 Line management arrangements and 
appraisals should align with the RCS’ current 
practices to enable all staff to feel better 
connected to the conservatoire as a whole. 
  
 
 
 
 
 

Institutional Summary Response: 
 
Having put in place an Interim HoP, the programme team will receive 
Personal Development Reports PDRs - RCS appraisals and set 
goals for the year(s) ahead relating to their own personal career 
development and their alignment with the institutional mission. This 
is a priority for these staff members, in order that they are given 
agency in their own professional development, and feel supported by 
the institution.  
 

 
 
All staff undertaking Professional 
Update under new Interim 
arrangement 
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8.18 continued 
Training on recognising micro-aggressions and 
anti-oppressive practice should be provided to 
staff and students. 

Equality Diversity & Inclusivity training has been undertaken by RCS 
Senior Management and other teams (including the CPP team), 
facilitated by a specialist. The Dignity at Work and Study policy 
continues to be refreshed and updated, and the Equality & Diversity  
Forum meets regularly to evaluate training needs of staff and 
objectives of the institution in this regard. The Equality and Diversity 
Forum will support an application for a diversity initiative to be trialled 
in CPP and then broadened out to the RCS. The funds are not 
designed to help the straightforward delivery of the curriculum but to 
add value overall to the RCS. 
 
RCS’ Equality and Diversity Officer is working on e-learning and 
online training materials which will address unconscious bias, 
Racism awareness, microaggressions and how to be an ‘active 
bystander’. 
 
We recognise the importance of developing effective training that is 
for students and staff on appropriate behaviours at work and study. 
The particular focus of this training is in recognising micro-
aggressions and anti-oppressive practice. Our draft Anti-Racism 
Action Plan commits to training in this specific area also. We have 
also heard the call from students that this training not be a ‘one-off’ 
but repeated, so as to sustain the importance of the message and 
ensure continued engagement by the RCS community with the 
learning.  
 
Programme Team Response: 
 
These will be discussed and agreed with senior management and 
HR, and with CPP staff on future arrangements for appraisal, and 
preparation and planning for this. 
 
The CPP staff team would welcome any additional training 
opportunities provided by the RCS. 

 
Delayed by COVID, but 
progressing. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
In development, with some training 
to be provided to new students and 
returning students at the start of AY 
2020-21, and thereafter to repeat. 
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8.19 Adherence to the principles of 
confidentiality should be strictly observed 
throughout the programme. 
 

RCS Institution Summary Response: 
 
Since the receipt of the Review Report, and the appointment of the 
Interim HoP, there has been an emphasis on respecting 
confidentiality of students and indeed staff who engage in work on 
the programme. It is important to emphasise that concerns around 
lack of confidentiality were focused in a particular area, but that the 
legacy of that has been a sometimes very challenging path to re-
establishing trust, led thoughtfully and with sincerity by the Interim 
HoP.  
 
Staff have been careful to include students in discussions about safe 
parameters and have built, over a number of months, approaches to 
ensuring mutually understood ‘rules of engagement’ in learning 
spaces.  
 
 
Programme Team Response: 
 
This is an important area for both students and staff. This principle 
will be emphasised and reinforced to students by CPP staff, to 
provide reassurance for students. 
 
This may be a principle which is included in a possible CPP Charter 
which could be developed, setting out staff values e.g. respect, 
confidentiality, trust etc and responsibilities to students, as well as 
student responsibilities and entitlements. 
 

 
 
Ongoing.  



PART C: Further Recommendations for Consideration 

Many of the Further Recommendations for Consideration made by the Independent Review Team relate to activities and actions in the 
following areas: 

• Training and Support 
• Mentoring 
• Equality  and Inclusion 
• Diversity 
• Widening Participation 
• Student Recruitment 
• Teaching and Learning Practices 
• Continuing Professional Development 
• Research 

 

There will or may already be plans in place in RCS for many of the above areas, within which CPP would undertake its own targeted activities 
related to the recommendations of the Independent Review. 

It will be important to ensure that a planned and realistic time-scale to address these Further Recommendations is agreed with RCS senior 
management and CPP staff. There may be disadvantages of attempting to undertake all of these within a short time period, and it may be 
appropriate to prioritise these at this stage, with suggested time-scales for delivery. This may be particularly important in relation to training and 
support, mentoring, CPD and action research. 

It should be highlighted again that in many of these areas, the recommendations refer to Inputs, e.g. training, mentoring scheme, engagement 
with specialist organisations etc. Delivery of suggested inputs is critical. However, outputs related to the successful delivery of these, and 
recording and reporting on the outcomes of various activities and actions in each identified area is equally important. 

It is suggested that in each area, there should be effective review and evaluation undertaken for these to demonstrate that as a result of the 
respective input, these have led to successful outcomes, in line with the specific recommendations of the Independent Revie
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Part C: Further Recommendations for Consideration 

 

Recommendation  Activities and Actions Outcomes 
9.1 A number of staff and 
students have suggested that 
the programme should really 
be a post-graduate one, 
undertaken by students with 
life experience who can 
appreciate fully and benefit 
from the academic experience. 
This should be considered as 
future developments come 
under discussion.  
 

Institution Summary Response: 
 
This issue is noted, and the question will be explored as RCS 
emerges from the pandemic measures to evaluate the future of all its 
programmes proactively, ensuring that the best ‘fit’ with student and 
employer need is met. The intention to review the programme content 
(see recommendation earlier) will provide a formal opportunity to 
address the ‘levelness’ of the award.  
 
The comments that gave rise to this recommendation do not represent 
a simple question of the ‘levelness’ of the programme, but an 
interconnected set of circumstances, including (but not limited to) 
recruitment practices to date; focus of activity within the programme as 
validated; lack of community of practice/peers (see recommendation 
earlier). Addressing each of these issues may also have a tangible 
impact on the quality, diversity and suitability of applicants to the 
programme. However, it is legitimate to consider whether the 
programme is best positioned as an Honours offer. 
 
Programme Team Response: 
 
This will be discussed with RCS Senior Management and with CPP 
staff. It is thought that the priority for CPP at this stage should be to 
take actions and activities to further develop and enhance the student 
experience on the undergraduate programme, as well as address the 
recommendations of the Independent Review. 
 
We are already supporting students who want to progress to 
postgraduate study in a variety of ways. ACPP Graduate Pathways 
Publication is being developed including interviews with previous CPP 
students about their experiences of postgraduate work and study, 

 
 
Curriculum Review to be 
undertaken commencing AY 
2020-21 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Launching December 2020. 
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information on the awards and professional residency opportunities 
(Cove Park/Jupiter Artland), our graduate teaching assistant scheme, 
and other RCS initiatives for graduates.  

9.2 Some students observed 
that the political nature of the 
programme led to a feeling 
that not all political viewpoints 
were approved of.  
 
 
9.2 continued 
Future programme committee 
meetings should discuss this 
openly to find a way to include 
all viewpoints within the spirit 
of university education. 
 

RCS Institution Summary Response: 
 
The issue of political inclinations of students (or indeed staff) again 
seems to have revolved around similar concerns relating to the 
number of graduates on the programme and a perception that there is 
one way to think. The current staff team have done much work to 
dispel these perceptions, and commitments to increasing diversity of 
staff and students in the programme will also support this work.  
 
Programme Committee meetings, chaired by the Interim HoP are 
open, sometimes challenging, but always receptive to multiple 
viewpoints on a range of issues, including students’ personal value 
systems. This does not mean that the programme team avoid critique 
– but quite the opposite, which is to say that critical discourse more 
likely flourishes in a course culture that embraces debate and 
contrasting viewpoints, which in any case enrich artistic perspectives 
for the good of all participants.  
 
Programme Team Response: 
 
If a CPP Student Charter was developed, under student values, this 
could include respect for all different political beliefs that students may 
have. This could also be reinforced in a visible way if this was used in 
poster form. 
An agenda item for future programme committee meetings for 
discussion and reporting on possible action. 
 

Immediately 
 
 
 
 
 
 
 
 
Immediately 
 
 
 
 
 
 
 
 
 
 
AY 2020-21 

9.3 Training and support 
should be provided to staff to 
enable them to develop more 
inclusive teaching and learning 
practices to meet the diverse 

Institution Summary Response: 
 
There are increasing numbers of study days and conferences that, 
nationally and internationally, are awakening to the importance of 
inclusive learning and teaching practices and principles. RCS is 

 
Training is in preparation, to be 
implemented as soon as 
lockdown restrictions are lifted 
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needs of the student 
population 
 

making progress in discussions around decolonisation of the 
curriculum, in collaboration with partners (including the Federation of 
Drama Schools, the Associated Board of the Royal Schools of Music, 
Conservatoires UK and the Association of European Conservatoires 
for example). A focus of a future staff Learning and Teaching 
Conference at RCS will be the development of inclusive teaching and 
learning practices across all our disciplines.  
 
An Anti-Racism Action Plan is in development, currently under 
consultation with students and staff. 
 
RCS has been collaborating with Radiant and Brighter (a Scottish 
Community Interest Company delivering support services to 
businesses and organisations in developing more inclusive structures 
with regard to ethnicity and culture) to develop a bespoke Ethnicity 
and Diversity programme. Responding to student feedback, we are 
also looking at other resources to ensure that a comprehensive and 
effective suite of inclusive training resources is developed and 
deployed across the institution. We will also seek to consult with EDI 
experts in progressing our Decolonisation of the Curriculum Project 
(part of the Learning and Teaching Strategy).  
 
RCS is currently seeking to develop a meaningful training tool which 
can be used by staff in and with classes to promote positive attitudes 
and challenge perceptions with confidence within the organisation.  
 
Programme Team Response: 
 
This recommendation could or may already also relate to overall RCS 
planning for this area. To be developed in association with RCS staff 
with a designated responsibility for this area. The CPP staff team 
welcome additional training offered. 
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9.4 An effective mentoring 
scheme should be established 
for new and existing staff. 
 

RCS Institution Summary Response: 
 
Staff are supported through induction processes, and it is recognised 
that staff, especially early career staff, need the support of 
experienced colleagues. Some of this is facilitated via the Career 
Review process, usually undertaken with the line manager, but 
increasingly staff act as mentors to new members of their team. A 
mentoring scheme for staff is in place and both new and existing staff 
can be offered a mentor under this scheme.  CPP staff can be offered 
priority places on the mentoring scheme. 
 
Programme Team Response: 
 
This recommendation could also relate to future overall RCS planning 
for this area. To be developed in association with RCS staff with a 
responsibility for this area 
 

 
 
In place 

9.5 Engage with sector 
specialist organisations to 
consider further action to 
address 
issues of equality and 
inclusion. 
 
 

Institution Summary Response: 
 
We work with the organisations listed above under 9.4, and 
additionally other national bodies (MusicHE, QAA Scotland, 
Universities Scotland International Committee) to remain alert to 
developments and needs in relation to EDI issues across the sector, 
and specific to our disciplines. A number of researchers either 
studying PhDs or working at RCS are engaged in research in this 
area, and we had begun to introduce events such as our Decolonising 
the Curriculum Round Table, prior to the Covid19 pandemic, and hope 
to resume such activities when it is safe.  
 
RCS is also working in partnership with Radiant and Brighter a 
Scottish-based Community Interest Company providing support 
services to businesses and organisations in understanding the 
structures and systems they can apply to be more inclusive able to 
engage. Radiant and Brighter is developing a bespoke training 

 
 
Immediately & Ongoing  
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programme for RCS staff and there is a focus on how best RCS 
embeds this sustainably and for the longer-term within the institution. 
 
Following the recent horrific events in Minneapolis, USA, we have had 
urgent cause to reflect on issues within the institution that are 
encountered by our Black student community, and all students of 
colour, on an all-too-regular basis. The Principal and Assistant 
Principal have met with members of the Black Students’ Union and 
continue these conversations, as we commit to sustained systemic 
changes at the RCS, including better informing our students and staff 
of the inequalities people of colour experience; recognising our 
collective and individual parts in that; inculcating a collective 
responsibility for decolonising the curriculum across our staff body; 
implementing better support systems for students of colour; 
investigating mentorship schemes for students of colour and planning 
the introduction of effective induction materials for students to lead to 
the proper embedding of shared values of equality across the 
organisation.  
 
 
 
 

 
 
 
 
 
 
Commitments in Learning and 
Teaching Strategy: by Autumn 
2020 

9.6 Continue with existing 
targeted Widening 
Participation strategies as 
outlined in the equality and 
diversity plan to enable the 
recruitment of a more diverse 
student population.  
 
 
 
 
 
 

Institution Summary Response: 
 
The Programme Team has begun work with the Fair Access Manager 
to establish ways of involving young people in devised performance 
activity, and creating viable access routes for young people into the 
CPP Programme. The remodelling of marketing materials, and 
recruitment practices will further engage students of more diverse 
backgrounds in the potential of the programme, and the team will seek 
to reach (perhaps through engagement with the Scottish Drama 
Training Network) College students and others with potential to study 
CPP, but who have not considered a Conservatoire as a credible 
destination for them.  
 

 
 
 
Ongoing. 
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The necessity of developing remote learning during the Covid19 
pandemic also opens the possibility of reaching a wider demographic 
of young people and interesting them in pursuing contemporary 
performance practice.  
 
Programme Team Response: 
 
This recommendation may also relate to overall RCS planning for this 
area.  
 
CPP will continue to review its activities and actions to support 
widening participation, as part of the RCS Equality and Diversity Plan, 
to further develop and enhance existing targeted Widening 
Participation Strategies, and further recruitment of a more diverse 
student population. We have accessed data and statistics about our 
cohort in relation to the wider RCS which will help inform these 
approaches. 
 
 

9.7 Encourage academic staff 
to apply for the Advance HE 
Fellowship Scheme and 
encourage further CPD in 
teaching and learning via 
visiting lecturers, research in 
practice seminars for new and 
existing staff.  
 
 
9.7 continued 
Enable staff to apply for action 
research funding to develop an 
inclusive teaching and learning 
culture within the CPP 
Programme. 

RCS Institution Summary Response: 
 
It is envisaged that through the new Strategic Plan, Learning and 
Teaching Strategy, a number of staff will be encouraged to seek 
Advance HE Fellowship, and supported in doing so by mentors who 
have already obtained Fellowship and Senior Fellowship. 
 
 
 
A number of CPP staff are research active and have made visible 
contributions to the RCS Exchange Talks (a programme of research 
talks) since receipt of the Review Report (coincidentally), and it is 
envisaged that these staff will play a significant role in establishing a 
more widely-understood and embedded research culture across RCS. 
 
Programme Team Response: 

 
 
 
Interim HoP to liaise with CPP 
team.  
 
 
 
 
A member of RKE staff 
delivered team coaching to the 
CPP team on the 13th April 
2020.  
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We encourage CPP staff to review the opportunities and benefits in 
engaging with the Advance HE Fellowship Scheme.  
Advance HE has a useful website providing useful information to 
potential applicants. 
 
Staff meetings will provide an opportunity for staff to provide ideas and 
suggestions in relation to CPD teaching and learning through visiting 
speakers, and research and practice seminars. 
 
 
 

 
 
Annual goal setting to be 
implemented for CPP staff 
Summer 2020. 
 
 
Ongoing.  

 

  

  

 

 

  

 

  

  

 

 


