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Executive Summary

The Equality, Diversity and Inclusion Change Project was introduced with the understandireedfta review all
2F [ SSRaA /2yaSNDIG2ANBEQa adGNUzOGdzZNB& | yR F LILINEF OKSa

work, it is vital that we begin by reviewing what we mean by each of these terms:

Equality:a ¢ KS &G S & Socidodys efahlitySdjvigziet! mhainly in a social context and the lack of
Sljdzr ft AGe A& NBIFINRSR da 0SAy3 LINRPFT2dzyRf & 2

Diversity:d 1 KS O2yRAGAZ2Y 2F KI@Ay3 2NE0SAy3 O2YLR

Inclusion:a A y O fedeR/dngé

From these working definitions, we can see that equality, diversity and inclusion is shaped by society, and the
structures that we, as a society, have developed over many years. Society is diverse, as we as members of society
differ in many diferent ways and it is important for us to ensure that we are inclusive, by ensuring that what makes
us diverse is celebrated, and not something that can disadvantage us. Often what disadvantages people is systemi
it is not always explicit, and due toih it can be neglected. Over time, the processes that lead to bias, embed
themselves into our institutions, and become part of our culture, whether we realise it, or not.

WL y & G A G dzi refers/ibttie peOplefthiatdndd® Mo an organisation and howindividually and

collectivelybehave and respond to others.

Whilst there are many definitiord ¥ WA y a G A (i dzii A 2itfrariifest® twbuimNGBr@vioural & LIA O f f &
norms,customs shared purpose andaluesof an organisatiorandis stronglyinfluenaed by leadership in

settingthe expectations of staffiriving forward organisationatrategy andhe prioritisation andnvestment in
resourcedo support activity.

For this project¥ A y & (i A ( dzlidiveslighted® rzhtiGndeNE: @nvironmat (systems and structuresat

we create to supporbur commitments tcequality, diversity and inclusion (E@Hd how individuaand teams

interact within this.

2S5 adGF NI KSNBZ gA0K [ SSRa asaynedimnms 22 3 NBBRIPHAND SR 02

statementand summarised as follows:

https://www.shrm.org/resourcesandtools/tooland
samples/toolkits/pages/understandinganddevelopingorganizationalculture. éspoessed 5 May 2021)



https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/understandinganddevelopingorganizationalculture.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/understandinganddevelopingorganizationalculture.aspx
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its forms so that all our students and staff are able to achieve in their work and learning

Andask:To what extent does Leeds Conservatoire meet this commitment?

In order to answer this question, pralinaryinvestigationdocused on the following key areas:

9 Staff recruitment and retentiolq how we build a diverse workforce, and how can we ensure that our
workforce has an equal opportunity to progress?

1 Institutional culturec how can we ensure that ware creating a safe and inclusive environment for ALL
staff?

i Student engagemerg how can we ensure that the voices of all students are being heard, and acted upon?
How dowe ensure that the views of Aktudents are represented equally?

9 Curriculum refornt, what do we teach, how do we teach, and why?

1 Supporting structureg how do we support, and build upon, this necessary and important work? How do the

working groups and committees that we have function, and why?

The EDI Change Project has broadly bssit into three phases;
1 - Initial Scoping auditing of current provision
2- Consultation

3- Reporting and Recommendations

Phase 1 was used to undertake preliminary research to identify and prioritise areas for further investigation, develoj
understanding obest practice in thifield through trainingand attendingrelevantnetworks reviewrecent reports
and recommendations relating to EDI amdhereducation(HE)and understand curreninternal structures

supporting this area of work botht the conservatoire and across the Luminate Group.

Phase 2 involved offering opportunities for consultation with members of staff, through the means of a staff survey,

one-to-one interviews, an Open Channel event, and through continuous eorainunications.

2https://www.leedsconservatoire.ac.uk/abouis/aboutleedsconservatoire/corporate/equalitdiversity/ (accessed 5 May
2021).
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Phase 3 centred on the production of this repameating a set of ambitious, yet achievable, recommendations,

utilising the research captured throughout this project.

The intention of this project is to ensure that the following reconmai@tions are acted upon, with a view to creating

positive and sustainable change within Equality, Diversity and Inclusion at Leeds Conservatoire.

Limitations

We are aware that this report does not cover every aspect of Equality, Diversity and Inclagionghcts Leeds
Conservatoire as an organisation. The Cd8igpandemic had a sigicant impact on our ability to engage with a
broad spectrum of consultees, with no opportunities for faodace consultation available to us, or opportunities to
hold ewents to promote the project in the way that we would have liked. This report,itamdcommendations, has
been compiled using the views of those who we were able to engage with. It is our expectation that further
experiences and voices may present themasslin the future, and this is something that we should welcome, as an

organisation, in order to shape oangoingwork within Equality, Diversity anlnclusion
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Recommendations
EDIChange Project Recommendations
MEASURE OF SUCCESy FURTHER
COMPLETION (AGAINST INFO (Link to
AREA BARRIER RECOMMENDATIOI ACTION(S) RESOURCES COST DATE PEOPLE/DEPTSs. INVOLV RECOMMENDATION) | report page) | Phasé
Recruit an EDI
Manager to oversee
the necessary work
detailed in this
report, as well as .
carrying out key Recruit an EDI New 0.5 post Cost of May-22 ELT/HR Position recruited to Appendix 1
N . Manager Grade 7 salary.
responsibilities with
regards to EDI
reporting, and the
facilitiation/chairing
_ of the EDI committee|
-gezriiallfer(]jo Recruit (or extend the RCeoC(;l:gi:aTor?JtiCt
resourceto Pr?ggraggsocr);)ini?olrs oversee the necessar .
EDI Staffing continue the t(J) focus on the student liberation Extension of 0.4 Cost of Aug21 ELT/HR Position recruited to Appendix 1
work of the EDI IS work required-in post at Grade 6 salary.
Change Project specific key i i
areas/projects collaboration with
team after July . S LCSU.
2021 outlined in this . i
report. These should ~ Recruit a Project
be line managed by Coordinator to _
the EDI Manager, oversee the Extension of 04 Cost of Aug21 ELT/HR Position recruited to Appendix 1
though may take a de\relopment of post at Grade 6 salary.
collaborative working groups and
approach to their committees.
work with other Recruit a Project
departments Coordinator to work Extension of 0.4 Cost of
depending on the | on a project centring ’ Aug21 ELT/HR Positionrecruited to Appendix 1
. ) L post at Grade 6 salary.
project work assigneq on decolonising the
to them. curriculum.
Low shortlisting, Provide training, | Work with a specialist
offer and accept| guidelines and best| recruitment agency to
rates for practice for recruiting]  undertake further
Staff Recruitment .appl'icants who managers in research to identify Ongoing
& Retention: |dent|fy as Black, consideration of how r)arrrers to Coet of staff (bas'ed.on
Improving .Asr_an and. new roles are create¢ recruitment for these Staff time within tlme.' monitoring _ '
diversity across minority ethnic, vvrth respect to ' underrepresented HR Potential external HR & OD Best practice report produce( Appendix 2.b.
the staff and for those desrred VS. essentral groups, |mplement agency costs progre_ss). To
workforce who have skills and experience| targeted interventions if required. | be reviewed
declared a how and where roles and continue to Jul-22.
disability. Gender| are promoted and monitor
has a relatively | how candidates are| progress/impact of
low bearing on assessed. changes: This could




staff application
rates, however
there isa gap in
the offer-
acceptance rate.

involve revieving the
anticipated
developments
through jobs.ac.uk,
and replicating any
improvements
internally, where
possible.

of potential

Widen the talent pool

applicants by building

Create guidelines ang
training for recruiting
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Limited
recruitment
opportunities to
widen talent pool

that could deter

deter a diverse range
of applicants.

applicants.

networks and managers orhow Staff t_|me, Cost of staff Guidelines created. Recruitin .
. . training : Sep21 HR & OD . Appendix 2.b.
relationships across| they can broaden the time. managers briefed.
resources
the sector to networks that are
promote job promoted to.
opportunities.
Review what
information we have
online, ensuring that
we explicitly mention
Ensure accessibility ¢ that potential .
Job Descriptions applicants can get in Cost of staff Review undetaken- any
L . Staff time : Aug21 HR & OD necessary amendments | Appendix 2.b.
Person Specification{ touch if they have time. made
and Job Adverts specific accessibility '
requirements. (We
already are happy to
do this, but do not
promote this).
Include a statement o
why some of our roleg
are recruited to
internally, rather than
Ensure transparency externally to ensure
in the decision that internal only Cost of staff Statement produced and
making process for | applications are only Stalff time time Aug2?1 HR & OD included on all internal job | Appendix 2.b.
internal vs. external used when ' advertisements.
recruitment. appropriate (to
protect from
redundancies, or to
build on preexisting
fractional roles).
Review the Job
Descriptions and Remove information
Person Specification{ that is not required . . No Job Descriptions or Persg
. Staff time for all Immediate e .
that we use to for the advertised o Cost of staff . Specifications published .
. recruiting . (for allfuture All recruiting managers . . . Appendix 2.b.
remove any role, which could time. . without being reviewed by
o managers recruitment)
unnecessary criteria

the recruiting manager first.
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Develop clear
guidelines across the
different pay_grades Academic Pay Framework
for academic and Cost of staff replicated for Business
busness support Staff time . Jan22 HR & OD . - Appendix 2.c
staff, ensuring time. Support Staff in a similarly
, . . structured document.
Provide targeted | consistency of criterig
professional and evaluation
development methods.
programmes to
support the career Ensure that all
Lack of diversity| progression of staff managers are
across more from signposting staff
senior roles at the underrepresented members to the
conservatoire, as backgrounds. development n/a (should
indicated by a opportunities . already be Feb22 (next o . . .
20% ethnicity pay available through the Staff time factored into appralsal All Staff Section included in appraisa Appendix 2.c
gap and an 8% appraisal process appraisals). window)
gender pay gap. through including a
specific mandatory
section within the
appraisal.
To regularly review
the conservatoire's
Ensure flexible flexible work practiceg
working is possible to ensure that these . Cost of staff Review : .
meet the needs of Stalff time . HR & OD Annual Review undertaken| Appendix 2.c
for staff where time. Annually
appropriate. staff anddp_not
create additional
barriers to work and
career development.
Replicate the
academic promotion
scheme for business
support staff where
_ Re\{iew the appropriate, offering Staff time Cogt of staff Jan22 HR & OD Separate grade descriptor Appendix 2.
Lack of parity promotion scheme | clarity to staff so that time. document created
over progression| for academic and they know how to
opportunities for business support | achieve promotions,
academic and staff, ensuring that or what is holding
business support| there is a clear and them back.
staff. fair job evaluation
process Sepapate the grade
descriptors so that
_ there is an Staff time Co;t of staff Jan2?2 HR & OD Separate grade descriptor Appendix 2.c.
independent guidance time. document created
document for
business support




staff, detailing the
criteria for each
grade.

Include a section in
the appraisal
specifically for

business support staf
who may wish to
discuss progression
opportunities, where
this guidance can be
referred to for an
understanding of why
a role may be a
certain grade, but alsg
an opportunity to
chalenge this if a role
has developed.

Staff time

Cost of staff
time.

Jan22

HR & OD, All line manage

Section included in appraisa

Appendix 2.c.

LEEDS
L CONSERVATOIRE

Institutional
Culture (Staff):
Creating a safe

and inclusive

environment

Embedding and
prioritising EDI
across all areas o
the
conservatoire.

Executive Leadershij
Team (ELT) to drive

forward, oversee, anc
be accountable for

Leadership team to
ensure directorates
have clear targets an(
objectives related to
EDI, with appopriate
resources and
expertise available to
drive forward and
monitor progress.

Staff time

Cost of staff
time

Sep21

ELT

Clear EDI targets included i
all directorate strategies

Appendix 3.a

strategic change in
relation to EDI.

Leadership team to
undertake EDI training
to ensure thatthey
are able to embed
good practice
throughout the
organisation.

Staff time.
External Training
Providers
(Signifier)

£2500 for 46
session
(could be

scaled back if
required)

Jan22

ELT/SLT

Members of leadership team
trained

Appendix 3.a

Linking
organisational
values and
behaviours to
staff
performance.

ELT to actively
promote and model
the expected

Leadership to set
organisational shareg
values, working with

HR to create
framework of
demonstrable

behaviairs against
grading structures.

Staff time

Cost of staff
time

Jan22

ELT/HR

Values/behaviours detailed i
grading structures.

Appendix 3.a

behaviours and
values of the
organisation.

Once completed,
Leadership Team to
ensure framework is

reinforced and
promoted to current
and new staff through
appropriate channels,

including; training,

Staff awareness

n/a

Jan22

All managers

Values communicad in all
induction/appraisal/probation
meetings.

Appendix 3.a
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induction, appraisal &
promotion processes,

Consistency of
approach to EDI
between Leeds
Conservatoire
and the wider
Luminate
Education Group

Create a culture for
staff to have open
conversations about
discrimination and
harassment, centring
the voice of those
with lived experience

by providing the

forums, opportunities
and mechanisms for

support.

Strengthen our work
with Luminate's EDI
team to ensure a
joined up approach to
EDI. This includes
sharing objectives,
resources and
learning, access to
staff forums and
training for Leeds
Conservatoire staff.

Staff time, and
comms access.

n/a

Jan22

LC EDI Team, HR & OD
Internal Comms, IT

Regular grap-wide staff
newsletter created to share
opportunities and promote

networks.

Appendix 3.b

Invite Luminate Staff
Forums to the next
Staff Conference to
promote the
opportunities
available to Leeds
Conservatoire staff.

Luminate staff
availability

n/a

Jan22

HR & OD, Luminate Stafi
Forums

Visible presence of staff
networks at the staff
conference

Appendix 3.b

Limited
mechanisms to
report incidents

of discrimination,
harassment and
bullying

Develop an

anonymous reporting
system for those whqg

may bedeterred
from the formal

reporting procedure.

To develop clear and
defined channels for
reporting incidents of
discrimination,
including, where
possible, anonymous
reporting mechanisms
to understand the
scale and type of
issues experienced a
the conservabire.

Staff time.

n/a

Jan22

HR & OD, Shared Serviceg
TEL

Guidelines created and all
staff informed.

Appendix 3.c.

Create an anonymou
reporting form and
host this on Space

(similar to the process
for reporting lack of

technology, used
throughoutthe Covid
19 lockdown).

Staff
time/Smartsheet
access.

Staff time to
create the
form

Sep21

TEL, EDI, Complaints

Form created and accessibl
on Space.

Appendix 3.c.

Regularly monitor anc

reviewnature of

complaints/grievances

related
to discrimination and
outcomes,

continuously
evaluating the

02y aSNDI |

approach and system

Staff time.

Cost of Staff
time.

Sep21
(ongoing)

EDI

Annual figures included in th
EDI report, with any EDI

concerns feeding in to future

staff and student training.

Appendix 3.c.

10
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£1500 for
Staff time to W: NI A )
. UNF A Y
create training.
. : . course. Staff
Dewelop an inperson | Train the trainer .
session for all staff or] course for staff time to Training completed by all
. create and Jan22 All staff Appendix 3.d
Develop a regular | key issues related to]  to conduct facilitate the staff.
mandatory training EDI. training, SEssions
session, and optiona supplied by N
training programmes BLIiM Staff time to
g prograr ’ ' participate in
for all staff with sessions
Limited staff opportunities to - —— T :
knowledge share professional Include this session iy Time scheduled Training completed by all
. ' . the next staff into staff n/a Jan22 All staff Appendix 3.d
expertise and/or | practice through staff staff.
. conference. conference.
confidence to conferences, Ensure that these
develop EDI networks and/or . Staff time to
ractices within team meetings sesslons are facilitate
prac ' accessible to all staff] - Cost of staff
their areas of focusing on the training, budget time to Training completed by all
work. Jcusing on to pay fractional - . May-22 EDI team, All Staff 9 P y Appendix 3.d
flexibility required to participate in staff.
i staff to attend )
reach fractional staff the session.
mandatory
who may work .
. training
irregular hours.
Utilise our links with Ensure that Leeds
the wider Luminate | Conservatoire staff
Education Group to can access the .
enhance the training| Luminate Education Staff time. IT Cos.t of Staff Sep21 IT Access given to all LC stafff Appendix 3.d
. access. time.
opportunities Group Staff
available to_eeds Development
Conservatoire staff. Gateway.
Ensure the ex_ls_tlng Work with the chair of Staff tlm_e.
work of the Digital the DAWG to ensure Support in Formal connection created
AccessibilityWorking o ensuring this | Cost of Staff DAWG, HR & OD, Share .
) . best practice is shacke ; . Sep22 . between DAWG and the | Appendix 3. e
Group is considered . . work is time Services : .
g with the Luminate Luminate Education Group.
Limited and embedded within : embedded at
i Education Group.
awareness Of the Shared SerV|CeS. group Ievel.
impact of Consult with HR on Consultation held Staff Time. HR| Cost of Staff
disability and . ' . Jan22 HR & OD Consultation held wit HR. | Appendix 3. e
Qo how best to develop with HR. knowledge. Time.
accessibility on .
staff at an an Equality Impact Eaualivv |
individual level. | Assessment around quality Impact
. changes to ﬁsselssmzr}t template . St A i3
infrastructure based| G€VEOPEATONUSEON g 1o ost of Sta Jan22 HR & OD Template created. ppendix:s.
all changes of Time. e.

on current employeeg
and their needs.

infrastructure that

can affect an

11



employees working
environment, or
needs.

EDI Project

Coordinators to External Training Cost of
Investigate undertake disability Provider, external Trainina completed b
vestigate and accessibility availability of training (to Jul22 EDI ng - y Appendix 3. e
specialised training L . . .Project Coordinators.
. training with a EDI Project be
for future EDI Project . . . . o
: specialisedraining Coodinators. identified).
Coordinators to )
. provider.
better inform them -
Staff time to
on aspects of facilitate
Disability within the | Utilise this learning to -
ongoing Change | inform training forall training, budget Cost of Staff Training session created, an
; to pay fractional . Sep22 EDI, All Staff . ’ Appendix 3. e
Project. staff across the Time. delivered to all staff.
L staff to attend
institution
mandatory
training.
Include in the LCSU
budget planning
funding of £500 for . £2500 (£500
each LCSU elected Staffing t.o per LCSU Jui21 Student Union Budget approyal for the cost Appendix 4.e.
Restructure the LCSLU . manage Officers . per officer.
: officer, to be awarded Exec Officer),
Executive Team to .
. . upon the completion of
include an Equality :
: a portfolio of work.
Officer who oversees - -
LCSU Equality Officel
the work of student 0 orod ol _
liberation and Ofsvorkuge ;po nc(j) '(; Staff to guide
representation, and tr?e ngxt a)c/a dgneqlic Za the Officer in
remunerate them for demonstratin ay what is 01/05/2022 Portfolio created and
LCSU does not| the work that they roactive a rogch o expected. n/a. (then LCSU, EDI Committee presented to the EDI Appendx 4.e.
have the carry P Iiberatioewpan d Allotted time to annually) Committee.
Student VoiceX support effective present this work to EDI committee.
Engagement representation of the EDI Committee.
minority groups, Offer training prior to
or liberation the start of their term
work. Invest in EDI training in office that centres £2500 covers
for th? LCSU Exec) on ED.I’ and ongoing Funding for 46 sessmr?s, LCSU, EDI Change Proje| Training undertaken by all S .
Officers and coaching/mentoring . we wouldn't Jul21 . : Appendix 3.d.
: . training. : : BLiM Exec Officers.
Liberation throughout the year require this
Representatives. to enable them to many.
carry outtheir roles
effectively.
Formally create Recruit Liberation
Student Liberation | Officers as part of the Hourlv Casual Posts recruited to, and
Networks to Student Experience n/a R{ne Sep21 LCSU, HR liberation network meetings| Appendix 4.e.

LEEDS
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represent minority

groups that feed into

Representative

Recruitment.

held

12
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the EDI Committee | Replicate the work of
and the Student Staff the BLiM safe space
Forum. sessions through
these networks to Feedback obtained from
ensure ongoing open n/a n/a Sep21 LCSU, EDI, BLiM Liberation Officers and acte¢ Appendix 4.e.
and honest feedback upon.
opportunities for
under-represented
groups.
Relocate the LCSU
Increase the visibilit team to a more Physical office
y prominent office in y ? Sep21 Estates, LCSU LCSU moved to a new offic§ Appendix 4.c.
of LCSU. - . space
the building, creating
a student hub.
£1500 for the
We NI A
To introduce and ¢ NI AY
Lack of awarenes facilitate a Staff time and course (as
All students should :
throughout the receive mandator compulsory session room stated for
student body of - Y | for all students on ED space/online staff Sep22 EDI, Academic Admin, TH Sessions created. Appendix 3.d.
, EDI training upon L L
issues related to induction that can be conducteq training course training).
EDI. ’ as part of the created Staff time to
enrolment process. create and
facilitate
sessions.
Offer training to
elected LCSU officer
in how to support
students through the
complaints process.
These could act as a| Train LCSU Officers i Guidance on
independent how to handle complaints Cost of staff All LCSU Exec Officers train :
resource to the wider] complaints and the | handling. Staff time. Juk21 LeSU on handling sensitive issues Appendix 3.c.
Conservatoire. complaints procedure Time
Support could be
Students are sha_red amongst.the
. Officers depending
being deterred
) on the nature of the
from making .
. complaint.
complaints.
Create an anonymou
reporting form and
host this on Space
Introduce an L
.| (similar to the process
anonymous reporting :
system for students for reporting a lack of Form created and accessibl
y technology, used by TEL Staff cost Sep21 TEL, EDGComplaints Appendix 3.c.
who may be deterred on Space.
from making a formal students throughout
ot the Covid19
P ' lockdown)- see above
recommendation for
staff

13



Compile statistics of
EDI based complaints
report back to the ED
committee to inform

Staffresource to

Form created and accessibl
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on organisational monitor the Staff cost Sep21 LCSU, EDI on Space Appendix 3.c.
training needs, and complaints. ’
focus for the student
liberation network
campaigns.
Alumni to speak Exend the series of
about their ‘Elevate'
experiences, both ag masterclasses from
students, and as 2021, but refocus .
. ) Zoom link to be
graduates. These | using a diverse range setup, LCSU to £50 per
ambassadors shoulg  of alumni voices, find r;osts for session Sep21 Workshops, LCSU Series created and hosted.| Appendix 4.g.
Lack of shared | be representative of representing the Sessions
lived experiences our full community, demographics that '
between current | and not necessarily may have lacked
and former focus on just those | representation in the
students. who have past.
experienced artistic Promote these
success. If these wer, . . :
: . publicly online to Marketing : .
publicly available . : Series promoted (increased .
they could prove to appeal to potential suppprt to n/a Sep21 Marketing attendance andawareness). Appendix 4.g.
be a good A&GP staff and stud(_ants publicise.
where appropriate.
resource.
Confirm a series of Support from
dates for sessions BLIM n/a Oct21 BLIM/LCSU Series created and hosted.| Appendix 4.g.
with BLiM, and LCSU '
Work with LCSU on ¢
targeted promotional Improved attendance in thes
campaign to reach ou] Access to LCSL n/a Oct21 LCSU SESSIONS Appendix 4.9.
underrepresented '
Lack of Work with Black Livef students.
opportunity for | in Music to extend | Anenymously capture
the the pilot of the 'safe | the lived experiences
representation of| space' sessions for| ©Of students in these
underrepresented  our students of wiistﬂzasi:?n?g:g\:z Staff time Cost;[rg;staff Oct21 EDI/BLIM Information captured. | Appendix 4.g.
students colour. on current policies
and practices where
necessary.
If successful, repeat
this initiative with Cost of staff
other Staff time time Sep22 EDI/LCSU Further series created. | Appendix 4.g.
underrepresented
groups.
Access and A&P successes| Build on the recently| Ensure the Access ar Stff time Cost of staff Aug21 LJC, A&P, Student Leeds Junior Conservatoire Appendix 5
Participation from Leeds Junio developing Participation plan has time Recruitment staff to be included in the '
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Conservatoire are
not replicated in
HE.

relationships
between Leeds Junig
Conservatoire,

a joined up approach
with Leeds Junior
Conservatoire.

Access and Participation
Working Group

Student Recruitment
and Access and

Monitor the EDI
characteristics of the

Participation. Leeds Junior
Conservatoire Survev created Report created, and
students,with a y n/a Oct21 LJC, EDI outcomes included in annua] Appendix 5.
) for LJC students
particular focus on EDI report.
those who progress t¢
HE courses at Leeds
Conservatoire.
Review which schools
we work with in this
- module gnd how we Staff time CO$.Of staft Oct21 A&P, School Liaison Database of schools createq Appendix 6.
Utilise the communicate our full time
Community Music offering with these
module as a means ti partners.
promote Leeds Ensure that the
Conservatoire to students conducting Access to
under represented this outreach work | module guides, . .
. : ) Community Music Modulg . .
demographics. are promoting Leeds| session plans tg n/a Sep21 , Module Guide updated. Appendk 6.
: - Coordinator, A&P
Conservatoire ensurethis is
through their included
workshops.
Survey staff and
The current . students to ask. what Staff time COSF of staff Dec21 A&P, School Liaison Staff survey completed. Appendix 6.
outreach work is outreach work (if any) time
not is JOITde%Jp Undertake an audit o they .ar.e domg..
as It could be. all of the outreach | Pass this information
that is undertaken by| 0 the Schools and
Leeds Conservatoirg L1&i1Son, or Access an -
staff and students | Participation Managey g Cost of sta Ongoing A&P, School Liaison Database created. Appendix 6.
and manage this to formulate a time
centrally to ensure database of
that we are offering | Organisations who we
consistent, positive |__Nhave contact with.
messaging Utilisethis database
surrounding Access| {0 ensure that we
and Participation. maintain the
relationships that we n/a n/a Ongoing A&P, School Liaison Database maintained. Appendix 6.

already have, and ad(
to it with all new

outreach work.
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EDI Reporting

Aggregating
different minority
ethnic groups
hides key issues
relating to EDI
and Access and

Participation.

Curriculum

A broader and
more
representative
curriculum

L CONSERVATOIRE
Reallocate the
responsibility of . .
compiling and EL;;Ogﬁscigi }'(\;rr]o Y Stafftime/ Designated staff member
analysing the EDI com iﬁn this report access to Staff cost Aug21 ELT assigned with enough time t¢ Appendix 5.
report to the on gn a?mual brfsis statistics complete the required report
designated EDI '
members of staff.
Alter how we present
reports in line with
the Break down the BAMI
#BAMEovecampaign grouping on our
¢ ensuring an internal reports to Information Report completed by the .
accurate breakdown| present the more from MIS na Jun22 EDI relevant member dstaff. Appendix 5.
of demographics so| specific data that we
that we can have a already capture.
more focused
approach to A&P.
InCIUde S'[atIStICS |nclude a Separate
related to Leeds | category in the next : Statistics included in the :
In our EDI report§ | jynior Conservatoire)
acknowledging the
Importance Include an analysis o
of capturing this this data in . .
information from our | comparison to the HE ~ Staff time n/a Jun22 EDI Statistics included in the Appendix 5.
younger students as|  gata to see how it report.
this can help to guide varies.
our A&P work.
create a systemic ang at or before
. accountable method staff time tDAPs SLT/ELT/PL written process Appendix 7.
To standardis¢he . S
of course creation application
process to create a at or before
O2dzNBR S & In_stltute annga}l O | timetabled time trainer and {DAPS PL training plgns created and Appendix 7.
biannual training space L trialled
application
Create a written
To create a workin statement of LCs
definition ofwhat ’ commitment to consultation PLs/CLs/LCSU/EDI
o decolonisation with : n/a Jul21 Commitee / EDI Change statement creation Appendix 7.
decolonising the . ) . time :
curriculum is the ability to identify Project
' it in practice and
theory
Compare current
courses to the
decolonisation
To create gstrategy statement and make .
to decolonise at the changes where staff time Dec21 EDIChange Project Workable and implementablg Appendix 7.

core, rather than the
periphery.

applicable to be in
line with the
decolonisation

statement

changes/recommendations
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identify a cohort of

Individuals identified and

industry professionals Staff time Dec21 HR / EDI Change Projec Appendix 7.
contacted
across areas
consult with and
. identify what is .
Tocpnsgltwnh sought by the cohort staff time / consultancy Mar-22 EDI Change Project consultation report Appendix 7.
working industry . space fee
. ) of industry
professionals with :
) . professionals
little/no teaching or -
. . create an audit of all
strategic connection .
: courses and their
with the . j
. strengths/weaknesse: . PLs / external audit team? . .
conservatoire- at . . stafftime Jul22 . audit report Appendix 7.
o against what is / EDI Change Project?
regular points in the \
expected by 'the
yearg to carry outa . ,
. . industry
professional audit.
ensure that
Ensure th h . . :
—nsure t. atwhat weaknesse§ are . PLs / EDI Change Projed course change iline with .
is taught is sough strengthened in each staff time Mar-23 o . Appendix 7.
: ) successor? stated aims in audit report
and needed academic area againg
a rigorous criteria
Audit the courses identify comparable . . .
every three years courses at other Every three using this information to feeg
) institutions and staff time years (a into the work with industry | Appendix 7.
against comparable .
compare course degree cycle) professionals
courses. . .
outlines and aims
Look at and critique
rea_d_lng liSts anq identify and precis or
practitioners studied . .
with reference provide rgtlonale for L
0l K3 ANJ Wi all reading lists to staff time Sep21 PLs/ CLs/ Lecturers/ all reading lists ha_l\_/e been Appendix 7.
A A4 ] ensure that they are Tutors looked at and critiqued
WNEBt SOl y (
. relevant, needed and
with course and
: used
industry
expectations.
define what graduate
To e_mbed gra_ldl_Jate attributes are sought a graduate attribute(s)
attributes/artistic for each course and .
" . : . PLs/ CLs/ Lecturers / statement which can be .
citizenry into all amalgamatento a staff time Mar-22 : . Appendix 7.
L . . . Tutors / EDI Change Proje appendaged to official
thinking and planning Conservatoire wide . .
) promotional material
around courses and list through
units - defining what consultancy
Enhancing this is and training | train all staff in what
student r(_each ang dlssemvlniltmg to ALL this r_mght look like in timetabled time trainer and Jun22 all staff training completed Appendix 7.
experience aul ¥TF&| theirarea, classes, space
and students
To createa post to
look specifically at
the use of A&P acros recruitment Mar-22 HR / EDI Change Projec person in post Appendix 7.

courses (strategic)
and ally that with
broadening
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applications and
admissions from
underrepresented
groups whilst
simultaneously
ensuring that there is
provision for them
when they arrive
(re2 dzZNDO S &

Employ Alumni to

speak about their create a remit for ongoing .
) L . HR / EDI Change Project .
experience inside an(  these alumni and events and . through the Events off campus in .
: . . : " : honorarium . PLs/ Events/LCSU/ : o Appendix 7.
outside the building; | identify specific and promotional academic Admissions identified areas
alumni appropriate people year
ambassador(s)
Ensure awareness o
the scaffold theoryof
highsupport/high C .
challengeg to alsobe Al staffetcrlzlncl)ng in this trainer tra;nzcaend Jui21 All staff training event Appendix 7.
embeddedin staff pedagogy P
recruitment
processes
routinely have a
Include students in | student panel for all
the academic staff academic timetabled time | honorarium? Jui21 PLs/CLs/LCSU students on panel Appendix 7.
recruitment process| appointments over a
specified grade
audit current staff staff time Annual in EDI Change Project completed audit Appendix 7
Set staff recruitment make up August 9 ) b P '
targets against create targets based
diversity¢ equity and | on local, national and . Annual in . N .
Representative equality institutional staff time September EDI Change Project aspirational target Appendix 7.
and aspirations
knowledgeable create a digital hub
staff Ensure clearer for training requests
processes for : . staffing Sep21 HR / EDI Change Projec creation of resource Appendix 7.
requesting trainin and add this as a job
g 9 9 role to HR?
Create adedicated -
o ) Create a training
training period- , o
season' which is mor
preferably before the focussed on teachin space, staff Annual in
beginning of the . g staffing, time costs, HR/PLs/SLT/ELT/LGC Appendix 7.
. and learning and o August
academic year for : o training costs
dissemination of
the whole
: knowledge
conservatoire
Formalise through
Committees and The r_le_zed for To merge the EDI | changes to the Termg . Prior tq next EDIC Chair, APWG Chaii New Committee structure .
: additional Committeewith the of References and Staff time N/A committee : _ : Appendix 8.
Working Groups EDI Change Project, EL7 approved and implemented.
resource. 't 2 2NJ AY| approvalthrough cycle.

relevant channels
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To create an
executive
membershipto

Formalise through
changes to the Terms

Prior to next

EDIC Chair, APWG Chai

New Committee structure

working groupst_o of References and Staff time N/A committee EDI Change Project, EL] approvedand implemented. Appendix 8.
support theChairs approval through cycle.
and help coordinate| relevant channels
FOGA2Y A
To rewrite the EDI
Committee Terms of
Referencedo New Terms of Prior to next
Reference to be . . EDIC Chair, APWG Chai| Terms of Reference approve .
reflectchanges but tg Staff time N/A committee . i : Appendix 8.
. : approved through EDI Change Project, EL and implemented.
still be in accordance . cycle.
) : appropriate channels,
with legal regulations
and requirements.
The need for S_Ol_Jrce relevant
additional training externally.
. To provide This should be both
training to ensure appropriate trainin eneral ie how to Prior to next
effectiveness and 2PPTOPHate g gen . , EDIC Chair, APWG Chai - .
i to Chairs of Chair and manage Staff time TBC committee ) j Training event. Appendix 8.
understanding of . . EDI Change Project, EL
Committees and committees, as well cycle.
the scope and : .
: Working Groups. | as more specifically a|
potential. ) I
it relates to specific
committees.
To include an EDI ert(_e a Code of
Practice based on .
code of relevant research thaf Prior to next Code of practice approved
practicein the . . Staff time N/A committee EDI Change Project, EL] P PP Appendix 8.
. is alsatailored to the and implemented.
Standing Ordergp . ) cycle.
Conservatoire and itg
be approved by ELT. )
community.
o review Consult with relevant
the application )
Luminate Group staff
process for NN
. and other institutions .
Committees and who have successfull] Prior to next Further recommendations to
Working Groupso L | Staff time N/A committee EDI Change Project ) Appendix 8.
addressed this issue be provided.
address lack of cycle.
) as to put forward
representation from ”
underrepresented additional
Effective P recommendations.
. groups.
representation of
the whole Casual rate 0
: To undertake a Ensure that there is pay for
Conservatoire o
communit further reviewin student students to
Y. relation to amplifying| representation on all attend
the student voice in | relevant committees Student meetings, Students forming part of
relevant Committees| and working groups Participation (could be Oct21. LCSU, relevant committee committee mem%(frshi Appendix 8.
and Working working with LCSU t¢ P part of the P-
Groupsin establish the most remuneration
collaboration with | appropriate person(s) plan for Exec
LCSU. for this. Officers
within LCSU)
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To amplify the reach
of the EDI Committeg
as to enable the
wider staff body to
engage more

To be discussed
further with EDI
Change Project and
relevant committees
to put together an

Action plan completed and

Appendix 8.

effectively. action plan. Staff Time N/A Ongoing. EDI Change Project, EL approved.
To undertake a
further review of the
Comittee and
Working Group
structure as a whole,
to include best
practice around Appendix 8.
disseminating To be discussed
Lack of information from further with EDI
engagement from meetings, collating | Change Project and
the wider information to feed | relevant committees
Conservatoire | into committeesand to put together an Action plan completed and
community. meeting frequency. action plan. Staff Time N/A Ongoing. All staff. approved.

*Green denotes an action that should beplemented in thenear future.
*Red denotes an action that is reliant upon circumstances outside of the immediate control of the EDI Change Projectrédiamt, @pon a previous action. As such these actions could be delayed.
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Appendix 1- Designated EDI Staffing

Prior to the commencement of the EDI Change Project, Leeds Conservatoire did not employ any designated EDI st
The recommendations set out in this report demonstrate the need for this to change, with a range @diffe
focuses, and experiences required to make the necessary improvements within Equality, Diversity and Inclusion.
At the time of writing, thaigh substantial, this report is by ho means an exhaustive list of the work that could be
done to make the necessaimprovements at Leeds Conservatoire. Every consultation meeting, informal discussion,
and email raised new and valid points, and experiences, that should be taken into consideration. Witmthi in
is vital that we extend our commitment to thearision of designated Equality, Diversity and Inclusion staff.
As the current team of EDI Change Project Coordinators have identified the recommendations, it would be benefici:
to extend their roles until the end of the calendar year, to enable them twa¢he recommendations set out in
this report. From consulting with the Director of Student Recruitment and Marketing, we agreed that this would be
advantageous, as the varying working backgrounds of the current team lend themselves well to speciairs ah
the key areas of the report.
1 Dermot Daly could continue to utilise his experience as an Academic tutor, and focus on the necessary work
surrounding reforming the curriculum.
9 Nick Burdett could continue to utilise his experience of working proalstiwith the Students Union to
develop the work on student representation.
9 Sophie Bannister could continue to utilise her experience of working in policy and planning to help embed
the necessary policy changes, and continue to develop the committees atkthgygroups.
This timeframe would coincide with a period of leave for the Director of Student Recruitment and Marketing, who
had been line managing the team. Upon the return of the Director of Student Recruitment and Marketing it would
be necessary to réew the progress of the current team, with a view to recruiting an EDI manager to focus on this
work, who would be supported by staff members working on specialist projects that related to their experience, or

position within the conservatoire.

Appendix 2 Staff Recruitment & Retention: Improving Diversity across
the staff workforce

Appendix 2.a: Staff representation and opportunities for progression

2 Ke AayQi (KSatlss "2 of tRe\o@anisdtiond &
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There aresignificant issues agkpresentation acrosthe HE sectorin particularwith regardsto ethnicdiversityc
with only 1% of professors identifying as Black (less than 3% across wider staff Waihow that this can impact
on the learning experience for our studentaffech Y3 | & (0 dzR Sy (i & Ohd @awdrgnasS of th&isseeS t 2 v
experienced by students from different ethnic backgrouhds
At the conservatoirgthe 201920 EDI Profile report identified the following key results:
§ Staff applicants who have declaredalidities have relatively low shortlisting, offer and accept rates. Whilst
staff applicants who have not declared disabilities have relatively high shortlisting, offer and accept rates.
1 Staff who are BAME* have relatively low shortlisting, offer aockpt rates whilst staff who are white have
relatively high shoristing, offer and accept rates.
1 Gender has relativelpw bearing on staff applicatioand progression rates, though there remains ggda
the offer acceptance rate.
1 Support staff ethnicit proportionsare very similar to the sector averages for support staff, whilst academic
staff ethnicity praportions significantly diffeto the sector.

1 There is 0% ethniciy pay gap amongst support staff.
Appendix 2.b- Staff Recruitment

RelatedRecommendations

1 Providetraining, guidelines and best practice for recruiting managers in consideration of how new rc
are created with respect to desired vs essential skill and experience, how and where roles are pror
and how candidates are asseske

1 Widenthe talent pool of potential applicants by building networks and relationships across the sectc

to promote job opportunities.

Ensure accessibility of Job Descriptions, Person Specifications and Job Adverts

Ensure transparency in decisiomaking process for internal vs external recruitment.

1 Review the Job Descriptions and Person Specifications that we use to remove any unnecessary cfi
that could deter applicants

E R

It is vital for Leeds Conservatoire to review its staff recruitmentiicas if we wish to ensure that we are employing
a diverse workforce that is truly representative of society. The need for this was reinforced in the staff wittvey

feedback including the following statements:

dt seems quite difficult at times to increase diversity when recruiting for new staff as it doesn't feel like the range of
applicants within some disciplines is very wide. i e.
recruitment to the degree pathways. There is always Auge gender imbalance and its not always clear how we are

or can improve in addressing thisd

3 https://www.hesa.ac.uk/dataand-analysis/staff/table? (accessed 5 May 2021).
4 Black, Asian and Minority Ethnic Student Attainment at UK Universities: #Closingthegap, Universities UK, National Union of
Students, May 2019, p. 17.
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ol was a student here in 2008, and its been lovely to
be making sure that the Staff, Guest Lecturerand ELT and Board mirror this proc

O0We need to work harder to employ more black academic
minority ethnic communities. Especially in department

We must look at howve present ourselves as an organisation, how we promote the roles that we recruit to, what
we include in job descriptions and person specifications, and how the selection process fundamentally operates.
From consultation with members of our HR team we higlemtified several areas which could be improved upon.

9 Job Descriptions and Person SpecificatiombBesecan be seen as elitist, and can be a deterrent for potential
applicants. Many of our academic staff vacancies ask for high level academic qualicatio HE teaching
experience. Whilst an applicant with this background could be seen as desirable, it raises some concerns
when attempting to appeal to a diverse range of applicants.

o Firstly, we are aware that the HE sector is lacking with regards ¢ositiv. By including a
requirement of HE teaching experience we are already limiting our potential talent pool to an
already limited selection, with regards to diversity.

o Secondly, by highlighting the importance of highel academic qualifications, weedless likely to
receive applications from those from lower soeiconomic backgrounds, where extended study
might not have been a viable option. We are also limiting ourselves with regards to applicants who
may have opted to develop a professional profitea practitioner, rather than an academic, which
for many of our practical based academic roles could be perceived as equally valuable. This point he
been raised by an academic within our Junior Department, who has struggled to get the opportunity
to beconsidered for HE teaching roles through a lack of a postgraduate qualification, despite having

a good professional profile, and already being considered highly within the Junior Department.

Currently recruiting managers provide HR with a job descripfi@nson specification and advert text. Though this
would allow recruiting managers to select their own criteria, there is no training, or guidance available @aahis
many recruiting managers opt to use the same templates that have been used in thevipasut considering how
editing these could have a positive impact. This model is the same for business support staff. Although the criteria
for many business support roles may not centre as explicitly on academic qualifications, it would still heidde¢aef
review all job roles before promoting them, to ensure we are not unconsciously (and unnecessarily) limiting our
talent pool. It would be beneficial to offer all recruiting managers with both guidelines and training on this prior to
advertising fomew posts, ensuring that they are aware of why this is important from an institutional culture, and

representation, point of view. Jobs.ac.uk are currently looking at how to diversify their recruitment practices, and
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this is something that we should be mitoring. As they are the main recruitment site for the sector, we could hope
to learn from their best practice in the future to further develop the guidance that we can offer. Failing this, we

should seek guidance from a specialist recruitment agencyeshpractice in this area.

Ourcurrentapplication process is points basednd this can sway who reaches the interview st&gcruiting
managers score applicants frorBCacross a number of factors that are linked to the person specification. Without
2yaOAz2dza GK2dAKG 20SN) gKIFd Aa O2yaAARSNBR WSaaSyudaalf
edpId | al aliSNRBR ljdzZ t AFAOFGA2y OFy &02NB Iy ILLX AOIyYI
need for the role. Not ogldoes this points based system put applicants with less traditional academic backgrounds,
or those with less formal teaching experience, at a disadvantage when it comes to shortlisting, it can also be a
deterrent to those who may otherwise consider apptyifor these roles.
1 Anonymous Shortlistingtn theory our recruitment process is fair as all applications have been anonymised.
In practice this may not always be the case, particularly when recruiting for academics with specific
professional profileg they can become easily identifiable. To combat this we always have a second person
scoring the applications, to reduce the chances of any biased practice. We have yet to see the EDI data for
recruitment for this year yet, so at this stage it is unclear ashether anonymous shortlisting has made a
difference.
1 The Interview process:

0 hdzNJ AYGSNIDASG LINPOSRdAINBE A& FLANI & O2yaradaSyd:
practices, and the wider Luminate Education Group.

0 Though consistency can ha advantage in ensuring a fair selection process, the formal interview
procedure may not be the most advantageous method of recruitment for all roles. We understand
the necessity of keeping a consistent process, however we can include tasks in thewntbat
allow applicants to showcase their skills aside from a formal interview procedure. Currently we often
include a presentation task for management roles, though we rarely consider creative tasks for
lower-grade positions. It could be argued that imgorating a task into the interview procedure
could prove beneficial to more diverse applicants, who may not favour the more traditional
interview approach. There are no rules over how these tasks could be weighted against the
guestions included in the istview.

o0 The formal interview procedure can be intimidating to some applicants, who may not have
experienced this before. Our HR team do try to put all applicants at ease when greeting them prior

to the interview, however they are not always available feery interview. It would be
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advantageous to include guidance notes for recruiting panels on how to greet applicants to put them
at ease prior to interview, to ensure that this happens for every applicant.

o Currently our interview panels comprise of thre¢eirviewers, and we try to ensure that there is a
mix-gendered panel, to reduce the chance of a biased selection process. Ideally we would include a
mixture of ethnicities on the panel, however this is rarely possible due to the lack of diversity in our
current workforce. This could be combatted slightly by promoting the interview panel as a useful
development opportunity for staff. We can include staff from any level within the organisation as
the third member of the panef and this opportunity is rarelytilised to its full potential by
recruiting managers. It would be useful to promote this development opportunity to all staff, and
then to create a database of those who would be interested in assisting with recruitment, that

would be made available to atbcruiting managers.

Accessibility

From consulting wittmembers of our HR teafhbecame clear that we, as an organisation, do consider the needs of
applicants with disabilities, however it could be argued that we do not do enough to explicitly pronimte them

at the point of application. Stonefish provides our current recruitment software, and we are aware that this does not
allow for the use of different fonts which can be more accessible for visually impaired applicants. We do currently

state thefollowing on our website when recruiting for jobs:

dLeeds Conservatoire aims to be an inclusive employer and we welcome and encourage applications from a range
different backgrounds. Shortlisting is anonymous. Your hame and personal details willvigibllego the

shortlisting panel until the shortlist has been completed.

We are committed to fulfilling our responsibilities under the Equality Act 2010 to provide appropriate adjustments fo
disabled candidates (including lotgym health mental healttand neurodiverse conditions). Please contact our HR
team as soon as possible if you have any adjustments or arrangements that would enable you to engage and

participate withtheapp A OF GA 2y | YR %aSt SOUGA2Y LINRPOSaadé

Though this is included at the endedich jobadvertA G A& y2G SELX AOAGt&@ LINRY23GSF

which would be advantageous when looking to recruit a more representative and diverse workforce.

Promoting to diverse applicants

5 https://jobs.leedsconservatoire.ac.uk/Vacancies.a¢pecessed 3 March 2021).
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We do use a number of different job siteden promoting our vacancies, though they rarely ensure that our
recruitment is targeted towards a diverse audience. For example, we can use jobs.ac.uk as a method that ensures:
reach a wide audience, though this still tends to only reach those alreat§ing in HE settings, and this sector

already lacks diverse representation.

We have had success in the past when we have had more of-@ Iftgm recruiting managers who are more likely

to have access to specifietorks of potential applicantthat mayvary from the options already used by our HR

team. For example, we know that the creative arts sector does not lack diversity to the same extent as the HE sectc
Therefore if we were able to advise recruiting managers to promote vacancies to their vevealcreative

communities, whether through social media, word of mouth, or more traditional routes (that may be unknown to
HR) we are likely to increase our chances of appealing to a more diverse range of applicants. Although we cannot
guarantee succes® fan applicant, we can suggest that individuals should apply for a role. This can make a great de:
of difference to those who may otherwise feel deterred from applying.

Jobs.ac.uk are currently looking at how to diversify their recruitment practiceghéis something that we should

be monitoring.By utilising our partnership with Black Lives in Music (BLiM) we have further access to best practice

across the sector. BLiM are keen to work with us on our recruitment practices in any way that they can.

Internal Applications

Offering vacancies to internal applicants only limits our opportunity to diversify our workforce. Currently it is up to
0KS NBONMzZA GAY3I YIFyF3aISNI G2 | ROAEAS 2y 6KSGKSNI I NBfS
reasons for doing so, we should ensure that we only allow this practice for specific circumstances. Recruiting
managers should only be able to advertise internally if there is a risk of redundancy within the organisation, so that
we can protect the jobsfamur current workforce, or if it is necessary to build on a fractional contract within our

current workforce, which could aid us in staff retention.

Appendx 2.c - Staff Progressioand Retention

Related Recommendations

9 Provide targeted professionalevelopment programmes to support career progression of staff from
underrepresented backgrounds.

1 Ensure flexible working is possible for staff, where appropriate.

I Review promotion scheme for academic and business support staff, ensuring a clear arjdidair
evaluation process

The EDI Change Project Staff Survey gave us valuable feedback on our staff progression practices across the
institution with feedback including:
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Though the different procedures between academic staff and business support staff are not necessarily related to
protected characteristics, it is important that we as an institution insure that we are open about our progression
procedures, to ensure thatlanembers ofstaff have development opportunities where relevaihis is particularly
relevant when considerintipat our business support staff demonstrate greater diverse representation than our
academic staff (with regards to ethnicity, gender, disgbd we do not have this breakdown fotleer protected
characteristics).

Academic staff are able to apply to the academic promotion scheme on an annual basis where their experience anc
gualifications are taken into consideration, walkview to potentialf regradingnembers of academic staff from

Grade 7, potentially up to Grade 10. This procedure is fairly well established, and there is clear guidance on what is
expected of academic staff across each of these gfadesbling staff to have a clear undensding on what they

need to do to progress. This is not replicated for business support staff.

Business support staff are able to discuss promotion through the Job Evaluation process, and this would usually tal
place through the appraisal procedhough there is a framework for the different grade descriptions availaiblis

not specific to business support staff, and lacks the same level of detail that is offered to acadenfostaff.

example, an academic member of staff would be able to vsenditment to Equality, Diversity and Inclusion,
participation in a committee or working group, and enhancement of the student experience, as supporting criteria
for promotion. This criteria is not considered in the framework for business support staffw@hkiraised in the staff

survey, with one respondent stating:

St tA1S GKS AyT2NNIGAZ2Y A& GKSNB 2y { LI OSsz (K2
AL 2NEO ®Q

6 See Appendix 10.
7 See Appendix 11.
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As Leeds Conservatoire is a relatively small institutiveret are few roles that are replicated within the
organisation. With this in mind, opportunities for promotion are often rare, particularly as we tend to have a low
rate of staff turnover.

Training is available to all staff, and the opportunity to discagsading is available as part of the appraisal process
for all, although this is not explicitly mentioned, so can depend on hovwaptive the appraising manager, or staff
memberbeing appraised is at the time of the appraisal. This does not allow famsastent approach for all

members of staff. One of our survey respondents reinforced this lack of consistency through $tatitigey need

to be:
WY2NB g NB 2F Ald0 wliKS 2LILR2NIdzyAGASa F2NJ LINRPINBaaaz

We would benefit greatljrom replicating the clear criteria for each academic grade description, for business
support staff too. Although some of the criteria is likely to differ, those related to institutional values, contribution to
strategic vision and positive feedback shobdlheld with the same regard for all stafhis should then be linked to

the appraisal form, and monitored to ensure these conversations are taking place on an annual basis.

Flexible Working

The Covidl9 pandemic has forced all organisations to ameradrtivork practices, ensuring that staff can continue
to contribute in a more flexible manner. As an organisation we should use this as an example of how we could
continue to operate, in a way that does not create additional barriers to staff who othemasestruggle to benefit
from developmental opportunities. Throughout various national lockdown periods, staff have had to balance
working from home alongside childcare and home schooling responsibilities. It is not unreasonable to consider
flexible working and remote working, aengterm options for many of our roles. This could enable Leeds
Conservatoire to appeal to a more diverse talent pool, as well as ensugneater chance of staff development

opportunities for our full range of staff.

Appendix3 - Institutional CulturgStaff): Creating a Safe and Inclusive

Environment

Table 1(below)maps out the current provision glupport,systems and structures in place at tbenservatoire

which support three kewreas of investigation.
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Area of LCpolicies,procedures, strategies anGovernanceCommitteefKey Departments/ People
Investigation plans & Panels
Bullying, 1 Grievance Policy and il EDI Committee [ELT/SLT

Procedure (including Bullying
and Harassment)

harassment HR
1 Complaints Policy 20121

discrimination and

1 Performance Management
Policy and Procedure

1 Disciplinary Policy Procedurg

Creating asafearn {1 EDI Objectives 2032020 1 EDI Network HR
inclusive 1 EDI Committee
environment Student Services
1 Organisational
Development

Committee
(ODC)
Staff 1 2019/20 Equality, Diversity 1 EDI Committee [ELT/SLT
. aand Inclusivity Profile Repo
Representation . .
Pay Progression Policy
and Opportunities 1 Staff Probation and Appraisa HR
for Progression Policy

1 Recruitment Selection Policy,

Table 1 Current provision of support, systems and structures in place at Leeds Conservatoire that relate to key
areas of investigation.

Earlyonit became apparent thatinderstandinghow these policies were put into practice would be imperatinve
understanding the culture dhe organisation. Initial investigation includedd-1 discussions with key individuals
involved in the three areas above.

Consultation started fron®ctober 202Gand saw responses frostaff across the organisatiothrough 12-1
consultation, staff survey and group discussion (Open Channel event).

The staff surveyasdesigned to understand the views, experiences and understanding of equality, diversity and
inclusion at the conservatoire, covering the following areas undsitinional Culture.

Questions surrounding institutional culture centred on the following themes:

1 How much of a priority EDI is afforded within your team and the organisataverall
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Whether the conservatoire creates a welcoming & inclusive environment
What staff think of the balance of diversity amongst its students/staff/visiting lecturers/leadership

What do staff think of the development opportunities here to progregghis forms part of an investigation
around representation amongst our teachibgdy, leadership, pay gaps etc.

How does the conservatoire deal with discrimination, bullying and harassmem?at type of culture do
we create which allows individuals to speak openly about the issues thegrdahallengediscrimination.

In understandingvhy individuals might not raise grievances and complaints, we recognise the need to build an

environment of trust such thadtaff and student$eel ableto come forward

In 2020 Universities UK released the following recommendationertoat racialdiscrimination in higher

educatiorf
1 Leadership prioritising tackling of discrimination by taking ownership and responsibility for overseeing
activity across the institution.
1 Creating a culture wherepen conversations about racism and ra¢iarassmentan take place (examples
include training, behaviouraldmeworks, institutional values).
¢ Training and raising awareness.
1 Centring the voice of those with lide=xperience of discrimination.
1 Develop confidence in being able to hold open amsations about discrimination.
1 Ensuring that staff and students are aware of expected behaviours and being consistent with the sanctions

for breaching these.

Appendix 3.a: Executive Leadership Team

Related Recommendations

I Executive Leadership Tea(&LT) to drive forward, oversee and be accountable for strategic change i

relation to EDI.

1 ELT to actively promote and model the expected behaviours and values of the organisation.

Of our leadership, we ask thatK S O 2 y 4 Exddativel L2ddéidbizamdrive forward and oversee strategic

change in relation to EDI, ensuring that each department has clear objecttaegetsand measures to monitor

progress andensure accountabilitylt is vital that all members of ELT carry out the following aatvit

il

Leadership team to support with the recruitment of designated EDI staff for Leeds Conservatoire.

8 Tacklingacialharassmentn highereducation(Executivesummary)UniversitiesUK,Novembe 2020
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1 Leadership team to ensure directorates have clear targets and objectives related to EDI, with appropriate
resources and expertise available to drfeeward and monitor progress.

1 Leadership team to undertake EDI training to ensure that they are able to embed good practice throughout
the organisation.

1 Leadership to set organisational shared values, working with HR to create framework of demienstrab
behaviours against grading structures.

1 Once completed, Leadership to ensure framewisrieinforced and promoted to curreaind new staff
through appropriate channels, including; training, induction, appraisal & promotion processes.

1 Leadershigeam to work with all relevant managers to ensure that they are implementing the EDI
recruitment practices that are set out in the EDI Change Project report.

1 Leadership team to champion all initiatives set out in the EDI Change Project report.

Aswell & Syada2NAy3 GKIFIG 95L A& SYOoSRRSR I ONRaa GKS 2NHL
our leadership (ELT, Board, Management) instil the values of the organisationoated the behaviours expected

of the student andstaff body- makingclear what theexpectations are and what happens if these are breached.

Table2 outlines where and how institutional values and behaviours are accessed alongside proposed changes to
ensure these are embedded within staff and student expectations.
There are currently a number of gaps in the way behaviours and values are communicated to staff:
1 Grade Descriptors not highlighted as part of induction and probation process.
1 Within the Appraisal, only staff with line management duties or academieslatie reviewed against
expected behaviours as outlined in tManagement Charteor Grading Descriptors PartrBspectively.For
non-managerial business suppastaffthe appraisal lists organisational values and some behaviour expectations
(Initiative; Team working; Customer service and focus; Interaction with other areas/departments; Engagement)
but provides no descriptions forwhii  O2 y & A prazicéianyben2hzn&lés against job grade.

1 The Grading Descriptors themselves only cover taskackigesponsibilities rather than expected

behaviours.
Communicating our expected values an¢Communicating our expected values and
behaviours (Current) behaviours (Change Project Proposal)
Staff Organisational Strategy Induction*
Appraisal Appraisal*
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Grade Descriptors Part A (pditne Organisational Strategy

academic teaching staff)

Grade Descriptors Part B (pdime Behaviours Framework

academic teaching staff)

Organisational Values

Staff Development Days

GradeDescriptorsPart A& B

Internal Communications

Demonstrable behaviours to be considere

as part of promotion process

Students Student Charter On campus campaigns aadiarenessaising

(e.g. Zeretolerance policies)

Student Handbook

Student Code of Conduct

Student Conduct and Disciplinary Policy

Complaints Policy

Table 2. Methods of communicating expected organisational values and behaviours
Appendix 3.b- Luminate Education Group

Related Recommendations

1 Createa culture for staff to have open conversations about discrimination and harassment, centring
voice of those with lived experience by providing the forums, opportunities and mechanisms for
support.

This academic year has been a challenge with regardagaging with staff and students on topics not directly
related to their work. We are aware that our staff community lacks diversity, and in a relatively small organisation
this makes it difficult to provide opportunities to minority groups, witholibse who identify as part of those groups

feeling pressured into taking on this work due to a lack of other options.

Through consulting with Tiwonge Chipetarfner Luminate Education Growgmuality, Diversity and Inclusion

Manager) at Leeds City Colleges hecame aware that the Luminate Education Group had staff forums for a number
of protected characteristics that could offer a solution for Leeds Conservatoire staff. These forums would offer a saf
space for members of staff to discuss their shared expess, participate in social activities, and network with

other members of the Luminate Group who they may not have had the opportunity of meeting otherwise.
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As members of staff at Leeds Conservatoire we are able to join these networks, but this hasmutitely

promoted to us through the Luminate Education Group. There is further information on*Spéttelinks to the

relevant pages required to sigrp ¢ and whilst these can be found by staff, it is unlikely that we shall see a
significant number o$taff joining them, without more specific communications from Luminate to demonstrate that
they are available for them. Though we can do more to promote these internally, and this is something that would
benefit from working with the new Internal Communims Officer, it would be more beneficial for promotion to
come through a visible presence at the next Staff Conference at Leeds Consenlatéien through these

forums that specific, targeted training opportunities are promoted to underrepresntembers of staff.

Appendix 3.c- Bullying, Discrimination and Harassment

Related Recommendations

1 Develop an anonymous reporting system for those who may be deterred from the formal reporting
procedure

9 Introduce an anonymous reporting system fetudents who may deterred from making a formal
complaint.

9 Offer training to elected LCSU officers in how to support students through the formal complaints
process. These could act as an independent resource to the wider conservatoire. Support could be
shared amongst the officers, depending on the nature of the complaint.

What is the nature, scale and prevalencediscriminationtaking place at the conservatoire?

From consultation with HR, there have been relatively fesnal compldnts made over thdast 5 years, none of

which werespecificallyrelatedto discrimination. Tis, howeverA a8y Qi y SOSaal NA f daprolemA y RA
at the conservatoirelt is vital thatwe look to understand theeporting systemshat we havein place which pable

staff to raise concerns, to understand whether they allow staff to speak openly, and honestly, about their
experiences.

Currently, the wayhe conservatoiralealswith grievances is to first seek to resolve issues on an informal basis
throughanem@ @ SSQa fAYyS YIylI 3SNE ¢ K AGeweverthisiSayisShatitisdifficultita | y
monitor the nature, scale and prevalence of discrimination taking place at the consernv@atmesuming that the
YFEe2NA (e 27F Ol a $ages X¥hyeSigatonB OK F2NX I  a

It may bethe case that the majority of grievances are dealt vidila satisfactory level for the employead

therefore no furthersignificantaction is required. If this is the casg,minimum,the conservatoirsneedsto

9 https://space.leedsconservatoire.ac.uk/course/view.php?id€a8cessed 5 May 2021).
10 https://www.acas.org.uk/dealingvith-a-problemraisedby-an-employee(Accessed 6 January 2021).
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ensureits systems enable a consistent approach delivered through robust procedétesngoing monitoring in

addition to regulatraining for line manageri& how to appropriately respond toases of discrimination.

However, we too must recognise tlshalleng for employeesn raising grievances/ cases of discriminatianboth
informal and formal stage$n Tackling Racial Harassment in Higher Educatewer than half

ofthe 250staffdzy A S NEAG& &Gl FF NBaLRyRAy3 G(tadtieir exgeizdce 1 tidirA y S
university'!. It may be particularly difficult in the case of microaggressions in the workplace for employees to report

or challenge behaviour, with one participant commenting:

G¢KS YAONRIFIINBaarAzya Aa (KS oABROBAJH®AR2Gdz02R21084
doingh y@ KAy 3 Fo2dzi AGkNBLEZNIAY3I Adéd

Further, the report found that staff were most likely to experience harassment from their managsesior staff
making it even more difficult to raise concerns or challenge behaviour.
When asked to comment on discrimination, bullying and harassment at Leeds Conservatoire in the staffisurvey

received the following comments:

WL 1y296 oKEBENBAAKSAAYHTRENRIdAK &SINDKAYy3a F2NIAGO L R2y
dzy RSNR UGl YR 6KSGKSNI 2NJ y24Gd S KFEyRfS 95L 02y OSNya ¢S

Wia F YFrYF3ISNIL KI@GS Ayairdakia Ayid2 GKS LINRPOSaaShot ' yR
be as transparenttone | yF ISNA I adl FFQ

Here we can see that there is a concern surrounding how easily accessible the information is, and an explicit conce
that the relevant procedures may be more accessible to those in management positisrimgbrtant for us to

review our processes to ensure that they are accessible for all.

Some institutions, such as the University of Cambridge, have utilised anonymous reporting as a tool to collect data
understand the scale and type of misconduct erigrced at their institution and subsequently to monitor

campaigns they have put in place to raise awareness and engagement with its community (see Case Study 1 belov
Indeed,anonymousgeportingh & | f 32 NBO2YYSYRSR gAGKARE 91 w/ Qa ¢ O f
OWhere these do not already exist, universities should develop and introduce clearly defined channels for

reporting incidents of racial harassment, including the option for anonymous reporting where possible. Details of

11 Tacklingacialharassmentiniversitieschallenged Equalitiesand HumanRightsCommissionQctober2019
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the system should be communicad routinely to all staff and students to encourage usage. The provision of
appropriate support to the reporting party should be a key consideration in designing reporting systdeckling

Racial Harassment in Higher Education)

Case Study: Anonymous Reporting at University of Cambridge

In 2017, University of Combridge set up anonymous reporting forstaff and students to report
incidents of harassment, hote crime and sexual misconduct for statistical purposes. According
to their findings, some of the most cited reasons fornot reporting complaints include not
feeling like anything action would come from raising concerns, fearof retaliation by the
perpetratorand social repercussions.

Data from the anonymous reporting toolwas monitored against awareness raised via the
institution’s sexual harassment compoign. Here they observed increase in participation with the
anonymous reporting toolat key milestones for the campaign, indicating the importance of
timely and visible promotion of the tool with engogement.

The anonymous reporting toolhas enabled the University to measure the impact of some
aspects of its sexualmisconduct campaign on the University community and to look more
closely at the barriers to formalreporting.

One of the key benefits stated by the University of Cambridge has been to measure theimpaoct
of its sexualmisconduct compoign on its community and to look more closely ot the barriers to
formalreporting.

Whilst, anonymous reporting 2 dzf Ry Qi y S O S &ci én ik coplaintfitéel, iouldzgive (is2an idea of
the scale and type of problems being experienced at the conservatoire. This would be befriefieldmple, in
knowing whereand how to prioritise resources and effortand also raise awareness and understandifithese

negative experiences.

Student Disciplinary and Complaints

For students, there artimited details around expected behaviowggecificallyrelated to EDE within the Student
Charterthis is limitedtod ¢ NBF G Ff € adlFFFs FStft2¢ aldd@Slydiay 2 RS DA%
FLILINBOALFGS YR tSINYy FNRY (KS RAGSNERAGE 2F (KS O2ya
includes a copyf the Student Charter, there is a section on Academic Misconduct but not the Student Code of
Conduct, whichis hdd in a separate document.

At the time of writing we do not have a separate Quality Administrator within the organisatimse role would

include handling student complaints, and issues surrounding student conduct.

With regards to student disciplinary cases, we have only had five cases reported in the past academic year (20/21)

and none of these centreon discriminationHstorically we have had incidents of sexual harassment and assault
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which could be linked to gender inequaliyhough specific details of these incidents cannot be shared for
confidentiality reasons, they are often formally handled by the police.

Throughstaff consultation it became apparent that we do not receive many complaints from students. In general,
most of the complaints received tend to centre around academic issues such as marking, missed sessions and the
guality of course. There have been neoeded complaints that centre on EDI or discrimination. Thabghcould

be perceived apositive,as with staff complaintghe reality of the situation is that we opimonitor the formal
complaints. Ay incidents that do not go through the formal comipks procedure are not recorded.

Consultation conducted suggest#tht the complaints procedure itself could be seen as a deterrent for making a
complaint, as it is fairly complex. In an ideal situation we would create a simple online interface whemtstud

could report any complaint or grievance, with the full procedwaikable to read, but separafeom the reporting
system, to make it more accessible, streamlined, and less intimidating. The full document can be quite
overwhelming, with the languaggsed not always accessible.

Introducing an informal reporting procedure could inform us about whether we do have incidents that relate to EDI,
which students do not feel comfortable reporting. One possible method of capturing this information would be
through an anonymous reporting system, which could function in a similar way to the one stated pyefoossaff

use This system could allow us to understand the themes surrounding complaints that sigvicay have been
consideredoo minor to report.The themes captured from this reporting system could feed into the organisational
EDI training, and relevant liberation campaigns.

Another suggestion mentioned through our consultation surrounded the lack of an independent resource that could
support studens through the complaints process. Other larger institutions are able to offer this support through
their Student Union, currently we do not have the capacity to do so. Currently staff are not trained to handle
complaints. It could be that training is ofé=t to the elected LCSU officers to aid the students through this process if
required, as they are able to act independently to the wider organisaifibis could be incorporated into the EDI

training offered to LCSU Executive Officers through their inditt the roles.

Appendix 3.d¢ EDITraining

Related Recommendations

1 Development of egular mandatory and optionafraining programmes for all staff with opportunities to
share professional practice through staff conferences, networks and/or team meetings.

9 Utilise links with the Luminate Education Group to enhance the training opportunities available to
Leeds Consentoire staff.

T Investin EDI training for the LCSU Exec Officers and Liberation Representatives.
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Currently Leeds Conservatoire lraandatory EDI traininfpr staffwhich s supplied by the Luminate Education

Group This EDI training is adearning couse, which takes approximately one hour to complete, and is renewed by
all staff every three yearsembers of our HR teamstated that we had hoped to review the training that we
OdzNNByGte 2FFSNE & Al A 3ywgtaie nahadihe edbidde tod@®so.l 9L Qa X 0 d.
Now that our HR team has been incorporated into a Shared Service within the Luminate Education Group, we do
have options that were not readily available to us bef@bared Services includes a lntlag and Development
schemewhich we could be allowed access to, and this includes an excellent staff development gateway. Currently |
has been a barrier to accessing this, with the two institutions struggling to access different online proltigons.
essential that we continuestinvestigate a way to ensure that this gateway is accessible for all staff, to allow staff to
benefit from the wealth of resources available to the grotipough this would be a sensible, and cost effective,

option for us moving forwards, there is a cont¢hat some of the training available to us could be FE ceqtaicd

would not be relevant to a specialist HEI.

With this in mind it could be advantageous for us to look at external training providers, utilising the partnerships that

we have as an orgasation, and also focusing on the specific requirements that we have, as a specialist institution.

The need to seek out external expertise to feed in to our EDI practices was reinforced throughout our staff survey.
Whenasked!/| 2 g R2 &2dz (KWW §2iABBRAI y2YVH¥BNRPOS Ada | LILINEI OK

responses included;

WL GKAY]l Fff &addzRSyida I yR GFFF aK2dZ R NBOSAGS (NI A
adzLJLI2 NI 2dzNJ 95L AYAGAFGABSadQ

QX

®w?2 S & K 2edrinRréfessidhglsdo plan for inclusive practice before a staff member is appointed.Mdment
GKA&a A& NBIOGAOYGS YR a2 KlFLa G2 oS Frad FyR Flrffa G2

wW95L A&6 Wky AadadzS (KI G pbtengalyzompulsdryefemeyitoNstaff thaifiryédul§ R 3 S
GFrO01tfS (KAAQO®

This feedback demonstrates the need for further institutiside training, as well as reviewing the positive impact

external expertise may bring to this training.
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Black Lives in Music

In Autumn 2020, Leeds Conservatoire signed up as a Founder Member partner of Black Lives in Music (BLiM). Thi:
partnership gives us access to a wealth of industry specific research on racial equality, support from a BLIM

Relationship Manager, and signsugsto their charter, amongst other things. BLiM states the following:

Black Lives in Music wishes to work with organisations, ensembles and companies throughout the UK music indus
We wish to open dialogues and build relationships in the true spinibrking together. We want to collaborate with
all agents of the UK music industry to achieve equality for people of colour so they can express themselves in musi

all genres and in all areas of this profes§ién

From discussions with Roger Wils@iréctor of Operationg Black Lives in Music) we identified a number of

potential external training optionfr us.

Although BLIM specifically focuses on racial equality within the music industry, the training providers who they work
with, and recommendhavea broader experiencand would be able to create bespoke courses that could focus on

wider issues surrounding EDI, rather than focusing solely on race.

It is essential that all members of our leadership team receive EDI training, to ensure thatdhegmbedding
good practice across the entire organisation, and to ensure that they take ownership over our EDI provision with

the awareness that it should be the responsibility ofl atather than a designated few:

With this in mind we have identifieBignifief® as a potential training provider (as recommended by BLiM). Signifier
offer between 46 sessions of bespoke training targeted towards the creative industries for £2500. Although it would
be advantageosi to offer 46 sessions to ourdadership tea, we are aware that this may not be practical due to

time constraints. Through this offer we would be able to repeat the sessions for a wider pool of staff, to include

committee chairs, and members of SLT, as well as ELT.

It is essential that we centréhe voice of those with livel experience of discrimination, to understand the
challenges that we face as an organisation. We hope to do this by upskilling our LCSU Executive Officers to ensure

that they are able to fully represent the sident community tha they serve:

2 https://blim.org.uk/charter/ (Accessed 5 May 2021).
13 http://www.signifier.org/ (Accessed 5 May 2021).
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Signifier would be able to offer this training in the same format as stated above. Although there would be crossover
in training content, we would expect this to be bespoke in nature, to reflect how the responsibilities of elected

officers dffer in comparison to employees of the conservatoire.
It is essential that ve create a culture where we can have open conversations aldeDi

As stated, EDI is the responsibility of everyone within our organisation, not just those in managasigohs, or

those working specifically in this area. It would not be viable to offer external training to alindtualed staff, as the
scale of this would come at a great expense. Rather than looking externally for training, it would be more cost
effedtive to train members of our staff within the organisation to train those around tlidmoth staff and students.
¢CKNRdAAK dziAftAaAiAy3d | WeENIFIAY GKS ¢NIAYSNEQ LINRPINI YYS
organisation to condudhe necessary training, and to repeat this on an annual basis, for new starters, and for new
students. These sessions would be more engagipgcificand worthwhile than the current online content for staff,
allowing us to open up conversations surrourglEDI, which is key to nurturing a positive institutional culture.

From this we could identifigey areas to improve on.

In person training for staff could form part of the annual staff conference, with a hope of reaching as many staff as
possibleatonéi A YS® ¢ KNRdZAK RS@GSt2LIAy3 GKS&S SELISNIAAS (KNZ
able to offer an element of flexibility with regards to follayp sessions for our fractional staff who may not be able

to attend the staff conference. This ikay group of staff who often miss out on this sort of ofgpoity.

Appendix 3. e: Accessibility and Disability Awareness

Related Recommendations

1 Ensure the existing work of the Digital Accessibility Working Group is considered and embedded wi
Shared Services.

1 Consult with HR on how best to develop an Equality Impact Assessment around changes to
infrastructure based on current employees and their needs.

1 Investigate specialised training for future EDI Project Coordinators to beitdorm aspeds of disability
within the ongoing Change Project.

The Staff Questionnaire offered participants an opportunity to undertaké adnsultation with a member or
members of the EDI Change Proj&die consultation provided a platform for participantssipeak freely and openly
about their experiences at the Conservatoire without{get questions or expectations. One such consultation took
place with a member of staff who identified as disabled.

The member of staff reported both positive and negativpenences of their time with the Conservatoire. Reporting

of the consultation has been demarcated by subject area as it relates to facets of the Conservatoire.
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Accessibility

The participant ited the Digital Accessibility Working Group (DAWG) and womkiucted by the Estates and

Facilities team to accommodate specific requirements as successful demonstrations of inclusivity and accessibility
within the Conservatoire. However, the participant also voiced concerns over how much of this work would
penetrae into the ongoing establishment of Shared Services within the Luminate Group.

Another area of concern raised was that of returning to work following the €#dlandemic. The participant

noted that hot desking had been suggested as a future meansaoihgfworkspaces, however, due to their
requirements for specialist equipment, the participant was concerned that this arrangement would not be a feasible

option for themselves.

Culture

The participant voiced apprehension over advocating for themseMesy were concerned that they may appear
problematic when raising particular issues around their disability.

The participant stated on several occasions that they have felt overlooked in thenpatdtion to such issues as IT
accessibility, online tiaing and Campus moves, and stated that they would prefer for reasonable adjustments
concerning staff with disabilities to be made during planning processes and not as an addition after implementation
In terms of information sharing, the participant natéhey had passed on relevant information to Student Services
around accessibility, and felt confident in that information being disseminated or explored appropriately.

Ly GSN¥Y&a 2F O2ftfSF3dzSaQ dzy RSNAE G Yy RA W derdaydRe oReBrHAIB f 2 LIY' S
academic staff having shown an interest in areas of accessibility, although this was felt to be more geared towards
personal development as opposed to institutionalising change.

The participant noted that on occasion, they havemelirected to the EDI Network when raising issues around EDI,
however, theywere concerned that there may be pressure to advocate for their own disability, as well as answer

guestions around disability that they did not feel qualified to answer.

Consulee Recommendations

The participant had several suggestions on best practice around EDI generally and disability more specifically for th
Conservatoire to consider.

Firstly, they suggested building an Equality Impact Assessment around changes tadictfiesstoased on current

SYLX 28SS ySSRaxz gAUK O2yAARSNI GA2Y 3IAPSY &ALISOATFTAOI
Secondlythe participant suggested a detailed and uniform approach to explaining to the Conservatoire community

GKe Al A& AY Yy AYRAGARIZAt&4Q 0Said AydiSNBad G2 RSOt
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better support individuad and apply a uniform approach across all departments in regard to contingency planning,

and appeal to a wider range of prospective employees and students.

Conclusion
As a team, the EDI Project Coordinators recognised that disability was an area thiegadqgrther training and

knowledge. Based on this consultation alone, several areas for further consideration are as follows:

f How can the Conservatoire offer widely accessible and uniform information on the importance of collecting

data around protectd characteristics to better inform planning?

It is worth noting that in the 2020 Staff Survey, 43.2% of respondents stated that they either disagreed or
strongly disagreed that information was communicated effectively at the Consenatdihélst this
surveywas not EDI focused, this does suggest that lackolésive communication is a broader issue within

the Conservatoire, which in and of itself, could be another barrier to expanding EDI practices.

1 How can the Conservatoil@etter incorporate congltation with employees témbed contingencies in the
initial planning stages of change that account for staff and students with disability, as opposed to after

preliminary planning has been completed?

Further results from the 2020 Staff Survey sugdgiest consultation on change more broadly within the
Conservatoire is felt to be lacking, with 46% of respondents stating they disagreed or strongly disagreed wit
0KS adGliaSySyid wSyYL)X 28SSa NS O2WadzZ 6SR NBIF NRAY S

1 How can theConservatoire better fostea culture of inclusivity to ensure staff member with declared

protected characteristics do not feel over looked?
Several recommendations can be made based on the consultation, which are as follows:
f Ensure the existing work tifie Digital Accessibilityorking Group is considered and embedded within

Shared Services.

1 Consult with HR on how best to develop an Equality Impact Assessment around changes to infrastructure

based on current employees and their needs.
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1 Provide pecialsed training for future EDI Project Coordinators to better inform aspects of Disability within

the ongoing Change Project.

Appendix 4- Student Engagement

Sudent and Staff engagement were seen as early priorfoeshis project, with these two groups both key
stakeholders within our organisation. The brief provided to us stated that we should create and embed
opportunities for open, ongoing consultation with all staff and students about APP and EDI topgtsstatdd that

$S aK2dzZ R ¢2N] 6AGK GKS {ddzRSyidiaQ ! yAiAzy (2 Wben2 NRAY I

reviewing our staff survey results we received the following feedback:

WL GKAY]l GKIG ¢S akKz2dzZ R RehteddtfNdd stu@entd) BakiNgStBigr for tRetzNdwsizy
G2 02YS8S (2 (KS FT2NBQo®

This statement is key to the work that needs to be done within this area.

Appendix 4a.- LCSUEngagement

From early discussions with the directors at Leeds Conservatoire it became apparent that we have not done enoug|
Ay GKS LI aid (2 adzZJdR2 NI GKS {(idRSyGaQ !yAizys gA0K GK
organisation. To quote Eeor Moore (Director of Quality and Student Experie¥e) i dzZRSy 14 Q @2 A 0S &
AYLNRGAY3 GKS SRdzOI (A and¥ i K $ ERISNE ERIDSE T2NNE EABSINEI2YFS OO
organisation it is vital that we facilitate the growth ofSlCalongside Leeds Conservatoire in order for us to remain

representative of the student community, regardless of their background.

Appendix 4b. - LCSU Background

¢CKS {GdzRSYyGaQ | yA2y Odz2NNByidte 2yfte& SYLif #hasabbatiga?roldd A R
and the Student Union Manager who is a permanent employee of Leeds Conservatoire. The rest of the Leeds
| 2Yy&aSNDI G02ANB {(dRSyGaQ | yAazy o[/ {! 0 SESOdziA@S 2FFA
from within the student community. These positions include the four Liberation Officers;

1 Global Communities Officer

1 LGBTQ+ Officer

¥ LCoMSU, Student Elections Info Pack, 2020. February 2020.
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T 22YSyQa hFFAOSNI
i Disabilities Officer

The Liberation Officers roles are there to

Represent and take action for student communitigsch are traditionally underepresented in Higher Education,

and who continue to face disadvantage and prejudice in society. Being a part of our Liberation Network is a brilliant
opportunity to champion Equality, Diversity & Inclusion, promote solidaaitkle unique issues with
AYUiSNBSOUA2Y It AGaXOO0YER K SERJI taHKNILASO Al L0l 2laA@ay” t £ | Yy Q

Alongside this, the Liberation Officers sit on both the Equality, Diversity and Inclusion Committee, and the Access

and Participation Working Group, alaide relevant members of staff from Leeds Conservatoire.

The difficulty with the roles that support the LCSU President, and Student Union Manager, being democratically
elected, volunteer posts, is that it can be difficult to engage with, develop, anddalccount, those who hold

these positions. This issue has become more prominent over the past yearZ2paQe to the COVHDI pandemic.
COVIBEL9 has meant that the opportunities to meet with students, including the LCSU elected officers have become

severely limited.

Appendix 4c. - Student Feedback

Related Recommendations

1 Relocate the LCSU team to a more prominent office in the building, creating a student hub.
Looking at the NSS results over the past two years, one of the lowest scoring questions that is experienced for Lee

Conservatoire ¥ KS a0 dzRSYyGaQ dzyAz2y STFFSOGA F8vhieh oNpa3mE a Sy G a
students agreed with in 202@ slight improvement on 59% in 2019).

After looking through the qualitative data available to us from these surveys, we see the following statements:

5 bid.
16 https://space.leedsconservatoire.ac.uk/pluginfile.php/1180118/mod_resource/content/3/NSS%202020%20Report.pdf
(Accessed 5 May 2021).
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Wfeel the Students' Union genuinely tries its best to help, but is limited to what it can do bethGs#M being a

small institution®

Whe only real negative is with the Student Union, in many aspects it is repressive and one sided. If students don't
agree with the mass or the SU views, they can find themselves being ostracised and left othiérsnihis leads to
people becoming more offended at smaller things and that can lead to people feeling like they can't say anything to

anyone without people getting upset and causing a s&ne.

WL R2 6AaK GKSNB 6SNBE YedBi G2 OANIGIVISIAS 26K I § A &'NBD 1aA fy

We can see from cross referencing these comments, with the qualitative data available, that there is room for
improvement within LCSU. The student community are criticizing their capacity to peobidader range of
activities and conversations, yet also accept that they are genuinely trying theig basgterstanding the limitations

imposed upon them due to the size of the organisation.

These viewpoints are reinforced when looking at the 2016rhal Student Survey Repé&t{see below). Here we can
see thatless than 60% of students know where the Student Union Office actually is, with only 47% knowing who
the Student Union Executive Officers ar€hey lack the required visibility to effectivefpresent the student
community that they servaWith this in mind it would be advantageous to give LCSU a more prominent position
within the conservatoire building, to enable them to improve on their visibility, reach, and ability to represent the
students that they serve effectively. By creating space for LCSU on the fourth floor of the main building, we could
create a student hub where students could go to access the support that they need. Positioning LCSU next to
Student Services would improve visifilicreate a sense of community, and allow for the growth of the team. The

current office space does not allow for this.

17 bid.
18 |bid.
1 bid.
°nttps://space.leedsconservatoire.ac.uk/pluginfile.php/767327/mod_resource/content/1/Inter2fSiudent%20Survey%202

019.pdf(Accessed 5 May 2021).
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Student’s Union

Agreement Statements

Student were asked ‘to what extent do you agree with the following statements about the Students Union’:

Figure 3:5U a nent distributions

| know where to find the SU office — |
| know who my course repis GGG p— ]
| know who the SU Exec members are [N I ]
The SU has programmed a diverse range of events == |
The SU has provided me with enrichment opportunities . m
The course rep system is effective for communicating my views NG |
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
M Definitely agree M Mostly agree Neither agree nor disagree W Mostly disagree W Definitely disagree
Table 2: SU statemen veighted agreement by pathwa ores below median shaded
c g
" 2 =
a = = S 5
Statement o 2 a a S S
k= 7] = 3 a
Z = a & E s Y g 3 s o
@ o s e T e 8 4 a b3 -4
; ';f'_ww wheretofindthe SU | cgq | 65% | 88% | 34% | 60% | 50% 69% 64% | 47% | 61%  77%
office

I'know whomy courserepis | 59 | 72% | 65% | 63% 76%  100% | 70% 56% @ 46% 85% 83%

Timowwho the S0 Bxee % | sox I s3% Dl 2% |ars ol sa% | 71%

members are

The SU has programmed a 79% | 67% 88% 50% 59% 83% | 64% | 59% | 55% | 75% 79%
diverse range of events

The SU has provided me with | g9z | 72% | 81% | 31% 65% 79% | 65% | 61% | 66% | 69% | 69%
enrichment opportunities

The course rep system is
effective for communicating | 52% | 66% | 81% | 38% 58% 58% | 59% | 60% | 55% | 68% | 73%

my views

Appendix 4.e- Liberation Networks and the Mentorship Pilot Scheme

Related Recommendations

1 Restructure the LCSU Executive Teamnidude an Equality Officer who oversees the work of student
liberation and representation, and remunerate them for the work that they carry out.

1 Formally create student liberation networks to represent minority groups that feed into the EDI
Committee andthe Student Staff Forum,

One of our earlier consultations was with Ruth Clark, chair of the EDI Committee. Ruth has chaired this committee
AAYyOS Hwnmy YR KIFIa aSSy | ydzYoSNJ 2F RAFTFSNByd {GdzRS
this time. The effectiveness of these contributions has varied, often depending on the experience, confidence and
awareness of the elected representatives, something that is arguably not widely considered in the demaocratic

process in which they take up tingosts.
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Ruth stated that;

w2 § F2dzyR Ay GKS 95L /2YYAGGSS GKIFIG O2yiNRoOdziAzya ¥
was sporadic and it seemed that the students may have felt intimidated. The formal committee environment is quite
alien to students (and some staffind there was no induction or training. Consequentially, the officers could be quite
quiet and the chair (me) would need to encourage their responses. | think, for all committees, any new members
whether stafforstudents 2 dzf R 0 SYSFAG FTNRBY YSYyi2NAy3I 2N GNF AyAy3
supposed to encourage open discussion. Furthermore, committees should maybe have an informal initial meeting,
0KIFGQa y20 YAydziSRzT (2 @I fHy R &2/d22 dA& 3B RHE yO RWEOMES

With this in mind it became clear that we need to look at how we support the student voice on this committee,
whether through reviewing its membership for the future, or through equipping the Liber&ifiners with the

necessary skills and confidence to effectively participate on this committee.

After consulting with Hollie Arnold (LCSU President) we learnt that she thought that LCSU would benefit from the
introduction of Liberation Networks. The purpe of these networks would be to focus the work of the Liberation
Officers, in order for them to represent their communities effectively. The Liberation Networks would operate in a
similar way to our preexisting pathwayouncils, whictieed into the Studnt Staff Forum, although they would

focus on the specific EDI related needs of the protected characteristics of whom they represent.

It is important that these networks are safe spaces for those who choose to participate with them. A place where
studentsof specific minority groups can speak freely, in a safe environment, free from prejudice or unconscious bias

something which may not be guaranteed in other forums.

Initially we hoped for the four Liberation Officers to take ownership of each of thigvaiat networks, and to

support this offered ourselves (the four EDI Project Coordinators) as mentors that could help to guide this new
development. Not only would we be able to support the Liberation Officers in thasand facilitation of these
networks, but we would also be there to support their developmental and training needs, and to help them to act

confidently within both the EDI Committee and the Student Staff Forum, on behalf of their networks.

21 From emaicommunication with Ruth Clarklead of Technology Enhanced Learning, dated DecemBe2aa
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An initial meeting was saip between the four lbieration Officers, the LCSU President, and the EDI Project
Coordinators to discuss this proposal, to introduce ourselves to one another, and to establish mentoring

partnerships.

In the initial meeting we decided to pair up in the following way:

Nick Burett with Sakeenah Muhammad (LGBTQ+ Officer)

Sophie Bannister with Serri Khan (Global Communities Officer)

bFdlFfAS ¢Adz 6AGK / KFENI2GGS wkrRR2Yy 022YSyQa hFTFFAOSND
Dermot Daly with Zoe Martin (Disabilities Officer)

We chose to partner up in this way as for thest part each of us represent the communities of which we are
mentoring. As none of us identified as having a disability, Dermot volunteered to partner with Zoe Martin, as he

already had established a relationship with her as one of her tutors.

The inital meeting seemed successful, with each of the Liberation Officers attending. There was a slight delay in

setting the meeting up, as it took a while for Hollie to get confirmation from each of the Officers.

Following on from this meeting | asked eachla# mentors to set up initial one on one meetings with their relevant
mentee in order to discuss their initial aims for the year, and any areas they felt they needed support with. The four
EDI Project Coordinators had mixed success with this, with sonhe dfitteration Officers proving unresponsive, an

issue experienced by Hollie as LCSU President too.

The primary aim was to help each of the Officers to set up their networks within the first term, in order to promote
them to students. It was understood thas a network they may not be able to achieve everything that they
intended to in the first year, due to the extenuating circumstances surrounding GO\ @hich severely limits
networking opportunities. At first we intended to launch each of the nekgmimultaneously, but due to the lack of
responses from some of the Liberation Officers this proved difficult. With this in mind we decided to launch them
independently, with the LGBTQ+ Network launching towards the end of the first term (December @fatfed

by both the LGBTQ+ Officer, and the LGBTQ+ Society President, in order to extethite the best of our ability.

Mentor Scheme Conclusions
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After further consultation with both the LCSU President, and the Student Union Manager, we undehstbti

problem we were encountering was due to us beialigmt upon the proactivity of fficers who hold voluntary

positions. It is difficult to ensure that volunteers are passionate and proactive about their roles, as they are not bein
remunerated fo the work that they undertake. At the same time it is difficult for them to be replaced, as they have

each been voted in by the student body, so we do have a duty to support the democratic process.

After consulting with the Student Union Manager, Steyererson, he did inform me that there was a precedent
for asking elected officers whether they wanted to continue in their role within LCSU, this had been done before
with an Events Officer who proved difficult to engage with. The problem with this isvihakeed to give them

enough of an opportunity to prove that they are willing to be proactive, and by the time this period ends we are

guite a substantial way through the academic year, and each of these positions are only held for one academic yea

It is still our belief that Liberation Networks would be a valuable resource to reach some of oufrapdesented
students, however we need to consider how we could implement them more effecteyn further discussions

with both the Student Union Presidg and the Student Union Manager, we developed the following plan:

1 We shouldconside paying students to chair liberation netwotkather than relying upon the Elected
Officers. This could be done in a similar way to the LCSU ExperiengeoBi¢ipas hat support each of the
acalemic pathwaysThis would ensure that we are recruiting representatives who we could more easily
hold to account, and they in turn could work with the elected representatives. It might be that the elected

representatives alseuccessfully apply to these posts, which should not prove problematic.

1 As this would remove the responsibility from the elected liberation officers, we consulted with LCSU and
decided to alter the structure of the LCSU executive team for the next acagemi€2021/22). Rather than
having a number of individual liberation officers, it would be beneficial to have one Equality, Diversity and
Inclusion Officer who could oversee the work of the paid liberation reps. This individual could hold them to
accountif they lacked engagement, and suggest if alternative representation was required,lsomethich
has not been acted upathrough the current elected system. The EDI Officer should be remunerated for
their work (as part of the new scheme for elected afis; whereby each should present a portfolio of their

work at the end of each semester, to incentivise proactivity).

1 We should not disregard the specialist nature of representation within EDI, and it would be vital to support

these networks, and those chilng them. Currently it is unreasonable to expect that the current LCSU staff
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structure could support this extra work. It is my considered belief that LCSU would require further staff
support from a designated student voice or EDI coordinator/manages.staif member could work
specifically with LCSU, though it might be preferable form them to work more widely across the

Conservatoire, to reduce the possibility of LCSU continuing to work in a siloed way.

Appendix 4. - LCSU withiheeds Conservatoire

Related Recommendations

I Recruit a Project Coordinator to oversee the necessary student liberation work required
collaboration with LCSU.

Currently the relationship between LCSU and Leeds Conservatoire is slightly disjointed, with them ofteasacting

separate entities, despite being part of the same organisation.

Looking at other larger organisations, such as the University of Leeds, we know that they have a separate
organisation, Leeds University Union, which works alongside the University . 0éwxy are able to do this largely
RdzS (2 GKS aAl S 2F G(KS 2NHIyAaliA2yTZ yR (KNRdzAK &8
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Conservatoire are largely based within the same building, so we lack the space. However, we can learn a lot from

how they operate.

From my experience working for Leeds University Union, and from looking at their staff directory, we kntveyhat
employ designated staff members to support a range of their activities. From an EDI and Student Voice perspective

this includes the following rolé%

Development and Engagement Coordinator (Political and Campaigning, Culture, and Faith societies)
Two Student Engagement Coordinators

Democracy Manager

Several Administration Coordinators

A designated marketing team

=A =/ =/ =2 =4 =4

A designated support team

22 https://www.luu.org.uk/aboutus/searchour-staff-directory/?staftdepartments=&stafihame= (Accessed 5 May 2021).
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Each of these roles, and there are many more, are separate from the wider University of Leeds staff community.

Due to our size it would not be feasible to replicate this structure, but we could look towards working more closely
together to really get the most out of an undersourced, and potentially extremely valuable department.
Currently the two full time LCSU @ioyees are expected to be able to manage a team of elected representatives

that cover a wide range of different activities and issues. They are expected to;

1 Promote and market what they do

1 Handle the commercial side of their organisation

1 Programme a sés of student events (ranging from Freshers Week and seasonal parties, to equality based
discussions)

Provide a voice to the student community

Manage a wide range of different societies

Facilitate difficult discussions whilst remaining politically neutral

= =/ =4 =4

Represent a diverse student community with differing needs, concerns and values.

No other department within Leeds Conservatoire has such a wide range of expectations imposed upon them, let

alone an expected skiflet to be able to carry out these expetitans effectively.

For us to be able to continue to grow as an organisation, and to satisfy our current strategic plan which includes the

following;

T Wal 1S AA3IYATAOIY(d LINBPINBaa Ay Sljdz t A avkle projed® NA A {
identify and change the structures that support inequality and inequity.

1 Engage our staff and students in the life of the conservatoire, listdreir voices and respond to their needs
AY F OGN yaLI NByid® FyR | O02dzyilofS ¢l &Q

We must structure ourselves so that we are able to do so.

23

https://space.leedsconservatoire.ac.uk/pluginfile.php/87124/mod_resource/content/4/LC%20Interim%20Strategic%20Plan.pdf
(Accessed 5 May 2021).
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It is my belief that this would require investing in the staffing to assist LCSU in their activities, by grthadirwith
support in areas such as EDI and representation, and possibly in wider areas too. It could be that some of the
required resources we already have within our staff community, e.g. through the marketing department, but that we
need to look at hovthey could operate differently to support LCSU more effectively. This could provide a more

viable solution to recruiting a new team of staff.

Appendix 4.g- Enhancing the Student Voice

Related Recommendations

9 Alumni to speak about their experiencebpth as students, and as graduates. These ambassadors
should be representative of our full community, and not necessarily focus on just those who have
experienced artistic success. If these were publicly available they could prove to be a good A&P
resource

1 22N)] S6AGK .f1+01 [A@0Sa Ay adzarad0 G2 SEGSYR (KS
colour.

The importanceand valueof creating opportunities to hear from students from diverse backgrourasnever been

more important, and we have seen thisrough some of the student facing work that we have carried out twer

LI &4 F OFRSYAO &SIFENY ! ydzYoSNI 2F AYyAdGAFGA@BSa KI @S 0SS
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of investment, bubpen conversations in a way that we have not focused on in the past.

Elevate

In February and March 2021CSU and Elevateere able to host aeries of conversations with a diverse range of
industry professioals These conversations were an opportunity for both staff and students to hear from those
working in the creative industries, who shared their work and livgaeggncesas well as discussitgpw equality

and inclusivity has impacted their careers so far.

These sessions involved a mixture of contributions, and topics included gender representation, intercultural work,
gueer performance making, and diversity in the musdustry. Each session brought forward a different, and

valued, perspective however it was the sessions hosted by Leeds Conservatoire alumni, that particularly engaged
our students.

One session featured a 2012 alumni, vapoke of her experiences as a wamon the pop course, at a time where

the majority of her peers were male. Looking back at her time as a student, she remembered feeling undervalued,

underrepresented, and intimidated with no opportunity to discuss these feelings.
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We know that our courselsave progressed since 2012, with regards to gender representation, however some of
these experiences were mirrored by current studentsowarticipated in this session, particularly those on the
production course. Allowing our current students to have dipportunity to discuss their shared experiences with
someone who had been in their position before, made them instantly relatable, and allowed for an open and honest
conversation, based on trust. It would be advantageous to extend this series in futusg geehaps focusing on

further alumni from underrepresented groups. This would allow us to build a sense of community, share vital lived
experiences, and grow as an organisation from hearing of their experiences directly. Not only would this benefit our

current students at their time of study, but also as they transition into the early stages of their professional careers.

BLiM Safe Space Sessions

Through our work with BLiIM, Roger Wilson, volunteered to host a safe space session with our students aiocolou
discuss their shared experiences as underrepresented individuals in a conservatoire setting. Roger himself had a
conservatoire education, and speaks openly about his experiences, something that our students could directly relat
to. Thesesessions #wed forunderrepresented views and experiencestie heard, addressed, and taken forward

(if desired) to feed into the wider equality, diversity and inclusiwityk of the conservatoire. Theessiols werea

safe space for students to share their lived experiences of life at a conservatoire, and as a psffiousieiarsin

general, and to provide us with an opportunity to learn, understand and improve as an organisation. Any views or
opinions shared in tls sessiomemaired anonymous.

It is our hope that this style of open, and honest conversation, can continue through the student liberation networks
Allowing for these experiences and views to remain heard, and giving an opportunity for continued feiatib&lo&

EDI work at Leeds Conservatoire.

Open Channel

As a direct response to the murder of George Floyd, theiinié of Open Channel was born. In the initial iteration
the objective was to create a space for Rodgemental learning and discussiormand race with the idea that
more Oen Channels would happen around other issues pertinent to members of our community. Due to the

pandemic these have not taken place but may well work in tandem with the targeted BLiM sessions.

Appendix 5- EDI Reporting

Related Recommendations

1 Reallocate the responsibility of compiling and analysing the EDI report to the designated EDI memt
of staff.

9 Alter how we present reports in line with the #BAMEover campaigensuring an accurate breakdown
of demographics sthat we can have a more focused approach to A&P.
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9 Include statistics related to Leeds Junior Conservatoire in our EDI reppatsknowledging the
importance of capturing this information from our younger students as this can help to guide our A&
work.

1 Buld on the recently developing relationships between Leeds Junior Conservatoire, Student
Recruitment and Access and Participation.

Currently the EDI report is created by the Planning Manaez.Planning Manager has a wide range of
responsibilities andloes not sit on the EDI committee, neither do they have any other EDI specific responsibilities as
part of their role. We believe that by reassigning this task to a member of staff with specific EDI responsibilities,
either an EDI manager or an EDI Proféabrdinator, this report could receive the specific focus that it needs for
meaningful positive change. This would also streamline the creation of the repatd,casation could be discussed

within the EDI committee, by tise who input into theolicies surrounding the report.

EDI Reporting

Our current EDI report does not include any data for LJC (Leeds Junior Conservatoire) students, and these student
are rarely discussed in Academic Council Meetings, which are often HE focused. Thesalifoa aenore joined up
approach, so that we can see a fuller picture of how the figures change throughout the entire organisation.

Karen Gourlay (Head of LJC) informs us that 20% of LJC students come from Black, Asian dEtdimority
backgrounds (seeable 3), compared to 6% of HE students (looking at the 22A€DI Report). We are still yet to

report on LJC through our EDI reporting, and there could be areas of success there.

Age No. of students | % BAME | % Bursary support

9-12 35 23 26
1315 65 20 25
16-18 23 9 30
Course No. of students | % BAME | % Bursary support

Experience 17 29 29
Performance 42 17 24
Performance + 22 5 14
Tech 14 21 43
Sings 6 17 50
Target 20 15 25

Table 3. EDI data for LJC Students (2220
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It is interesting tasee that the proportion of BAME students in LJC is significantly higher than across our HE courses
Similarly we can see that this proportion appears to decrease as the students get older. We, as an institution, shoul
investigate why this is, and how warcretain these underepresented students, ensuring that they feel that a HE
conservatoire education as an inclusive environment for them. By focusing on the students at the point of
application we are leaving it too late, and this is where we must lo@kj@ined up approach to Access and

Participation and outreach across the whole organisation.

It would be advantageous for us to hav@aed up approach from primary aged studettisough to HE, and
close working relationship with student recruitment&R and marketing is already building improvements, and this

NBEtFGA2YAKALI Aa SaasSyitAilf gAGK NBIFNRa G2 95L0 28 R

¢ this could be somthing to look at for the future.

BAMEOver Campaign

As an institution we decided to engage with the BAMEOver campaign, and introduced the following policy statemer

with regards to this campaign;

We will be engaging with BAMEOver campaign asimgerstand, recognise, and support the debate that is finally
happening around this terminology, its uses and its inclusiveness (or otherwise). We look to use this opportunity to

think around and debate the issue in order to critique our use of theferm.

It is important for us as an educational provider to understand the diversity of our community, or lack thereof, as we
strive to be a more representative institution. Using the acronym BAME to group such diverse groups is problematic
and it could be arged that it hinders our progress by disguising some of our shortfalls concerning Equality, Diversity

and Inclusion.

The Terms of Reference of the BAMEOver campaign are as follows:

W. 1 a9h@SNYXY hdzNJ §SN¥ya 2F NBFSNByOS
We do not want to be grouped intoraeaningless, collective term, or reduced to acronyms.
We are African Diaspora people

We are South, East, and South East Asian diaspora people.

24 https://www.leedsconservatoire.ac.uk/abouis/news/anupdate-on-our-actionsto-supportblacklivesmatter/ (Accessed 5
May 2021).
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We are Middle East and North African people.
We are ethnically diverse.

We are people who experience racism.

Use these terms in any order you choose.

Wdza i R2y 4= O0rft dza . ! a9 dQ

A key issue that we encounter as educational providers by grouping these diverse groups into the collective term
BAME, is it leads to a lack of clarity over our community, both eiglands to staff and students. The Office for
{GdzRSy ia LINPRdzZOSR | NBLRNI GKFG R20dzySyida GKS WwW! OO0S
& dzo 2 S O¥wh@h\sBnuziaides the access and continuation data for different student groups, rather than
grouping them as BAME.

In relation to this report, Chris Millward (Director for Fair Access and Participation at the OfS) stated that;

"The analysis providdarther confirmation of the importance of digygregating categories such as black, Asian and
minority ethnic students in order to understand the circumstances for each stddheme are real differences

betweenc and often also withirg student groups, K A OK  dzy A 3SNBAGASE aK2ddR 2217

For example, the data shows that there is a significantly higher proportion, and continuation rate, of Asian students,
in comparison to black students. This information is lost in the way thatusrently report our EDI findings, our

past reports have grouped students as BAME. Without focusing on a meaggtisgative approach we are at risk of
lacking focus with regards to our Access and Participation plans. We have access to this inforimatigh, the
information gathered at the point of registration, it is just a matter of altering how analpsereport it moving

forwards.

Appendix 6; Outreach

Related Recommendations

1 Undertake an audit of all of the outreach that is undertaken by Led&tisnservatoire staff and students
and manage this centrally, to ensure that we are offering consistent, positive messaging surroundin
Access and Participation.

25 https://incarts.uk/%23bameovethe-statement(Accessed 5 May 2021).

26 https://www.officeforstudents.org.uk/media/db62c1e6681-4cag884ad
c575285ch86e/summary of access and_continuation_datgAdfessed 5 May 2021).
27 bid.
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9 Utilise the Community Music module as a means to promote Leeds Conservatoire to underrepreser
demographics.

ThoughAccess and Participation and Equality, Diversity and Inclas@separately managed within Leeds
Conservatoire, they have similar interests and intentions, and should support each others remits.

From consulting with staff workgnwithin Access and Participation, it is evident that Leeds Conservatoire already
carries out asignificant amount of outreach workvhether formally as part of our Access and Participation plan, or
informally ¢ with staff and students undertaking thedwn work in the community. One of the key issues that was
identified was the lack of a consistent approach in this area, due to us, as an institution, not being aware of all of the
work that is being carried out, and the contacts that we already have hwdaald benefit our A&P and EDI work

moving forwards.

Head of Leeds Junior Conservatoire, Karen Gourlay, has already been working on an outreach plan to map out the
work that we are already doing, and hopes to complete this soon. This plan will allow us to review the schools, and
other community organisationghat we already have relationships with. Friwere, we should formalise all future
outreach work that takes place to ensure that we continue to build on this resource. Not only would this enable us
to monitor the positive work that we are conductingyibuld also increase our standing in the community and

enable us to offer further opportunities for our current staff and students to work within the community. This would
also provide us with an opportunity to promote key messages regarding the oppoesittitit we can offer
underrepresented young students, with a view to promoting Leeds Conservatoire, and arts education, as an option
for all.

We should continue to build this network of community organisations to create a formal database, for the lise of a
within the conservatoire. It would be advantageous to survey our current staff and students to ask them whether
they are already undertaking any outreach work, with a view of further building the network of connections that we
have, and to increase threach, and consistency, of our communications.

Inpreviousyears,g S Kl @S 0SSy Fo6tS (2 NYzy | W/ 2YYdz/ and fcilitatead A O¢
series of workshopm a community setting, with several of these taking place in schBalsouraging our

Community Music students to promote the opportunities that we alreadyehtanoffer to younger students would

be an easy, and efficient way to get key messages across to students who may not consider what Leeds
Conservatoire has to offer. 8should utilise these points of access, either through the students themselves, or
through the contacts that we have within each community setting.

Our Leeds Junior Conservatoire bursary scheme is one key message that we should be promoting initigsse sett
We need to improve our promotional reach with this scheme, to target those working in schools, whether through
initiatives we are running, or through a separate communication strategy. The parents of underrepresented
students, who we hope to reachreaunlikely to find out about Leeds Conservatoire through our direct
communications (on our website, or through social media) as they are not already part of our naveohlave

already seen early success through this type of strategy, with an increaseds Junior Conservatoire students
coming fom minority ethnic communities, and we should continue to build upon this sucthed_uminate

Education Group are already collating information on the relationships that we, as a group, have with primary
schals in Leeds. Alongside this, Leeds Junior Conservatoire Administrator Dan Brunskill sits on the Leeds Music
Education Partnership Working Group, which focuses on the music provision across Leeds for school aged childrer
Utilising the resources and conriemns that we already have as a wider group can only help to extend our reach.
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Appendix 7~ Curriculum Reform

Related Recommendations

I To standardise the process to create a course.

1 To create a working definition of what decolonising the curriculum is.

i To create a strategy to decolonise at the core, rather than the periphery.

1 To consult with working professionals with little/no teaching or strategic connection with the

conservatoireg at regular points in the yeac to carry out a professional audit.

Audit the courses every three years against comparable courses.

[221 FG FYyR ONRGALdzZS NBIFIRAYy3I tfAadGa yR LINI O

in line with course and industry expectations.

I To embed graduate attributes/artist citizenry into all thinking and planning around courses and unit:
¢ defining what this is and training disseminating to ALL staff.

1 To create a post to look specifically at the use of A&P across courses (strategic) and ally that with
broadening applicabns and admissions fromnder-represented groups whilst simultaneously ensurin
that there is provision for them when they arrive (resources).

1 Ensure awareness of the scaffold theory of high support/high challende also be embedded in staff
recruitment processes.

Include students in the academic recruitment process.

Set staff recruitment targets against diversityequity and equality.

Ensure clearer processes for requesting training.

Create a dedicated training period preferably before thebeginning of the academic yearfor the
whole conservatoire.

= =

= =4 —a -

As a learning institution it is paramount that the key business is looked at and that investigation is curriculum;
centred around four main questions: What it is? What it does? How it works?ddles it exist as it does? It is felt
that at this juncture where there is planning for taught degree awarding powers, it is sensible to look at the
curriculum taught now, and assess its strengths and weaknesses in terms of equality, diversity aih iQeliitb

an eye on the future of EDI, academic rigour falls out of the remit of this report but it is befewethopedc that
the findings and recommendations in this report will help to build a framework where that academic rigour is

inimitably tied to the curriculum taught, and the transparent and thorough structure that that takes.

Curriculum was broken down into sectiop€ourse creation (with an eye on tdegree awarding powers being

sought), Expectations, Communication, Staffing, Admiggiiteria, Decolonisation, comparative courses (at other
institutions) and Oversight. It is acknowledged that there are many more areas that could be examined and brought
into scopeg some acknowledged and deferred at this point, and some that came tattighugh the reporting

period but those areas are judged to be secondary to those examined here.

Course creation

57



LEEDS
L CONSERVATOIRE

The creation of courses is an important part of the life cycle of any institution. At the outset ensuring that change,
fairness and rigour N3 Wol 1SR Ay Q | a |y Saa datéssatyiordedtoMdintain®he i K S
standards by which the course will be judged rigorously and routinely.
Research looked at:

o the initiation of courses;
from whom that initiation begins;
how ideas are sought and worked into a course of study;

the relevance of the course to the needs and demands of industry;

o O O o

the potential students of the coursgensuring fair and equitable access and outcomes for all
students;

o how the contents and asgition of the course is (routinely) communicated and challenged by

staff and students;

o the use of the academic can®in each area.
In order to investigate these areas, the heads of school were to be consulted witto @me meetings conducted
and faculty meetings attended; course creators were also to be consulted, as were students. Further detail around
the canon was to be attainathroughdetailed research of the historical relevance of what is being taught within the
conservatoire and several leaders in industry with a vested interest in the artists and creators of the future, were to
be consulted as to their expectations of stutkefrom various courses and the sector as a whole.
External organisations such as theminateworking committees, Conservatoires UK, NR.iM°, HESA and their
published literature was also to be taken into consideration as well as attendance at tb&bising Theatre

Studies Curriculum hosted by the University of Derby on Octolye2BAG?.

Expectation of courses

In order to make amssessment which rigorousand quantifiablethe expectation of the courses currently taught

was to beascertained. Through published promotional literature, course outlines, surveys, consultations, one to one
meetings and Open Channel events the expectations of the courses were to be determined for both staff and
students, with discrepancies to be furthewestigated. In addition tthis, alumniand those in the industry were to

be asked for their experiences and expectations of the courses that are studied within the Conservatoire.

28 https://www.some.ox.ac.uk/wpcontent/uploads/2019/08/2-Weber1999 Thehistory-of-musicaicanon.pdf(Accessed 12
May 2021).

29 National StudenBurvey

30 Black Lives in Music

31 Higher Education Statistics Agency

32 https://www.eventbrite.com/e/decolonisinghe-theatre-studiesa-lively-debate-tickets 12319957223 7Accessed 12 May
2021).
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Communication

The use of internal and external communications was tadsessed against its effectiveness in implementing

change and opening dialogyghis is to be assessed through open day information and communication via common
methods (email, SPACE, Microsoft teams, letter) throughout the organisation. Individualgyatfar students were

to be looked at in theory, and in practice (through select case studies) with the wider knowledge of these findings
checked against available data on graduatitaff wereto be consulted as to their knowledge of the chains of

commurication and the ability to find answers to pertinent questions easily, openly, and quickly in a variety of ways.

Staffing

In order to deliver an effective and useful curriculum staffing is paramounto BB wereconsulted around staff
recruitment, fran the identification of need to appointment, via advertising and interview/audition. Custait

wereto be consulted around their comfort on subject specific knowledge and training that may mitigate any
perceived holes in knowledge/experience. Lookihgemtralised data, the diversity of the staff (measured, where
possible, against the protected characteristics) was used to contextualise where the organisation is now and in orde
to benchmark against comparable organisations uslBE$A (and where apgiade DfEjlata. The amount, content,

and delivery omasterclassewas also to be examined against the framework of the stated aims of the course(s)

that thesemasterclass(esyere aimed at. Finally, staff training in areas around bias, student needsgedififation?,

expectation(s), and academic addy to dayprocesses was to be consulted on.

Decolonising curriculum

In order to find a working institutional definition of decolonisation of curriculum, surveys were to be used as well as
select follow upguestions to respondents (staff and student) who indicagedlillingnesskeeleUniversity4, SOAS,

Leeds Universif§, Leeds Beckett University, Leeds Trinity University were used as studies on the prevalence of

interest into decolonisation and responsesit, as wellasthe Nd3 y R G KS OF YLI A3y 3INER dzLJ&

331n the educational context

34 https://www.keele.ac.uk/equalitydiversity/equalityawards/raceequalitycharter/keeledecolonisingthecurriculumnetwork/#ke
ele-manifestofor-decolonisinghe-curriculum(Accessed 12 May 2021).

35 https://blogs.soas.ac.uk/decolonisingsoas/files/2018/10/Decolonisi@AS earningand-TeachingT oolkitAB.pdf(Accessed

12 May 2021).

36 hitps://medium.com/@leedsunidefundtodecolonise/opédetter-defund-to-decoloniseleedsuniversitycda09al109a2
(Accessed 12 May 2021)

37 https://www.nusconnect.org.uk/articles/whys-my-curriculumwhite-decolonisinegthe-academy(Accessed 2 May 2021)
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O dzNNRX O dzf dZYandiav K KRAS(E S Ra ke Gio Higherf We§! Yorkshire groupDatolonisinghe
Curriculum®was attended as well as trforementioned Universitpf Derby symposium on Delonising Theatre
Studies Curriculum. In addition to this, selected course content was to be looked at in relation to the learning from

these sources with recommendations flowing from that comparative study.

Comparative courses

Fixing the Conservatoire into the ecology of UK further education is important for context and fair comgawson
R2y Qi SEA&GYRY AR SOKOdzdzy GAaFe G(KA& FAYS F asStSOGAzy
courses at other institutins in light of structure, outcomes, staff (numbers, expertise, protected characteristics) and
students (numbers, expertise, protected characteristics). The comparable institutions were to be chosen by NSS

data, geography, size, and course similarity, wdka collected from the public domain.
Findings
Course creation
o Initiation of courses
¢tKS ONBFIiA2y 2F O2dzNASA Aad | RAFFAOMzZ G LINRPOSaa | yR
There appears to be no formal process to gatlgh and each new course that is created is created along bespoke

lines.

It would be fair to ask why this report is veering into these areas as it appears to be outside of our remit, the
argument is that in order to reform curriculum and look at it objectively, knowing and understanding how and why it
came into being is importd, and, with the potential of the Conservatoire applying for and hopefully gaining Taught
583ANBS ! g NRAYI t26SNBE 060¢5!tavs AGQ&a AYLERNIFIyds yzi

from inception, but also to see where retrofittindg meaningful EDI strategies can be most effectively employed.
From discussions with Heads of School the following was ascertained in reference to course creation:

¢KS FTANRG LERNI 2F Ottt FYyR Ay (KA& niiNPrayG@me> | NHdz o
5S @St 2 LIYS yfarm. THsysa Swhtag@ form where the business case and the academic case for a new
course needs to be justified in writing. To initiate a new course there needs to be a business case (looking at growitl

in student nunbers and financiaustainability) and an academic case (for rigour of academic learning and

38

https://www.subu.org.uk/mycurriculum/#:~:text="Why%20is%20my%20Curriculum%20white ,reading%20lists%20and%20cours
e%20conten{Accessed 12 May021).

39 https://rmfoxford.wordpress.com{Accessed 12 May 2021).

40 https://www.gohigherwestyorks.ac.uk/news/ghwlyostsdecolonisingthe-curriculumnetwork-meeting/ (Accessed 12 May

2021).

60


https://www.subu.org.uk/mycurriculum/#:~:text='Why%20is%20my%20Curriculum%20white,reading%20lists%20and%20course%20content
https://www.subu.org.uk/mycurriculum/#:~:text='Why%20is%20my%20Curriculum%20white,reading%20lists%20and%20course%20content
https://rmfoxford.wordpress.com/
https://www.gohigherwestyorks.ac.uk/news/ghwy-hosts-decolonising-the-curriculum-network-meeting/

LEEDS
L CONSERVATOIRE

usefulness of the course itself). It must be stated here that we need to keep in mind that as an organisation which
has budgets and financial responsibility abbvg R 6 S&2y R | OF RSYAO O2yaARSNI GA?2
O2dz2NES& OFly 0SS &aLSOdzZ FiA@Ste AyRdzZ ISR F2NJ 6KS WySyg
is still passion to create courses that are academic and intellbgtstamulating and interesting within this structure.

@ KS NBEIFazy e2dz glyd G2 YIS oF O2d2NESE A& GSNE NI NI
A& FraoOAYylFdAy3a |y Romin2niztNdd briddodddd t6 Rithtthe @chsaiatoired'S

The form that needs to be complet&ds in excess of 70 distinct questions and comprises 3 setiiptiis can be

prohibitive and extremely time consuming, especially if you are not familiar with the mode of completion.

Section AiWISYSNI f AYyF2NNIGA2YyQT 6KAOK SaasSydartte tleaa

name of the course, when it will begin, who is the contact at the partner institution, first intake etc.
This section is 22 questions and 4 palges); 31% of the questions and 14% of the pages.
Following this the Business case is dealt with:

dln this section both partner institution (PI) and faculty must explain the business rationale for the programme and
evidence how the proposal aligns withag&rgic plans for both the Pl and University. This will help the University
adzoadlydAlrdS GKS LINRPINIYYSQA GAloAftAdle Ay | O2YLISGA
resource implications. The analysis and sign off of the Businessi@agd take place before the Academic Case

section of the form is completed:
Followed by the Academic case:

GThis part of the form facilitates the proposal of academiesdiynd programmes of study which meet the
WSELISOGF GA2yaqQddditirey SR RSy TS I 'ANAKSNJ 9RdzOF A2y d @XE
section of the form will facilitate a programntevel approach to curriculum design; prioritising coherent
programmelevel curriculum design over individual module develofgmend placing the student experience and the
AUGNI GSIAO0 RANBOGAZ2Y 2F 020K GKS tL IyR | YAOSNBRAGE |
indicative aims, outcomes and approaches to teaching and learning should therefore be writteray that will be

dzy RSNRGFYRFGES YR YSEFEYyAy3ITFdd wX6 Fa GKS AYyTF2N¥NIGA2

prospective studentg®®

4 From email communication with Patsy Gilbert, Vice Principal and Director of School of Performance, dated Ottab2016
42 At thisstage whilst we are still validated by the University of Hull
43 (i) General Information, (ii) Business Case, (iii) Academic Outline and Rationale for the Validated Provision or Academic cas
44 Application for Programme Development Consent
45 |bid
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the heart of the key disciplines or areas of practice encompassed by each programme and its variants. Literature

suggests that these are likely to be fundamental to learning within the discipline and will change the ways in which

students think andct in a transformative way. For example, what changes are necessary for a student to move from
leaving with a degree in social science, to becoming an emergent social scientist, or leaving with a degree in desigr

becoming an emergent designét?

ltisk & GKAA& LRAYyG GKIG GKS O2dzZNES Aa Wwaz2ftRQ | yR NBIjdzi
landscape outside of the conservatoire, as well as a pedagogical understanding. This could be severely problemati
as within our conservatoirethere are a limited number of staff who aware of the existence of this form, and an

even smaller subset who are familiar with it.

o The relevance of the course to the needs and demandisdofstry
There are many courses at the Conservatoire, but alifaler the BA (Hons) Mugic BA (Hons) Music Productitin
MA/PGDip Music, BA (Hons) Acting, BA (Hons) Misician, or BA (Hons) Musical Theatre. The last three courses
are new?® and BA (Hons) Music Production is a very bespoke cautsere are, accordig to the websité® thirty-
three variations of the BA (Hons) Music degree. This would suggest a high level of specificity within each course an
its intended outcome.
CKSNBE A& a2YS RS@St2LAyYy3 Gt 1 I N idahdvhayBdsheutticoildbak G (0 N
well ashow it can be standardised across coursexking itspecificand usefi’® ¢ KS a il §SYSy 4 a!
[ SSRa [/ 2y aS NIPFlisbeng Mdkeddvargozashtaligtiiguish d_eeds Conservatoiegree and

courseof study from other institutiong what is our unique selling point?

o The potential students of the coursgensuring fair and equitable access and outcomes for

all students
46 1bid
47 With various parenthesised addendums
813 | 2yS @SIFN QG2L) dzLJ RSINBSQ FRRAYy3I FTNRY G(GKS C2dzyRIGA2)

49 First intakes for BA (Hons) Acting and BA (Hons) Actor Musician were 2020 with BA (Hons) Musical Theatre in 2019

50 Accessedahuary 2021

1 Dale Perkins, School of Pop Away Day, Dec 2020

521t should be noted here that the NUS has some resources in this area which we can use to cross reference but it is strongly
suggested that what we aim for is specific to our context and cofprittps://quildhe.ac.uk/wp
content/uploads/2016/11/6716GuildHEActive CitizenshipReport44pp.pdf(Accessed 12 May 2021).

53 Craig Goldingschool of pop away day, December 2020
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It is acknowledged, tacitly and openly, that diversification of the students on any course is an asset for the
Conservatoire as well as the wider industriyn many talks Vice Principal and Director of School of Performance,
Patsy Gilbert statesV A ¥ I&R0dz g2 4SS oKl G GKS AyRddzAGNE gAff 221
said what is to be addressed, and is, in some of the areas that were seen, is how that diversity can bensédaded

the ecology of the industrigefore, during, ad possibly after, interaction with the Conservatoire.

In conversations with Erin Cartéthere is a clear desire to reach into the school estate and work with potential
students who mightn't see tertiary education as a viable or open route, and work,dn early age, to counteract

that. Nascent conversations were being had over the summer of 2020 to establish a way of leveraging the school
estate that is linked to the Conservatoire via Lumifaéad aim to begin some trials in those schools, these
cornversations were supported and attended by senior members of the instittftidime work that Junior

Conservatoire does is also aimed along these lines and there may well be unexplored cross over between the two
aims. Suffice to say, those conversations@aased at present as the changeable landscape, ostensibly caused by
governmental handling of the coronavirus pandemic, makes forward planning and physical access to schools diffict
if not legally and morally impossible. It should be made clear that thase of working with younger students are
already in place at the Conservatoire, and the vital work that Junior Conservatoire does is to be credited here, that
said, we do need to look at the gaps in applicatiomith particular reference tahe protected characteristicg, to

Wdzy A 2NJ / 2y aSNIBF (2 A NB and wWoykRo réim@dy thas€. N / 2 Yy A SN 2 A NB

Some of that work is already occurring and being provided for as exemplified by the conversations at the School of
t 2 Avapbk @ Q Ay 5S0SY @méhdawas thenude ohAtcess Krfsl Participation funding and how it can be
effectively levied to improve and embolden the students that it is designated to help. It was stated that retention
reduction, enabling students with Special Educational Needs (SN FTA Y RA Y I-UNE ®A 84 2 2 KIQU
were particular areas of interesThere was talk around working explicitly with Quintile 1 at{d®idents as these

metrics have a correlation to the identified targets. This quintile level designatsmristhing that is evident and

explicitly part of the practice on the Foundation degrees which feed intdJtidergraduate courses.

54 Programme Leader: Actor and Actor Musician BA

%5 The White Rose Academies Trust is a member of the Luminate group and is responsible for three Secondary and one Primat
school in Leeds

6 ViceChair Aaron Casset$ewart and Elise Brown of the board of directors

S"¢KS ljdAyidAatSa NBEFTSNBYOSR KSNBE IINB o6FaSR 2y GKS th[!wn RI
year olds from an area started a higher education course between-20Gthd 2013u nthere are also metrics relating to
intersections of this and other data and can be foundvatw.officeforstudents.og.uk/dataand-analysis/youneparticipation
by-area/mapsof-participationrin-highereducation/(Accessed 12 May 2021).
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There was discussion around whethéur approach can be dominated by the measures put in place on the use of
APP fundin@riting that some of these measures can be inflexible andnegponsive to situations as they unfold,
allowing for things to work at a programme level but not an organisational.|8nebly put, there are lots of ideas

but little time to implement them There was also the question of student ingueally understanding what

students actually need involving students (and all stakeholders) in the conversation around allocation of funds as

the APP fund is looking at the students that we already fzandnot necessarily mindful of those that will join

A new offer from the conservatoireAccess all Aregfs; seems to be addressing, proactively, some of the issues
that have been identified as regards access so as to create a Conservatoire that petisitioe doors of

opportunity and reflects our community, locally, nationally, and internationally.

lft I NBFa Aa Fy | LILX AO

G SSRa /2yaSNBI{i2ANBY | 0O0Saa
2 2YS FNRY dzy RSNRBLINBaSyidSR

education accessible and achievable to leatnerg K o]
It is too early to make definitive statements about the scheme but this is certainly a positive step with regards to
ensuring fair and equitable acceasmd may well serve as a precursor to thgplementatons of the ideas raised in

conversations had with Erin Cartas delineated above.

In consultation with Nicholas White (Disability advisor) and Lucy Plimmer (Student Disability Advisor), it was asserte
that there needs to be a real look at how we wgleat we have learnt through the pandemic with regards to remote
and accessible learning and instil that into curriculum make up. Some students have reported that remote learning
has allowed them to access learning in a way that is suitable to theirnéedS § KSNJ G KIF G 6S @Al
Immersive Reader, or captioned PowerPoints, as well as the ability to have written resources digitally, enabling
enlargement and colour reassignment in order to accommodate needs. These are tools that have always been at o
RAALIRAlITY o6dzi GKS LI YRSYAO KIF& FILOAfAGlIGSR GKSAN dza
implemented via training and further understanding of the power of them in the learning environment.

There is a concern that there are studemvith undiagnosed conditions were not always getting the additional time
that is needed for them in exams, and it has been suggested that in a curriculum review the need for exams is looks
at as well as the need for statements in order to access ad@itibme. It could be that the 25% additional time is

I RRSR 2y G2 +itt SEFYAYylGA2ya yR (K248 G(KIFG ¢BSKR Al

to be investigated and consulted on further. Some of the work needed to adaptfaonieurodiverse students is

58 https://www.leedsconservatoire.ac.uk/accesdi-areas/(Accessed 2 May 2021).
59 1bid
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already happening and conversations between Nicholas and Erin Carter have already takerhitaise

encouraging and is to be encouraged more widely.

o How the contents and aspiration of the course is (routinely) communicatedchallenged by staff

andstudents

In the course of this project Programrbays were attendegdat which the communication and challenge of

directives was clear and transparent.

The scaffold theory model of (ideally) High Support allied to High Challenge, is clearly evident throughout all
meetings and staff interactions meaning that the Conservatoire is consistently aware of what it is doing, what it
should be doing, and also whiattould bedoing. It could be argued that this report and the tangible outcomes that
it will lead to are proof of that institutionadthos and, with this ethos embeddedthin the staff bodyit follows that

it will flow toward students and engagement aadtonomy over their learning®

High challenge

Towards 212
(unfamiliar knowledge)
learner autonomy
I motivation anxiety
| satisfaction insecurity
| self-esteem... discomfort...
I
ZPD : High support Low support
I security boredom
| little growth apathy
| boredom... demotivation...
I
!

Low challenge

60 (familiar knowledge)

I 3INF LKAOIE NBLINBaSyaridazy 2F GKS a0l TF2fR Y2RSt LR2&dAd
t NEY2GAY 3 [ SI NY SN | dzPespetivesEAjourfiah cNEEGOL Utaly) TR 2B @R A Y
http://tesolitaly.org/new/perspectivegAccessed 12 May 2021).
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In conversations, it is heartening to learn that staff are proactively researching with a view to improve training, in

both access and outcome, this is to be encouraged and en®bled

o The use of the academic carfdin eacharea.
The canon that is used in teaching reflects, in the main, the edatod value placed on those works by tHém
and can work againshe aspirantaims of exploration and critical thinkirgghow can thinking be critiqued if that
which isto be critqued is already set on a pedesfal?
GoddYdzaAO2ft 23Aala KIFS 0SSy atz2¢g (2 NBO23aYyAT S (GKS L
assumptions about music, and controls so much of what they do. If we are to understand the canon histwecally,

must become sceptical of it, and free ourselves from its authority, its ideology, and the whole manner of speech tha
ddzZNNR dzy Ra AG® hyfte o0eé ljdzSadAaAz2yAyd GKAa GNIRAGFAZ2Y OF

This is an area whiabverlaps and interconnects with decolonisation, an area we will touch on later, however, it is
evident thatin orderto challenge and critique the canon that is taught at Leeds Conservata@rmust be aware of

our biase® as an institutionas, schoolprogramme and course leaders, as well as lecturers and tutors.

Looking through the prospecttithere are examples of the reading and practitioners that have been looked at and
theseare varied but seemingly very much informed by the tutors and studdms already interact with the

courses, as well as institutionalultural, socialand historical precedent it could be suggested that in order to

widen engagementhese touchstones themselves need to be wideaed critiqued A spirit of enquiry and ouiry

is the key here.

Too numerous to detail here, but there is work to be done in looking at reading lists and practitioners studied across
courses in detail. It must be noted that thereaiseadysignificant work happening across the Conservatoire in

relation to masterclasses and broadening this palate.

61 Christine Fulcher (Senior Lecturer, BA (Hons) Acting, BA (Hons) Actor Musician) is researching body consciousness, what it
and how itcan be overcome/worked with. This is, admittedly, very specific to movement in the performing arts but there will be
barriers in other areas throughout the Conservatoire.

52 https://www.some.ox.ac.uk/wpcontent/uploads/2019/08/2-Weber1999 Thehistory-of-musicaicanon.pdf(Accessed 12

May 2021).

831t must also be recognised that all educators/artists, and, indeed, people, see and undeistandrtd through a specific lens
which is unique to them and shaped by their beliefs and lived experience(s).

64 Orfor them in cases where curriculum is given to the educators with little or no input by or from them.

85 Philip A Ewell writes with authority on this in Music Theory and the White Racial Frame
https://mtosmt.org/issues/mto.20.26.2/mto0.20.26.2.ewell.htn\ccessed 12 May 2021}his could, and should, be read as a
companion piece to this section

56 William Weber (2001), The History of the Musical Canon

1 yR (GKS WiSyasSaQ (KNRdzAK gKAOK ¢S 4SS YR AYGdSNrOdG 6A0GK
68 2021-22 Undergraduate Prospectus

66


https://www.some.ox.ac.uk/wp-content/uploads/2019/08/2.-Weber-1999-The-history-of-musical-canon.pdf
https://mtosmt.org/issues/mto.20.26.2/mto.20.26.2.ewell.html

LEEDS
L CONSERVATOIRE

Expectation of courses

o0 Key learning objective for each course

Ascertaining the key learning objectives for each course and investigating and observing how the course holds true
to those is a largpiece of work. Initially this was in scope for this repdirmust be said that this work is detailed

and will require more time and hours than are currently available, that said, we must do this by course to ensure
that what is being taughtiswhatiSbA y 3 LINP YA A SR | YR Ay (KS ,4h0apglicakt Ol Q

conneced and connectingvith the course.
0 What are the expectations of the learners when joining?

For the purposes of a comprehensive report, the expectations of certain lesasheuld be mapped to the course
expectations for the courses that they are engaged watlt, it must be stated that this would, at best, be

anecdotal, as it would only look at a limited humber of courses. This work across all courses must be done to
ascetain what is effective, and what could be more effective. Again, given more time, comparing these expectations
to the objectives identified for each course would be a good starting point for us to ascertain what is needed and to
IAPS LRAYISQAERANBOKS2 WRA I K

0 What does industry expect from us as an institution?

It can be said that what is expected from us as an institution is @iere next generation of creatives and to
equip them with the skills, knowledge, fortitude, and resilience to beessful in the creative industridadeed,
the public mission statement of the Conservatair@/\Ve are artistically ambitious, quality driven and industry
focused. We are actively engaged in the future of music making. Our environment nurtures indepeaten

creative riské® ¢ speaks directly to this aim.

G tf O2dzNBSa i O2yaSNBF(i2ANBa KFI@S | aidNRy3a @20FGA
reflective of the industry. This means graduates from conservatoires will be accustortieghviays of working,

hours, and expectations of the industry they are going to work in, as they will have practised this throughout their
O2 dzN® S d¢

The large question fromthisd Wl NB ¢S ft AGAYy 3 dzlJ (2 GKA A &thdadphant G A2
in the room¢ is making this (as well as direct consultation) even harder to achieve but it should always be the goal. |
must also be questioned whether the distinction between this model of Conservatoire education pitted against

University eduation is valid especially in light of the pursuance of degree awarding pawecsuld be that there is

59 https://www.leedsconservatoire.ac.uk/abouis/aboutleedsconservatoire/corporate/governancstrategy/ (Accessed
February 202
0 https://www.ucas.com/conservatoires/conservatoisudy-right-me (Accessed 12 May 2021).
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a need to equip students with the cultural and society contextual factors which play into the ideas taught, again, this
is a strong argument for a roist look at the decolonisation of curriculum. In order to ensure that we know what the
industry expect from us, we must be proactively asking and acting on that advice and legagaig, enquiry and

inquiry.

Communication

In this section the aim was 1ook at Open Days, use of SPACE and case studies for student pathways and how thos
are communicated. Unfortunately, due to the pandemic, the intended activities did not, or coufgdmotally,

ethically and legallg take place. However, as a proxy, tedas been a COVID audit which looked specifically at the

process of communication between the Conservatoire and students during the pandemic

w{a wAiail !&dadzN}yOS {SNBAOSa [[t 6NRGS F+y FdzRAG 2y
Conserviire’ and here this shall be used as a proxy. In this audit it is clear that the communication between the
Conservatoire and students in relation to the pandemic was strong, proactive and reactive,

G¢KS / 2yaSNII(2ANB KI dsurdizdurig$h@ Bkl tHe resulisdfvBighialorg SvifhRhoge O |
2F GKS DblrdAz2ylrt {GdzRRSyl {dz2NBSe o6b{{uvX KI@S o6SSy Iyl
Our review confirmed that staff feedback has been sought throughout the yeagth surveys, with their responses

analysed and related action plans put in plé&e.

It found that communication between the Conservatoire and those students not yet on roll was also considered,
GwS@PASs 2F SYI At SOARSY OJrosravglyfcanidies Rs 2G26/21 iincoiniigScohbreof” & S N
d0dzRSyitaz a ¢Sttt Fa LINRPOARAY3I RSRAOFGSR NBaz2dz2NDOSa
Conservatoire identifies new students potentially requiring additional support at tHeatign and audition stages;

thus, ensuring timely and appropriate support is planned and provided.

Whilst this report was specifically honed on the pandemic response it would be fair to say that the processes neede
in order to be audited positively we largely in place and/or able to be put in place as there was sufficient foresight

and infrastructure to facilitate this.

From the staff survey, however, there is anecdotal evidence that communication between staff is not as clear as it
could be. Questin16* 81 & Fo62dzi 1y2¢fSR3IS I NRdzyR 95L GFNBSGaA |

know™. It is freely acknowledged that this cannot be taken as an accurate proxy given that these answers could be

71 A draft of this audit was seen in full

2bid p3

73 |bid p4

MeKS ljdzSaliA2yeda&NIGBI ¥YAaWBRISHI GA2YyE LIXIYy AyOfdRS G NBSI:
BHE: AFAR WeSAQT c¢r aleéAay3da wyz2Q
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based on this not being an area that has direaffigcted the staff respondents, but if the vast majority of
NBaLR2yYyRSNE RARYQUO (1y26 6KI G ontigatbekalcdsk IS andwgrivithiregards €S A NJ

communication. More research is needed here to be anywhere near conclusive.

Staffing

o Staff recruitment processes
LG A& | adrdSR FAY GKFEG a! €t GSt OK NS being on& & the uhiqud 2 v &
selling points of a conservatoire education is something that Leeds Conservatoire uphold and, are oghtlyfpr
That said, to be able to find and maintain staff who are working professionals and good disseminators of knowledge
is a tough and difficult balande find. It must be stated, for the sake of clarity, that formal teaching qualifications

are not neessarily a barrier for an excellent practitioner to become a member of staff.

In conversation with HR, it was ascertained that shortlisting and interviews are both scored on a points system,
where each interviewee is asked the same set of questions/sesdhee tasks and are scored against each other.
Whilst the aim is to make this fair and standardised, there is an acknowledgement that where there is no specific
right or wrong answer, subjectivity might play a pawrthe decision processn termsof advertising roles, the

following was said,

GLT 6S FNB FASNI I OSNI I A ywe¥rs Nodadldlio @pproashiahdoffer ardeNlirektly, O S
but we can ask them if they'd like to apply. Theoretically it is still a fair process cheedndnymous nature of
applications, howevergcruiting managers do see their initials, and obviously it can be easy to identify someone
through the responses they give, particularly when detailing their experienceoifldialso amend a person

specificéi A2y G2 | al F2NJ OSNIIAY SELSNASYOS o¥y2i &4dza33S&i7

o Staff knowledge and competencies
For staff to be knowledgeable and comfortable in that knowledgs well as how it can be taughtrequisite
resources need to be available to them at all points during the year. One of the challenges that we face as an
institution is, engagement, andigican be because of the number of staff who are deemed part time/sessional
therefore not always working in/for Leeds Conservatgitea ¢St f a4 GKSNB y28 o0SAy3
academic, financial or calendrical year at which the bulk of renent happens. To mitigate this, there could be a
standardised induction process and opportunities for training throughout the year but these are very much between

the member of staff and their line managand, anecdotal evidence is that they are not ale/aell communicated.

76 https://www.ucas.com/conservatoires/conservatoistudy-right-me (Accesed 12 May 2021).
"7 Conversation with HR representative, February 2021
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The survey that was carried out suggested, very strongly, that there was an appetite for more, and detailed, training
to be offered. Only 29% of respondents felt completely supported in their work, through professional development
andCPD which is in line with the expectations and requirements of their job role. Although not damning, 58% only

felt somewhat supported it could be argued that this is because they know a little but not a vast amount.

There is an idea that if, as an imgtion, we encourage more (peer reviewed) research around our core business,
that this might do several thingsraise the standing of the conservatoire pushing more into the realms of being, as
0KS @GAairzy adliSYSyid 2 LAy $F50wduld alovéus,Rs\ ayi Bstittion\® indérogate / 2
our pedagogical practice and affect change more directly outside of our walls, helping to shape the landscape into
which our graduates will enter, and ultimately shape; it will empower stafirrent and futurec to foster a culture

of enquiry and inquiry; and, as a direct-psoduct of all of this, we will be an institution which is reflexive and truly

responsive, allowing our teaching, learning, and knowledge synthesis to permeate all stragaoojdinisation.

o Diversity of staff vs regional and nationally comparative institutions
At the inception of the project, we clarified that our working definition of diversityis K S O2 Yy RAGA 2y 23
0SAy3 O2YL}RAaSR 2andiRterim®df$obkding a theSdivessitySf/stafive will look at what is held
according to protected characteristics and compare those to the statistics held by the Higher Education Statistics
Agency (HESA)

Characteristic | Leeds Conservatoife Leeds Institution® HESA
Age 6.8% aged <25 4.8% aged <25 3% aged <25
10.9% aged >56 17% aged >56 19% aged >56
Disability 4.1% known to have a disabifity | 5.6% known to have a disability] 5% known to have a disability
Race 6.8% BME 11.5% BME 18% BME®

"8 https://www.leedsconservatoire.ac.uk/abouis/aboutleedsconservatoire/corporate/governanestrategy/ (Accessed 12

May 2021).

" https://www.hesa.ac.uk/dataand-analysis/staff/table? (Accessed 12 May 2021).

80 Those institutions are: Leeds Arts University, Leeds Beckett, Leeds University, Leeds Trinity.

81 https://www.hesa.ac.uk/news/191-2021/sb259highereducationstaff-statistics(Accessed 12 May 2021).

82 academic staff only

83 This figure is likely to be higher as some disability is hidden, and/or not known, potentially by staff themselves

1 f K2dAK AT Wy2i (y2dgi@rakestodd%] Sy Ayid2 | 002dzyd GKAaA

Bl fGK2dAK AT Qy20G 1y26yW¥Y Aa O02dzyiSR GKAA& NRaSa G2 Kofadl 3:
ycppU0 |G [SSRa | yAGSNEAGE FNBE Qy20 (1y26yQ Ay GKS adaNBSe o
8 The use of BME here reflects the way in varioe data was/is reported and collated. See elsewhere in this report for detail on
the #BAMEOver campaign
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S

All staff (M:F¥863:37

Full time (M:F°80:20

Part time (M:F68:32
Academic (M:F) 70:30
Non Academic (M:F) 53:47

All staff (M:F) 55:45

Full time (M:F) 59:41
Part time (M:F) 44:56
Academic (M:F) 55:45
Non Academic (M:F) 38:62

All staff (M:F:0) 44.255.6 : 0.2

Full time (M:F) 52:48

Part time (M:F) 34:66
Academic (M:F) 53:47

Non Academic (M:F) 37:63

The numbers here speak for themselves and make it clear that, against national, and regional, averages, we are

lacking inrmany areas.

0 Masterclasseand their use
On the Masterclass replay section of the webSigtudents can revatch Masterclasses via a Panopto logthese
masterclasses appear to show the reach of the conservatoits atbility to attract truly global talent to speak to
staff andstudents, ostensibly about their work and career. Clearly these sessions have the ability to raise aspiration
but are they structured within a course of study? Are relationships built with these artists which could be mutually
beneficial? Following on #te bottom of this page is a link to Musicians Survival Géidkich is yet more external
industry figures giving real world advice to students. It is to be commended that these Masterclasses take place anc
are, where possible, available online to catchafiigr. We should, rightly, be proud of the links that we have from
within the building and th&dB 3+ NR oA GK gKAOK 6SQNB KStR 6KAOK Syl of
importance and renown to give up their time to speak with us and ouresitsl That said we must also be aware of
0KS WOly2y YI {Ay3aQMdstetlassh OF GA2ya 2F GKS GSNY

It should also be noted that every undergraduate and postgraduate course advertises masterclasses as part of the
course (this is not yet true for the Perfonngj Arts courses even though this is already the case), so it is obvious that
GKAA A& a2YSGKAYy3a GKIFG ¢S EtNBFrRée R23X yR R2 G2 GKS

Conservatoire.

0 What training do staff feel that they need?

2 2 NJ Ay3a AY GKS O0AYINE KSNB Aa LINRPoOofSYIFIGAO odzi GKS RFEGIE o
reflected intheoveralld G A GK QhQ

88 https://www.hesa.ac.uk/dataand-analysis/staff/employmentonditions(Accessed 12 May 2021).

89 1bid

9 bid

9 https://www.leedsconservatoire.ac.uk/studedife/students-at-home-hub/masterclasseseplay/ (Accessed 12 May 2021).

9 https://www.leedsconservatoire.ac.uk/studedife/students-at-home-hub/musicianssurvivatguidelive-ga/ (Accessed 12

May 2021).
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Due to thetime constraints of this reporting cycle, it is still to be determined what training it is that staff feel that
they need. It is important, however, to ensure that any training that is offered is based on need and interest, be that

of the organisation othe individuals calling for it.

Decolonising curriculum
o0 Alook at the working definitions available
It is acknowledged that decolonisation of the curriculum is an area of work that ALL educators need to engage with.

There are several working definitioagailable:

- Ly GKSANI W SENYyAY3I YR ¢SFEOKAY3 ¢22f1A0 F2NJ t NP:
tas:a 5502t 2yAaAy3d {h!{U wXB6 NBFSNBR (2 (K2dAKIH FyR
disadvantage associated with racismian O2 f 2% A f A & Y ¢

- Ly GKSANI WalyAfTSaidz 2y RSO2f 2y A& ywSd SORS 2¢deNNN G &b
identifying colonial systems, structures and relationships, and working to challenge those systems. It is not
G Ay dS3aNI lhtieeyoken idiisicn bf Yhedntellectual achievements ofwhite cultures. Rather, it
involves a paradigm shift from a culture of exclusion and denial to the making of space for other political
LIKAf 232LIKASE YR (Y26t S&tAIk maréwidélabaudwhy coniiion Knowl@aig (i o
is what it is, and in so doing adjusting cultural perceptions and power relations in real and significant

g1l &% d¢

It is important to note that there is no decolonising manifesto on Leeds University, LeedgtRéukersity or Leeds
CNAYAGE | YADSNAAGASAQ Lzt AOfe O0O0OSaaAroftsS YFGSNRALFT @
been had, the majoti SNII A NBE SRdzOF GA2Yy AyaildAdGdziazya Ay GKS OAG:
decolorisation. It should be added that in the case of one of the universities mentigheeds University there

has been a concerted effort by students to force a standpoint on the 8sue.

9 https://blogs.soas.ac.uk/decolonisingsoas/files/2018/10/Decolonish@AS earningand-TeachingT oolkitAB.pdf(Accessed
12 May 2021).
94

https://www.keele.ac.uk/equalitydiversity/equalityawards/raceequalityctervkeeledecolonisingthecurriculumnetwork/#keele
-manifestofor-decolonisingthe-curriculum(Accessed 12 May 2021).

9 https://medium.com/@leedsunidefundtodecolonise/opédetter-defund-to-decoloniseleedsuniversity-cda09al109a2
(Accessed 12 May 2021).
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¢tKS W2K@& A& Y@ Odz2NNR Odzt dzy &2 ¢ Ktadéns i Dlovenbat Ra14 aRd/coatescadO K
into a 20 minute vide¥ is credited with kickstarting the decolonisation debate that has been a consistent presence
in academia since then. It asks a (seemingly) simple question whilst defining the terms andoelefdie debate.
G¢KS 62NR ¢oKAGSYySaa RNIga FGGSyldAazy G2 az2YSlikKAaAy3a (K
LJS NA& LJS thig, FathShe épening of the video, is the crux of the argumetecolonisation is a process of seeing

the whiteness and colonial thinking inherent in the curriculum that we have and then challenging that. The question:
2T WgKeé R2 ¢S fSINYy GKAa Ay GKS gl1é& GKIFIG 6S R2KQ |y
Who has decided uponti€ A SNI NOKA OF f y I GdzZNB 2F 2dz2NJ RARF OGA O ¢cRAAC
we could go on... It is more than simply diversifying the curriculum, i.e., adding other perspectives but interrogating

what we have currently, why, and how that ges our thinking and therefore our teaching and learning.

It is also important to draw a distinction between diversifying and decolongige Lemos of the University of

Warwick states that,

G5ABSNEATeAYI gAft y2i | RREBPABET KASME NOKASES RAAC
¢CKS dzaS 2F RAOGSNBAFAOIGAR2Y R2SayQié FRRNBaa GKS GKAY
knowledge, which hold up the structures that support hierarchies, discrimination or inequality and ineduithiat
islearnth & y 2 dzy RSNERG22R 2NJ NBLINBaASy (il GAGBSsT Aa Rhowf SI NJ
GAES INB 6S AT 6S R2yQlU 1y26 o6Ke 6S -Gefegalsodthel oS R2
University of Warwick,

GWRSO2f 2 yNINRAOHA diYKOX Kdza 06S02YS (GKAa odd 1 Ay | OFR

FO AdGa 2NRAIAYLFE O2NBX {2 (0KIFIG a2yYS SFF2NIa (2 RS

a diversifying of the curriculum, but not in actual chamgéhe pedagogy, or the institutional culture,

LIN} OG6AOS 2NJ LINPOSaasSa GKIFG YF1S GKS dzyA@SNmARGE |
Al S@& 6 2NR K SN® ddwe engdddef aicdidt&Sa@query and inquiry which is progressid open?

The Postgraduate studies course at the Conservatoire lead by Jacob TheBgisand Andy West embarked on a
O2dz2NES 2F LI ySt RA&AOdzaaAiAzya ogKAOK (KSeQ@S OlFtfSR w9

look at and disgss:

- What do we mean by Structural Racism?

9 https://youtu.be/Dscx4h2Pk (Accessed 12 May 2021).

97 https://socialhistory.org.uk/shs_exchange/decoloniset-diversify/ (Accessed 12 May 2021).
98 Aristotle (attributed)

9 https://socialhistory.org.uk/shs_exchange/decoloniset-diversify/ (Accessed 12 May 2021).
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- Race, Music and Academia

Representation, Race and Music

Higher Educatioand Race

Being a Black Musician

It is clear from the titles that the focus is acutely on race and music, but there were and are manyttairaye
commendable from this front footed approach including, but not limited to, the notion of an intersectional approach
taking into account class, gender, regionalism and geograpmongst others as underscored in the panellists that
were approachd and the conversations had. It highlights the reach of the Conservatoire; panellists were experts in
their field, nationally and internationally recognised, and the support from the upper echelons of the institution;
panels were chaired by Aaron Cass&tgwart, a Leeds Conservatoire Director and internationally recognised
musician and professor. Whilst there are plans for the findings of this initial work to be published, foresight of the
paper suggests that listening to these panellists and working thém both student facing as this is and
institutionally ¢ in a consultancy rolecan help us to understand the potential impact of decolonisation as well as
how to effect that change.
Ghy GKS &adzo2S0i0 2F RSO2f2y3QdFRI i KBY OERNK DA &zyE
AoAGOKAY3A (KS GASGLRAY(leéE APSd I RRNBaaAy3ad K2g (Fk
British and other European empires, rather than looking at the issue from the colonial political perspective
@ KAnother panellist, a Leeds Conservatoire alumnus, noted that when they commenced HME study they
already had a grasp of their culture and identity (the panellist is black), and that higher education study
YSSRSR (2 LINRPOGARS aiKKS IKD&2 NRYE i 2 KOS LAY G0 2 | G
curriculum decolonisation is not simply a case of teaching students about black artists, it is also about
NBE&2dNDAY I AY &dzZLLI2 NI 2F GKS SYBNBSYyd ONBLGADBS A

It is important & this juncture to make clear that decolonisation is not solely an investigation along racial lines,

GLT GKS LINBYAAS 2F RSO2ft2yAal A2y Aa (2 dzyR2 KA&G2N
to go beyond the white coloniappressor as the central focus and take into consideration the multiple forms of

NI OAFfAalrdA2ya yR a20Alft 2PI9INBaairzya o0Se2yR (GKS Df
{6FGA ! NBN)} LRaArAda GKIFIG RSO2f2yAal A2y Aa g/ARMNSNIG KL

viewpoint to be held very much at the forefront of the mind.

100ThompsonrBell, JacobDraft report on Extended Editions: Post Graduate Studies, Leeds Conseruaipirelished 2021
101 swati Arora (2021) A manifesto to decentre theatre and performance studies, Studies in Theatre and Performance, 41:1, 12
20, DOI: 10.1080/14682761.2021.1881730
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0 Survey responses re: decolonisation

Ly GKS adlFF adz2NBSesx GKS RANBOG | dzSa i A #3waEs posedkBelow R2 S
are a selection of thanonymousanswers with commentary where appropriate.

GwSO23yArAaAry3d GKIG 6S SEA&AG YR LINIOGAOS Ay | &a20ASi
colonialism. These must be explicitly identified, problematised and discussed. We cannotsstiepoou history, but

we can theorise and work towards what a fair and equal society will look like. For us in the creative industries it is

important that we recognise the relationship between art and politics, leading the way in the discussions around
WKl G a20AFf OKIFIy3aS YAIKEG 221 Al SoPé

This is a really interesting answer which draws art and politics together. It must be remembered that art, politics,
and society are in a constant symbiotic relationship, maybe this relationship could be seen as andtfgelbe
cultivated as a fertile space for artistic creatigthe rationale for contextual studies as exemplified by this

contributor,

Gal 1 Ay3 S @S NERentkcAHadANg teBaied abSutirhiBclass. Using examples of music from all over the
WoNI R® 5Aa0dzaAyd GKS O2ydSEG 2F GKS YdAaAOIT (KS YdziA

The earlier point around the differences between diversification and decolonisation are gaéskeaiger discussion
around the definitions here would be W@med, with the aim of coming to an institutional definition. It would, as
GKS F2tt26Ay3 O2y(iNROdzGE2NI O2YYSyGaz o8 bmyh®ONBRAOGE & &
acknowledgement that we should expose students to as much as we can iniotder 3A @S GKSY (KS |
0KS NBXaz2dz2NOSaQ G2 oFrasS GKSANI {yz2¢ftSR3IS 2y Aa I+ Of St
G2 Ke y2i OFrftf Al WRAGSNEATEAY3I (GKS OdzNNA Odzf dzY QK L G Q
themselves in the music they play and study. We should beropeted enough to study music from as wide a range
2F a2dz2NDOSa a LlRraaArofSs gAlK2dzi WOFyOStftAy3aQ 3INBL G
FTNRY® LGQa v adito fikedaidat Bt@dentsIskiouldinalr/sduySwe should expose them to as much as
possible whilst proving context, so they can make their own decisions. Teachers/lecturers should not politicise or he
Iy F3ISYyRI d¢

An interesting viewpoint is one of poweglations. The following contributor raises a point that complemeyds a

tangentc those implied above. Chiefly, that there is a power imbalance as to guidance and what i$%aéght

102 Question 23

103 Marion Shoard (2000) Edgelands of Promise, Landscapes, 993, DOI: 10.1178%n.2000.1.2.74

104 The use of this term brings into view notions of free speech and ostracisation, which, whilst outside the remit of thiatrepor
this point it is a valid area to investigate as we progress.

105 ronically, this could be argued to be thery point of decolonisation of curricula
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Yy2G0SR Ay GKAA&a NBLRNI (§KSNB A RLIYENEF Hzy R 3 82)Dig Bt €1 LI
made more explicit and possibly speaks to notions of communication needing to be clearer/finetuned throughout
the institution.

ata | /2yaSNBIFG2ANB 4SS O2dzAZ R y2¢6 06S FNBS (2 RSGSN¥YA
As mentionegreviously, staff members should be determining the specific items of curriculum from the ground up,

and consulted on such by uppeanagementy 2 i G 2f R 6KI G FyR K2g (G2 R2 GKAY

Ultimately, the responses do show that there is an engagement with the work of decolonisation as well as an
investment as to how that actually looks and feels but the implementatiohiefrieeds to be a communal aim as
opposed to an imposed ongin order to create a culture in which this ongoing work continues organically, there

needs to be a level of ownership.

Ly al NODK Hnum GKS 'Y D2 @SNYYSylQapublishefYheidrépari2lyis warnh wl O
noting here that this report created a level of controversy around its findings and assertions,

Gl 26SPHSNE 6S KI @S I NHAzSR F2NJ 6KS dzaS 27F ( Keatedr&ibdy WA
can be poven on a systemic level and not be used as a generalaltchrase for any microaggression, witting or
dzy 6 A ('@ A y I d¢

It is problematic that it is into this societal discourse where the systemic nature of racism, which is encoded in
microaggressions, disbelieved and disavowed is the very one in which decolonisation is being spoken about. The
response from the United Nations is also worth noting, it underscores the reasoning for this decolonisation work to

continue,

G¢KS wSL}R2 NI OA (idvakeRldrdskhatdaiionadizg i syifdehacyi by using the familiar arguments
that have always justified racial hierarchy. This attempt to normalize white supremacy despite considerable researc
and evidence of institutional racism is an unfortunate siejgsing of the opportunity to acknowledge the atrocities

2F GKS LI ad FryR GKS O2yiaNRoMYziAzya 2F |ttt Ay 2NRSNJI G

o Comparison of courses against the definitions garnered

It is strongly suggested that the responses to the survey suggest that ihan implicit acknowledgement that

there is work to be donwvith regards decolonisation of the curriculum taught, but that there is a significant

106 Commission on Race and Ethnic Disparities (2@inmission on Race and Ethnic Disparities: The Rgm8){online].

Available at:

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/974507/20210331
CRED_Repor FINAL- Web_Accessible.pdAccessd 12 May 2021).

107 hitps://lwww.ohchr.org/EN/NewsEvents/Pages/DisplayNews.aspx?NewsID=27004&L aligtioessed 12 May 2021).
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RAGSNASYOS la (G2 oKIFG RSO2t2yAaldAaz2y | OGdz f atenbWial ya
journeyc in order to continue this process, we must be continually reflexive and analgtibalcolonisation that we

seek to battle is endemic and therefore not always obvious. In order to think about and audit the courses that we
offer in this light, more time and work will be needed to look at course content through consultation and discussion

as well as observations and further detailed research.

Comparative courses

0 What are the strengths of each course in and of themselves?

A large piec®f consultation that needs to take place is to look at and ascertain the strengths of each course. This
needs to be an ongoing process where we look at courses that we offer and then look at them in the context of

other institutions.

The aspiration heresito compare courses based on the following metrics:

>\

Structure

>\

Outcomes

>\

Staff (numbers, expertise, protected characteristics)

>

Students (numbers and protected characteristics)

The nearest large university to us that offers some of the same courséfitkethe University of Leeds, our nearest
Conservatoir&®is the Royal Northern College of Music. With the advent of the Performing Arts courses, our nearest
institutions would be ALRA and Manchester School Of Theatre (MMU). Time and resources permitting these
institutions wouldbe visited/contacted with data gathered. We would also look further afield using UCAS and

Conservatoires UK course data.

In terms of NSS data it would be advantageous to identify institutions that have high and/or improving satisfaction

and benchmark against those institutions and their courses.

It is also noted that the Equality, Diversity and Inclusion in Music Studies is doing excellent work in this sphere and

is suggested that their findings are noted and used in these compat8ons

Unfortunately, the aspiration at bringing this into scope was more than was possible in the time available.

1081t is accepted that course titleend content are not always synonymous, and this will reflect the aspiration and targets of
individual institutions.

109 Members of Conservatoires UK

110 hitps://www.edimusicstudies.confAccessed 12 May 2021).

77


https://www.edimusicstudies.com/

LEEDS
L CONSERVATOIRE

Appendix 8 Committees and Working Groups

Related Recommendations

1 Merge the EDI Committee with the AP Working Group.

f Createanexecutvd SYO SNBE KAL) (2 ¢2NJAy3 INRBdzZJIA G2 &dzd

1 Rewrite the EDI Committee Terms of Reference to reflect changes but to still be in accordance with
regulations and requirements.

f t NBEGARS I LILINE LINR of Cnmiiteed ahd/Wloykielg Gratips./ K| A N&
9 Includean EDI code of practice in the standing orders, to be approved by ELT.
1 wWS@ASS GKS FLILX AOFGAZ2Y LINRPOSaa 7T2NJ/ gepesaniatios S

from under-represented groups.
I Undertakea further review in relation to amplifying the student voice in relevant Committees and
Working Groups in collaboration with LCSU.
Amplify the reach of the EDI Committee as to enable the wider staff body to engage more effectivel
Undertake a further eview of the Committee and Working Group structure as a whole, to include be
practice around disseminating information from meetings, collating information to feed into
committees, and meeting frequency.

= =4

Appendix 8.a¢ Governance Structure

Governance at the Conservatoire is divided into Corporate and Academic Parent Committees, with several feed
Working Groups that operate as advisory, consultative and monitoring bodies for various facets of Conservatoir

business. All Committees ultimayefieed into the Luminate Board level of governance (Fig. 1).

Board level governance

Luminate Education
Group Board of
Governors

Corporate governance Academic governance

Luminate Education - - i University of Hull
roup/LCoM Joint Exec S Executive Academic e Joint Boards
Leadership Council =

Honorary
Awards

— University of Hull
Organisational Boa rrjls of P ;.cnt progress
Development Examiners - Committee
Student
Health & Safety Recruitment

ICE Forum & JCC

Working Groups:
Prevent, Safeguarding,
Health & Safety Equality,
Diversity &
Inclusion

Teaching &
Quality

Pathway Council)

Student Feedback
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Fig 1¢ Leeds Conservatoire Governance Structure.

Each Committee and Workirigroup bares its own Terms of Reference and membership which are reviewed in the
first meeting of eaciA\cademic year, and aims to meet at least three times throughout the Academic Year.

Due to the ongoing Cowvtl9 Pandemic, the EDI Change Project has not been able to examine whether or not the
existing structure is the best model for ensuring Equality, Bityeand Inclusion. Some Committees and Working
Groups have been suspended or unable to meet due to the restrictions of the past year, however, the EDI Chan
Project does wish to explore the effectiveness of this structure when possible through additexnew and

consultation.

Appendix 8.b¢ Barriers within the Governance Structure

Several barriers were identified prior to the beginning of the Change Project through observations of and discussiol
with Committee Chairs, Committee Managers and meralog ELT. Following the analysis of the staff survey, it would
appear these barriers are confirmed in the views of the Conservatoire body more widely (See Appendix 9). Whil
many of these barriers may at first appear to be structural, cumulatively, doewarrant further exploration and
intervention in regard to Equality, Diversity and Inclusion barriers more widely.

Before exploring the primary recommendations from the initial stages of the Change Project, it is worth noting tha
due to ongoing implemdntion of Shared Business Services within the Luminate Group, changes to the existing
governance structure are inevitable if unknown at the time of publication of this report. This in and of itself could be

a potential barrier and will be explored furthar the recommendations below.

Appendix 8.c¢ Effective Representation

When looking at Memberships of Committees from the past two yéarthe vast majority overlap, with most Chair
positions being held by senior level staff members. Given the staff aontynsize at the Conservatoire and
considering statutory regulations regarding certain Committees and Working Groups, it is inevitably unavoidable the
certain governance bodies mandate particular staff members. However, the results from the EDI $¢gffi8astion
regarding effective representation suggest the majority of participants felt unsure of the effectiveness of

representation within the existing Governance structure (fig.2). Whilst this could be in part be due to a more genere

111 N.B Due to the ongoing Coronavirus Pandemic and the introduction of Business Shared Services, memberships of certain
Committees were undetermined at the time of publication. As a result, Memberships from the past two years were analysed.
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lack of undersinding of the functions of the existing structure, it should also be noted that the disparity in diversity

within individual memberships is statk

28. Based on your understanding of the Conservatoire's committees, do you think they represent

effectively, the whole of the Conservatoire's community?

@ Yo 7
® No 7

@ Don't Know 17

\4

29. To what extent do you agree that the staff members that sit on the Conservatoire's
committees, represent effectively, the whole community?

W Strongly Agree M Agree M Neutral M Disagree M Strongly Disagree

Fig 2¢ results from EDI Survey. Responses to @a8%e broken down as follows: 3% Strong

Agree, 24.2% Agree, 51.5% Neutral, 12.1% Disagree, 9.1% Strongly Disagree.

This lack of diverse representation is a barrier within itself; there is a general feeling that if an individual does not se
themsdves represented on a Committee or Working Group, they are less likely to put themselves to forward to sit ot
either body. The following quote from a member of staff who wished to remain anonymous gives a general insight &
to why:

GLGQA AYOANKSRIZVA®T 20/B @XK2 t221a fA1S &2dz 2N NBLINB A S
a4 GKS LISNE2Y G(KIFG NBLNBaSyila SOSNE2YS K2 waKl NB2
tokenised or asked to spearhead a partichla Sy Rl ¢ KSy @&2dz YAIKG y2a4 6l yad 2N
Much research has been done around organisational culture needing to be reflective of society in order to embe
d0NHzOGdzNF £ FyR adzadlAylofS OKIF y3S anizatibnallctEeNtSyaR Niored (
2LISYy YR K2fAaldAO Sy3alrasSySyid Ay asSs SPshoud belrodtedidBverdngl |
02RAS& 0SAYy3 NBFESOGADS 2F GKS AyauArldzianzyaQ o02Re |

112 Memberships formll Committees and Working Groups can be found on the Boards and Committees Space page:
https://space.leedsconservatoire.ac.uk/course/view.php?ids48cessed December 2020

113 Cultures of sustainability governance in higher education institutions: A-caiski study of dimensions and implicatiopg.
376
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As a result, the Change Project recommentiglaeview of application processes for Committees and Working Groups
as to address the lack of representation from undepresented groups. Consulting with relevant Luminate Group
staff and other institutions who have successfully addressed issudamgeta representation is advised in order to
develop a tailored plan of action.

Furthermore, reviews of both Committees and Working Group Terms of References, and the minutes from said bodi
indicate that lack of effective student engagement could aksa barrier in regard to representation. Whilst the Terms

of References for relevant bodies to require student representation in the membership, there has been inconsisten
engagement at meeting¥. There could be several reasons for this lack of consigrgagement. Meetings are
scheduled during standard business hours and it is not always possible to avoid clashes with teaching schedules,
students may have other external commitments that the Conservatoire are unaware of that could affect thajr abilit
to engage. Additionally, research suggests that the most effective way to ensure meaningful engagement is throug
the cultural and social considerations of the individual within our governing structures, and for those structures tc
respond with flexibity'°. To effectively represent the Conservatoire community as a whole, consistent engagement
from students with relevant Committees and Working Groups is essential.

Over the past year, several new initiatives have been trialled in relation to studentemegag and feedback, such as

the appointment of paid Student Representatives as part of the Student Feedback Loop. Discussions between LC
and relevant business staff indicate that these initiatives could be explored further in relation to better imggat
accounting for the student voice within our governing bodies.

As a result, the Change Project recommends further review of how best to amplify the student voice in relevan
Committees and Working Groups in collaboration with LCSU. Ensuring thatithstudent representation on all
relevant Committees and Working Groups is paramount, and the LCSU is best placed to advise on the most appropri

student(s) to engage.

Appendix 8.d¢ Effective Engagement

Building on the above arguments made regardiegresentation, a gap has been identified with engagement in
governing structures from the wider Conservatoire community. Whilst memberships should operate as
representatives of the wider community engagement from smambers is still a critical component effective
engagement as an individual cannot be considered an adequate representative of all stakeholders. As a result, it

necessary to ensure a governing structure that fosters a culture of inclusivity and engagement.

114 Minutes for Committee and Working Group meetings can be found on the Boards and Committees Space page:
https://space.leedsconservatoire.ac.uk/course/view.php?ids48cessed December 2020
115 seeStudent engagement: stakeholder perspectives on course representation in university goverRhiticeCarey.
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Minutes from meetings are puished on Space and these operate as a vehicle forGmmmittee and Working Group
members to stay abreast of governing business. In theory;members could use the information from said minutes

to feed into said bodies and engage more effectively withn. However, results from the EDI Survey suggest that
minutes may not necessarily be the most effective way of disseminating business information (figs. 3 & 4). Engageme
with the minutes by the wider community is inconsistent. Within the context of B3t practice and fostering
inclusivity, these results would suggest that there is room to improve the accessibility of this information in order to

increase engagement which, in turn, could help address issues of representation.

33. Do you read the minutes that are published from any of the Conservatoire’s committees?

M'Yes M Sometimes M Rarely W Never

Fig 3 ¢ results fromEDI Survey. Responsms be broken down as follows: 23.54 Yes, 35.

Sometimes, 11.8% Rarely, 29.4% Never.

34. To what extent do you agree that minutes are an effective way of communicating the aims,
objectives and outcomes of committees and working groups?

M Stongly Agree M Agree M Neutral M Disagree M Strongly Disagree

100% 0% 1009

Fig4 ¢ results from EDI Survey. Respore@sbe broken down as follows: 2.9% Strongly Agr

32.4% Agree, 38.2% Neutral, 23.5% Disagree, 2.9% Strongly Disagree.

In order to ensure that governing body business captures the views and needs of the wider community, it is imperativ
to ensure thainformation is being communicated effectively and consistently, as well as ensuring that both staff and
students feel they can feed into these structures. Further results from the EDI Survey suggest there is not a gene
consensus on how necommittee members can contribute (fig. 5).

However, during the Cowitl9 pandemic, new approaches have been trialled to ensure the continuance of governing

business which, in turn, have increased engagement in certain areas.
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35. To what extent do you agree with the following statement about committees and networks?

M Strongly Agree M Agree M Unsure M Disagree M Strongly Disagree

I know how to feed into the Conservatoire's EDI

practices through its committees & networks
100% NS
00 0

Fig5 g results from EDI Survey. Ressescan be broken down as follows: 3% Strongly Agr

39.4% Agree, 42.4% Unsure, 121% Disagree, 3% Strongly Disagree.

For example, all Committees and Working Groups have been established on Microsoft Teams which has allowed
business to be addresseditside of core meetings with a written record of any and all discussions and decisions.
This has also helped address issues around continuity and ensured items do not get missed or overlooked.
Therefore, grounding governance in online collaborative agftios could be a means of addressing accessibility

and engagement, but further reviews need to be undertaken.

As a result, the Change Project recommends further review of the Committee and Working Group structure as a whol
to include best practice arouhdisseminating information from meetings and collating information to feed into

committees.

Appendix 8.e¢ EDI Committee (EDIC) and Access & Participation Working Grot
(APWG) Structure

Conversations with both the Chairs of the EDIC and APWG havigliigthlseveral areas for consideration in regard

to improving EDI practices in the aforementioned bodies. One barrier that was highlighted on several occasions w
the need for additional resource to help expand the remit of the EDIC and APWG. Givematinaig@ositions run in
tandem with primary roles, the Chairs felt that they did not have the time they wished to dedicate to the aims and
actions of the groups. As a result, the Change Projeair@ioators in collaboration with the Chairs formalised an
initial plan of action to help mitigate against the lack of time resource.

Given that the EDIC is the parent committee of the APWG, a proposal was put forward to merge the two groups
order to help expand the reach of their respective work, and createoae uniform support system and line of
communication between the two remits. This would also operate as a means of ensuring that there is no overlap i
the work of each body, which had been flagged as an issue in the past. By integrating the two bedas)ld help
mitigate against the need for additional resource through shared ownership, formalise and expand the remit of the

collective, and better track and manage the actions and initiatives of the collective.
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Furthermore, it was also suggested thaat Executive Membership could be established within the new structure to
help support the Chairs. Their remit would be the coordination of actions within particular initiatives in order to help
YEYF3IS FyR &dzLJL2 NI G KS ¥ dzZ &ns.fTheSeyindividkials wiukd e best praxel to fias ¢
with both Chairs and the membership to help advise on best practice and support anbatied agenda. There was

a shared desire between the EDI-Oddinators and Chairs to ensure that this new bodyuld be actiordriven to

help instil sustainable, proactive change across all aspects of the Conservatoire, whilst ensuring required adheren
to statutory regulation.

This new body presents the Conservatoire with a unique opportunity to trial differBitpEactices within our
governing structure. Whilst specific practices are yet to be established, these would be aimed at addressing tf
barriers previously stated, with the aim to transpose these across other Committees and Working Groups mor
generally.This would include a specific Code of Practice to be embedded in the Standing Orders. The Code of Pract
would focus on establishing a culture within meetings and memberships that promote inclusivity and openness t
better support individuals in feelinlike their voices and contributions are valued. This Code of Practice could be
reviewed and revised before being integrated more widely, with the option to consult with the Conservatoire more
widely.

As a result, The Change Project recommends the estaiishof an EDI/AP Action Group, to include an Executive
Membership, which could be formalised through the creation of a new Terms of Reference in accordance with leg
regulations and requirements. These should then be reviewed and adapted in line vaitti@mbased agenda before
being approved through the necessary channels. Following on from this, the new body could help advise on how"
better integrate EDI practices across the governance structure as a whole to help address issues of engagement ¢

representation more widely.

Appendix 8.f¢ EDI Committee Training

Further to the aforementioned conversations with the Chairs of both the EDIC and APWG, the desire for focuse
training to better equip Chairs to manage EDI focused initiatives within the governance structure was expressed. Tl
Chairs felt that additionakraining would better ensure effectiveness and understanding of the scope and potential of

the groups. This training could be tailored specifically to the Conservatoire community whilst also addressing concer
previously mentioned regarding the reach okthommittee, engagement and representation. This could present an

opportunity to implement measures that assure effective outcomes that specifically reflect the Conservatoire
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Community through the implementation of bespoke measures, as well as in congplidihclegislative requirements,

as these two structures do not always operate reflexively across Higher Eddtation

The EDI Project G@wrdinators have already begun work on sourcing appropriate training options for Chairs that could
also be adapted to thenembership more generally, and several organisations have been identified as potential
providers.

What has become very clear through consultation with the Chairs and Committee members more generally is th
there is a strong desire to further EDI practidaut a need for additional resource to help expand understanding and
introduce affective and sustainable change through an adbiased approach. This clear demonstration of will and
determination is reassuring and the EDI Change Project team sinceziyttat the recommendations above would

be an affective platform to build on our existing structures to affect tangible and sustainable change.

Appendix 9 Staff Questionnaire Analysis

Key Findings

h@SNItf FTAYRAYIEA F2NJ GKS [/ 2yaSNBFGI2ANBQa OdzNNByd | L
agreed or strongly agreed that EDI are a priority within their teams. Furthermore, considering EDI overall at the
conservatoire, over 90%greed or strongly agreed that it was a priority. Similarly, 90% also agreed or strongly

agreed that Leeds Conservatoire creates a supportive environment in which to work.

Three fifths of respondents were paitme members of staff, and of those who coleged the survey none of those
who revealed their grade, were employed at grade 10ver two thirds (69%) were academic staff, and of those

71% taught primarily on UG music, and none were from SBotrses.

The invitation to offer comments regardingvdrsity at the Conservatoire, revealed a trend towards a need for
broadening our criteria for diversity. Respondents suggested that to understand diversity within the institution we
need to consider academic background, structural factors that impact GpgrS a Sy asS 2F WwWoSft 2y 3
2F GKS tSIFENYAy3 SYyBANRYyYSYyGQs FyR GKS AYLI OG 2F RAQ
that feed into the HE sector. Some suggest that staff and students should receive greater wai&ibd, and that
permanent staffing should be put in place to support our EDI initiatives. Suggested initiatives include, changes withi
the recruitment of staff and students, ensuring undgepresented groups still have their voices heard, and placing

our thinking within the context of broader social and regulatory discourses.

116 SeeManaging and Regulating Commitments to Equality, Diversity and Inclusion in Higher Edg€&ulonScott.

85



LEEDS
L CONSERVATOIRE

When considering the balance of diversity amongst key groups at the conservatoire, there is a striking disparity
between the perceived positive balance of diversity amongst stugjestaff and directors, and the diversity amongst
DdzSaid [ SOGdzZNBENR ofSaa GKIFY nmx> FINBSR (KFd GKSNB Aa

There are also some contrasting findings relating to structures in place to support skills and progression. 86% of
respondentsfeltth & GKSANI a1Affa yR O2yiNAodziA2ya 6SNB QI f dz
YAGNRY3Ife RA&AFINBSRQ (KFG GKSANI OdZNNBy G NeRtS 3 @S i
that the Conservatoire did not provide opriunities to develop experience and skills. In spite of this, only around

half (56%) felt encouraged to undertake additional training, and half (49%) have never applied for a promotion at th
Conservatoire. This is reinforced through comments made byoredgnts, such as there being too much emphasis
upon gqualifications when applying for jobs at the Conservatoire (rather than industry experience), and feeling more
valued within the Junior Conservatoire and Foundation Courses than within Degree PrograahiageWithin

smaller units (departments), respondents generally report feeling more supported and valued, than by the larger

governance of the Conservatoire.

Several individuals draw attention to inequalities within the promotions process. These, igdaticularly to a

distinct lack of formalised promotion structures in business support in comparison to academic departments. This
NBadzZ G§a Ay a42YS LI NIHAOALIYGA FNRY . dzaAySaa { dzLlLi2 NI
makingOl Yy WI LILIST NJ @S NE 2 LI-tindz&adeniic stafhhgiightiee impdciSrashel £ LI NI
unpredictability of fractional contracts over several years has upon their wellbeing, and that within the promotions

LINPOSada (GKSNBQA fiketiconihét.a A0 Af AGe G2 3AlLAYy |

In relation to Discrimination, Bullying and Harassment almost four fifths (79%) agree that the conservatoire provide:
clear guidance on where to access support. Only 2.9% report feeling uncomfortable in raising concerns about
discriminaton, bullying and harassment, and the same percentage disagree that the conservatoire handles EDI
concerns well. Two respondents point towards a need for more transparent structures (without a need to search)
with regards to discrimination, bullyingandhaéd & YSYy 12 A GK GKS adzZa3sSadizy GKI
nonYl yIFE3ISNAIE adl FFQo

Only one third of academic staff surveyed felt that the curriculum is currently Decolonised. Participants point
towards decentralisation as a strategy for achieg decolonisation. In particular, respondents mention a need for a
ANBFGSNI dzy RSNAGEFYRAY3I 2F (KS NBf IOBNZ WA ORQLIF A BINZ $ K 10

teaching), and the opportunities for the creative arts industry to ldadway. On the other hand, some argue that
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within our teaching we should distance ourselves from politics. Interestingly, some respondents draw a parallel
between decolonisation, and a perceived hierarchical{dop/n) approach to decision making withtre

Conservatoire. Nevertheless, 87% feel supported in their work through professional development and CPD, inline
gAGK GKS WSELISOGlIGA2ya FyR NBIdANBYSyida 2F GKSANI 22

The findings of the research showades T @2 dzNJ} 6 f S NBaALRyasS G2 ljdSaiAizya
committees. Whilst 70% state that they read the minutes published by the committees, less than half (42%) know
K2g (2 FSSR AylG2z O2YYAGGSSa YR yQiuopNRa® s KEOSGKBE K G
represent the whole conservatoire community, and less than a quarter (23%) agree that they do. Almost 2 thirds
(66%) have never applied or considered applying to sit on a committee or working group at the Conservasoire. It
unsurprising therefore, that only 50% feel that their individual voice is heard and considered within decision making
I ONR&da (KS O2yaSNBI{i2ANB® CNRY AYRAGARdIzZf NBalLlRyaSa
committees within tke structure of the Conservatoire. Some view progress within some meetings as slow and

complicated, and one respondent questions their impact upon policy making at executive level.

The findings would suggest that greater clarity may be required in tasgetsactions in relation to operational

L Fyas gAGK GKNBS ljdzZF NISNE o6T1tm:0 NBalLRyRAy3I GKIFG (K
W OGA2YyaAQ FNRBdzyR 95Ld ¢ NHSG oFaSR | LILINRI OkeéSaéda (12 95
dzy RSNX¥AY SR WO2yFTARSYOS IyR a2YS8S 2F G(GKS LINARYOALX Sa 2

project ourselves to the outside world as an institution that promotes equality, diversity and incliSion.

117 Analysis compiled by Dr. Martyn Shaw, Principal Lecturer.
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Appendix 10 lllustrative Grading Descriptors for Leeds Conservatoire
Career Pathways

Part B (parttime academic teaching staff)

Grade 8 Grade 9 Grade 10 Indicative evidence for
Senior Lecturer Senior Lecturer Principal Lecturer HERIEELIE Plroelien
application

(all applications are
expected to
demonstrate continuing
professional
development and
currency of

scholarship/professiona

practice)

Teaching | Positive student Sustained positive Sustained positive Assessment by line
feedback student feedback student feedback manager
Positive peer Nominations for Internal teaching Student feedback (from
observation feedback | internal teaching awards 2018: MEQ results)
Evidence of awards Good practice in Award
development of Good practice in teaching and learning | nominations/certificates
teachingpractice teaching and learing | disseminated Eraer SR
informed by identified in peer internally and/or TG
research/professional | observation externally, e.qg.

, L Presentations, training

practice Evidence of publication or

events or other

: . presentation of
Evidence of effective | development of ) B dissemination of good
assessment and teaching practice, pedagogical praaie,

feedback, and meeting O 2 y &t NRA 0 dzii A

_ _ practice
curriculum design or

teaching practice teaching innovation
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deadlines for marks
and feedback

and/or review and
development of the
curriculum informed
by
research/professional

practice.

Evidence of
enhancement of
assessment and
feedback, e.g.
engaging with
innovative feedback

methods.

Evidence of significant
development of
teaching practice,

O2 y (i NR 6 dzi A
teaching practice
and/or review and
development of the
curriculum informed
by
research/professional

practice

External engagement
as an External
Examiner, adviser or

reviewer

Assignmenbriefs,
assessment and

feedback records

Records of participation
in review/development
of the curriculum and
relevant
research/professional

practice

Letters of appointment
as External Examiner,

adviser or reviewer

Professio

nal profile

Regional profile:
profile is evident in
two or three regional
areas. These may be
any regional areas
within the UK, for
example the Yorkshirg
region and
Manchester area, or
the South West and

London.

National profile:
profile is evident in
more than three
regional areas spad
throughout the UK.
There may also be
some limited
performances in one
or two countries

outside the UK.

International profile:
profile is evident in at
least three countries

outside the UK.

Evidence of professiong
activities in the relevant
areas, fo example
regular tours or other
public performances,
media reviews,
commissions, publishing
contracts, theatre
performances, record
releases, media
appearances,
management contracts,

festival appearances.

Composition/Film: title
of work and
performance déails,

including dates and

89




U (EEDS
|_ CONSERVATOIRE

venues; title of work
and publication details;
concert programmes;
concert reviews; letters

confirming commission

Performance: concert
programmes; concert
reviews; details and
reviews of

broadcasts/recordings

Research | 2 external research 3 external research 4 external research Title and ISBN number
profile outputs of quality outputs of quality outputs of quality of books and journals
(last 5 1 1 1 Book reviews
years) conference/seminar/w| conference/seminar/w| conference/seminar/w Conference schedules
orkshop presentation | orkshop presentation | orkshop presentation detailing papers given
with external impact | with national reach with international
reach Confirmation of
Participation in research
collaborative esearch | Evidence of obtaining fellowships/scholarships
projects resources for research ffunding
e.g. funding for
Confirmation of
performance, access
. . participation in
to special collection
collaborative research
Leading role in project from
collaboratve research principd/co-investigator
project
Quialificati | a I & 1 SNX2a |j | Doctoral qualification | Doctoralqualification | Confirmation and date
onsand | (e.g. MA) (e.g. PhD) (e.g. PhD) of qualification from the
external Awarding Bog

Professional teaching

qualification (e.g.
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accreditat

ion

PGCE)

Fellowship of the HE
Academy (FHEA) or

equivalent

Demonstration of the
UK Professional
Standards Framework

Descriptor 2

Active membership of
relevant professional

networks

Evidence of
attendance at
professional
conferences that has
enhanced teaching

practice

Professional teaching
gualification (e.g.
PGCE)

Senior Fellowship of
the HE Academy
(SFHEA) or equivalent

Demonstration of the
UK Professional
Standards Framework

Descriptor 3

Active membership of
relevant professional

networks

Evidence of
attendance at
major/national
conferences that has
enhanced teaching

practice

Professional teaching
qualification (e.g.
PGCE)

Senior or Principal
Fellowship of the HE

Academy or equivalen

Demonstration of the
UK Professional
Standards Framework

Descriptor 3 to 4

Nomination for
National Teaching

Fellowship

Leading/committee
role in relevant

professional networks

Evidence of
participation in
major/national
conferences and/or
attendance at
international
conferences that has
enhanced teaching

practice

Confirmation and date
of nomination or award
of HEA/equivalent
Fellowship.
Commentary on UK PS
Descriptor level if
fellowship not yet

obtained

Confirmation of extent
of participation in

professional networks,
from leader/committee

member

Conference sclaules
detailing papers given
and commentary on
how this has enhanced
teaching practice, with
evidence of learning
resources and student
feedback where

appropriate

Contributi
on to
strategic

activities

Evidence of impact in
at least one of the

followingareas:

Student recruitment

Evidence of significant
impact in at least one

of the following areas:

Student recruitment

Evidence of sustained
significant impact

and/or taking a leading
role in at least one of

the following areas:

Commentary and

examples, detailing:

i Extent of role
and personal
contribution

9 Duration and
scale of
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Enhancement of the

student experience

Development of

student employability

Promotion of equality,
diversity and inclusion
and/or widening

participation

Collaboration
internally and / or

externally

Involvement in
decisionmaking,e.g.
sitting on an LCoM

committee or working

group

Enhancement of the

student experience

Development of

student employability

Promotion of equality,
diversity andmclusion
and/or widening

participation

Collaboration
internally and / or

externally

Involvement in
decisionmaking, e.g.
sitting on an LCoM

committee or working

group

Student recruitment

Enhancement of the

student experience

Development of

student employability

Promotion of equality,
diversity and inclusion
and/or widening

participation

Collaboration
internally and / or

externally

Involvement in
decisionrmaking, e.g.
sitting on an LCoM

committee or working

group

strategic
activity

1 Impact on
LCoM studen
staff,
community

1 Sustainability
activity/future
plans

ts,

off
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Appendix 1% lllustrative Grade Descriptors for Leeds Conservatoire

Career Pathways Part-ASupport and Academic management

The following descriptions are purely for illustrative purposes, to enable staiffiderstand more fully what may be
implied by the new pay framework. They aim to give some idea as to how the twelve different pay grades in the mod
reflect roles at different levels, subject to all the necessary processes involved in the job evato&i@malysis
exercises. They are intended to give a broad illustration only, rather than a detailed description of the types of wor

involved. Further information on part time academic teaching staff grade descriptors are provided at Part B.

Each desdptor assumes that individuals at a higher grade automatically meet the requirements for lower grades,
the only exceptions being the specialist skills required for individual roles.

Grade 1:

Duties will normally be of a practical and/or manual natureuieag the jobholder to be able to follow clearly given
instructions to do straightforward tasks of a routine nature. Must be able to cope with any physical demands
associated with the role.

Grade 2:

Duties will normally be of a practical, manual ¢erical nature requiring communication skills and a knowledge of

working practices related to the role. Some roles may have a limited degree of responsibility.

Grade 3:

Duties will normally be of a technical, practical, administrative or cleni@fire requiring a suitably qualified and/or
experienced individual. There may be some requirement to plan work in advance and the Jobholder may have limite
responsibilities within their own work area and have some degree of self determination regacshrifpéir own tasks

are performed. Some roles may have supervisory duties.

Grade 4:
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Duties will normally be of an administrative or technical nature. Jobholders will have a good general education an
may need to have appropriate vocational or professibgualifications. Some roles will have line management
responsibilities and may involve some training of others in their immediate work area. May have-diy

responsibilities for looking after some assets of the conservatoire.

Grade 5:

Jobholderswill usually have a specialism or expertise for which they hold appropriate vocational, professional or
academic qualification. Should be able to build good working relationships with people or organisations internally an
externally. The Jobholder wilé expected to contribute to the development of policies, practices and systems related

to their area of work. Responsibilities may include budget monitoring or being responsible for data, information ol

some of the assets of the college, staff supervigsind associated duties. Some posts may require a commercial focus.

Grade 6:

Jobholders at this level are required to have highly specialised knowledge or expertise and qualifications in the
subject area or work activity area. This is the minimunrellésr teaching staff. At this level teaching responsibilities
will not extend beyond FE and community education and outreach classes. The jobholder may be expected to be a
to contribute to the development of new curricula, courses or specific pslicieprocedures for authorisation by

others. Jobholders will have weléveloped communication and management skills, includingrdination of others.

Grade 7:

This is the minimum level for teaching at HE level and also covers FE and commuratioadard outreach teaching
by a lecturer or musician possessing good qualifications (e.g. MA or QTS}ealbimg jobholders will be well
gualified for their specific role and would take professional responsibility for operational projects and argy autyic

assistance provided which may be of a specialist professional nature. Posts will include responsibilities for staff.

Grade 8:

Business support staff will be appropriately qualified and have high levels of interaction with key external bodies,
mayhave responsibility over an area of the conservatoire, and would also normally be responsible for conservatoire

business controls at a critical levAlcademic staff in Grade 8 may style themseBenior Lecturer
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Grade 9:

Curriculum Managers are graded at this level. -timk Grade 9 Senior Lecturers undertake a curriculum leadership

role within a pathway. Academic staff in Grade 9 may style thems8lee®r Lecturer

Grade 10:

A jobholder at this level would tygally be a Head of Department or HE Course Leader who is suitably qualified anc
viewed as a primary source of academic or professional knowledge in an area of specialism. Such jobholde
contribute as team members to the strategic direction of the conatrive. Business support staff are responsible for
the overall management and leadership of a department Academic staff in Grade 10 may style thefsebipal
Lecturer

Grade 11:

Heads of Academic Departments responsible for the developmentialiaery of courses with, typically, more than

200 students in total are graded at this level. Such jobholders contribute as team members to the strategic directiol
of the conservatoire and are responsible for the management of a large academic depasnoetetam of staff.

Grade 12:

Not currently used.

Note:

1. Duties will inevitably develop and change as the work of LCoM changes to meet demand. Jobholders shot
therefore expect periodic variations to the grade descriptors; the conservatoiregethisright through the
consultationmechanism.
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Appendix 12 EDI Change ProjecStaff Questionnaire 2021

sl ED! Change Project - Staff
L CONSERVATOIRE

Questionnaire 2021

Thank you for taking the time to complete this survey. Your opinions are really important to the EDI Change
Project.

We're interested in hearing about the experiences and perceptions of working for Leeds Conservatoire, in relation
to equality, diversity and inclusion. Your responses will inform our work by helping us to assess the current
culture at the conservatoire and make recommendations to improve practices for the whole community.

An anonymised summary of responses will be produced as part of the Change Project
Most questions are optional. You do not need to answer every question, but we really value your input.
Your answers will be treated confidentially and we will take every effort to ensure that individuals cannot be

identified

If you have a question about the survey, please contact:

edi@Icm.ac.uk

Please complete by Friday 26 March.
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