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The Royal College of Art, in common with all other institutions of higher 
education operates within a legal framework which sets obligations to: 

 
i. eliminate unlawful discrimination, harassment and victimisation; 

ii. advance equality of opportunity between people who do and do not 
share a protected characteristic; 

iii. foster good relations between people who do and do not share a 
protected characteristic. 
 

These obligations are reinforced in the Higher Education Code of Practice which 
provides a framework within which university governing bodies should operate. 

 
The College recognises that equality of opportunity and the promotion of 
diversity are not only ethically fundamental, they are crucial to its academic, 
social and commercial success. An inclusive environment provides an array of 
benefits, such as increased morale, an expansion of the range of skills and 
experiences available, and an enhanced ability to attract and retain talented staff 
and students from all backgrounds. 

 
This report covers staff and students of the Royal College of Art and is based on 
data over the period 1 February 2015 to 31 January 2016.   
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SECTION 1: Annual Summary of Equality Information 2015/16 

Ethnicity  

a. Total Workforce   
BME, or Black and Minority Ethnic, is the terminology normally used in the UK to 
describe people of non-white descent. 
 
The overall proportion of BME staff in the RCA workforce is currently 14.6%1 (a 
small dip since last year when the percentage was 14.9%). This compares with a 
BME proportion of 12.1% in the HE workforce nationally2. 

 

Table 1: Proportion of BME staff by main staff group 3 

Staff group % BME staff in 
the workforce 
2014 

% BME staff in 
the workforce 
2015 

Academic  11.1% 13.9% 

Full time academic  4.2% 12.1% 

Part time academic  11.9% 12.1% 

Non-academic  16.9% 14.6% 

 
b. Total Student population 
Within the RCA student population, BME students make up 37.9% of the 2015 
cohort4. 

  

																																																													
1	The	percentage	is	calculated	as	the	total	number	in	the	population	excluding	those	whose	
ethnicity	is	withheld	or	not	disclosed.		
2	HESA	table,	all	staff	by	activity,	ethnicity	https://www.hesa.ac.uk/data-and-
analysis/staff/overviews?breakdown%5B%5D=580&year=2	
3	The	percentage	is	calculated	as	the	total	number	in	the	population	excluding	those	whose	
ethnicity	is	withheld	or	not	disclosed.	
4	The	percentage	is	calculated	as	the	total	number	in	the	population	excluding	those	whose	
ethnicity	is	withheld	or	not	disclosed.	
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Table 2: Proportion of BME students by main student group 

 % BME 
Students 2014 

% BME 
Students 2015 

Total student population 34.7% 37.9% 

Home student population 16.4% 18.9% 

EU student population 5.3% 9.5% 

O/S student population 82.3% 87.3% 

 

Gender 

a. Total Workforce   

Table 3: All staff by gender 

 2014 2015 

Female 49% 52.1% 

Male 51% 47.9% 

b. Total Student population 
Within the RCA student population, 37% are male and 63% female. 
 

Table 4: All students by gender 

 2014 2015 

Female 63% 63% 

Male 37% 37% 

 
 
c. Staff Recruitment 
The proportion of female staff recruited in 2015 has increased across the College 
as a whole and the figures reflect shifting balances between academic and non-
academic appointments when compared with 2014. 
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Table 5: Staff appointments by gender 

All staff appointments 2014 2015 

Female 57.4% 68% 

Male 42.6% 32% 

 
Academic appointments 2014 2015 

Female 72.2% 50% 

Male 27.8% 50% 

 
Non-academic appointments 2014 2015 

Female 51.2% 71.7% 

Male 48.8% 28.3% 

 
Disability 
 
a. Total Workforce   
Disability is a matter of self-definition, and this makes it hard to obtain 
meaningful comparative data. The 2015 national HE figure for declared disability 
is 4.2%.  
 
Of those staff who reported a disability, the majority (55.3%) report a specific 
learning difficulty such as dyslexia/dyspraxia or attention deficit hyperactivity 
disorder (ADHD). 

 

Table 6: Staff by reported disability 

 2014 2015 

Staff: reporting a disability 13.6% 12.1% 

Staff: prefer not to say N/A 13.9% 

Staff appointees: reporting a disability 1.64% 2.78% 

Staff appointees: prefer not to say N/A 44.4% 
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b. Total Student population 
Within the RCA student population 17.7% report a disability. The majority 
(71.3%) reported a specific learning difficulty such as dyslexia/dyspraxia or 
attention deficit hyperactivity disorder (ADHD).  

 

Table 7: Students by reported disability 

 2014 2015 

Students: reporting a disability 11.7% 17.7% 

 
Religion and Belief 

 

Table 8: All staff by religion 

 2014 2015 

Staff: No religion 46% 48.7% 

Staff: Religion 24.9% 22.9% 

Staff: Prefer not to say 29.1% 28.4% 

 
 
Sexual Orientation 

 

Table 9: All staff by sexual orientation 

 2014 2015 

Staff: Heterosexual 71.1% 72.7% 

Staff: Gay 5.3% 4.9% 

Staff: Bisexual N/A 0.8% 

Staff: Prefer not to say 23.4% 21.6% 
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SECTION 2: Progress against Equality Objectives 2012-2016 
 
The College’s agreed equality objectives and measures can be found in appendix 
1.  
 
Objective 1 
Improve the ethnic diversity of the College by increasing the percentage of 
students and staff (particularly at higher grades) who describe themselves as 
BME. 

The College is assessing progress against this objective based on monitoring: 

i. % BME full-time UK national MA students 
ii. % BME academic staff 

iii. Potential barriers to becoming a member of staff/student at RCA and 
actions to address these. 

The comparator is the University of the Arts London (UAL). UAL was the sector 
leader in terms of diversity at the time that the objectives were set.  

 

i. % BME full time UK national MA students 

Table 12 shows the percentage change in BME UK national MA students over the 
three years since the objective was set. The agreed benchmark and figure for 
comparison was the UAL 2010-11 figure of 16%. 

The rationale behind this measure was the observed low instance of BME 
students, especially those who identified as black British. It was felt that the 
College should be achieving the same levels of participation of black British 
students as other art and design College’s at Master’s level.  

 While the RCA initially showed no change in the proportion of BMA students, 
representation dipped in 2012-13 and reduced again in 2013-14. It had been 
recognised in 2013 that this trend may occur following the departure of the final 
Inspire cohort.  

Table 10: % BME Full time Home MA students 
 2010-11 

(benchmark) 
2011-12 2012-13 2013-14 2014-15 

UAL (HESA) 16% 18% 18% 17% 16% 

RCA (HESA) 17% 17% 15% 14% 17% 
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ii. % BME academic staff 

Table 13 shows the percentage of BME academic staff over the four years since 
the objective was set. The agreed benchmark and figure for comparison was the 
UAL 2010-11 figure of 8%.  

The rationale behind this measure was that the presence of more BME staff 
could encourage more BME students to study at the College in the future. 
Academic staff statistics show less diversity than non-academic staff.  

The data shows that the percentage of BME academic staff remained steady 
until 2013-14 but now exceeds the target. Monitoring should continue to ensure 
that this progress is maintained. 

 

Table 11: % BME academic staff 
 2010-11 

(benchmark) 
2011-12 2012-13 2013-14 2014-15 

UAL (HESA) 8% 7% 9% 10% 9% 

RCA 
(HESA) 

6% 6% 6% 10% 14% 

 

iii. Potential barriers to becoming a member of staff/student at RCA and 
actions to address these 

The following tables outline the actions in progress as at April 2015.  

Staff 

Potential Barrier Action 
Preconceived ideas about 
the College –  don’t want 
to apply / feel intimidated 
by College or its culture 

• Ensure website delivers strong impression of the 
College culture and values including membership of 
Stonewall and Positive about Disability through news 
stories as much as possible.  

Physical access issues to 
the campuses  

• Implement recommendations of new Access Audit 

Not shortlisted 
 

• Develop more support and information on the website 
for applicants (i.e. how to complete an application form) 

 
Insufficient understanding 
of the equality agenda in 
the College as a whole 

• Ensure equality & diversity training is part of the 
induction process for all new staff 

• Complete roll-out of Unconscious Bias training for all 
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interviewers 
 

Fixed term contract 
offered 

 

• Revise policy on the use of fixed term contracts during 
the 2015/16 academic year.  

• Implementation in 2016 of the academic employment 
framework which offers permanent contracts to all new 
academic staff. 

 

Students 

Potential Barrier Action 
Preconceived ideas about 
the College –  don’t want to 
apply / feel intimidated by 
College or its culture 

• Implement WP Strategy 
• Ensure website delivers strong impression of the 

College culture and values through news stories as 
much as possible. 

Don’t have sufficient 
specific skills / experience 
to apply  

• Website now includes detailed guidance and student 
perspectives on submitting an application and 
portfolio  

Lack of funding / 
commitments     outside of 
studying such as family or 
part-time work 

• Ensure information about bursaries, scholarships 
and prizes is easily available 

• Implement WP Strategy 
• Pilot MRes degree 

Not selected for interview 
or admitted after interview 

• Complete roll-out of Unconscious Bias training for all 
interviewers 

Physical access issues to 
the campuses 

• Implement recommendations of new Access Audit 

 

Objective 2 

Monitor any effect that: 

a) changes to the system of funding for undergraduate degrees in England 
from 2012/13 onwards and/or  

b) the level of the College’s tuition fees, have on MA student applications, 
registrations and course completion rates, with reference to relevant 
protected characteristics in the Equality Act 2010. 

The College is currently analysing this data and results will be provided in due 
course, including any effect of the HEFCE Postgraduate Support Scheme (PSS) 
for 2015-16.  

  
Constraints 
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At present the College cannot analyse staff recruitment data, for example 
comparing gender and ethnicity statistics at the application, shortlist and 
appointment stages. E-recruitment, implemented in 2016 will enable us to access 
and analyse this data in future. 

  
Conclusions 

The main characteristics of both the workforce and student population are 
shared with many HE institutions. Nevertheless, there may be some actions that 
the College could take to improve areas of underrepresentation amongst female 
and BME groups. 
 

Action planning 

• Increase the numbers of BME staff in academic and research roles. 
• Improve overall numbers of BME staff in the workforce to reflect the student 

profile. 
• Improve female representation in technical and academic roles, especially 

senior academic roles.  
• Consider the support offered to staff reporting a disability.  





	 	 	 	 	 	 	 	 Appendix 1 	

	
	

 
 
 
 

Equality Objectives 2012–16                 
 
  
Objective 1 

	

Objective	 How	we	will	achieve	 the	objective?	 Progress	
Improve	 the	ethnic	 diversity	 of	the	College	 by	
increasing	 the	percentage	of	students	 and	staff	
(particularly	in	higher	grades)	who	describe	themselves	
as	Black	and	Minority	 Ethnic	 (BME).	

• Decide	 appropriate	benchmarks	for	ethnic	 diversity,	 e.g.	
against	comparable	art	and	design	 institutions/other	with	
postgraduate	provision,	 by	31/12/12	

• Investigate	 the	reasons	why	such	potential	 students	
and	staff	are	not	applying	 to	the	College	 for	places	or	
jobs,	or	are	not	successful	 in	being	offered	 places	or	
jobs,	by	31/7/13.	

• Identify	measures	 to	start	 to	address	 those	 reasons,	 by	
31/7/14.	

• Comparator:	University	 of	the	Arts,	London.	
• Benchmark		for	RCA	 full	 time	MA	students	

by	2016–17	 is	the	UAL	2010–11	 figure	of	
16%.		 Floor	12%.	

• Benchmark		for	RCA	part	time	academic		
staff	by	2016–17:	 UAL	2010–11	 figure	of	8%	
(RCA	was	5%	in	2010-2011).			Floor	5%.		

• Under	discussion.	
	
	
	 

Objective 2 
 
Objective	 How	we	will	achieve	 the	objective?	 Progress	

Monitor	 any	effect	 that	(a)	changes	 to	the	system	
of	funding	 for	undergraduate	degrees	 in	England	
from	2012/13	 onwards	 and/or	 (b)	the	level	of	the	
College’s	tuition	 fees,	have	on	MA	student	
applications,	registrations		and	course	completion	
rates,	with	reference	 to	relevant	protected	
characteristics		in	the	Equality	 Act	2010.	

• Decide	which	protected	 characteristics	are	relevant	
for	this	objective,	 by	31/12/12	

• Identify	which	measures	 to	use	to	assess	 the	effects	 of	(a)	
and	(b),	by	31/3/13	

• Put	in	place	a	monitoring	 system,	 by	31/7/13	

• All	protected	 characteristics	are	relevant.	
• Use	the	RCA’s	HESA	 statistics	 but	note	

they	are	not	collected	for	all	protected	
characteristics	yet.	For	example,	 HESA	
only	requested	 that	we	collect	 data	on	
sexuality	 from	2011/12	onwards	 and	the	
2012/13	 return	will	be	the	first	to	
feature	religion/belief.	

• Apply	 the	statistics	 each	year	to	
applications,	registrations	and	course	
completion	 rates.	

• HR	 to	analyse	 comparative	RCA	HESA	 	
figures	 annually.	

 


