GENDER PAY GAP 2022

Introduction

Equality, diversity and inclusion have been at the heart of the mission of the RCM since it was established in
1883. As the leading British conservatoire, it aims to provide musical education and professional training at the
highest international level to meet the aspirations of as many as possible of those whom it deems to have the
ability and motivation to benefit.

The RCM promotes an inclusive learning and working environment and is committed to developing and
sustaining a positive and supportive environment for our staff and visitors in which students, staff, visitors and
guests are supported and welcomed.

Why are we publishing this data?

This report complies with the Gender Pay Gap Legislation which was introduced in April 2017 which requires
IKH 5&0O IR UHSRUI RQ D QXPEHU RI PHILLFV DV Rl ODUFK LQ D JLYHQ \HDU NIKH VQDSVKRI GDIHr

What is the Gender Pay Gap and how is this different to Equal Pay?

Gender Pay Gap reporting, measures the difference between the average pay of all men and all women,
irrespective of their job role or seniority. A gender pay gap above zero will show that, on average, men earn
more while a pay gap below zero shows that women, on average, earn more

Equal Pay reporting is concerned with identifying and eliminating unjustified inequalities between the pay of
specific groups of people performing like work, equivalent work or work of equal value. The RCM is committed
to the principle of equal pay for equal work for its entire staff. Whilst our gender pay gap reporting indicates that
there is scope to improve on, we are confident that we have no significant differences in place in terms of men
and women carrying out IKH VDPH VLPLDU URIHV DQG RU ZRUN RI tHTXD0 YDIXHt 7KLV EHLQJ UHLQIRUFHG E\ RXU
implementation of a job evaluation scheme which allows us to consistently and transparently compare roles
across the organisation and associated pay benchmarking review, an exercise which will be repeated at regular
intervals.

Gender Pay Gap 2022 reporting outcomes

At 31 March 2022 IKH 5&O# PHDQ JHQGHU SD\ JDS LV 4.8% and the median gender pay gap is 0%.

Although this represents a slight increase when compared to the last reporting date of March 2021 this was anticipated as
we recognised that the snapshot reporting date of 31 March 2021 came at a time when Covid restrictions were still
impacting our activities. It remains the case that we have seen a substantial improvement since we began reporting in
2017.

PAGE1/ 4



March 2017 March 2018 March 2019 March 2020 March 2021 March 2022

Mean gender

8.3% 6.8% 6.6% 6.6% 4.1% 4.8%
pay gap
Median
gender pay 0% 0% 0% 0% 0% 0%
gap
The data

The workforce gender profile pf the Royal College of Music at the snapshot date of 31 March 2022 was:

Headcount

Women, 313,
45%

Men, 387, 55%
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Committee. 6LQFH JHQGHU SD\ JDS UHSRUILQJ EHJIDQ LQ ZH KDYH QRI VRXJKI IR 1LQG LTXLFN IL[HV} EXIl UDIKHU IR
make long term meaningful changes to our policies and practices.

1 We will continue to inform recruitment panels with key diversity data throughout the selection process and provide
support and guidance to recruitment panels to mitigate the impact of unconscious bias in selection

1 We will continue to improve our overall equalities monitoring data of ethnicity and other protected characteristics to
reflect our broad commitment to the equality, diversity and inclusion agenda and to identify issues of
intersectionality that may exist for women (and others) in our pay structure.

1 We will continue to investigate ways to improve carHHI SDIKZD\V IRU NHDUN FDUHHUA DFDGHPLFY LQ ERIK IHDFKLQJ
and research

T We will ensure that when fully implemented, the new reward and recognition arrangements are free from any
gender bias and explore the reasons for any potential anomalies

Professor Colin Lawson Kevin Porter Jennifer Allison
Director RCM Deputy Director, RCM Head of HR
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