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Introduction 

This document is a codesigned, consensual and realistic plan that orchestras can 
use to implement more inclusive recruitment of musicians.   

It provides 10 recommendations based on findings, observations and comments 
made throughout a series of meetings in 2023.  The meetings involved orchestral 
musicians and representatives of the managements of UK orchestras.  They were 
convened as part of a collaborative approach between the Association of British 
Orchestras, Black Lives in Music and the Musicians’ Union.   

The plan aims to support a unified approach of recruitment of musicians in 
orchestras in the UK classical music sector.  The plan is designed to be sufficiently 
flexible to enable orchestras with different employment models to address traditional 
challenges of fair recruitment and to share an understanding of best practice with the 
specific objective of workforce development and nurturing an inclusive culture in 
orchestras.  Alongside the recommendations, the three named organisations will 
work together to support participating orchestras through sharing of assembled 
resources and monitoring the take up and impact of the recommendations. To that 
effect, orchestras will be invited to commit to the 10-point plan through a simple sign-
up process.  Each orchestra will be encouraged to target and execute 2 actions from 
the plan per year.  This will enable further development and tracking of the work in 
practice. The work is ongoing, and an annual review will enable further refinement in 
response to feedback and lessons learned during implementation. 

 

 



 

  

Inclusive recruitment in orchestras 

10 Point action plan 
 

1. Regular open calls for Extras and Deputies 

2. Inclusion of impartial external member(s) on audition panels 
(without voting rights) 

3. All candidates required to audition before being offered a trial 
(Candidates will not be invited to trial without prior involvement in 
full recruitment process)  

4. Screened early round auditions 

5. First round, (proper) auditions with both in person and online 
options 

6. First main round auditions to include an 
unaccompanied/accompanied work and reasonable number of 
excerpts.   

7. Audition panellists to receive inclusivity training within the 3 
month period prior to recruitment duties 

8. Trial process to be streamlined:  

Maximum trial period of 2 years for tutti and principal positions.  
Appointments to be confirmed within 3 months of completion of 
all trials. 

9. All audition panels to keep a thorough and robust record of 
auditions and decisions during the trial process.  Candidates 
should be assessed using a clearly defined scoring framework 
alongside a documented and robust anecdotal narrative. 

10. Anonymised application process 
 

 

 

 



 

  

Notes 

1 Ac$on 1 - Orchestras and ensembles are encouraged to work together and share resources 
according to geographical loca$on in order to make this as prac$cal an ac$vity as possible.  
Open audi$ons should be held according to instrument, and on a meaningful and regular basis. 

2 Ac$on 2 - Resource and infrastructure support on offer from ABO, BLIM, MU to help facilitate 
this ac$on.   

3 Ac$on 3 - It’s recognised that repeated itera$ons of the recruitment process may s$ll fail to 
yield a suitable candidate for appointment.  In this event, and on the grounds of economic 
prudence, targeted recruitment is a reasonable op$on, though candidates in this instance will 
s$ll be required to observe the audi$on process prior to any formal offer of a permanent 
posi$on. 

4 Ac$on 5 - Whereupon a candidate is unable to aMend the first-round, proper audi$ons 
candidates should be invited to an equivalent online audi$on, or if they are a UK based 
Orchestra to provide a means tested resource support for candidates to aMend.  This 
presupposes that orchestras/ensembles will allow for protected funds in future budget lines 
for audi$on support of candidates as part of their ongoing commitment to equitable 
recruitment processes and in line with con$nuing EDI sensi$vi$es. 

5 Ac$on 6  
5.1) This ac$on is based on the establishment of a ‘pre-audi$on round’ to ensure all candidates 

meet the criteria for considera$on.   
5.2) This ac$on includes candidates iden$fied as a result of targeted recruitment (please see 

note 3 above). 
5.3)  Accompanied/unaccompanied nature of audi$on repertoire requirement to be 

determined by the audi$on panel as is appropriate to the instrument, and 
musical/technical criteria for recruitment selec$on.  An unaccompanied piece or 
appropriate chamber music opportunity is an acceptable alterna$ve though a piece 
wriMen with accompaniment is to be discouraged as an unaccompanied offering without 
good reason. 

6 Ac$on point 8  
This ac$on acknowledges the nuances of difference in working models and paMerns. 
6.1) Orchestras and ensembles working a less intensive programme will need to reasonably 
extend the length of the trial process to reflect their own specific working paMern.  Essen$ally, 
this should not extend beyond reasonable as per their own working considera$ons. 
6.2) Recruiters to commit to a robust process.  This ac$vity includes regular upda$ng of 
candidates and internal monitoring of process in the interests of expedience. 
6.3) Ini$al internal recruitment process to clearly define the prerequisites of the posi$on to 
enable effec$ve candidate selec$on. 
6.4) Addi$onal considera$ons to be implemented to ensure process is equitable.  This may 
mean in the case of younger candidates; the trial process is extended to reasonable but not 
exhaus$ve length. 

7 Ac$on point 9 – scoring framework to suggest aMainment in areas to include Knowledge of 
excerpts, tonal quality, technical considera$ons, musicality etc.  Scores from the panel to be 
aggregated as an indicator of aMainment with a documented anecdotal narra$ve to support a 
robust and transparent decision-making process for all candidates. 



 

  

8 Ac$on point 10 - All personal data collected as part of the recruitment monitoring process 
should be collected separately and anonymity preserved.  Best prac$ce to reflect that as 
outlined by the Musicians’ Union.  Their guidance can be found via this link: 
h&ps://musiciansunion.org.uk/legal-money/workplace-rights-and-legisla=on/equality-
rights/sample-diversity-monitoring-ques=ons 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://musiciansunion.org.uk/legal-money/workplace-rights-and-legislation/equality-rights/sample-diversity-monitoring-questions
https://musiciansunion.org.uk/legal-money/workplace-rights-and-legislation/equality-rights/sample-diversity-monitoring-questions


 

  

 

 

 

Glossary/terms 

 

• Screened audi4on – where the performer is hidden from the judges or 
panellists.  This is achieved via the use of a par99on or screen between 
the audi9oning candidate and audi9on panel.  The ‘screen’ should be 
fully func9onal in protec9ng the physical iden9ty of the candidate from 
iden9fica9on by the panel. 

• Early round audi4on – audi9ons (including first-round (proper), held 
prior to shortlis9ng selec9on for the trial phase 

• First round, (proper) audi4on – the first round of audi9on involving 
applicants who have been deemed to meet standard employment 
criteria.  This may also be a preselec9on round in the case of a high 
number of applicants and mul9ple audi9on rounds are required prior to 
shortlis9ng for the trial phase. 

• First, main round audi4ons – audi9ons involving applicants who have 
passed any preselec9on round (should the orchestra have held a 
preselec9on round on grounds of an overwhelming number of 
applica9ons).  An orchestra may choose to hold a preselec9on round 
prior to first round, (proper) audi9on if applicant numbers are 
par9cularly high. 

• Anonymised applica4on – The anonymising of candidate iden9ty by 
redac9ng personal informa9on that might lead to the iden9ty of the 
candidate.  As well as the wriEen applica9on, this includes the physical 
itera9on of the applica9on process, where prac9cal, and including 
screened early round audi9ons (prior to the trial phase) as outlined 
previously. 

 

 


