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EDI Young Foundation research update 



Young Foundation Research purpose 



This research…

• provides a fresh look at how recent efforts to promote equality, 

diversity and inclusion (EDI) have been experienced, across and 

between several professions;

• serves as a call to professionals, and their representative bodies, 

to stop and reflect on their outlook, conduct and collective actions;

• intervenes at the systems-level – particularly highlighting the role 

of professional membership and regulatory bodies among 

government, employer and grassroots action.
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Young Foundation Research purpose

7,290 total survey 

respondents from 

across 12 professional 

membership and 

regulatory bodies

185 IWFM survey 

respondents from our 

membership

Focus groups (5)

Expert interviews (1)



Core synthesis findings 
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Key findings overall research  

Credit: Beyond Buzzwords – The Young Foundation 

https://www.youngfoundation.org/
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Key findings overall research

Credit: Beyond Buzzwords – The Young Foundation 

https://www.youngfoundation.org/


• EDI is on the agenda, but greater work is needed as 

significant barriers remain. More severe discrimination 

and exclusion experienced in FM than other 

professions: language, harassment and other 

inappropriate behaviour

• More severe impact in FM than other professions: 

professionals are changing jobs/taking career 

breaks/choosing self- employment, experiencing mental 

health issues (depression, stress), not pursuing 

professional opportunities. 

• Perceptions of EDI differ - participants from 

marginalised groups less likely to agree on progress – 

gender, sexuality, ethnic diversity. Front line is diverse, 

less so in office-based roles or more senior roles.
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Core synthesis of the FM findings

0% 10% 20% 30% 40% 50%

Regularly made to work on tasks below my
skills or pay grade

Slights, snubs or other 'microaggressions’

Colleagues taking sole credit for shared
efforts

Unfairly spoken over or not listened to in
meetings

Feeling undervalued compared to
colleagues of equal competence

Since the start of 2019, have you personally experienced 
any of the following in the workplace? (top 5) 

IWFM All
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What are the key impacts of discrimination in the workplace?

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%

Taking a career break

Requiring time off work for stress or mental health reasons

Leaving a job without a new job lined up

Not pursuing professional opportunities (specific projects, promotions, training etc.)

Experiencing a mental health condition like depression or anxiety

Changing jobs

Has experiencing exclusion, harassment or discrimination in the workplace ever resulted in any of the following for 
you? (top 7, excludes none of the above)

IWFM All

Departure

Health

Health

Missed progression

Departure

Departure



Young Foundation Recommendations 
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Young Foundation conclusions  - General

Situated in systemic issues 

Professional membership and regulatory bodies 

set the standards of what it means to be a 

professional 

Employers 

operationalise these 

standards in hiring 

and promotion 

decisions, and across 

its policies and 

practices 

Professionals enact 

these standards to 

foster a more inclusive 

culture 

Interventions must focus 

on changing the systems 

that underpin 

marginalisation 

Equality, diversity and 

inclusion must be guiding 

principles for all decision-

making – not just for 

specific initiatives 



1. Put EDI at the heart of what it means to be a professional by committing to: 

a. updating codes of ethics/ conduct, with corresponding reviews of professional standards, to embed the values and 

principles of equality, diversity and inclusion in the core meaning of what it means to be a professional 

b. critically reviewing communications around EDI to emphasise that efforts to improve professionals’ experiences are 

non-negotiable, and integral to all decision-making. 

2. Set higher standards for professionals by committing to: 

a. reviewing and continuously updating and developing all modules of training and CPD courses to ensure the values 

and principles of EDI are embedded across all learning and development opportunities 

b. ensuring qualifications and accreditation processes reflect updated professional standards, to ensure members are 

not granted with the highest levels of chartership or accreditation without core competencies around the values and 

principles of EDI. 

3. Actively involve professionals in change by providing meaningful opportunities for members, learners and employers to 

shape action around EDI in our profession – including: 

a. creating working groups for professionals to be involved in reviewing key actions, such as updates to codes of 

conduct and qualifications, and progression pathways 

b. ensuring accountability mechanisms in which professionals’ feedback about activities and communications is acted 

upon. 

4. Become role models for good practice by:

a. ensuring all strategies, policies, procedures and practices are approached with an EDI lens. 

b. continuously monitoring progress.
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Young Foundation recommendations for professional bodies



IWFM contextualisation 
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IWFM 

governance/people 

Membership Profession 

Short 

term 

objective 
completion

- All comms to reflect EDI – 

including updated Tone of Voice

- Review how to make 

governance and leadership 

more accessible - including 

Board

- Embed further EDI principles 

throughout 2024 plan

- MC – embedding greater EDI in 

SIGs/Networks/Regions 

+ new networks

- New entrants/Career of Choice 

strategy to embed EDI principles
- Mentoring scheme – enhance EDI further

- Future leaders

- Veterans network

- Provide and signpost to tools for 

members  

- Mandated CPD starter 

- Continue ongoing collaborations with 

Chartered Network and dedicated 

groups such as LGBT+ in FM

- Continue to step up EDI through 

Awards 

- New entrants' strategy to embed EDI 

principles

- Positioning of FM Career of 

choice campaign with schools, 

universities and job centre 

(collaborate with MC)

Medium 

term

- Ongoing driving up of action 

plan in line with 

benchmarking/maturity model 

- Review strategies, policy, 

procedures and practices with 

an EDI lens (ongoing)

- Reflect on how to drive further 

behavioural framework/Code of 

conduct

- Review progression pathways towards 

C/FIWFM

- Mandated EDI CPD ~ PSF

- EDI core competence requirement for 

attainment/maintaining 

‘CIWFM’/FIWFM

- Update PSF < employers and 

individuals

- Provide tools and support for 

employers 

- Clear pathway and progress for 

frontline 

Long 

term

- Ongoing review of action plan 

and benchmarking 

- Review all training modules, 

qualifications and CPD courses 

- Organisational ‘badge’ linked to CoC

- Roadmap to IWFM Charity role in EDI 

initiatives

- Apprenticeships positioning 



The CPD number for 

today’s event is

2709373



Could you play a key role in 

shaping IWFM’s future?

Nominations are now open for two IWFM 

Non-Executive Director (NED) roles until 10 May. 

To find out more visit our website,

iwfm.org.uk or scan the code >

For questions, please contact governance@iwfm.org.uk





iwfm.org.uk/insight
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