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Representing the communities we support  
 

 

Foreword by Ramon Van de Velde, CEO 

This EDI (Equity, Diversity, and Inclusion) Policy is part of The Wave Project’s journey of fostering an 
inclusive and equitable workplace and community. 

We understand the importance of embracing diversity and creating an environment where everyone 
feels respected and empowered. We therefore felt it important to not only produce a specific EDI 
Policy but to also assess our current diversity data and data collection processes and consult with EDI 
specialists. In doing so, we aim to have a meaningful and informed EDI Policy, including measurable 
objectives. Thank you to Mathys Reiss and Dr Constantine Manolchev of the University of Exeter 
Business School for their generous support, assessment, and recommendations on which this policy is 
built.  

This policy highlights our data, initiatives, strategies, and progress in promoting EDI within The Wave 
Project and the work that lies ahead. As shown in this policy, there are currently gaps in our data and 
plenty of areas for progress which is why we have set out in detail our action plan and responsibilities. 
We recognise that implementing our EDI Policy is an ongoing process and we are dedicated to 
continuously improving and building a culture where every individual feels a sense of belonging. 

I want to thank our incredible team, beneficiaries, volunteers, partners, and stakeholders for their 
support and collaboration. Together, we will create a future that is more inclusive, where every person 
can thrive. 

Ramon Van de Velde  

CEO, The Wave Project  
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Our approach to Equity, Diversity and Inclusion   
 

 

Core Definitions  

We understand that there is no one complete set of agreed definitions for terms like equity, diversity 
and inclusion and that the language around this topic is subject to evolution. On consultation with 
experts in the field, we are currently working with the following definitions for the purpose of this 
policy: 

 

 Equity 

Equity refers to the fair and just distribution of resources, opportunities, and outcomes to all 
individuals, regardless of their backgrounds, identities, or circumstances. It recognises that 
different individuals may require different levels of support or accommodations to achieve 
equal access and opportunities. 

 

 Diversity 

Diversity means having differences within an organisation or setting. Diversity recognises we 
are all different in many ways. People with different identities, backgrounds should all have 
equitable access to resources and decision-making. At the Wave Project, we prefer to use the 
term ‘representation’ to focus on how we should be reflective of the communities we aim to 
serve.  

 

 Inclusion  

Inclusion means being proactive to make sure people of different backgrounds, experiences 
and identities feel welcomed, respected and fully able to participate. It is not only about 
creating a diverse environment but also about ensuring a culture exists where individuals can 
be their full selves. 

 

Intersectionality  

We all have overlapping identities including – but not limited to – disability, gender, race, 
religion or belief, sex, class and sexual orientation. 

Taking an ‘intersectional’ approach to equity, diversity and inclusion requires us to 
understand that these multiple forms of discrimination are experienced simultaneously, in 
different ways by people of different backgrounds. 
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Policy Principles   
 

Valuing EDI 

1. The Wave Project values and aims to foster an equitable, diverse and inclusive organisation and 
community.  

2. We will ensure that all our beneficiaries, volunteers and staff have equal opportunities and further 
aim to increase the reach of our services to a more diverse range of young people and ensure that 
our team is suitably representative.  

3. In commitment to ongoing progress, we will follow our Action Plan (set out below) which will be 
reviewed and updated annually.  

Equal Opportunities 

4. We provide equal opportunity to all who apply for vacancies through open competition. We will 
select candidates based only on their relevant abilities and experience, using a clear and open 
process. 

5. We offer opportunities for flexible working patterns, wherever operationally feasible, to 
accommodate and support our employees. 

6. We will provide all reasonable assistance to employees who are or who become disabled, making 
reasonable adjustments wherever possible to provide continued employment. We will ensure an 
appropriate risk assessment is carried out and that appropriate specialist advice is obtained when 
necessary. 

Zero Tolerance to Discrimination 

7. We do not tolerate direct or indirect discrimination against any person on the basis of age, 
disability, gender, sex, sexual orientation, marriage/civil partnership, pregnancy/maternity, class, 
ethnicity or religion. 

8. Staff are able to report any matter of discrimination via The Wave Project’s employment policies 
and Grievance Procedure and all allegations will be taken seriously, fully investigated and subject 
to disciplinary action where appropriate in accordance with the Disciplinary Procedure. 

Responsibility 

9. It is the responsibility of all staff in their daily actions, decisions and behaviours to practice and 
promote these principles.  



 

- 5 - 
 

EDI Reporting  
 

Data Collection 

The Wave Project is at the start of its data collection process; however we aim to implement 
more rigorous data collection systems to help us better understand our ethnicity, gender, age 
and disability representation performance. Our Action Plan for this can be found in the Action 
Plan table below under section 5 ‘Accountability and Measurement’. 

More complete data will enable us to track any patterns or trends, set targets and develop 
fairer policies, processes and practices. 

EDI however, is not just about numbers and our data collection and interrogation is just one 
of the ways we can ensure continued learning and progress.  

Current Data 

The following is a summary report of our current EDI data, based on the information available 
as at June 2023. Data sources and details are available at Appendix 1 to this Policy. 

As shown, there are various categories of data that we do not currently have, which are 
marked by a “Missing Data” label.  
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Gender Diversity 
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Ethnic Diversity 
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Age Distribution 
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Disability Diversity 
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Action Plan  
 

In this section we: 

 Outline specific objectives related to increasing representation in age, disability, and ethnic 
diversity. 

 Set measurable targets that reflect the desired improvement. 
 Specify the timelines for achieving these targets.  

 

 

 

The Wave Project’s EDI vision is to improve the mental health and well-being of young people 
through the power of surf and nature-based therapy, driven by an EDI policy that ensures our team 

reaches and represents the diverse range of young people we serve. 

 

 

 

 
1. Increase Representation 

 

 
2. Recruitment and outreach 

 
3. Collaboration and 

partnerships  
 

To build a team that reflects the 
diversity of the young people 

we serve, ensuring 
representation across gender, 
ethnicity, age distribution, and 

disability categories. 

Implement proactive strategies to 
attract and recruit individuals from 

diverse backgrounds, actively 
seeking out talented individuals 

who can contribute to our mission 
of improving mental health and 

well-being. 

Forge partnerships with 
organizations and community 
groups that specialize in EDI 

matters, seeking their guidance 
and expertise to continuously 
improve our EDI efforts and 
ensure they align with best 

practices. 
 

4. Cultivate a safe and 
inclusive space. 

 

 
5. Accountability and 

measurement 

 
6. Continuous 

improvement 
 

Create an environment where 
all team members feel safe, 
valued, and empowered to 

contribute their unique 
perspectives, fostering a sense 
of belonging and encouraging 

innovation in surf therapy 
programs.  

Implement key action plans with 
timescales and measurable 
metrics, to be reviewed and 

revised regularly. 
 

Embrace a culture of continuous 
improvement, providing regular 

training and educational 
opportunities to enhance 

awareness, sensitivity, and 
understanding of EDI issues 
among staff, volunteers, and 

stakeholders. 

EDI VISION 

AIMS 
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1. Increase Representation:  To build a team that reflects the diversity of the young people we serve, 
ensuring representation across gender, ethnicity age distribution, and disability 
categories.   

Objective Action Timeline Key Metric(s) 

Increase representation of 
underrepresented groups within the 
Wave Project’s team to ensure a 
diverse range of beneficiaries are 
represented. 

Gender 
Representation 
 Collect accurate 

data regarding 
the gender 
representation 
of volunteers, 
staff and head 
office.  

 Achieve +/- 10% 
gender 
representation 
of Beneficiaries 
in Volunteer, 
Staff and Head 
office internal 
stakeholders. 

 
Ethnic 
Representation 
 Collect accurate 

data regarding 
the ethnic 
representation 
of volunteers, 
staff and head 
office.  

 Achieve +/- 10% 
ethnic 
representation 
of Beneficiaries 
in Volunteer, 
Staff and Head 
office internal 
stakeholders. 

 

 
 
 By the end of 

2024 
 

 
 
 
 Within the 

next 3-5 
years 

 
 
 
 

 
 

 
 By the end of 

2024 
 
 
 

 
 
 Within the 

next 3-5 
years 

 
 
 

 
 
 Percentage 

breakdown of gender 
representation among 
volunteers, staff, and 
head office team 
members. 

 
 Progress towards +/- 

10% gender 
representation target, 
reviewed bi-annually. 

 
 
 
 
 
 
 

 
 Percentage 

breakdown of ethnic 
representation among 
volunteers, staff, and 
head office team 
members. 

 
 
 Progress towards +/- 

10% ethnic 
representation target, 
reviewed annually.  
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Disability 
Representation 
 Collect accurate 

data regarding 
the disability 
representation 
of volunteers, 
staff and head 
office.  

 
 Achieve +/- 10% 

disability 
representation 
of Beneficiaries 
in Volunteers, 
Staff and Head 
office internal 
stakeholders. 

 
Age distribution  
 Collect accurate 

data regarding 
the Age 
Distribution of 
volunteers, staff 
and head office.  

 
 Maintain a 

balanced mix of 
age groups 
within 
volunteers, staff 
and head office 
teams, aiming 
for no age group 
to exceed more 
than 40% of the 
total staff and 
volunteer and 
head office 
population. 

 
 
 
 

 By the end of 
2024 

 
 
 
 
 
 
 Within the 

next 3-5 
years 

 
 
 
 

 
 

 
 
 By the end of 

2024 
 
 
 
 
 
 
 Within the 

next 3-5 
years 

 
 

 
 
 Percentage 

breakdown of 
disability 
representation among 
volunteers, staff, and 
head office team 
members. 

 
 Progress towards +/- 

10% disability 
representation target, 
reviewed bi-annually.  

 
 
 
 
 

 
 
 Percentage 

breakdown of age 
groups among 
volunteers, staff, and 
head office team 
members, measured 
annually. 

 
 Comparison of age 

group percentages 
against the target of 
no age group 
exceeding 40% of the 
total staff and 
volunteer population, 
reviewed annually.  
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2. Recruitment and outreach: Implement proactive strategies to attract and recruit individuals from diverse 
backgrounds, actively seeking out talented individuals who can contribute to 
our mission of improving mental health and well-being of young people.  

Objective Action Timeline Key Metric(s) 

Develop proactive recruitment and 
outreach strategies to attract 
individuals from diverse 
backgrounds who can contribute to 
the mission of improving mental 
health through surf therapy. 

 Develop 
inclusive job 
descriptions and 
application 
processes. 

 

 By the end of 
2024 
 

 Assessment of job 
descriptions to 
ensure they promote 
inclusivity, avoid 
biased language, and 
emphasise The Wave 
Project’s 
commitment to 
diversity.   

 
 
 

 
3. Collaboration and 

Partnerships: 
Forge partnerships with organizations and community groups that specialize 
in EDI matters, seeking their guidance and expertise to continuously 
improve our EDI efforts and ensure they align with best practices.  

Objective Action Timeline Key Metric(s) 

Engage with external organizations 
and community groups to enhance 
our EDI efforts and stay aligned with 
best practices.  

 Establish 
Partnerships 
with local 
community 
organizations 
focused on 
diverse 
populations to 
expand the pool 
of potential 
recruits. 

 

 Initiate contact 
and establish 
partnerships 
within the next 
12 months 

 Number of 
partnerships 
established with 
local community 
organizations 
focused in diverse 
populations. 
 

 Number of joint 
initiatives or events 
organized with 
partner 
organizations. 

 
 Percentage increase 

in the number of 
applicants from 
diverse backgrounds 
sourced through 
these partnerships 
compared to 
previous 
recruitment cycles  
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4. Cultivate a safe and inclusive 
space: 

Create an environment where all team members feel safe, valued, and 
empowered to contribute their unique perspectives, fostering a sense of 
belonging and encouraging innovation in surf therapy programs. 

Objective Action Timeline Key Metric(s) 
Foster an environment where all 
team members feel safe, valued, and 
empowered to contribute their 
unique perspectives. 

 Implement 
anonymous 
feedback 
mechanisms, 
such as surveys 
or suggestion 
boxes to allow 
team members 
to share their 
experiences, 
concerns, and 
suggestions 
related to EDI 
within the 
charity. 

 

 Establish 
feedback 
mechanisms 
within the next 
12 months and 
conduct regular 
assessments. 

 Number of 
feedbacks 
received, themes 
identified, and 
actions taken in 
response to 
feedback. 

 
5. Accountability and 

Measurement: 

Implement proactive strategies to attract and recruit individuals from 
diverse backgrounds, actively seeking out talented individuals who can 
contribute to our mission of improving mental health and well-being.  

Objective Action Timeline Key Metric(s) 
Implement mechanisms to track and 
measure progress towards achieving 
EDI goals.  

 Establish a 
framework for 
regular 
reporting on the 
organization’s 
progress in 
implementing 
the EDI policy. 
This report 
should include 
key metrics, 
achievements, 
challenges, and 
improvement 
action plan.  

 Develop the EDI 
progress report 
within the first 
12 months of 
implementing 
the EDI policy 
and update it 
annually.  

 Completion and 
distribution of the 
EDI progress 
report. 

 Regularly track 
quantitative 
targets of 
reaching +/- 
10% diversity 
representation. 

 Set quantitative 
targets as soon 
as baseline data 
is collected.  

 Progress towards 
achieving 
quantitative 
targets, measured 
against baseline 
data.  
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6. Continuous Improvement: 

Embrace a culture of continuous improvement, providing regular training 
and educational opportunities to enhance awareness, sensitivity, and 
understanding of EDI issues among staff, volunteers, and head office.  

Objective Action Timeline Key Metric(s) 
Foster a culture of continuous 
learning and improvement in 
relation to EDI  

 Offer regular 
training 
sessions, 
workshops, and 
educational 
opportunities to 
enhance staff, 
volunteer, and 
stakeholder 
awareness, 
sensitivity, and 
understanding 
of EDI issues. 
Ensuring that 
we stay up-to-
date with 
evolving best 
practices.  

 Conduct regular 
training 
sessions and 
workshops, at 
least twice a 
year, 
throughout the 
implementation 
of the EDI 
policy. 

 Number of 
training sessions/ 
conducted. 
 

 Feedback from 
participants 
regarding the 
effectiveness of 
the educational 
opportunities.  

 Regularly 
review the 
effectiveness of 
the EDI policy, 
objectives, and 
actions. Making 
necessary 
adjustments 
based on 
feedback, 
evaluation 
results, and 
changing 
circumstances. 

 Conduct a 
comprehensive 
review of the 
EDI policy 
annually and 
conduct 
periodic 
reviews of 
specific actions 
as needed.  

 Number of 
adjustments made 
based on reviews 
and feedback 
received.  
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Roles and responsibilities  
 

Achieving the aims set out in the Action Plan will require collaborative effort, transparency 
and accountability. The table below sets out the key responsibilities of team members. 

Aim 1: Increase Representation 
Role  Responsibilities 
CEO  Overall Leadership and strategic direction. 
Policy Officer Formalise EDI policy, communicate internally and arrange/deliver any 

supporting training, information sessions etc as required. 
Managers Promote diversity within their respective teams. 
Project 
Coordinators 
and Education 
Staff 

Promote diversity within their respective regions and support collection 
of accurate data on representation.  

Trustees Increase diversity in Board of Trustees 
Aim 2: Recruitment and outreach 
Role  Responsibilities 
CEO  Overall Leadership and strategic direction. 
Managers Ensure recruitment and outreach practices align with EDI best practices.  

Develop inclusive job descriptions and application processes. 
Fundraising 
and Marketing 
team   

Create inclusive marketing materials to attract diverse candidates 
through outreach campaigns.  
Collaborate with diverse funding sources and communicate the charity’s 
commitment to EDI. 
Assist in developing outreach strategies. 

Trustees Increase diversity in Board of Trustees 
Aim 3: Collaboration and partnerships 
Role  Responsibilities 
CEO  Overall Leadership and strategic direction. 
Policy Officer Ensure partnerships contribute to meeting EDI policy objectives.  
Fundraising 
and Marketing 
team   

Pursue partnerships with diverse partners and brands and communicate 
the charity’s commitment to EDI 
Create partnership marketing materials that are in line with EDI 
objectives. 

Aim 4: Cultivate a safe and inclusive space  
Role  Responsibilities 
CEO  Overall Leadership and strategic direction. 

Lead by example. 
Policy Officer Implement anonymous feedback mechanisms and conduct regular 

assessments.  
PA to the CEO Support in communicating feedback mechanisms 
Managers, 
Project 
Coordinators 

Lead by example. 
Support in implementing strategies that foster a sense of belonging and 
inclusion amongst team members. 
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and Education 
Staff 
Aim 5: Accountability and Measurement  
Role  Responsibilities 
CEO  Overall Leadership and strategic direction. 
Policy Officer Establish a framework for reporting and progress tracking.  

Review and update reporting and policy annually. 
Aim 6: Continuous Improvement 
Role  Responsibilities 
CEO  Overall Leadership and strategic direction. 
Policy Officer Conduct regular reviews and make necessary adjustments based on 

feedback and evaluation. 
Fundraising 
and Marketing 
team   

Share and promote EDI performance updates.  
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Thank you 
For helping us work towards 
a wave of positive change! 
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Appendix 1: The Data  
 

 

Beneficiaries 

(Sourced from: Referred young people 2022 data) 

Gender Diversity  

 

 

Ethnic Diversity  

 

 

 

 

 

 

 

 

 

 

 

 

  

 Gender Count of Gender
Male 301
Female 161
Non-Binary 2
Grand Total 464

Ethnicity Count of Ethnicity
White - English/Welsh/Scottish/Northern Irish/British 357
White - Other 27
Prefer not to say 26
Black/African/Caribbean/Black British - African 23
Arab 10
Mixed - White & Black Caribbean 4
Mixed - Other 4
Black/African/Caribbean/Black British - Caribbean 3
Any other ethnic group 3
Mixed - White & Black African 2
Mixed - White & Asian 2
Asian/Asian British - Indian 1
White - Irish 1
Black/African/Caribbean/Black British - Other 1
White - Gypsy or Irish Traveller 1
Grand Total 465
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Age Distribution  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Disability Diversity  

Age Age Count
5 1
6 3
7 3
8 14
9 42

10 59
11 63
12 47
13 52
14 33
15 43
16 31
17 24
18 15
19 16
20 5
21 3
22 2
24 2
25 2

Grand Total 460

Is the young person registered as disabled? Count of Is the young person registered as disabled?
No 345
Yes 61
Don't know 59
Grand Total 465
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Active Volunteers  

(Sourced from: Active Volunteers 2022 data) 

 

Gender Diversity  

 

 

Ethnic Diversity 

 

 

Age Distribution  

 

 

Disability Diversity  

 

  

Missing 

NA Data 

Missing 

Missing 
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Staff 

Gender Diversity  

 

 

Ethnic Diversity 

 

 

Age Distribution  

 

 

Disability Diversity  

 

  

Missing 

Missing 

Missing 

Missing 
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Head Office 

(Sourced from: The Team & the board) 

 

Gender Diversity  

 

 

 

 

Ethnic Diversity 

 

 

Age Distribution  

 

 

Disability Diversity  

 

 

Missing 

Missing 

Missing 

Gender Gender Count 
Male 13
Female 19
Non-Binary 0
Total: 32


