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Introduction 

This statement provides an overview of 2020/21 in relation to equality and diversity in South Kesteven. 

This Council promotes equality of opportunity across all its functions.  

Our commitment to equalities is about long-term, continuous improvement.  It is the responsibility of all officers and elected Members to 

implement the principles of equality and diversity. We aim to ensure that these principles inform decision-making at every level within 

the Council, reflecting our ongoing commitment to the elimination of unfair discrimination, the advancement of equality of opportunity for 

all and to foster good relations between different communities.  

We continue to work towards mainstreaming issues of equality and diversity into service delivery, employment and procurement for all 

aspects of our work. We are committed to providing equal access to services and employment for all people living, working and visiting 

the district. 

 
On the 1 October 2020 South Kesteven District Council declared that this Council is intolerant to racism and will continue to seek to 
eradicate it, Islamophobia, Anti-Semitism and hate crime across the district by developing initiatives that are actively inclusive and anti-
racist. 
 
The agreed Motion stated that: 

South Kesteven District Council recognises that there is no place for racism in the UK today. SKDC commits to ensuring its functions 
and practices are compliant with its legal obligation under the Equality Act 2010 and that it is an authority not just tackling inequality to 
meet a duty, but one that actively works with its communities and other agencies to fight racism and hate crime throughout the district. 

This document provides general information relating to how we work in South Kesteven and provides a retrospective in terms of the 
make-up of the people who live and work within the district and gives highlights of our activity which supports equality of access to the 
services we provide.  

On the 15 July 2021 the Council resolved to sign up to the Mental Health Challenge for Local Government.  Prior to making this formal 
commitment, the Council established a working group, made up of cross-party members and officers all of whom would take a lead role 
and ownership of the activities of the group.  These activities would centre around:   
 

• Supporting positive mental wellbeing in the community, including neighbourhoods and workplaces.  

• Supporting positive mental wellbeing within its own workforce and elected Members.  

• Considering mental wellbeing in decision making and policy.  



 

 

• Working with local partners including Lincolnshire County Council and the Voluntary Sector.  

• Engaging with Lincolnshire County Council strategy and activity and the Joint Health & Wellbeing Board for Lincolnshire.  

 

Core Values at the Heart of SKDC 
 
Our Corporate Plan 2020-2023 defines the core values and behaviours expected of our staff stating that: 

The values of the council determine how we behave and deliver services to our residents and businesses and who we interact with 
each other. They focus attention on seven areas: 

Accountability:  which means ensuring that everyone at every level will need to be responsible for what they do and takes ownership 
for their actions and decisions. 

Flexibility:  which means working in different ways, at different times and in different places to meet the needs of our residents and 
businesses. 

Agility: which means working together to get the job done, using our skills to get the best outcome for our residents and businesses. 

Equity: which means ensuring that we treat each other with respect, irrespective of rank, position or status.  This echoes our 
commitment to provide consistently good services to both our internal and external customers. 

Networking:  which means that as a council we recognise that ours is not the only voice or opinion.  We embrace the views of others 
and use formal and informal networks to improve performance and ensure the solutions we deliver meet the needs of our customers. 

Always learning: which means sharing knowledge skills and expertise to enable the council to go from strength to strength and learn 
from everything we do. 

Talent: which means harnessing the incredible ability that is within the council and valuing the contribution that everyone can make. 

Service Delivery 
 
The Equality Duty requires public bodies to consider how the decisions they make and the services they deliver affect people who share 
different protected characteristics.  We have a process for analysis of equality impact for all our policies and procedures.  This form of 
analysis replaced the traditional equality impact assessments that have been undertaken for many years.  Analysis begins prior to the 
introduction of, or change to, any policy or procedure.  Officers assess at this very early stage the impact our decisions will have on the 
people we serve.  We look for both positive and potential negative outcomes relating to the introduction of policies.  If positives are 
found, we look at how we might extend those impacts across the protected characteristics.  If negatives are highlighted, we look to 
remove them if possible and mitigate their impact if they remain.  We recognise that the impact our policies and procedures have on 
people is not always defined because of a single protected characteristic.  The need to look at a person as a whole, rather than 



 

 

component parts, is imperative when applying fairness to systems and decision making. Equality Analyses are taken into account 
throughout our overview, decision making and scrutiny processes by our Members to ensure that their decisions are fair and equitable 
for the diverse communities they have been elected to serve.   

As a provider of services, we make sure that the information we produce is clear, understandable and accessible.  We treat people with 
respect at all times ensuring that we are aware of, and acknowledge, their human rights. 
 
The Equality Act  
 
As a local authority the Council has a responsibility to meet the Equality Duty which is set by law as part of the Equality Act 2010. The 

duty gives protection for all persons who might be discriminated against because of their age, race, sex, gender reassignment, 

disability, sexual orientation, religion or belief, pregnancy and maternity and marriage and civil partnership. 

The duty requires us to have due regard to the need to:  

• Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Act. 

• Advance equality of opportunity between people who share a protected characteristic and those who do not. 

• Foster good relations between people who share a protected characteristic and those who do not. 
 

The specific duties placed on public bodies are to: 

• Publish information to show our compliance with the Equality Duty – including information relating to employees who share 

protected characteristics and information relating to our service users. 

• Set and publish equality objectives, at least every four years. 

 

 

 

 

 

 



 

 

Our Equality Objectives 2020-2024 
 

 

Gender Pay Gap 
 
Under the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, the Council is required by law to publish an annual 
gender pay gap report.  This information is published one year retrospectively. It’s 2020 report showed: 

      2018  2019  2020 

• Our mean gender pay gap  6.2%      4.4%  0.8% 

• Our median gender pay gap 11.7%    9.9%  6.4% 

Objective How will we achieve this? 

Strengthen our knowledge and 
understanding of our 
communities. 

 

Ensure that the Council’s services are responsive to different needs and treat service users 
equitably, with dignity and respect.  Listen, involve and respond to our communities effectively. 

Build a database of voluntary and community groups that serve our communities at grass roots 
level and work with them to ensure sustainability of provision and service. 

Build a culture of equality and 
inclusion into all the services, 
functions and projects we deliver. 

Incorporate the need to assess and address equality issues into the Council’s project methodology 
and democratic processes to ensure consideration of the needs of our customers is at the heart of 
what we do from the earliest stage of development through to decision making and 
implementation. 

Prove our ongoing commitment to 
equal opportunity by developing a 
diverse and empowered 
workforce and by reducing our 
gender pay gap.  

Utilise workforce data to help identify areas for improvement in the diversity and skills of our 
workforce to seek equality of representation at all levels across the organisation.  Develop and 
deliver against an action plan to specifically address the Council’s gender pay gap, to form part of 
the work programme of the Employment Committee. 

Demonstrate a positive culture with strong leadership and organisational commitment to improving 
equality outcomes. 
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The graphic below highlights one of the key aspects of the gender pay gap reporting requirements and shows the proportion of female 
and male employees (based on hourly pay rates) across each of the four quartiles. 
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  Objective 1: Strengthen our knowledge and understanding of our communities                            

Action How will we achieve 
it? 

Detail Outcome Timeline Lead  Status 

1.1 Ensure that the 
Council’s services 
are responsive to 
different needs and 
treat service users 
equitably, with 
dignity and respect. 

Creation of a 
Communities Team 

To build capacity in the delivery of a 
community engagement/development 
programme for the district and to ensure 
equality considerations are imbedded into 
service delivery 

A sustainable resource to 
support both the VCS of the 
district and the Council in 
their ambition to work more 
collaboratively with the 
community 

 
 
June 2021 

 
 

Paul Stokes 

Complete 

Initiate a review of 
processes, policies and 
organisational attitudes 
 
 
 

Each service area to undertake a service 
level equality impact assessment to review 
the function, practice and policy of their 
service area which is collated to provide a 
summary for the Council.  Following the 
self-assessment the Council will seek to 
commission a professional organisation to 
assess and validate findings 

Effective embedding of 
equalities into the policies 
and practices of the Council. 
Increased awareness of 
unconscious bias. Equitable 
service for all 

 
 
 
 
Jan 2021 – 
March 2022 

 
 
 

Carol Drury 

Equalities has been 
added to service 
plans as a 
consideration and is 
also in the service 
review methodology.  
Heads of Service to 
identify service E&D 
Champions 

Invite appropriate 
speakers on issues of 
equalities with a focus on 
racism and its impact to 
help with training for 
councillors and staff 
 
 

HR and Member Services to work together 
to introduce into existing programmes 
training and awareness raising, which can 
include sessions delivered by people 
representing relevant protected 
characteristics 

Increased awareness of 
every day intolerance 
suffered in society 

 
 
 
Ongoing 

 
 

Sam Selby 
 

Head of HR 
 

Carol Drury 

Potential 
trainers/speakers 
identified through EM 
Councils, the LGA 
and multi-cultural/faith 
agencies and passed 
to member services 

1.2 Listen, involve and 
respond to our 
communities 
effectively. 

Facilitate community 
forums and work 
collaboratively with other 
agencies that support the 
communities of South 
Kesteven 
 
 
Continue to engage with 
all members of our 
community through this 
council, the Jubilee 
Church, Muslim, Hindu 
and other faiths 
encouraging all new 
citizens no matter what 
their background, to 
cherish the values and 
principles that underpin 
British Society 

Bring together voluntary and community 
groups into a community forum to share 
intelligence, create opportunities for 
collaboration  
 
Take ownership of, and rebrand, the 
Migrant Community Network (MCN) to 
ensure it is inclusive and fit-for-purpose 
 
Facilitate a multi-cultural forum to 
effectively engage with under-represented 
communities and to feed topics for 
discussion to the MCN 
 
Re-introduce the Community Focus Forum 
made up of representatives from all 
protected characteristics to scrutinise and 
inform the work of the council 

Increased intelligence of 
community groups and other 
agencies and the services 
they deliver.  
Effective two-way 
relationship between SKDC 
and the community  
 
Increase in opportunities for 
VCS groups to work together 
 
Increase in opportunities for 
VCS to work collaboratively 
with SKDC 
 
 
Increased transparency in 
decision making 

 
Feb 2021 
and ongoing 
 
 
 
 
May 2021 
and ongoing 
 
 
Nov 2021 to 
March 2022 
initially 

 
 
 
 
 
 
 
 
 
Carol Drury 

Groups across SK 
contacted to be 
invited into network/s 
 
 
Initial meetings have 
taken place with 
interested groups and 
individuals 
 
 
Group to be 
reintroduced to 
coincide with the 
development of 
service area impact 
assessments 



 

 

Ask organisations across 
the district to pledge their 
commitment to anti-
racism and tackling 
inequality 
 
 
 

Develop an Equalities Charter that would 
incorporate a commitment to anti-racism 
and equality of opportunity within local 
organisations.  Add into procurement 
arrangements to encourage those we 
commission to share these values. Work 
with InvestSK to promote the Charter to the 
business community of South Kesteven 
and encourage them to pledge their 
commitment by signing up to the charter. 

Increased awareness of 
intolerance across the 
District of inequality and the 
negative impact bigotry has 
on society 

 
 
 
Jan 2021 
and ongoing 

 
 
 
Carol Drury 

Charter developed 
and agreed.  
 
Information document 
to support the charter 
is still to be 
developed and 
shared with business 
and VCS across the 
District in 
collaboration with ISK 

1.3 Build a database of 
voluntary and 
community groups 
that serve our 
communities at 
grass roots level 
and work with them 
to ensure 
sustainability of 
provision and 
service. 

Utilise knowledge base 
created through SK 
Community Fund, Lottery 
SK, CrowdfundSK and 
Ward Member Scheme 
and link with database of 
groups developed to 
support communities 
through COVID-19 

Create an ecosystem of the groups and the 
types of support available within our 
community which uses existing intelligence 
of VCS activity in the district. Initial work 
will help identify gaps in knowledge and 
provision. The ecosystem will continue to 
build through new relationships developed 
via community forums. 

An effective overview of the 
VCS operating within South 
Kesteven and a greater 
understanding of the 
strengths and weaknesses of 
the provision which will 
enable the Authority, through 
direct involvement, to 
support and develop the 
VCS of our district. 
 
 

 
 
 
March 2021 
and ongoing 

 
 
 
Carol Drury 

Database of groups 
built utilising existing 
information from 
LotterySK, SK 
Community Fund, 
Ward Member Grant 
scheme and BAU 
engagement activity.    
 

 

  



 

 

 

Objective 2: Build a culture of equality and inclusion into all the services, functions and projects we deliver. 

Action How will we achieve 
it? 

Detail Outcome Timeline Lead  Status 

2.1 Incorporate the 
need to assess 
and address 
equality issues 
into the Council’s 
project 
methodology and 
democratic 
processes to 
ensure 
consideration of 
the needs of our 
customers is at 
the heart of what 
we do from the 
earliest stage of 
development 
through to 
decision making 
and 
implementation. 

 

 

 

 

 

 

 

 

 

 

 

Build equality 
considerations in project 
methodologies used 
across all council 
services 

Work with Organisational Development and 
Change team to incorporate a procedure 
for equalities analysis to be embedded into 
methodologies during development and 
implementation stages of projects owned 
and commissioned by SKDC 

 
 
 
 
 
 
 
 
 
Equitability of service and 
treatment of staff and 
customers is assured. 

 
 
 
Jan 2020 

 
 
Lead officer 
for OD and 
Change 

Complete 
 
Equality 
considerations built 
into Change and OD 
‘Business Model 
Canvas’ template and 
‘Business Case’ 
template 

Training OD and Change team to undergo E & D 
training to ensure equality is incorporated 
into every service review 
 

 
 
1/11/2019 
 

 
 
Carol Drury 
 
 
 
 

Complete  
 
 

All members of management team to 
undertake E & D training to ensure 
equitability in management of teams and in 
service delivery and to stress the 
importance of equality analysis of all 
reports, policies, procedures, functions and 
projects 
 

 
 
2021 

 
 
 
Head of HR 

To be arranged  

All staff and elected members to participate 
in E & D Awareness training 

 
Ongoing 

Head of 
HR/Sam 
Selby 

Ongoing – see 1.1 

Include E&D sign off on 
all committee reports 

All report templates to include a specific 
requirement to complete information 
relating to equality considerations 

 
Feb 2020 
 

 
 
 
 
 
Head of 
Governance 

Complete 
 

All reports going before Cabinet, Council, 
Committees and Overview and Scrutiny 
should be subject to comment and sign off 
in relation to equalities to ensure analysis 
(where appropriate) has taken place and all 
negative impacts addressed 

 
 
 
Feb 2020 

Response to request 
to say Democratic 
Services could not 
amended the report 
template. To be 
followed up when 
updates take place 

Introduce a diversity 
forum from within the 
employee based of the 
Council  

Invite staff members from across the 
council that represent the protected 
characteristics to discuss issues and inform 
policy 

On hold – 
timeline to 
be 
determined 

 
Head of HR 

To be arranged  



 

 

Gender Pay Gap Action Plan 

Attract                                                                                                                                                                                                                     Recruitment and Selection 

Action Purpose Detail Commencing  Outcome Status 

Assign a GPG Lead 
from within the 
Management Team to 
Lead on the delivery 
of the action plan.  

 

Responsibility for 

delivery – GPG Lead 

To lead on the implementation 

of the GPG Action Plan 

The Head of Organisational Development will 
be responsible for and lead on the GPG Action 
Plan.  A Focus and Delivery Group will be 
formed to help support the delivery of the plan 
across the organisation. 

 

Focus group to be 

formed April 2019 

Gender Pay Gap will be 

reduced and gender equality 

will be improved within the 

organisation. 

Following the 

publication of the 2019 

Gender Pay Gap, the 

GPG lead will 

encourage a small 

team of individuals to 

come together to work 

on key initiatives that 

form part of this action 

plan. 

Research GPG 
Reports/Action Plans 
from other 
organisations 

 

Responsibility for 
delivery – GPG Lead 

with GPG Focus Group 

 

Compare the results of SKDC to 
other similar organisations, 
benchmarking with others will 
help define if SKDC gender pay 
gap is cause for concern. 

 

• Compare the results of SKDC with 

other organisations 

• Gain ideas and best practice from the 

action planning of others. 

 

 

 

 

April 2019 

 

 

 

 

 

 

Benchmarking information 
will be used to address any 
SKDC issues. 

 

 

 

 

 

 

 

A review of the last 3 
years of data will take 
place on the 1st April 
2020.   Previous data 
has shown that similar 
district council have 
similar issues in terms 
of services provided 
etc. 

Unfortunately, due to 

other priorities, Covid 

19, lockdown and 

focusing on staff 

wellbeing this work has 

yet to be developed 

Job Adverts/Job 
Descriptions 

 

 

Responsibility for 
delivery – GPG Lead 
with GPG Focus Group 

 

To ensure we encourage 
applicants who cannot work full-
time or within standard “normal” 
office hours or settings. 

 

Advertise out commitment to workplace 
flexibility in all recruitment processes 
highlighting opportunities for variations on full-
time working hours. 

Agile and home working opportunities to suit 
the needs of the individual and the workplace 
should be promoted in line with the key values 
and behaviours set out in our Corporate 
Strategy. 

Ensure capability requirements are clear and 

that all noted essential skills are necessary 

and not just desirable allowing for technical 

Original date 

April 2019 

 

 

 

 

 

Enhances the  uthority’s 

reputation for inclusivity. 

All new job descriptions 

include flexibility in 

terms of working hours 

but also with regard to 

our values and 

behaviours.  We will 

capture this further 

when we hold further 

Line Managers’ 

workshops.  We are 

also undertaking a 

review of recruitment 

and selection 

processes, and this will 



 

 

skills to be learnt after recruitment.  Research 

shows that women are unlikely to apply for a 

position unless they meet 100% of the 

requirements, whilst men will apply if they 

meet 60% of the requirements. 

Ongoing updating 

of Job 

Descriptions 2020 

be included.  However, 

we still need to 

continue to develop 

and education line 

managers. 

Introduce a 
programme to recruit 
returners to 
employment 

 

Responsibility for 

delivery – GPG Lead 

with GPG Focus Group 

To provide opportunities to 

women that have been out of 

employment for an extended 

period of time 

Returners are people who have taken a career 
break of a year or more for caring or other 
reasons and who are either not currently 
employed or, are working in roles for which 
they are over-qualified. 

Developing a returner programme will give the 

Authority access to a pool of experienced 

people who either already have skills we need 

or who are easily able to acquire them.  This 

may require the re-evaluation of some roles to 

address the viability of offering part-

time/flexible opportunities. 

 

Original date June 

2019 

 

 

To begin April 

2020 

Provide a programme to 

support, encourage and 

develop returners and 

enhance the reputation of 

the Council 

The HR Team is 

currently undertaking a 

review of the processes 

and procedures in 

relation to Recruitment 

and Selection, ensuring 

that we promote all the 

initiatives, policy and 

procedure that we 

currently have within 

the Council.  As part of 

this review the GPG 

focus group will be 

asked to assist with this 

key project 

Introduce diverse 
recruitment panels 

 

Responsibility for 

delivery – GPG Lead 

with GPG Focus Group 

To reduce any potential of bias 

in the evaluation of candidates 

during the interview process. 

All recruitment panels should have a least one 

“trained” mem er on the panel have   people 

and male/female representation where 

possible, 

Original date 

April 2019 

 

 

Feb 2020/ongoing 

Enhance the  uthority’s 

reputation for inclusivity  

Line Management 

training took place in 

February/March 2020 

and future training will 

be organised as and 

when required as 

informed by HR 

Business Partner 

meetings 

 

  



 

 

Retain                                                                                                                                                                                                                                 Existing Workforce                                                                                                                                                                                                                                                           
   

Action Purpose Detail Commencing Outcome Status 
Introduce 
Performance Self 
Assessments 
 
 
Responsibility for 
delivery 
GDP Lead and GDP 
Focus Group 
 

To provide data on barriers to 
progression 

There is some evidence that women 
underestimate their abilities or are more 
conservative in their assessment of their 
abilities than men are. 
 
Self-assessment allows people to review 
their own performance and abilities.  This 
performance review would form part of the 
appraisal process and include reviews by 
the individual’s manager and peers to give a 
rounded view.  As staff are encouraged 
more and more to work autonomously, we 
must ensure they have the confidence to 
fulfil their role 

Original date 
June 2019 
 
 
Begins April 
2020/ongoing/slight 
delay due to the OD 
Team focus being on 
Covid19 Incident 
Team 

Staff better engaged in the 
process of reviewing 
performance and setting job 
and career goals as they 
acquire an accurate view of 
how the work they do 
impacts on the workplace 

Currently developing a 
new Performance 
Management process 
which will introduce a 
“performance model” as 
part of the “check in” 
process so all staff will 
have the opportunity to 
discuss their strengths 
and any development 
opportunities with their 
immediate line manager. 
Training on performance 
management for line 
managers will be 
provided 

To provide an understanding of 
an individual’s perception of 
their own abilities (strengths and 
weaknesses) 

To identify areas in which 
people excel and could pass on 
their skills, knowledge etc to 
others 

To identify development needs 

Flexible Working for all 
 
 
 
Responsibility for 
delivery 
GPG Lead and GDP 
Focus Group 
 

To enable a means of flexible 
working across SKDC that is 
open to all (subject to actual 
business need) 

Whilst there are some areas where flexible 
working is (because of business need) 
restricted, barriers to a flexible approach 
need to be removed. A corporate approach 
which encourages both women and men to 
work flexibly will ensure the programme is 
administered in an equitable manner. Senior 
managers should role model working 
flexibly. 
 
Flexible working is already in place and has 
been for a number of years. Ongoing action 
is however required to further promote 
flexible working across the Authority to help 
dispel the impression (of some) that 
presence equals worth within the 
organisation. 

 
Ongoing 
 
 
March 2020 and 
ongoing 

SKDC seen as a fair and 
flexible employer that values 
and empowers its staff.  
Creates a positive employer 
brand for future job 
applicants and helps retain 
staff whose personal 
circumstances have changed 

As an organisation we 
continue to promote 
flexibility and flexible 
working.  In the past, 
staff have commented 
on inconsistency in some 
areas.  Although we 
appreciate that not all 
areas can have the 
same flexibility due to 
service provision, we 
continue to discuss with 
managers opportunities 
and ways to enable 
flexibility and will be 
undertaking a staff 
survey in October to gain 
further feedback from 
staff on the subject 

Promote the 
opportunity for 
shared parental leave 
 
Responsibility for 
delivery 
HR in collaboration with 
the Comms Team 

To reduce the gender pay gap 
that may be experienced by 
women who return to the work 
environment after having 
children 

Research shows that the gender pay gap is 
significantly greater in some organisations 
after women have children.  This gap can be 
reduced through advocating shared parental 
leave. 
 
Shared parental leave policy already in 
place. Ongoing action is required to further 
promote the opportunity of shared parental 
leave 
 

 
Ongoing 

Improvement in the diversity 
and skill within the workplace 
and a reduction in the gender 
pay gap 

Promotion of Parental 
Leave has taken place 
and we continue to do 
so, however, in general 
the uptake is low 



 

 

Develop                                                                                                                                                                                                                  Training and Development 
 

Action Purpose Detail Commencing Outcomes Status 
First Time Line 
Managers 
Programme 
 
Responsibility 
for delivery 
Organisational 
Development and 
Change, working 
with HR 
 

To provide training to staff in 
leadership positions and to those 
who aspire to be in leadership 
positions 
 

First Time Line Managers Programme has been 
developed and will  e delivered in “ ite size” 
sessions throughout April/May.  Topics available 
to those on this programme will include: 

• Recruitment and Selection 

• Absence management 

• Performance Management 

• Communications 

• Disciplinary/Redundancy 

• Flexible Working 

• Itrent (HR System) 

Original date 
April 2019 
 
 
Began Feb 2020 
and ongoing 

Appropriately trained officers who 
understand and are able to utilise 
management tools available 

Workshops for first 
time managers / 
refreshers for current 
managers took place 
in February/March 
2020 
 
This is an ongoing 
programme 

Introduce 
mandatory 
recruitment and 
selection 
training  
 
Responsibility 
for delivery - 
GPG Lead with 
GPG Focus 
Group 

To ensure consistency in the 
recruitment and selection of 
potential employees. To ensure 
equality throughout the process 

Learning and development opportunity for all staff 
involved in the recruitment and selection process.  
Training to include modules on: 
 
Recruitment and Selection Policy and Procedures 
Attracting/Branding/Targeting 
Interview techniques 
Unconscious Bias (First Impressions) awareness. 
 
 

Original date 
Summer 2019 
Ongoing 
 
 
Summer 2020 
and ongoing 

Trained recruitment panels able to 
utilise a number of techniques to 
identify the strengths of 
candidates. 

Training on 
recruitment and 
selection has taken 
place.  Three sessions 
were delivered in Feb 
and March as part of 
the Line Management 
Development 
Workshops.  Business 
Partner meetings with 
senior HR officers took 
place during 2020 
where further learning 
and development 
requirements are 
shared 

 

  



 

 

Equal Access for All 
We are keen to show that we consider the needs of our residents when providing both statutory and discretionary services. The 
following examples are a snapshot of our commitment to having due regard for equality not only through analysis of the impact of new 
and updated policies but throughout all levels of service delivery and facilitation.  

 
Communicating with our Customers 

  

Customer Interactions 
 

Despite Covid19 restrictions being in place for 
much of 2020 and into 2021 we have 
continued to be available to our customers 
when they needed us.  Whilst face-to-face 
interactions were not always possible, our 
teams worked with their usual dedication in 
unusual conditions to ensure that our 
customer’s needs were met   New ways of 
working and communicating were swiftly put in 
place to ensure continuity of service. 

All staff have access to Language Line for 
instant translation services. This service is 
always available but never more valued than 
when face-to-face interpreter was not possible 
during Covid19.  

Staff and customers also continue to have 
access to Text Relay to assist with calls to and 
from the Authority by people with hearing 
impairment.  

Street Scene 

We provide easy read, pictorial, waste 
information leaflets for those who have 
difficultly reading, have a learning disability 
and for those whose first language is not 
English. 

Translations and Alternative Formats 

We provide any document in an alternative format 
on request.  We translate into other languages, 
provide documents in large print or Braille and also 
provide information in audio format.  We work with 
South Lincolnshire Blind Society to ensure 
residents with visual impairment have appropriately 
transcribed copies of our district magazine SK 
Today and we routinely provide translated 
information to food businesses – e.g.our Food 
Management Pack.  



 

 

 

 

Supporting our Customers and our Communities 

  

SK Community Hub 

The SK Community Hub was set up in 2020 to support 
our older people, people with disabilities, those who 
were isolated and the vulnerable by coordinating 
volunteer support to access food and medical supplies 
during the Covid19 lockdowns and restrictions. 

Grass-roots support was provided by around 1500 
volunteers representing 55 community groups across 
our District. 

The Hub also worked with the Lincolnshire Resilience 
Forum to provide services and support to those 
identified as clinically extremely vulnerable. 

During 2020/21 the Hub received 2887 calls and 
emails 

Foodbank 

We continue to provide a ring-fenced funding 
pot to support the work of the four Foodbanks 
in our District that work to ensure some of the 
most vulnerable in our communities have 
access to food and essential supplies. 

Our Community Hub worked with Grantham 
Foodbank through Covid19 restrictions to 
ensure those in need continued to receive the 
support required and, in collaboration with 
Rotary, helped to develop a delivery service 
for those not able to collect food parcels. 

Befriending the lonely 

As part of its community response to the 
Coronavirus pandemic the Council contacted 
18,000 vulnerable residents to offer support.  
As a result of feedback we introduced a 
befriending service for those feeling lonely or 
isolated. This was delivered as a weekly 
telephone call between an officer and a 
resident. Initially this service was provided by 
re-deployed staff. As restrictions were eased 
and officers were able to return to their usual 
duties, we worked in collaboration with 
community groups in the north and south of 
the district who took over the befriending calls 
to ensure the service remained available for 
those that wanted it. 

Disabled Facilities Grants 
(DFG) 

The Council has a statutory 
responsibility to provide means 

tested DFGs to adapt the homes 
of disabled people. 

Discretionary top-up payments 
may be made for works which 
exceed the mandatory grant 

limit. 

Cultural Foodbank 

Funding was awarded through the SK 
Community Fund to the House of Prayer 

Ministry to provide a cultural food bank for the 
Black, Asian and minority ethnic communities 

of Bourne and surrounding area. 

Assisted Bin Collections 

We help if people cannot move their wheelie bin or waste bags to the roadside 
edge for collection if they have a physical disability or injury.  We also help if 
people have other medical difficulties or conditions which make it difficult for 
them to put their rubbish out.  This includes those who need help for short 
periods of time following an accident or operation or during pregnancy. 



 

 

Profile of the District of South Kesteven 
 
Our District 
 
The district of South Kesteven is one of seven within the county of Lincolnshire and borders North Kesteven to the north, South Holland in the east, 
the unitary authorities of Rutland and Peterborough to the south and the counties of Leicestershire and Nottinghamshire to the west. 
 
The district covers 943 square kilometres (365sq miles) with the administrative centre in Grantham and three further market towns of Stamford, Bourne 
and Market Deeping. Two-thirds of the population lives in one of the four market towns and the remaining third live in one of over 80 villages in the 
area. The approximate number of domestic dwellings in South Kesteven is 63,800 with Grantham being the largest urban settlement. The district is 
divided up into 77 parishes. The district has 30 Wards, represented by 56 Councillors. 
 
Our Communities 
 
In South Kesteven there are 152 people per square kilometre, this compares with an overall Lincolnshire average of 129 people per square kilometre. 
The Office for National Statistics mid-year estimate of population 2020 states a population of 143,225 which shows an estimated increase in population 
of 9,437 since the census taken in 2011 and an increase of 18,348 since the 2001 Census. Figures released by the NHS relating to GP registrations 
however show the significantly higher figure of 173,685 which is a huge disparity in information. The overall population size is currently projected to 
increase to 155,800 by the year 2043, through a potential net increase in international and internal migration as well as usual population growth.  
 
Mapping and local intelligence within the district shows significant increases in Black, Asian and minority ethnic (B.A.M.E) communities with the 
greatest concentration of diversity located in the north of the district, specifically Grantham.  
 
The greatest number of people from any one country from outside the UK that have made their home in South Kesteven are from Poland but we also 
have pockets of small communities, sometimes individual families, who need our services, help and advice and are unable to speak, read or write in 
English.  Translation and interpreter requests are taken on demand and can often be for the benefit only of an individual.  Some communities isolate 
themselves but are known to request help and support in setting up English lessons for their community alone, but this does not engender integration, 
promote cohesion or lessen the isolation felt by some, particularly women. Many of the families living here have limited resources; working in low paid 
jo s even though they are qualified to carry out a skilled role in their home country   his can simply  e  ecause they don’t have the language, cultural 
and interview skills to seek better employment. The impact of limited, or no, English language skills goes far further than simply being resource based. 

According to the Office for National Statistics internal migration figures published in 2020, the internal migration inflow for South Kesteven was 6,911. 
This is countered by an outflow of 6,102 individuals leaving the district with a net migration of 801 for the time period. Whilst the inflow figure shows a 
reduction on the 2019 figures for the number of people migrating to South Kesteven (2019/20 figure 7,723), the outflow figure has also reduced (7,121) 
meaning the net migration figure has increased by 33% on last year. Based on figures reported in the least Annual Position Statement, international 
migration saw a reduced inflow of 416 and a reduced outflow of 212 leaving a net figure of 204 for the same period. This represents a decrease in 
people leaving the area of 92. The 2020 Mid-Year Estimate shows that there are 43,214 people aged 60 and above resident in South Kesteven which 
equates to 30% of the total population of the district. The proportion of people aged 75 and over is projected to increase significantly by 2035 according 
to POPPI (Projecting Older People Population Information). The current number of people aged 75+ in the district is estimated to be 15,500 which is 
projected to increase by 58% to 26,800 by 2040. 
  



 

 

 

Our Tenants  
 
Age and gender data sets are based on rent information. The remaining data is based on tenant census and core returns completed by tenants on 
signing up to new tenancy. We hold demographic data on approximately 84% of our tenants based on the number completing their census returns. 
 
Total number of tenants listed 1/4/21: 6,579 (which is an increase of 33 on 2020) 
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Religion or Belief Other religions and belief systems 
listed by tenants include: 

• Buddhism 

• Hinduism 

• Islamic 

• Jedi 

• Judaism 

• Paganism 

• Sikhism 

• Spiritualism 
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36% of our tenants tell us they consider themselves to have a long-term health issue or disability.  82% of these define their 
condition as either physical, frail, heart problems or mental health.  14% also tell us they have learning difficulties, difficulties with 
reading and writing or are dyslexic. 5% have sensory impairments, the remaining 2% includes people living with cancer, ME, MS 
and HIV/Aids. 

Other Races are defined as: 

Arab   Gypsy/Roma  
Asian British  Indian 
Asian Other  Mixed African 
Black African  Mixed Asian 
Black British  Mixed Caribbean 
Black Caribbean Traveller of Irish Descent  
Black Other  White Irish 
Chinese  White Other 
Eastern European 
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Sexual Orientation

Other Nationalities represented within this table include: 

Bulgarian  Lithuanian 
Chinese  Maltese 
Estonian  Polish 
Filipino   Portuguese 
French   Romanian 
German  Russian 
Greek   Slovakian 
Hungarian  South African 
Indian   Syrian 
Irish   Thai 
Italian   Turkish 
Latvian   Ukrainian 

Government and Stonewall statistics estimate the 
LGBT+ population in Britain to be between 5-8%, so we 
should expect that to be reflected in our tenant make up. 
The figures from our tenant Census show that only 0.7% 
of our tenants are bisexual, gay or lesbian. Providing 
personal information is however the choice of the 
individual and 35.5% of our tenants either declined to 
specify or did not provide an answer to the question. 
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Communication Needs

Most tenants still prefer us to contact them in writing. 
Those who are happy to be contacted by other 
means also often request a written follow up. 
Although we have email addresses for 43% of 
tenants, we cannot be sure of the accuracy of most of 
these and only 214 tenants have told us this is their 
preferred means of contact. Similarly, although the 
majority of our tenants have phone numbers, they 
have not put this as their preferred means of 
communication.  Text tends to be used by repairs to 
let the tenant know the operative is on their way 
where mobile phone details are recorded, and 
permission given (regardless of originally stated 
preferred means of communication). Those who have 
not given us a preference are contacted by letter.  In 
contrast, contact from tenants to us by telephone and 
online is significantly greater although we do not 
collect this data as part of our demographics. 

95% of our tenants have not specified or told us their 
communication needs. 5% tell us they prefer large 
print, and we write to all elderly tenants in 14pt font as 
routine (no tenant has asked for large print in terms of 
blowing it up to A3 size).  Tenants requesting audio 
and sign language interpretation are also happy to 
receive written information. We have not had any 
specific request for audio during 2020/21.  We will 
translate letters when consulting tenants on such as 
the tenancy agreement or if they specifically request 
it. We utilise the information we hold relating to 
languages spoken by our tenants and include the 
option in our communications with them to have 
correspondence translated if required.  



 

 

 
 
 
Demographics of South Kesteven  
 

 
 

 

  

Top 10 languages 
spoken in South 

Kesteven  
(discounting English) 
Source: Census 2011 

Polish 

Lithuanian 

Portuguese 

Hungarian 

Latvian 

Russian 

Tagalog 

Slovakian 

Chinese 

French 

Marital Status 
Source: ONS (Census 2011)  

Single 28,454 

Married 58,460 

Same sex civil partnership 128 

Separated 
(still legally married or in a same sex civil 
partnership) 

3,040 

Divorced 
(or formally in a same sex civil partnership which 
is now legally dissolved) 

10,823 

Widowed 8,180 

People 2019 
Source: ONS 

Mid-Year 
Estimate 2018 

2020 
Source: ONS 

Mid-Year 
Estimate 2019 

2021 
Source: ONS 

Mid-Year 
Estimate 2020 

Total Residents 141,853 142,424 143,225 

Gender:  Male 68,429 68,790 69,158 

Gender: Female 73,424 73,634 74,067 

Age 2019 
Source: ONS 

Mid-Year 
Estimate 2018 

2020 
Source: ONS 

Mid-Year 
Estimate 2019 

2021 
Source: ONS 

Mid-Year 
Estimate 2020 

0 -15 25,986 26,143 26,240 

16-19 5,934 5,792 5,718 

20-29 12,969 12,606 12,572 

30-39 15,680 15,765 15,769 

40-49 18,635 18,250 18,059 

50-59 21,229 21,481 21,653 

60-64 9,148 9,399 9,658 

65-69 8,999 8,948 8,802 

70-74 9,071 9,238 9,393 

75-79 5,948 6,344 6,710 

80-84 4,166 4,287 4,418 

85 + 4,088 4,171 4,233 

Number of people aged 18-64 estimated to have a disability 
or dependency 

Source: PANSI subnational population projections 2020 
  2021 

People with a learning disability 1,933 

People with impaired mobility 4,972 

People with a moderate care physical disability 3,555 

People with a serious personal care physical disability 766 

People with a serious visual impairment 52 

People with some hearing loss 9,144 

People with severe hearing loss 539 

People with type 1 or type 2 diabetes 2,998 

People who are alcohol related health issues 3,633 

People who are drug dependent 2,455 

Mental Health, Dementia and Suicide 

People with a common mental health disorder 15,261 

People with a borderline personality disorder 1,937 

People with an anti-social personality disorder 2,638 

People with a psychotic disorder 561 

People with two or more psychotic disorders 5,776 

People with early on-set dementia (aged between 30-64) 24 

Mortalities of people from suicide 6 

Religion 
Source: ONS (Census 2011) 

Buddhism 277 

Christianity 93,192 

Hinduism 394 

Judaism 101 

Islam 358 

Sikhism 74 

Other 434 

No Religion 29,665 

Not Stated 9,293 

Sexual Identity 
Source: ONS Annual Population 

Survey 2018 
Heterosexual  94.6% 

Gay/Lesbian 1.4% 

Bi-sexual 0.9% 

Other 0.6% 

 on’t know/refuse 
to say 

2.5% 



 

 

Our Workforce 
 
During the year 2020/21 there were a total of 556 employees within the Council which is a reduction of 108 on 2019/20.  During this year 101 people 
have ended their employment with the Authority which is a decrease of 9 on last year, and we had 83 new starters which is a decrease of 22.  
Disciplinary action or grievance has been brought 33 times which is an increase of 22 on 2019/20.  
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Age All 
Employees 

New 
Starters 

Disciplinary/ 
Grievance 

Leavers 

16-19 1 1 0 0 

20-29 79 28 8 16 

30-39 75 19 9 13 

40-49 116 14 7 13 

50-59 186 13 6 20 

60-64 65 8 3 16 

65-69 25 0 0 19 

70-74 5 0 0 1 

75-79 3 0 0 3 

80+ 
 

1 0 0 0 

 

Sex/Gender/Trans 

Male 53% 

Female 47% 

Non-Binary 0% 

Transgender 0% 

Declined to Respond 0% 

 

Disability 

Disabled 3% 

Non-Disabled 16.3% 

Declined to Specify 0.5% 

No Response 80% 

 

Religion or Belief 

Agnostic 0.7% 

Atheist 3.5% 

Christian 9.1% 

Islam 0.1% 

Other 1.4% 

Declined to Specify 3.9% 

No Response 80.1% 

 

Sexual Orientation 

Bisexual 0.3% 

Gay 0.5% 

Heterosexual 18.8% 

Lesbian 0% 

Declined to Specify 1.3% 

No Response 78.9% 

 

Race 

British 67.9% 

White: Other 0.7% 

Mixed: White and 
Black 

0.1% 

Black or Black British 0.1% 

Asian or Asian British: 
Indian 

0.1% 

Chinese 0.1% 

Declined to Specify 1.6% 

No Response 28.9% 

 



 

 

 

Conclusion 

 
One of the purposes of producing this document, beyond showing how we as a local authority, meet the three aims of the Public Sector Equality 

Duty, is to determine how representative our workforce is of the district and the communities we serve.  As previously stated, many of the 

statistics supplied are based on Office for National Statistics estimates and population projections.  Based on these estimates, we can be assured 

that in terms of gender balance and age ranges we have a representative workforce.  The impending release of Census data collected in 2021 

will allow the Authority to have a more comprehensive view of the district across all of the protected characteristics to review more accurately its 

representation and, if necessary, determine the steps it needs to take redress any imbalance. 

 

The restrictions placed on the country as a result of the Coronavirus pandemic have meant that it has not been possible, for a large part of the 

time period highlighted in the 2020/21 Equality and Diversity Annual Position Statement, to deliver services in the way we would usually do.  We 

have, however, proved that we are able to find alternative ways of working and delivering services that continue meet the needs of our workforce 

and our communities and that equitability in all we do remains a key priority.     



 

 

Alternative formats and languages 

To ensure all residents of South Kesteven have access to our information material, our information is available in 
a range of different languages and formats, including large print, Braille, audio tape and computer disc. 

To request a document in a specific language or format, you can ring us or email us on: 

 01476 40 60 80                                   pr@southkesteven.gov.uk                

This information can be made available in large print, Braille, on audio tape or computer disc. If you, or 
someone you know, might benefit from this service, please contact us. 

Polski / Polish: Informacja ta może  yć dostępna w języku polskim  Jeżeli  ańswo al o ktoś kogo  aństwo znają, może z tej usługi skorzystać, proszę nas 
kontaktować   

 

繁体中文 / Cantonese: 本資料有繁体中文版，若你本人或你認識的甚麼人會受益於此版本，敬請聯絡我們。 
 
Magyar / Hungarian: Ezeket az információkat magyar nyelven is tudjuk biztosítani. Ha Ön, vagy valaki, akit Ön ismer igényt tart erre a szolgáltatásra, kérem, 
keressen fel minket. 
 
Latviski / Latvian: Šo informāciju var iegūt arī latviešu valodā  Ja Jums vai kādai no Jūsu paziņai šādi pakalpojumi nāktu par la u, lūdzu kontaktējiet mūs   
 
L  tuv šk   / L thu     : Šią informaciją galite gauti lietuvių kal a   rašome kreiptis į mus, jei jums ar a jūsų pažįstamiems ši paslauga galėtų  ūti naudinga  
 
Português / Portuguese: Esta informação pode ser disponibilizada em português. Se você, ou alguém que conhecer, beneficiar com este serviço, por favor 
contacte-nos. 
 
русский / Russian: Эта информация может быть доступна крупным шрифтом, шрифтом Брайля, на аудиокассете или на компьютерном диске  Если 
вы или кто-то из ваших знакомых может воспользоваться этой услугой, свяжитесь с нами  
  
Slovenský / Slovak:  ieto informácie je možné sprístupniť veľkou tlačou, Braillovým písmom, zvukovou páskou ale o počítačovým diskom   k z tejto služ y 
môžete mať úžitok vy ale o niekto, koho poznáte, kontaktujte nás 
 
Pilipino / Tagalog: Ang impormasyong ito ay maaaring magamit sa malaking print, Braille, sa audio tape o computer disc. Kung ikaw, o isang taong kilala mo, 
ay maaaring makinabang mula sa serbisyong ito, mangyaring makipag-ugnay sa amin 
 
Français / French: Ces informations peuvent être mises à disposition en gros caractères, en braille, sur bande audio ou sur un disque d'ordinateur. Si vous, ou 
quelqu'un que vous connaissez, pourriez bénéficier de ce service, veuillez nous contacter. 
 


