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Fenland District 
Council - Annual 
Equality Report 
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Are we accessible to you? 
 

• We would like everyone to understand the work that 
we are undertaking on equality and diversity issues, 
and therefore to achieve this we would like to 
provide you with this information in an accessible 
format. 

 
On request we will provide this report in alternative 
formats and languages. 
 
To make a request please telephone 01354- 654321 or 
e-mail diversity@fenland.gov.uk or info@fenland.gov.uk  
 

mailto:diversity@fenland.gov.uk
mailto:info@fenland.gov.uk
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Introduction 
 

Welcome to Fenland District Council’s latest Equality and Diversity update which 

explains the Council’s approach to and provides information on its work in respect of 

equality, diversity, and inclusion. In publishing this information in a single report, it will 

make it easier for interested parties to identify how the Council is delivering on its 

commitment to equality, fulfilling its legal obligations and demonstrate how the 

Council is working to make the district a more equal place to live, work and access 

services. However, we recognise that there are, and will continue to be, areas for 

improvement.  

 

Fenland District Council (the Council) recognises the role that public sector 

organisation must play in advancing equality of opportunity locally, regionally, and 

nationally.  As a large local employer and provider of a wide range of community 

facing services, the Council is at the centre of improving life opportunities for people 

who experience disadvantage and discrimination in Fenland.  

 

This report gives a summary of some of the actions we have taken and the progress 

we have made on improving equality; in the way we serve the people of Fenland, 

promote the diversity of the area and how we act as an employer. It has been 

produced to demonstrate how we undertake, integrate and mainstream this into all 

our work, both as an employer and service provider. 

 

Producing this report has also helped the Council identify the key issues affecting its 

service users and staff.  This information will help the Council to better inform the 

development of its services and to make them as effective and accessible as 

possible for everyone.  This is achieved by carrying out equality analysis for all polices 

strategies, procedures and functions carried out by the Council. By doing this we 

can better understand the impact of the decisions we make on people with 

different protected characteristics and therefore enable the Council to scope 

services to make them accessible to all and plan services more effectively. 

 

By gathering equality data and engaging with all our communities, we know that 

the main issues affecting people locally are cohesion, housing, transport, inter-

generational population, and access to services.  This should be viewed in 

relationship to the large inward flux of migrant workers, the rural nature of the area 

where residents live further away from key services than the regional average and 

this can lead to cases of rural isolation, and fear of new emerging communities. 

 

The Council acknowledges and recognises that there exists in society individuals and 

groups who face discrimination (whether intentional or unintentional) based on their 

background and personal circumstances.  Further, that the unintended 

consequences of a policy or procedure may have an adverse impact on a 

particular group.  This is particularly important at a time of significant reductions in 

public sector budgets. 
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Like all public bodies we have a statutory general duty to eliminate discrimination, 

advance equality of opportunity and foster good relations.  We also have specific 

legal duties; these include publishing employment information and reporting on how 

we are integrating equality into our work practices. 

 

The Council is actively working towards fairness for all; that will enable everyone to 

maximise their life chances and be free from discrimination in a society that 

recognises and values the diversity within our district.  We seek to create and 

maintain a district in which each person has an equal entitlement to quality services 

and employment opportunities irrespective of their race, religion or belief, disability, 

age, gender, gender reassignment, sexual orientation, family circumstances or 

marital status.  The Council values the strength that comes with difference, and the 

positive contribution that diversity brings to the district. 

 

This work was recognised in October 2009, when the Council attained Excellent 

status on the Customer Service Excellence Framework and, following inspections, this 

status has been reaccredited every year since. To maintain this accreditation the 

Council had to demonstrate its understanding of customer expectations and that it 

is providing excellent customer services to all our community.  

 

This approach is embedded in the Council’s Business Plan which sets out the priorities 

for the Council and outlines how we will address the challenges ahead.  The Business 

Plan is underpinned by the commitment to develop and support cohesive 

communities, and equality targets. 
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1. Who we are?  

 

We can only provide an effective service to our community if we recognise and 

understand the diversity that exists within our community, which in turn enables us to 

plan to meet their needs and address any concerns of our citizens.  

 

Fenland District Council (the Council) covers a wide geographical area and is 

committed to delivering excellent services to all the district’s diverse range of 

individuals, groups, and communities, whilst continuously improving the way we 

promote equality and celebrate diversity. 

 

As part of our on-going commitment, we seek to collect relevant equality 

information about our service users and our communities. This information helps us to 

understand if we are meeting service user needs and how we can improve the 

services we offer. 

 

The Equality Act 2010 (Act) replaced and simplified previous anti-discriminatory laws 

with a single piece of legislation. It harmonised the law and removed inconsistencies 

which made it easier for people to understand and comply with it. Additionally, it 

also strengthened the law in important ways, to help tackle discrimination and 

inequality.  

 

The specific duties of the Equality Act 2010 require the council, as a public Authority, 

to publish information showing its compliance with the Equality Duty, at least 

annually; and to set and publish equality objectives, at least every four years. 

 

This document publishes information which demonstrates that the council has due 

regard to the need to: - 

• eliminate unlawful discrimination, harassment and victimisation and any other 

conduct prohibited by the Act. 

• advance equality of opportunity between people who share a protected 

characteristic and people who do not share it; and 

• foster good relations between people who share a protected characteristic 

and people who do not share it. 

 

Equality, equity of outcomes and fairness underpin the work, culture, and ethos of 

the Council at all levels. Despite the challenging economic and unique health 

challenges/ circumstances that we face we have continued to strive to achieve 

fairness in all our services and in all our activities.  

 

The Annual Equality Report is one of the ways in which the Council highlights the 

extent to which it is meeting its obligations and responsibilities. It tells a lot about our 

progress in relation to the key equality objectives that the Council had set for itself, 

but it is not the whole story.  Many achievements have been made via informed 

decision making, on issues that affect the broader well-being of our community and 

particularly amongst those who faced disadvantage through the promotion of our 

equality priorities in the Council’s Business Plan.  

 

In this document we outlined those issues and activities that have had a greater 

significance to the Council’s progress in promoting greater equality as well as how 
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we met the Council’s responsibilities under the public sector duties contained within 

the Equality Act during the last financial year 

 

This year’s updated provides information on the services we focussed on in last years 

report as well as giving examples of key areas of our work via case studies in line with 

the commitment made under our equality objectives.  

 

2. Our Demographic data 

 

Fenland has strong community spirit and pride in its heritage. It is estimated that 

102,080 people (ONS:2020) currently live in the Fenland District, which covers 211 

square miles within North Cambridgeshire. More than 70% of residents live within our 

four market towns of Chatteris, March, Whittlesey and Wisbech. Our rural landscape 

is home to 29 villages and attracts visitors from nationwide.  

 

Fenland has the lowest house prices in Cambridgeshire, with the average house 

priced at £182,549 (UK HPI: 2020), along with plentiful availability of commercial land. 

As a result, our population is growing quickly. By 2036, it is predicted that the 

population will have increased by 13% to 115,140 (ONS: 2020). As outlined within 

About Fenland this plan, we have plans in place to maximise the positive 3 

opportunities that growth could bring.  

 

Our population is also getting older. 29% of our population are aged 60 or over; 

above average compared to Cambridgeshire and the UK (ONS: 2020). Alongside 

partners, we are working to enable residents to access the support they need to live 

happily, healthily and independently. We also face some challenges around 

deprivation, particularly around education and health. We are the 80th (out of 326) 

most deprived area in the country (IMD: 2019). Nevertheless, we continue to work 

closely with other organisations to positively overcome these challenges 

 

3. Context  

 

Every year we set out our ambitions and priorities for the coming year. We outline 

what we want to achieve and how we intend to do it – with one thing at the 

forefront of our minds. People.  

 

Residents, visitors, employees, employers, our workforce – people - are at the heart 

of everything we do, no matter how we plan for the years ahead. The outcomes we 

focus on, the actions we’ll deliver through working collaboratively with our partners 

and communities are what change people’s lives for the better and for the long-

term.  

 

They help to improve opportunities for everyone and make Fenland an even better 

place to live, work and raise a family. During the past few years, we have made 

significant progress towards unlocking Fenland’s potential, raising aspirations, 

improving public services, and securing inward investment to help our communities 

grow and strengthen.  

 

We know that the human cost of the Covid-19 pandemic has been felt keenly 

across the district, both in terms of loss and in the inequalities it has further exposed. 

Its financial cost is likely to lead to a long and protracted restructuring of the UK 
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economy, the impact of which will be felt for many years to come. Against this 

backdrop, Fenland continues to experience deprivation that affects people’s 

quality of life, their health and even their life expectancy. But if the past year has 

taught us anything, it’s that we work better when we’re standing together. The 

pandemic has shown us what’s possible when public bodies, businesses and 

communities work together with a common aim.  

 

Through continued collaboration to deliver our ambitions, the greater the likelihood 

that we can recover, renew, and create firm foundations for a healthier, stronger, 

and more resilient future. In this report you’ll see a series of actions that have started 

to and will support this recovery, including progressing key town centre regeneration 

projects, delivering major transport and connectivity schemes, transforming our 

council services, protecting our environment, and identifying further investment 

opportunities. Alongside the ambitions and priorities which will underpin all the work 

of our members and senior leadership team, there’s lots of opportunities to look 

forward to. Challenges lie ahead, no doubt about it, but there is much locally to be 

proud of and we’re confident we can deliver for the people of Fenland. 

 

Despite the highly challenging issues caused by the pandemic and financial 

circumstances that the public sector is operating within, during these times of 

austerity, the Council has still been able to make tangible progress in many areas of 

its the Equality Objectives, often through partnership working, harnessing local 

adaptability, and integrating its work to develop a coherent approach in delivering 

its priorities to the community. The equality priorities that the Council have set, in 

recognising that there would be future broader impacts upon services and 

communities because of the current austerity measures have gone some way 

through the budget development process to limit these impacts although of course 

it cannot fully eliminate them. 

 

The Council is also working with the wider ‘Diverse Communities Forum’ a local 

partnership involving statutory, third sector and faith groups to successfully tackle, 

amongst other things, migration issues affecting local people including 

homelessness, overcrowding, poor housing conditions, modern day slavery, 

discrimination, and street drinking. This work was shortlisted for a national award and 

its best practice is being shared regionally and nationally, contributing to sector-led 

improvement. 

 

4. The Equality Duty (The Equality Act 2010 – the Act) 

 

The Act places a statutory duty upon Local Authorities to consider all individuals 

when carrying out their day-to-day work in developing policy, in delivering services 

and in relation to their employees. The Act requires public bodies to have due 

regard to the need to eliminate discrimination, advance equality of opportunity, 

and foster good relations between different people when carrying out their 

activities.  

 

The Act also makes it unlawful to discriminate against people with a ‘protected 

characteristic’. The protected characteristics are:  

 

• Age  

• Disability  
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• Gender reassignment  

• Marriage and civil partnership  

• Pregnancy and maternity  

• Race  

• Religion or belief  

• Sex  

• Sexual orientation   

5. Our Approach to Equality 

 

Our corporate approach is to ensure equality considerations are mainstreamed into 

key business drivers, such as the budget setting process and our approach to 

delivering customer services. We do this by developing related actions that are 

mainstreamed into the relevant strategies and plans, which shape our organisational 

approach in each of these areas, thus ensuring equality is integral to our approach 

and is owned across the Council. 

 

We are committed to providing high quality services that are customer focused.  

These services will be accessible, sensitive, and responsive to the diverse needs of all 

individuals, families, and communities. To this end we are continuing to collect 

equality related data for the services we deliver. Over time, we intend to collect 

even more information and to strengthen the collection of equality related data 

across the council. We will use this data to inform service planning and 

development, seeking to continually improve our performance over time. 

 

6. The Council as an Employer 

 

Equality monitoring information is stored on the Council’s payroll and human 

resources information system.  The information is requested at the recruitment stage 

and regularly updated. 

 

The Council encourages all employees to provide this information and an equality 

monitoring survey is carried out on all employees at regular stages to increase and 

update the information held. 

 

As at January 2022 the Council employed 357 people both full time and casual 

employees across a wide range of service areas; this excludes casual employees.  

 

The monitoring of cases for grievances, disciplinary and dignity at work show no 

indication of discrimination involving any equality strand.  Our relatively low level of 

grievances reflects the Councils approach in resolving issues wherever possible, 

informally at local level before they escalate. 

 

Figures have been collected for all the equality strands and analysed. But those for 

sexual orientation and gender reassignment have not been published because of 

the low number of people this relates to. 

 

There are effective communication and consultation mechanisms in place at all 

levels and services within the Council to ensure that the workforce is fully consulted 

on and informed about any issues that could concern or affect them. The processes 

employed within the Council to ensure the effective and ongoing communication 

file://///fhallfnp02/november
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between Corporate Management Team, managers, supervisors, employees, and 

trade union representatives are detailed within this document. Any issues regarding 

restructures, substantial changes to roles, as well as any new initiatives/legislation 

affecting the function of a service are clearly communicated and consulted upon 

from inception with all appropriate groups.  A report is then made to the Council’s 

Audit and Risk Management subcommittee (formerly known as Staff Committee) to 

consider and if agreed are then implemented. 

 

Consultation is characterised by joint discussions with all staff on any/ all service level 

operational issues, which are conducted on an informal and regular basis; often 

taking place as part of regular individual, team and/or service meetings along with 

service plan development workshops.  

 

Consultation at an organisational level occurs at regular scheduled Management, 

Trade Union, and Staff Partnership (MTSP) meetings. This group is comprised of 

management, trade union and staff elected representatives. These meetings cover 

corporate and strategic issues, as well as any staff and/ or service level issues that 

may need to be discussed. They are held generally monthly (or more frequently if 

specific meetings are needed), including meetings between trade union officials 

and the Councils Head of HR & OD and The Equality & Diversity Manager. 

 

This framework facilitates the information and consultation process at all levels with 

the workforce and trade unions and is so structured and designed to provide an 

inclusive and consistent approach throughout the Council. Whilst structure is 

important, it is recognised that there will, at times, be a need for flexibility in 

approach, and this should be discussed and jointly agreed in each case.  

 

The Council also works to Core Competencies which cover: 

 

• Customer Focus 

• Effective Communications 

• Teamwork and Co-operation 

• Respect & Dignity for all 

• Leading, Managing and Responding to Change 

 

As well as Management competencies: 

 

• Coaching and Developing People. 

• Effective Leadership. 

• Managing People. 

• Managing Performance. 

• Strategic Awareness. 

 

All these competencies link to the Council’s Core Values which are: 

 

• Value, Respect and Dignity for all. 

• Adopt a positive ONE TEAM approach. 

• Listen, talk, and act. 

• Understand, learn, and improve. 

• Encourage and Support. 

• Service Excellence. 
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All staff and members of the Council are aware of what is expected from them as 

either Council employees or those representing the Council.  To enhance and 

reinforce their understanding of this the Council has developed and updates its 

Employee Handbook.  This is promoted internally and is available on the intranet. 

 

7. COVID 19 

 

The impact of COVID 19 has been significant on residents, businesses, and partner 

organisations. To minimise the adverse impact on Black, Asian, Minority Ethnic 

(BAME)communities we commissioned a third sector partner to develop a BAME 

Community Champions project to work with communities and other vulnerable 

groups to help people obtain health and other services. 

 

Whilst aiming, wherever possible, to deliver business as usual we continued to 

respond quickly to the issues that emerged/ ongoing challenges and to 

communicate effectively with our communities, businesses, and workforce through a 

variety of mediums and our BAME Community Champions. 

 

COVID 19 also significantly impacted our workforce. At one point over 60% of staff 

were enabled to work remotely, with many being redeployed during this period or 

retrained to meet essential / emerging needs.  

 

This has prompted us to begin reviewing our accommodation needs, requirements 

and the most appropriate type of working practices. 

 

8. Staff Groups 

 

The Council has an established Equality Service Champions Group.  This group 

provides a forum for staff working on equality issues within their own service area to 

gain support, share information, and good practice and develop/ promote equality 

and diversity awareness across the Council.   

 

The Council places a strong emphasis on equality analysis.  When developing 

policies and making decisions, the Council will make sure that the decision makers 

are aware of the findings of the associated equality impact assessment and know 

how any change to an existing/ new policy, procedure or their implementation 

could affect people with any of the protected characteristics.  If the change might 

cause difficulties for people with a protected characteristic/s, and/or if any issues 

are identified then we will do our best to find ways to reduce or remove any adverse 

impact. If we can’t then we should think carefully about whether we need to make 

the change to achieve a legitimate aim. 

 

The Group is coordinated by the Council’s Diversity Manager who coaches and 

mentor’s equality champions to enable them to undertake their roles which enables 

them to carry out the analysis and analyse all findings.  

 

This group is long established and meets on a regular basis.  It also provides peer 

support and a pool of expertise and experience to develop good practice to 

enable all members to review policies and projects with regards to identify any 

equality analysis/ issues.   
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Examples of some of the service changes made following completed Impact 

Assessments: 

 

Case Studies 

 

Introduction and Background 

FDC’s Transport Team worked in partnership with the Cambridgeshire and 

Peterborough Combined Authority (CPCA) and the Hereward Community Rail 

Partnership (CRP) to deliver a programme of improvements to Manea, March and 

Whittlesea Railway Station.  These programmes have been ongoing for several years 

with completion in 2022.  The delivery programmes were tight and included several 

consultations.  For March Station it was agreed to hold a joint transport consultation 

with Cambridgeshire County Council who needed to consult on another CPCA 

funded project.  The joint consultation was planned for April and May 2020. 

Challenges 

• COVID19 and the first national lockdown meant that we had to cancel the 

planned consultation 

• The uncertainty of the pandemic meant that there was no way to determine 

when we might be able to hold the consultation 

• Funding requirements and partnership working required that we needed to 

keep the project programme moving forward. This had to include a consultation to 

confirm the public’s preferred choice of option to redevelop the building on 

platform 1 on March Station.  Not consulting the public would introduce too much 

risk to the project moving forward. 

 

• The uncertainty of the pandemic and uniqueness of the situation in modern 

times meant that it was difficult to determine next steps. We however, needed to 

decide quickly to try and keep the programme on track 

 

How we overcame the challenges? 

 

• The Council already had access to online systems such as survey monkey.  

We contacted the Communications Team and they helped to confirm how they 

could set up an online consultation and how they could help with promotion and 

design work 

• The Transport Team/CRP put together the text and information for the 

consultation  

• The Communications Team developed the online consultation, created easy 

read posters and a press release, and then set up social media posts to promote the 

consultation 

• The Transport Team worked with the CRP and the train companies to 

advertise the consultation across the community.  We delivered the consultation on 

time as we had originally planned  
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What happened next? 

• The consultation went live and with the help of partner organisations 

widespread distribution of the information (especially on social media) took place 

• By the end of the consultation, we had secured many more responses than is 

typical of the usual consultations we would hold 

• Each year the Community Rail Network (formerly ACoRP) hold a national 

awards ceremony. In June 2020 we entered the consultation in the marketing 

category. Please see the attached word document showing the text we submitted 

• In December 2020, and our consultation was highly commended.  We were 

only beaten by ourselves in partnership with Greater Anglia and the other CRPs in 

East Anglia for our video campaign – Room with a View! 

 

This led to the project team being able to deliver the project this year to its 

conclusion. 

 

Getting it sorted volunteers - Help with learning: 

Getting it sorted is about helping residents with their recycling and other household 

waste collections 

Resources: Following work with schools the volunteer’s coordinator developed 

further resources and made changes based on feedback from teachers and 

parents to their information packages. Teachers, who lived in other districts, didn’t 

know/ understand what could be recycled in Fenland and this was a main concern 

as this varies from Council area to Council area– so they included answer sheets for 

those working with the volunteers to better inform this work. Following on from school 

visits volunteers found that recycling myths were still being taught in classes and this 

pack helped teachers and pupils know what the current recycling symbols were 

and what items go in different bins.  

Volunteers worked on the concepts of best engagement and developed additional 

activities. Previous recycling resources have been aimed at adults or mainly Key 

stage 2 pupils. The refreshed recycling resource pack covers information from 

reception age children to young adults. It incorporates a variety of learning 

techniques to help more youngsters to learn. This includes developing new skills in 

Investigations, designing, sorting, even singing to engage a wider audience and 

help our schools that have our commercial waste service.  

The new skills that these people have learnt have helped many people who lacked 

confidence to develop more assurance about themselves and help them get job 

ready. 

We advertised this opportunity widely and sent links to all our contacts including 

approaching home-schooled pupils/ learning groups to help capture audiences 

from none-establishment environments. Trials were tested via posting on social 

media and sent to teachers and added to an activity box (700 rainbow and 600 

eco boxes (20+) Fenland District Council – Posts | Facebook) to reach deprived 

families that may not have access to printing or internet. All was available in hard 

https://www.facebook.com/FenlandDistrictCouncil/posts/3327032484013716
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copy, and we printed and posted copies to those that have requested them if they 

didn’t have a printer or that these costs would impact on their family budget.  

All activities were designed to be easy to read, made user friendly for visually 

impaired people with learning difficulties such as dyslexia.  

These resources are now being used across all of Cambridgeshire to help a wider 

audience engage and is also distributed via many schools in the county.  

www.fenland.gov.uk/education School recycling activities - Fenland District Council 

Working with partners e.g., CCORN, 20twenty productions, local foodbanks, 

Wisbech adventure playground, the Oasis Centre, and Active Fenland we have 

been able to deliver food waste prevention tips to help families food go further and 

reduce food wastage. This has also enabled/ family people’s weekly budgets to go 

further thus aiding actions to address food poverty.  

ONLINE: www.gettingitsorted.org is recycling information in the 6 most common 

community languages in Fenland. It is also linked via the Fenland bins app for the 

more digitally advanced users.  

The website which is promoted widely has an easily recognisable flag (Country) 

logos and with the recycling wheel being pictorial has helped to have conversations 

with people that either cannot read or write or that English is not their first language, 

by promoting easy read logos such as a phone people have spoken with the 

Councils customer service team/ interpretation service.  

• When Recycling workshops where halted due to covid, volunteers delivered 

15 online workshops to the community.  

• Volunteers joined in leading online Virtual play week. Activity boxes collected 

from a local community centre (following social distancing) via booked 

appointments. Activities were promoted on several social media outlets to 

engage young people in learning via play. 

We have filmed at home to make a virtual workshop and are working with 

Cambridgeshire Skills to launch a FREE online course for anyone in Cambridgeshire 

that is over 16 years of age. We aim to train people about recycling and support 

them in their local community to make a difference through recycling volunteers’ 

programs. Everyone completing this course will receive a qualification from Cambs 

County Council.   

Social media reaches our Facebook followers/ audience but in order to reach a 

wider audience we have since added Instagram and very recently Twitter. 

@gettingitsortedvolunteers @GIS_Volunteers  

Monitoring shows that we received a higher number of online interactions during the 

pandemic than before it.  And Fan mail too!  

http://www.fenland.gov.uk/education
https://www.fenland.gov.uk/educationactivities
http://www.gettingitsorted.org/
https://www.facebook.com/GettingItSortedVolunteers/videos/258737232402944
https://www.instagram.com/gettingitsortedvolunteers/
https://twitter.com/GIS_volunteers
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E-news: Getting it sorted volunteers wanted to email each other and other 

interested people regularly with recycling volunteer news. This feedback was 

considered and as a result e-news information was introduced and has been well 

received with high than anticipated numbers of email subscribers to the newsletter.   

Starting in April 2020 with 926 subscribers this number has increased to1,600 people 

being registered, and the numbers are still increasing. This enables people to receive 

information about recycling, through pledging to recycle, volunteering, ordering 

recycling sacks, or asking to be added to the mailing list.  

Using the systems analytics function it’s possible to see that on average the e-news 

are achieving an open rate of above national average 48.83% - 15% is considered 

very good. The e-news also has an exceptionally low unsubscribe rate. With only 14 

unsubscribing in 2020 and over 500 subscribing to the e-news.  

Before it was impossible to know how many people were reading or even receiving 

the newsletter, and we were relying on feedback and face to face comments or 

email replies to judge the success of the emails. It is easier for people to unsubscribe 

via Email blaster, before people had to reply with ‘no’ to be removed, this new 

service is providing GDPR compliance.  

Based on email origin locations analytics has shown us that our audience is mainly 

UK based but we are reaching other nationalities, which supports our Equality 

Impact Assessment.  

Countries recorded: 

• UK & Ireland 

• Poland 

• Belgium 

• Greece 

• Germany 

• Czech Republic 

• France 

• Turkey 

• USA 

• Netherlands 

• Japan 

• Iran.  

FDC recycling: 

Bin Calendars: Between March and November calendars were delivered to 45,000 

properties last year... The Council did wonder if a cost saving could be made by just 

putting this information online. Following consultation at a Golden Age fair, across 

the district, which are aimed at senior citizens it was decided to keep producing and 

distributing these calendars as many service users were not ICT literate/ or felt 

confident to use the online packages. 
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We had received queries via social media about how much is recycled in Fenland 

our summer calendar was sent to all homes in Fenland to answer this FAQ as well as 

a media campaign video (20+) Facebook 

Except for bulky waste collections there were no interruptions to the waste collection 

service.  

Braille leaflets and stickers are available and are distributed to people known to 

require information in Braille.  

3r’s: Whilst great emphasis was placed on working with our community it became 

apparent that staff felt excluded from recycling updates. So, following an internal 

review an improvement plan for recycling for our staff has been introduced. Training 

and better bin facilities are underway to help our staff to be included in national 

waste and recycling campaigns.  

Rough Sleeping 

People who experience rough sleeping over a long period are, on average, more 

likely to die young than the general population. They also face a higher likelihood of 

dying from injury, poisoning and suicide. 

Covid 19 placed additional challenges to address rough sleeping, which we have 

sought to address. 

Two case studies:  

1) Hungarian Male, verified as a rough sleeper March 2022. The client had no 

recourse to public funds and had not applied to the EU Settlement Scheme. 

There was ongoing court action at the time the client was found, he had no 

form of ID due to the police holding it. The client engaged well with support 

from Change Grow Live (CGL) Drug and Alcohol Outreach Team he worked 

closely with his support worker. Fenland District Council along with the CGL 

Outreach Team discussed the offer of our pilot bespoke reparation fund 

which offers clients with restricted eligibility up to £3000 to return home. The 

client was assessed for this pilot scheme and successfully travelled back to 

Hungary to be with his parents in July 2022. When he landed the client 

messaged his support worker to say ‘’ ’Hi, I just want to say something. I see 

cash on my bankcard and thank you so much for all help this time. I wish the 

best for you in all life. Thank you again.’’  

2) Lithuanian Male found rough sleeping July 2022. The client was in visible poor 

health, thin and had visible injuries although refused medical assistance. CGL 

Outreach continued to engage with him and to offer intense support. They 

worked with the County Council Social Care team and the local General 

Practitioner (GP) and he finally accepted the support on offer.  The client was 

helped to apply for Universal Credit which was also successful. Following this, 

the client was referred into the Ferry Project (local homelessness charity) 

Bunker Beds scheme. Since being in this accommodation he has settled 

extremely well, his health improved, and his alcohol intake lessened following 

the support provided by Ferry Project staff. After being in the bunker bed for a 

https://www.facebook.com/257378638496300/videos/3985953994824975
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period of settlement, he was referred on to the Modular Units at Jubilee 

Place. Since moving there, the client continues to do extremely well and is 

now actively looking for work.    

 

9. Staff Self – Service 

 

We have encouraged employees to update their personal profiles and update their 

records via our self-service HR database.  We hope this will help us provide more 

accurate data and analysis on existing staff to inform our workforce analysis. More 

detailed information is provided later in this document.  

 

10. Equality & Diversity training 

 

The Council offers all staff and members the opportunity to refresh and update their 

equalities knowledge and skill set via training courses.  

 

A comprehensive training programme for customer facing staff is run annually and is 

open to anyone within the Council to attend.  More bespoke equality and diversity 

courses can be run at any time to meet the identified needs of individual teams or 

services. 

 

This training approach enables staff to understand the general Equality Duty and 

thus be conscious of their duties and obligations, and this helps them develop a 

comprehensive approach to meet these duties. 

 

11. Raising and Maintaining Awareness 

 

It is important that staff and elected members are aware of the general equality 

duty and know how to comply with this so that this is considered in our work.  To 

enable this, we ensure that we provide appropriate information / training and use a 

combination of methods to build and maintain awareness including: 

 

• Briefings for elected members. 

• Briefings for Corporate Management Team. 

• Information to key contacts within the Council. 

• Items and updates in our staff briefings 

• Inclusion with Overview & Scrutiny reviews. 

 

Equality issues are an item that is regularly discussed at team meetings and service 

areas within the Council, this ensures that it remains a live issue. This knowledge is 

also reinforced through the work that is undertaken as part of Customer Service 

Excellence accreditation 

 

12. Elected Members - Training: 

 

Elected members benefit from equalities training. These sessions highlight key 

equalities and human rights legislation, as well as the diversity of the district and the 

actions that individuals and the Council can do to promote integration and 

cohesion. 
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Training is focused on the role elected members have, and how to ensure that 

equalities matters are considered when making any decision. 

 

13. What’s Breaking 

 

What’s Breaking is the Council’s information and alert mechanism for all staff 

engagement which is one method the Council uses to communicate with our staff. 

 

It is an inclusive mechanism to communicate and disseminate information, news 

and updates to all areas of the workforce, and compliments other established 

communication mechanisms, such as staff 1-2-1’s and team meetings, staff briefings, 

notice boards, e-mail, newsletters, policies and procedures, briefing notes, training 

courses and FAQs, intranet and internet. Staff who do not have access to email and 

the intranet receive printed versions via their manager. 

 

14. Staff Sessions (Called Horse’s Mouth briefings) 

 

These are information sessions delivered to all staff at each Council office, Leisure 

and Business centre at varying times by the Chief Executive on a regular basis. These 

sessions include a great deal of information, including: 

 

• Council Achievements. 

• Council Priorities. 

• Forthcoming Challenges. 

• Budget Information. 

• Workforce updates. 

• Open forum and Q & A session. 

 

15. Summary of the latest Staff Survey 2022  

 

All staff were invited to take part in the 2022 Staff Survey in June 2022 by either 

completing the survey online or by completing a paper copy if required. The 

response rate for this year was a 43%, a decrease of 16% since 2020. (This equates to 

152 members of staff completing the survey).  

 

The survey asked questions under the following categories. 

▪ Contribution 

▪ Communication 

▪ Working relationships 

▪ Personal Development 

▪ General and Wellbeing 

▪ Suggestions 

 

We also incorporated some additional questions from the wellbeing survey 

undertaken last year. The survey had several yes/no or multiple-choice questions, 

and the table below provides a comparison to our previous surveys.    

 

The 2020 survey was undertaken during the early days of the pandemic and 

lockdown, and the results were overwhelmingly positive, and delivered 

improvements in all areas. For this years’, whilst the scores/results are still generally still 
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high - almost all areas we have seen slight decrease this year; this was expected, 

and it does mean that we have more areas to focus on and improve!  

The survey asked staff to identify three things that they felt would improve the quality 

of life at Fenland District Council, with a free text format provided staff to respond 

and to submit any other comments they might wish.  

 

Once again, we received many comments, which is great, with several consistent 

messages and themes from across the Council, such as: 

 

• Formalising flexible/agile working practices  

• Improving management visibility and skills, including delivery of 

Springboards/121s 

• Further improving our ICT offer 

• Further improving our training offer 

• Better pay and terms and conditions 

• Office environment and accommodation 

• Clearer communication of future vision 

 

The next step for us is to have some focus groups with staff from each team/service 

to identify the key areas of improvement for them.  We will ask for volunteers to take 

part in these focus groups, which will be facilitated by The Management, Trade 

Union and Staff Partnership group (MTSP), so people are able to contact a member 

of the MTSP or HR team to put their name forward to take part. 

 

16. Gender Pay and Occupational Segregation Information  

 

The Gender Pay Gap legislation (developed by the Government Equalities Office) 

requires all employers of 250 or more employees to publish their gender pay gap for 

workers in scope as of 31 March 2021. The gender pay gap shows the difference 

between the average earnings of men and women.  

 

As a concept it is different from “equal pay” which deals with any pay difference 

between men and women who carry out the same or similar jobs or jobs of equal 

value. The gender pay gap is calculated as the difference between average hourly 

earnings (excluding overtime) of men and women as a proportion of average hourly 

earnings (excluding overtime) of men’s earnings. For example, a 4.0% gender pay 

gap denotes that women earn 4.0% less per hour, on average, than men. 

Conversely, a negative 4.0% gender pay gap denotes that women earn 4.0% more, 

on average, then men.  

 

Fenland District Council is committed to the principle of equal opportunities and 

equal treatment for all employees and has a clear procedure to ensure employees 

are paid equally for the same or equivalent work, regardless of their sex or any other 

protected characteristic.  
 

Gender Pay Gap legislation (developed by the Government Equalities Office) was 

introduced in April 2017 it requires all employers of 250 or more employees to publish 

their gender pay gap for workers in scope as of 31st March of each year. 

The gender pay gap shows the difference between the average earnings of men 

and women. As a concept it is different from “equal pay” which deals with any pay 
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difference between men and women who carry out the same or similar jobs or jobs 

of equal value. 

Fenland District Council is committed to the principle of equal opportunities and 

equal treatment for all employees and has a clear procedure to ensure employees 

are paid equally for the same or equivalent work, regardless of their sex or any other 

protected characteristic.  

What do we report on? 

Mean gender pay 

gap 

The difference between the mean hourly rate of pay of male 

employees and that of female employees 

Median gender pay 

gap 

The difference between the median hourly rate of pay of 

male employees and that of female employees 

Mean bonus pay 

gap 

The difference between the mean bonus pay paid to male 

employees and that paid to female employees 

Median bonus pay 

gap 

The difference between the median bonus pay paid to male 

employees and that paid to female employees 

Bonus proportions 
The proportions of male and female employees who were 

paid bonus pay during the relevant period 

Quartile pay bands 
The proportions of male and female employees in the lower, 

lower middle, upper middle and upper quartile pay bands 

 

Fenland District Council’s annual Gender Pay Gap analysis does not identify any 

particular areas of concern. 

The Councils Human Resources team report on this annually. View the Gender Pay 

Gap report. 

https://www.fenland.gov.uk/media/19277/Gender-Pay-Gap/pdf/Gender_Pay_Gap_31.03.21_FINAL.pdf?m=638067115040870000
https://www.fenland.gov.uk/media/19277/Gender-Pay-Gap/pdf/Gender_Pay_Gap_31.03.21_FINAL.pdf?m=638067115040870000


20 
 

Statistical analysis of the information regarding Council employees is contained in the following table and covers all Council 

employees. 

Equality breakdown of workforce –  January 2022   Total Headcount = 357           

                    

 BAND 2 3 4 5 6 7 8 9 HAY & CMT 

 (Headcount) 44 43 33 74 25 63 24 11 29 

 (Headcount) 38 6 27 16 27 6 26 48 17 8 22 41 20 4 11 0 29 0 

   F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T F/T P/T 

Age                                      

 0-16 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 17-24 10 0 1 0 0 4 1 2 2 0 0 9 0 0 0 0 0 0 

 25-39 11 2 5 3 7 6 8 6 5 1 6 10 4 0 4 0 1 0 

 40-49 4 1 3 0 6 5 9 11 5 3 10 8 4 4 1 0 12 0 

 50-59 6 0 7 2 11 21 14 14 3 1 10 5 6 1 2 0 10 0 

 60-74 0 1 6 2 4 7 0 5 1 5 5 5 1 0 0 0 6 0 

 75-84 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 85+ 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 TOTALS 31 4 22 7 28 43 32 38 16 10 31 37 15 5 7 0 31 0 

                                      

Disability  1 0 2 0 2 0 0 1 2 0 2 0 0 0 0 0 2 0 

                                      

Gender reassignment 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

                                      

Current Pregnancy & maternity 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 

                    
Ethnicity                                      

 WHITE                                     

 British 23 3 20 7 24 36 22 29 11 8 28 32 8 5 6 0 26 0 

 Roma 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Irish 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 English Gypsy Traveller 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
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 Any other Gypsy Traveller 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0 0 

                                      

 Black / Black British                                     

 African 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Caribbean 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Black British 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Other Black 0 0 0 0 0 0 0 1 0 0 0 0 0 0 0 0 0 0 

 Mixed Background                                     

 White & Asian 0 0 0 0 0 0 0 1 0 0 0 0 1 0 0 0 0 0 

 White & Black African 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 White & Black Caribbean 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Other mixed 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

                                      

 Asian & Asian British                                     

 Asian British 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Bangladeshi 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Pakistani 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Indian 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0 0 

 Other Asian 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0 

                                      

 Chinese                                     

 Chinese 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Chinese British 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Other Chinese 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

                                      

 European                                     

 Bulgarian 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Latvian 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Polish 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0 0 

 Romanian 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Slovak 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Czech 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Lithuanian 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Portuguese 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Russian 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
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 Other European 0 0 0 0 0 0 0 0 2 0 0 0 0 0 0 0 0 0 

                                      

 Not stated 7 1 2 0 4 5 10 7 5 2 3 3 6 0 1 0 5 0 

                                      

 Other Ethnic origin 0 0  0 0 0 0 2 0 0 0 0       

 TOTALS 31 4 22 7 28 43 32 38 16 10 31 37 15 5 7 0 31 0 

                                      

Religion or Belief                                     

 Buddhist 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0 

 Hindu 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Muslim 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Christian 9 1 10 7 6 3 14 24 6 2 8 10 9 1 3 0 17 0 

 Jewish 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Sikh 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 None 18 3 10 8 10 1 3 17 6 2 10 23 5 3 5 0 0 0 

 Other 1 0 5 0 8 1 7 0 3 3 0 1 2 0 3 0 0 0 

 Not stated 10 2 2 1 3 1 2 7 2 1 4 7 3 0 0 0 15 0 

 TOTALS =  38 6 27 16 27 6 26 48 17 8 22 41 20 4 11 0 32 0 

                                      

                    

Gender                                      

 Female 3 1 9 13 0 4 19 44 12 5 9 31 9 3 5 0 10 0 

 male 35 5 18 3 22 2 7 4 5 3 13 10 11 1 6 0 22 0 

 Transgender 0 0 0 0 5 0 0 0 0 0 0 0 0 0 0 0 0 0 

 TOTALS = 38 6 27 16 27 6 26 48 17 8 22 41 20 4 11 0 32 0 

                                      

Sexual orientation                                     

 Bisexual 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Heterosexual 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Gay 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Lesbian 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 Not stated 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

 TOTALS = 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 



23 
 

 

Flexible Working and Work Life Balance 

The Council offers employees flexible working hours and recognises the need for 

employees to work flexibly and is committed to optimising the opportunities to 

incorporate family friendly and flexible working practices where possible. The 

Council is committed to widening access to quality services through providing 

flexible modes of working and service delivery.   

 

17 The Elected Councillors  

 

Fenland District Council is elected every four years, with currently (2020) thirty-nine 

councillors. Since 1976 the Conservative Party has held control of the council, apart 

from a period after 1995 when Labour had control, the Conservatives regained a 

majority at the 1999 election  

 

Equality monitoring data is held by the Council’s Member Services. 

 

18 Services Provided by the Council 

 

The Council seeks to “mainstream” equality into its services and functions. 

 

Mainstreaming is an approach to delivering equality within an organisation.  It is 

primarily a long- term strategy aimed at ensuring that equality principles and 

practices are integrated into every aspect of an organisation from the outset.  The 

focus should not only be internal (mainstreaming equality principles into procedures 

and systems) but also external (mainstreaming equality principles into policies and 

customer service delivery).  Mainstreaming provides a framework that facilitates and 

compliments, equalities legislation and other equality measures. 

 

In simplistic terms this means integrating equality into our day-to-day work.  We take 

equality and fairness into account in the way we go about our business when acting 

as an employer, when planning and providing services and when making decisions. 

 

Mainstreaming ensures that equality becomes part of our culture.  This benefit both 

employees and service users who know that they will be treated fairly and 

contributes to a continuous improvement and better performance.  

 

Reporting on “mainstreaming” helps us to demonstrate the ways we are fulfilling our 

general equality duty. 

 

Before we design a policy, procedure or function it is important for us to understand 

the needs of service users, including any needs due to having a protected 

characteristic. This information can be used to improve service/policy design and 

implementation.  

 

The Service Planning approach specifically prompts and guides services to have 

regard to their equality duties; both about implementing the Corporate Plan and 

the corporate objectives which may, for example, be identified through equalities 

analysis in Customer (Equality) Impact Assessments. 
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The Council has reviewed its equalities data and impact assessments; these are 

refreshed annually. 

 

We use the Customer (Equality) Impact Assessment process as a tool for ensuring 

that equality, social inclusion, and community cohesion issues have been 

considered when drawing up Council policies or any proposals which affect the 

delivery of services, the carrying out of the Council’s functions and/or employment 

practices. 

 

The Council has regularly carried out and reviewed these assessments since 2002.  

Assessments are carried out when developing any new policy, plan, or function, or 

making changes to an existing policy, plan, or function, including the reduction or 

termination of a service as well as during development of the Council's annual 

budget proposals.   

 

They identify any impacts on people or groups of people who possess any of the 

nine protected characteristics, socio economic factors and on people who have 

caring responsibilities.  Existing policies are screened as part of an annual review 

process. 

 

Impact Assessments help ensure that our service users receive services in a fair and 

equitable way ensuring that all are focused on outcomes.  They provide an 

opportunity to stop or revise a policy or function which if implemented may 

potentially be unlawful.  

 

They also contain mitigating actions wherever possible to minimise any adverse 

impacts, as well as identifying opportunities for positive impacts such as advancing 

equality of opportunity and fostering good community relations.   

 

We use internal and external data to provide evidence for the assessments and 

consult directly with service users and equalities groups to proof our findings.  Impact 

assessments are organic documents and are developed and added to as a project 

progress. 

 

Where an impact assessment relating to a new policy has been carried out its 

findings are fed into any subsequent committee/ cabinet reports.  This ensures 

elected members are fully aware when considering a report of any equality issues 

and/ or any negative and/ or cumulative effects on any of the protected 

characteristics to better inform them in their decision-making process.   

 

These assessments are completed by each services Equality Service Champion.  

They help drive through the implementation of the Council’s equality commitment 

and monitor service delivery outcomes within their service area. Guidance, support, 

and advice are offered to those who may need assistance during the process. They 

are people from within the Council who represent each service team.   

 

The Council places a strong emphasis on equality analysis.  Which is used when 

developing policies and making decisions, the Council will make sure that those who 

are making the decisions know how the change could affect people with any of the 

protected characteristics.  If the change might cause difficulties for people with a 

protected characteristic, we will do our best to find ways to reduce this impact.  If 
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we can’t then we think carefully about whether we need to make a change to 

achieve a legitimate aim. 

 

The Council can and do consult with a range of community groups, via forums such 

as the Fenland Diverse Communities Forum, around specific issues when completing 

equality analysis.  These groups are often consulted when we are developing and 

refreshing policies, strategies, procedures and functions and they act as the conduit 

to our vulnerable and minority communities for our annual consultation around the 

Councils Corporate Business Plan. 

 

All the Councils equality analysis is publicly available via the Council website and is 

available in a variety of formats on request.  As part of our community consultation 

process, we welcome people to comment on any equality analysis carried out by 

the Council.  

 

As part of the Comprehensive Service Review, work that has been undertaken to 

ensure the Council meets the savings targets expected by Central Government. 

Customer Impact Assessments have been undertaken to consider the impact of the 

savings projects on the community in relation to the Equality Act taking mitigating 

action as required.  

 

 

19 Working with Communities 

 

The Council recognises the decisions it makes and the services it delivers will be 

received/ used by different people in different ways.  Therefore, the Council aims to 

involve all communities in the decisions which affect them.  All our current 

consultations are on our website and advertised through all the usual methods of 

communication including Twitter, newsletters and direct action to vulnerable and 

minority groups including hard copies in community languages placed in 

community hubs and at consultation events. 

 

The Council has many ways of knowing and understanding its communities and 

collects equality related information from many sources to build a picture of our 

community.  This includes national, regional, and local data down to ward level and 

helps the Council to know what services our community require. 

 

20 Delivery of Council Strategies 

 

The Council consults and engages with its residents to collect information and data 

that can be used to better inform and plans and polices and to prioritise, identify 

areas for improvement and service change, set and monitor performance standards 

and measure satisfaction on the quality of the services we provide. 

 

21 Procurement 

 

The Councils procurement process of acquiring goods, works, agency workers and 

services from third parties and in- house providers reflect the Council’s commitment 

to equality and diversity.  The Council will seek to ensure that all external contractors 

that may deliver services on behalf of the Council embrace the principles of equality 

and diversity and that they can demonstrate this to us.  
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22 Diverse Communities Forum 

 

The Council, in conjunction with other public, faith, community and voluntary sector 

partners work together on the Fenland Diverse Communities Forum. These events 

form part of our consultation process for establishing the equality objectives for the 

year ahead; update on all progress against our Fenland-wide cohesion/ Integration 

action plan and discusses the challenges and the benefits of providing public, 

community and voluntary services in the district.  

 

The partnership action plan is driven, and performance managed through a core 

group and primarily focuses on positive community outcomes.  All proposals are 

then shared and agreed with our local community. 

 

Case studies – linked to Council/ Public Health priorities linked to Covid- 19 

 

Car Wash Staff Success  

Working in Wisbech visiting workplaces (particularly non-British) to see if people had 

managed to get vaccinated, what the barriers were to vaccination and if people 

needed information in their own languages, the team came across a hand car 

wash. At the initial visit the team spoke with the manager/Owner who had 2 staff 

who spoke very little English. The asked about vaccination status, and he said that 

he was in the process of registering his 2 staff at GPs.  

The team explained that no registration was necessary for vaccination. They visited 

these premises 3 or 4 more times and there always seemed to be a different 

language being spoken. They left vaccine information each time in their languages 

as well as rules on isolation and guides to car sharing etc.  

They also told them about the Enduring Transmission Support Fund managed by the 

Rosmini Centre in case they needed money to self-isolate. Having a Russian speaker 

with the team helped greatly with Bulgarian staff as it is a language spoken by many 

Bulgarians. They were also able to engage with Bulgarian staff at the Rosmini Centre. 

Each time the team went they said we will do it and sometimes they said that they 

never have time as they are always working!  

They took them a packet of biscuits one time and then they gave the manager a 

letter explaining the benefits to his business by letting staff get vaccinated - the 

vaccine centre was less than 10 min walk from the car wash. They also were keeping 

a watch on the business in case there were any signs of modern slavery as this had 

been highlighted as a potential issue. Having a recognised face popping back and 

forth gave the staff a chance to say other things. Just before Christmas when they 

revisited when the workers saw them coming and were delighted to tell them that 3 

of them had had their first vaccine and that they were to have a second in 8 weeks.  
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We cannot know for certain if they would have been vaccinated without their input, 

but we can be certain that they would not have got all the information they 

needed in their appropriate language without the team’s input.  

They revisited in May 2022. By then 4 workers had 2 vaccines each but all planned to 

decline boosters.  

Intelligence gathered. 

 Vaccines taken to the community  

When doing their first pop up vaccination centre in March it was clear that lots of 

elderly were coming for their Spring Boosters. Some had turned up too early. We 

then heard that one lady lived in a supported older people’s complex and there 

were several residents who were unable to get to town on their own and that 

previously one couple had had to pay £54 to get to the Horsefair mass vax site in 

Wisbech when the GPs were no longer offering vaccines.  

After discussion with the CCG, the team approached the manager of the complex 

who informed them that several people needed spring boosters, so we arranged for 

a mini session there. Five people over 75, who would have struggled to go anywhere 

else, received their vaccinations.  

 

23 The Councils Approach to leaving no one behind during COVID19 

 

Black Asian Minority Ethnic (BAME) Community Champion COVID 19 Project 

We recognise that COVID 19 has had a disproportionate effect on BAME people/ 

groups, those on zero-hour contracts and low paid employment and vulnerable 

members of our community. 

To address this, we commissioned the Third Sector to undertake most of our 

intervention work, with these people, and we found that their cultural awareness, 

peer information, advice, and guidance has been well received and invaluable to 

both the community, NHS, the Council and partner organisations alike. 

The principle partner organisation that we engaged with (Rosmini Centre) 

developed a team of Community Champions; people who represent all the 

communities in the District including Gypsy Travellers, Roma, Eastern Europeans, Faith 

groups, Intergenerational, homeless & rough sleepers etc. 

The Community Champions tapped into their local networks to provide advice 

about COVID-19 and the vaccines. They also worked with Councils, National Health 

Service, Public Health, and the Clinical Commissioning Group to identify the barriers 

to accessing accurate information and to provide tailored support to encourage 

BAME Communities, Senior Citizens, and those with disabilities to be vaccinated. 
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They had good engagement with the community and many people who would not 

otherwise of taken the vaccine have done so when myths around it were dispelled.  

From their conversations with the community several things were identified as to why 

people did not want to be vaccinated and the misinformation that was leading 

them to this conclusion. 

The Community Champions played an essential role in sharing timely and accurate 

information within their family, friendship groups, workplaces, networks, and 

communities, helping to address these myths and ensured that people got the 

correct information in a way that worked for them. 

They also helped us to gather knowledge and insight about what is working well in 

our communities and what was not. By having Champions that reflect all our 

communities they were able to engage with them to tell us the key issues affecting 

their community as well as the concerns and questions that people are asking and 

what they considered could have been done better.  

From this we were able to tailor messages to address these concerns and deliver 

accurate Covid messages.  

To coordinate actions and better inform partners we had weekly meetings which 

shared updates and attendees heard about what we were all doing, as a 

partnership, to support our communities, and what the latest evidence was telling 

us, what we think this means to them, their family, friends, and communities, what we 

had learnt as partners with the NHS and CCG and how we' were going to respond. 

They asked questions to get the information they wanted and needed, and they 

helped to shape services and to inform the way that the Council, Public Health, NHS, 

and CCG responded to the virus. 

Throughout the project we ensured that there was a key contact for Community 

Champions to speak to if there were any issues. After induction training which 

occurred before anyone undertook this role we looked to see if they required any 

additional training to keep up to date with the quick changing times and when 

identified we provided this via partners in Public Health/ relevant agencies. 

Specifically, set out below is the work they undertook with local communities: They, 

• Set up a weekly community engagement forum, identifying areas of concern 

and addressing them with flyers in appropriate languages, videos, telephone 

calls, engaging with migrant workers on social media platforms and creating 

a Facebook page. 

 

• Set up a lateral flow testing station with Central/ Eastern European migrants, 

worked with the CCG to set up a pop-up vaccine centre at a community 

hub that they use daily, as pilots were needed to identify needs.  At this pop-

up clinic, they supported nearly 100 people to be vaccinated in 2 days.  This 

pilot better informed the design and positioning of vaccination centres across 

Cambridgeshire and Peterborough. 

 

• Identified myths prevalent to each culture and produce reliable information, 

flyers, webinars, and videos to address these and distributed these via their 
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interactions, community centres, town centre walks, door knocking and 

visiting local businesses and gangmasters.  

 

• Additionally, they supported people to make and attend hospital 

appointments, book vaccines on-line and encouraged downloading of both 

NHS apps. 

 

• The Champions identified and had the appropriate cultural background/ 

faith to engage with targeted groups and work with communities which 

included Gypsy Roma Travellers, Latvian, Lithuanian, Russian, Polish, Bulgarian, 

Romanian, Turkish, Central & Eastern European Roma, Polish Doctor, Latvian 

Doctor, Romanian Priest, Polish Supplementary School, Lithuanian 

Supplementary School, and the Muslim Prayer Group. 

 

• The Champions also identified additional risks to vulnerable people and other 

groups where transmission was more likely to those who e.g., Shared transport, 

lived in Houses of Multiple Occupation and House Share and introduced 

regular lateral flow checks on high-risk individuals. 

 

• They responded to requests from local businesses for Lithuanian, Russian and 

Bulgarian Champions to visit businesses and speak to staff about Covid issues 

and to address peoples’ vaccination hesitancy questions, often these visits 

resulted in several staff changing their minds and then being vaccinated. 

 

• Attended weekly partnership meetings and at these identified and helped to 

identify areas of concern throughout the project and working in partnership 

they addressed each concern at the time.  

 

• They addressed vaccine hesitancy, myth busting and any community 

difficulty in accessing vaccines. 

 

One key and critical finding through their engagement was that there was a 

sizeable group of marginalised people who were unable to access health services 

due to having no NHS number, and/ or not being registered with a GP, and/ or 

having no fixed abode and so therefore believed that they were unable to be 

vaccinated. 

Working with NHS England & NHS Improvement – East of England – we developed a 

local Fenland pilot to produce a letter to both encourage marginalised people to 

be vaccinated and to stop people who were marshalling walk in vaccination 

centres from turning the people away, which was occurring regularly, who were not 

registered with a GP, did not have a permanent address and/ or an NHS number. 

The letter was addressed to professionals on NHS letter heading, signed by the Head 

of the Vaccination programme for the East of England and it explained to them how 

to record a vaccination from someone with no NHS number as we had identified 
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that this was also a stumbling block from internal NHS enquires and community 

feedback. 

The reverse side of the letter had information to potential service users to give them 

reassurance, confidence that they would not be embarrassed by being refused 

entry and to simplify the messages.  This information was translated into the sixteen 

languages which are the most spoken in the area. 

In the words of a local NHS Director this was a game changer and the NHS saw an 

immediate rise in vaccinations at walk in centres.  This pilot was so successful that it 

was then rolled out across the East of England and was then promoted nationally. 

Champions were also able to partner with trusted organisations and community 

centres where engagement had already taken place and had also provided 

people with Information, Advice and Guidance.  Additionally, they were also able to 

deal with other issues and concerns as they arose (this was certainly added value 

and provided confidence to the local BAME communities) and were related to and/ 

or a result of the pandemic. 

Enduring Transmission Project & assisting neighbouring local authorities 

 

The Champions are now engaged in a government cross border project which 

provides financial support to BAME, vulnerable people and those on zero-hour 

contracts and/ or are on a minimum wage whose employment is affected by 

Covid-19 transmission seeking to minimise adverse impact and financial hardship. 

This project covers Fenland, Peterborough, and South Holland where COVID 

infection rates remain stubbornly high. 

 

These areas are known to have 'enduring transmission' which means that the virus is 

embedded and spread across our communities.  Although Covid-19 rates have 

reduced across many areas of the country, they have dropped more slowly in 

Fenland and in adjoining areas.  

This work is focused on the food production, packaging/distribution, general 

warehousing, and construction industries and it targets lower paid workers and those 

on zero-hour contracts who locally have higher rates of the Covid-19 infection than 

the national average.  These groups of workers often experience wage and job 

insecurity that affects their willingness to be tested for Covid and then self-isolate if 

positive. In addition, they often live in over-crowded accommodation and travel to 

work together, often to locations that are not covid-safe. 

Some examples of the help provided include: 

• Many of these workers were unable to meet rent payments or for some, pay 

their mortgages. In certain circumstances, payments were made to ensure 

arrears are not incurred or homes lost. 

• It also helped people who have accommodation where it is difficult to self-

isolate.  In these cases, Covid safe accommodation was made available. 



31 
 

This pilot helped/ is helping the Council to tackle the much higher than national and 

regional average rates of Covid-19 experienced across Fenland, and work will 

continue for the foreseeable future with all our communities to assist in alleviating 

financial hardship. 

In addition to the Information Advice & Guidance provided they have also 

supported people to access statutory service provision, housing, employment, 

childcare for parents, employment applications, travel plans, isolating grants, 

assistance with shielding, providing weekly food parcels, and provision of Personal 

Protective Equipment for those that cannot afford it. 

COVID-19: Support available for residents and businesses 

The Councils website offered a variety of advice addressing common issues faced 

by residents and businesses relating to Coronavirus.  We were and are keen to 

support all residents who may be affected by COVID19. To engage with all we have 

advisors waiting to deal with any concerns people may have.  We can also support 

people with a wide range of services including accessing isolation payments and 

vital needs such as food and prescription deliveries.  

 

This information is available in community languages and formats accessible to 

those with hearing or impaired vision challenges. 

 

We worked with the Citizens Advice Bureau whose dedicated Fenland advisor 

provided/ can provide employment, pension, and debt advice, and assists workers 

with income maximisation, accessing funding and benefits claims.   

 

Getting extra help 

 

To support services seeking to run as normal or as near normal as possible during a 

pandemic, we also set up a community hub service that brings together volunteers, 

support groups and partners across Fenland to help those most at risk. This included 

assisting residents who needed help with food shopping or collecting medicines, 

were assisted via local voluntary services.  

 

 

Countywide Contact Tracing 

 

We also worked in partnership with all Councils across Cambridgeshire to run a 

countywide contact tracing service. This aimed to support the NHS Test and Trace 

Service by reaching people as quickly as possible who have tested positive for 

Coronavirus and must self-isolate. This enabled focused support to be offered to 

them such as e.g., a £500 lump sum payment for those eligible. 

Test and Trace Payment Support Scheme 

The Government introduced a Test and Trace Support Payment scheme to support 

people on low incomes if they can't work during their self-isolation period.  
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As part of the scheme, eligible people will receive a £500 lump sum payment.  This 

was widely promoted and helped many people. 

Housing worries 

The Government introduced emergency legislation to protect renters and landlords 

affected by Coronavirus. 

 

This was widely promoted locally to both landlords and those renting property and 

helped people maintain their tenancy and highlighted that landlords needed to 

work with their tenants to maintain their homes and not simply to evict them after 

the legislation had run its course. 

Coronavirus community campaign resources 

A range of resources were made available in multiple languages and formats 

spoken/ used locally to help provide local communities, organisations and services 

with useful coronavirus information and campaign materials. 

The resources, including posters, videos, audio clips and social media messages, can 

be shared to help encourage people to do the simple things to help prevent the 

spread of coronavirus 
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Appendix - Our Equality Objectives and our Progress 

 

 

Our Business Plan sets out the priorities we aim to deliver over the next 12 months. 

These priorities have been developed to address the most important needs of our 

communities. Our priorities are split into three headings: Communities, Environment 

and Economy. These priorities primarily focus on the statutory and wide variety of 

core services that we provide day-to-day. In a typical year we empty 3 million bins, 

clean 210 square miles of town centres and open spaces, answer 78,000 telephone 

enquiries and determine 1,300 planning applications – and more! The fourth priority, 

Quality Organisation, sits alongside everything we do. It aims to ensure that the 

Council runs effectively, transparently and sustainably.  

 

We invest in and support our workforce to ensure they have the skills and resources 

they need to work to the best of their ability. Our unique ‘one- team’ culture enables 

officers, elected members and partners to work effectively together without the 

constraints of traditional department silos.  

 

Each priority is underpinned by a series of performance indicators, which is reported 

to all Members at our Council meetings. These public reports are summarised to 

provide end of year performance updates in our Annual Report, which is available 

to download on our website. This explains what the Council has been doing over the 

previous financial year to achieve its objectives.  

 

We also have a fifth cross cutting priority: Council for the Future. This priority is formed 

from a selection of transformative projects which aim to address the future needs of 

residents and our organisation as a whole. 

 

Summary of Corporate Priorities  

 

In our business plan there are 4 priorities, Communities, Environment, Economy, and 

Quality Organisation which help support the delivery of our duties relating to the 

Equality Act 2010: 

 

Underneath each of these priorities are key focus areas which link with supporting 

our Equality Act objectives e.g., under environment’s priority which references 

“social cohesion” there is a sub priority to: 

 

“Support the Fenland Diverse Communities Forum to deliver the Fenland wide 

Community Cohesion/ Integration Action Plan”  

 

Following community consultation these priorities have been developed to address 

the most important needs of our communities. Our priorities were split into three 

headings:  

 

• Communities,  

• Environment and  

• Economy.  

 

These priorities primarily focus on the statutory and wide variety of core services that 

we provide day-to-day.  
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These public reports are summarised to provide end of year performance updates in 

our Annual Business Report, which is available to download on our website. This 

explains what the Council has been doing over the previous financial year to 

achieve its objectives.  

 

This year, we’ve also added a further cross cutting priority: Council for the Future. This 

priority is formed from a selection of transformative projects which aim to address 

the future needs of residents and our organisation. Summary of our Corporate 

Priorities structure: 

  

Quality Organisation Governance, Financial Control and Risk Management  

 

Under this priority the Council highlights that it intends to Meet our Public Sector 

Equality duty by delivering the requirements of the 2010 Equality Act and 1998 

Human Rights Act through our core service delivery and publication of a statutory 

Annual Equality Report  

 

We also highlight that we will support vulnerable members of our community. 

Examples of this are: 

 

• Enabling residents to claim the Housing Benefit and Council Tax Support they are 

entitled to through our shared service (Anglia Revenues Partnership, ARP)  

 

• Support residents to manage the effects of welfare reform changes and Universal 

Credit  

 

• Use our housing powers to prevent homelessness, reduce rough sleeping, meet 

housing needs, improve housing conditions, and keep homes safe and accessible  

 

• Help residents to build capacity and resilience so that they can support themselves 

and their community  

 

• Encourage a range of partners to support the delivery of the Golden Age 

programme to support older people  

 

• Work collaboratively with partners to deliver our Health and Wellbeing Strategy to 

tackle local health priorities and help people to be healthier  

 

Addressing Hatred and Discrimination 

 

We have previously reported that a Hate Crime Strategy had been agreed in 

partnership with the Police.  As part of the approach to deliver this strategy several 

community-based Hate Crime Reporting centres have been developed.  As part of 

the strategy a Hate Crime Review Group has been established within the district.   

 

This forms part of the work of the Diverse Communities Forum and the Tension 

Monitoring Groups.  These group meets bi- monthly and in-between members keep 

in touch via e-mail as local needs dictate.  The group discusses community tensions 

and trends.  A review of all hate crime in the area from the previous two months is 
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analysed and an update is provided on all hate crime incidents that have occurred 

in the district. 

 

Currently work is focusing on raising awareness of hate crime through close 

partnership working and engaging with the most vulnerable members of the 

community.  During Hate Crime Awareness Week, numerous awareness activities 

were delivered across the district/ County with partner agencies such as 

Cambridgeshire Police and the Third Sector.   

 

Engagement stalls were displayed in libraries, community hubs and major 

supermarkets.  From engagement with the public, we were able to highlight to the 

community what a hate crime is, how to report it and highlight the support services 

available to victims. 
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