Office of the Police Ombudsman for Northern Ireland

Equality Scheme Section 75 - Audit of Inequalities 2017
	Source of Information
	Possible issues

	Equality Commission Statement of key inequalities.
	The Office does not operate in the sectors identified by the EC as evidencing persistent inequalities, i.e.  Education, Health & Social Care, Housing and Public Life (the Office does not have public appointments).
Within employment the Article 55 review process is viewed as a means to ensuring fair participation.  At the end of the last Article 55 review (2015) the Office believed there was no indication that any action was required to secure fair participating and the representation of staff was broadly in line with overall industry figures.

The Equality Commission have identified a under representation of women in higher managerial groups and men in admin and clerical roles. This appears to be consistent with the findings of representation among these groups within this Office in the most recent Fair Employment Annual Monitoring Return. 
The Equality Commission have also concluded that employment prospects for people with disabilities are much lower than for those of people without disabilities. The Office continues to widely advertise posts and offer reasonable adjustments to facilitate applicants with disabilities.  The Office reviewed it’s recruitment and selection policy this year and have included a commitment to offer disabled candidates who have declared their disability and meet the essential criteria listed in the job specification.
People with mental health issues find it difficult to gain and remain in employment. The Bamford review recommends that NI set a target of 50% of people with mental health or learning disability to be in full time employment.
What actions can the Office take? As noted above the Office widely advertises posts and offers reasonable adjustments to facilitate candidates with disabilities (including mental health issues).  The Office has access to occupational health services and an employee assistance programme which has the ability to support employees with mental health issues.  The Office is committed to contributing the health and wellbeing (including mental health) of staff and has initiated a health and well-being agenda co-ordinated by an employee led working group.
Carers and those with dependents, mainly access to part time work, what action can office take?  The Office operates a ‘flexi’ time working scheme, a generous annual leave allowance and operates a flexible working policy to enable staff with caring responsibilities to request a change to hours or working patterns.
Sexual orientation, homophobic harassment at work is an issue, what action can the Office take? The Office has a Dignity at Work, Respect Charter, Equal Opportunities Policy and Code of Ethics which clearly demonstrates the Office’s commitment to the promotion of Equality and Dignity.
BME and migrant workers, racial harassment and discrimination, what actions can the Office take? The Office has a Dignity at Work, Respect Charter, Equal Opportunities Policy and Code of Ethics which clearly demonstrates the Office’s commitment to the promotion of Equality and Diversity.  The Office has established a relationship with Flex Language Services and the Big Word for policy and interpreter services and will deal fairly with any concerns raised by minority ethnic community – check this and any updates on progress reports.


	OPONI Customer Satisfaction Survey
	The satisfaction results from complainant satisfaction questionnaire issued to complainants whose complaint closed between April 15 and March 17.  There have been changes to both the Complainant Satisfaction questionnaire and Equality Monitoring survey during the 5 year span of the Office’s Action plan.
· Results show men are less likely than women to think that the member of staff they spoke to treated them fairly (74% and 82% respectively)

· Respondents with a disability were less likely to be satisfied with the overall service they received than respondents who reported not having a disability (39% and 54% respectively).

· There is no statistically significant difference in the satisfaction rate between respondents aged 35 as those in the older age groups for how clearly the complaints process was explained to them or for the overall time taken to resolve their complaint.

· There is no statistically significant difference in how staff members treated complainants living as part of a couple to those who were not living as part of a couple.

· There is no statistically significant difference between complaints from a Catholic or a Protestant Community background and how satisfied they were on the manner in which their complaints was dealt with.

The question that measured overall satisfaction “Overall, taking everything into account how satisfied or dissatisfied were you with the service you received from the Police Ombudsman’s Office?” is no longer asked in the new version of the survey form.  Instead, it has been agreed by the Office that it will measure it’s performance against each individual value included in the Service Charter.



	5 year review of the OPONI Equality Scheme
	Areas of improvement noted
· Cascading of equality objectives in a more comprehensive way through individual performance objectives.

· Need to focus on the effectiveness of the Equality Working Group.

· More timely production of screening reports and publication on Office website.

· Closer involvement of policy users and implementers in the screening process.

· Training for new staff – more relevant

· Gender under-representation in the workforce 

	Most recent Article 55 review
	The most recent Article 55 review (2012 – 2015) identified a higher success rate for applicants from the Roman Catholic community compared to applicants from the Protestant community.  Over this period there were relatively low numbers of applicants and this was impacted by mainly resourcing the ‘History’ Directorate which has an Article 2 implication.  There were an increased number of applicants from a Non Determined background reflective of the numbers of applicants coming from outside Northern Ireland.
The Article 55 review identified the majority of leavers during the 3 year period coming from the Roman Catholic Community.  There were no issues identified during the period, the majority of leavers left due to resignation and exit interviews did not lead to any issues being identified.  This will continue to be reviewed on the annual Fair Employment Monitoring Return.

 

	Most recent FETO annual monitoring report.
	Following completion of the latest Fair Employment Monitoring Return there (01 January 2017) there were no concerns about the breakdown of community background of staff – largely representative of the most up to date figures available from the Equality Commission.
The report continued to show an under-representation of women in higher managerial grades and men in administrative and clerical grades.  The Office continues to consider use of affirmative action measures and makes use of welcoming statements when appropriate.  Again, recruitment continues to be constrained due to budget uncertainty and ongoing financial cuts which impacts on this.  Each recruitment competition will be assessed prior to advertising and if required these measures will be applied.
There were a limited number of appointees in the period.  Despite being represented in the applicant pool, there were no appointees from a Protestant background.  This will be monitored in incoming competitions and reviewed at the next Fair Employment Monitoring Return.


	Equality Impact Assessments
	Article 2 Policy continues to be monitored and whilst there remains some staff dissatisfaction with regards to the existence of the policy, the Office does not believe the policy is discriminatory as it is in place as a means to achieve a legitimate aim.  There remains no evidence to indicate any negative impact on promotion opportunities for staff affected by the policy.


	Equal Pay Audit
	The last Equal Pay audit was conducted in July 2010.  At that stage a gap in overtime and allowance was brought to the attention of managers to ensure fair allocation of overtime and allowance opportunities between males and females.  There is no reason to consider this to be an issue at present.

.

	Staff surveys
	In the most recent staff survey (date) 39% of the respondents did not agree the Office was committed to Equality of Opportunity.  A new Recruitment and Selection Policy which provides transparency around selection processes was consulted with Unions and finalised in 2017.  The Office continues to consult with Unions on policy development and review and policies are subject to screening.
Equality and Diversity training for all staff (including duties under Section 75 and information on the Equality Scheme) is due to be delivered from September 2017.



	Most recent annual progress report 
	The most recent annual progress report (2016-2017) referred to procedural recommendations from the Office in relation to a review of update requirements within Public Protection Units, with a view to establishing the optimum update schedule for those who have specific vulnerabilities.  The Office launched a video specifically aimed at young people to inform them of the police ‘stop & search’ powers and is also developing an ‘app’ to help inform young people about the role of the Office in a range of issues.
During the period the Office implemented a Recruitment Policy & Procedure and as part of its internal consultations amended the Policy to include the Guaranteed Interview Scheme for disabled candidates.

	Disability Action Plan
	The Office has a Disability Action Plan in place from 2013 to 2018.


