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PART A – Section 75 of the Northern Ireland Act 1998 and Equality Scheme
Section 1:  Equality and good relations outcomes, impacts and good practice
	1
	In 2023-24, please provide examples of key policy/service delivery developments made by the public authority in this reporting period to better promote equality of opportunity and good relations; and the outcomes and improvements achieved.
Please relate these to the implementation of your statutory equality and good relations duties and Equality Scheme where appropriate.

	
	 Recruitment and Selection Processes
It is the policy of the Office to promote equality of opportunity. The Office provides equal opportunity for all job applicants and employees. All recruitment, promotion and training is based on a person’s ability and job performance and excludes any consideration of an applicant’s/employee’s religious beliefs, political opinion, gender, marital status or disability. Recruitment and Selection training is provided to all those involved in recruitment panels within the Office and covers Equality Legislation and best practice advice for Criteria Based Interviewing. 
In addition, the Office has an established recruitment policy and as part of the Office’s commitment to Equality of Opportunity, it makes provision for accessibility for people with disabilities, by offering a guaranteed interview to disabled candidates who have declared their disability and meet the essential criteria listed in the job specification. The Office has worked on reviewing and updating it’s Recruitment and Selection Policy at the end of the reporting period and will conduct an Equality Screening exercise on this policy before finalising.
Managing Diversity and Inclusion, Supporting Colleagues with Disabilities
We are committed to ensuring that reasonable adjustments are made for staff who may develop a disability in the course of their employment to ensure that they can continue to be effectively employed in the Office. We work with our Occupational Health provider, Workable NI and Access to Work and are committed to making reasonable adjustments for applicants who indicate that they have a disability.  We work with our staff to develop and review Reasonable Adjustment Passports to support any employees with underlying medical conditions. We have provided this system to support our employees in the workplace and to allow them and their line manager to have a clear understanding of any support or adjustments they require in their role. 
We have engaged the services of Access to Work this year and have worked in partnership to make reasonable adjustments for our employees. We also maintain our membership with Employers Forum on Disability to receive and share updates in best practice in supporting employees with disabilities. We have now trained 3 staff members as Mental Health First Aiders and have communicated the contact details of these staff on noticeboards throughout our office. 

Promoting Equality of Opportunity and Good Relations across the Section 75 Categories

During the reporting period the Office has introduced a number of revised policies including our Hybrid Working Policy, Overtime Policy, Recruitment and Selection Policy, Flexi time working scheme and Smoke Free Policy. We have consulted with our staff and union representatives on the development of our policies and we carry out Equality Screening exercises on all policies and EQIA’s where required. The outcomes and improvements from these policies enable staff to be recruited fairly for vacancies in the office, to work flexibly to carry out their work and to balance work/life commitments.

Our Communications Team has worked over the last year to build on the efforts from previous years to develop a Youth Engagement Strategy. They have continued partnership work with PSNI, NIPB and NICCY to engage meaningfully with a diverse and representative group of young people with the aim of establishing a new joint youth engagement forum. The forum is a key plank in the delivery of the Office’s strategy and will hold its inaugural meeting in the early autumn of 2024. 
The Office once again had stalls at the annual Pride and Mela events held in July and August 2023 in order to promote good relations and awareness of the Office and the services we provide.
The development of a new website has also been undertaken during 2023-2024, with a key outcome of the project to ensure that the Office meets the accessibility standards required by the Public Sector Bodies (Websites and Mobile Applications) (No. 2) Accessibility Regulations 2018. When complete and launched in early summer of 2024, the website will meet WCAG 2.1 Level AA.
The Office has provided the following training over the course of the reporting period to help staff promote equality of opportunity and to promote good relations across the Section 75 categories:
Inappropriate Workplace Behaviour
Essentials of Employment Law
Introduction to Diversity and Inclusion 
Equality and Diversity Essentials
Disability Awareness for Frontline Staff
Identifying and Supporting Vulnerability in People accessing public services
Coffee and Learn Sessions– Registered Intermediaries
Recruitment and Selection Training for Panel Members.



	
	



PART A

	2
	Please provide examples of outcomes and/or the impact of equality action plans/ measures in 2023-24 (or append the plan with progress/examples identified).

	
	This is the second year of the Office’s action plan which was agreed in January 2022.
Objective 1: To ensure that PONI workforce is representative of the communities it services
The profile of our staff at 1 January 2024 shows that excluding employees from a non-determined background, 55% are Protestant and 45% are Roman Catholic. In relation to the gender composition the overall profile of our staff at 1 January 2024 shows that 47% were male and 53 % were female.
This is monitored alongside statistics from the Equality Commission’s Monitored Workforce Statistics. The most recent Equality Commission Northern Ireland monitored workforce statistics for 2022 (Monitoring Report 33) found that Protestants make up 49.9% of the monitored workforce and Roman Catholics make up 50.1%. The Equality Commission’s statistics show that females comprise 52.5% of the monitored workforce and males 47.5%.
We will continue to monitor our Fair Employment Monitoring Information to ensure that the Office is representative of the community it services and to ensure that jobs are promoted to any groups who are under-represented. 

Objective 2: To engage with customers effectively and be accountable for our actions
The Office has undertaken a range of engagement activities over the last year, building on the work in previous years to develop a Youth Engagement Strategy, partnership work has continued with PSNI, NIPB and NICCY to engage meaningfully with a diverse and representative group of young people with the aim of establishing a new joint youth engagement forum. The forum is a key plank in the delivery of the Office’s strategy and will hold its inaugural meeting in the early autumn of 2024. 
The Office once again had stalls at the annual Pride and Mela events held in July and August 2023 in order to promote awareness of the Office and the services we provide.
The development of a new website has also been undertaken during 2023-2024, with a key outcome of the project to ensure that the Office meets the accessibility standards required by the Public Sector Bodies (Websites and Mobile Applications) (No. 2) Accessibility Regulations 2018. When complete and launched in early summer of 2024, the website will meet WCAG 2.1 Level AA.
Objective 3: To promote equality of opportunity within PONI workforce

During the last year we have introduced mandatory training on Section 75 to all of our staff: including: Introduction to Diversity and Inclusion, Equality and Diversity Essentials and Disability Awareness for Frontline Staff. 
We have also provided training for staff on the following topics to promote and support equality of opportunity within the Police Ombudsman workforce:

Inappropriate Workplace Behaviour
Essentials of Employment Law
Disability Awareness for Frontline Staff
Identifying and Supporting Vulnerability in People accessing public services
Coffee and Learn – Registered Intermediaries
Recruitment and Selection
We include Section 75 performance objectives in each of our staff’s Performance Report Forms, which is monitored and reviewed throughout the year.  We also include S. 75 duties in all of our job descriptions. Our Equality Scheme is uploaded to our website and all staff can access this easily.
Training on Equality Screening has been offered to our staff during the reporting period from the Equality Commission.
Objective 4: To ensure that all recruitments undertaken are in line with equality legislation and best practice. 
We continue to ensure that our recruitment campaigns are advertised across a wide range of platforms including our website and social media pages, Facebook, X and Linked-in. We use a range of press options, including national newspapers in the UK and Republic of Ireland for our Chief Executive recruitment during this reporting period. We use online advertising options to advertise our positions through job boards, recruitment websites in Northern Ireland and across the UK for some of our roles. We also use recruitment agencies in line with the government framework guidance from CPD to recruit temporary staff.

We offer the guaranteed interview scheme and provide candidates with the opportunity to record any special interview arrangements required. 

We continue to monitor and review our staff who are trained or require training in Recruitment and Selection best practice before asking them to participate in panels.

We have reviewed our Recruitment and Selection Policy and Procedure this year and it is awaiting approval from our Executive Leadership Team at present. 
	
	



	3
	Has the application of the Equality Scheme commitments resulted in any changes to policy, practice, procedures and/or service delivery areas during the 2023-24 reporting period? (tick one box only)

	
	☐ Yes 
☒ No (go to Q.4)
☐  Not applicable (go to Q.4)

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	
	

	3a
	With regard to the change(s) made to policies, practices or procedures and/or service delivery areas, what difference was made, or will be made, for individuals, i.e. the impact on those according to Section 75 category? 

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	
	

	3b
	What aspect of the Equality Scheme prompted or led to the change(s)? (tick all that apply)

	
	☐ As a result of the organisation’s screening of a policy (please give details):

	
	Click or tap here to enter text.
	
	☐  As a result of what was identified through the EQIA and consultation exercise (please give details):

	
	Click or tap here to enter text.
	
	☐  As a result of analysis from monitoring the impact (please give details):

	
	Click or tap here to enter text.
	
	☐  As a result of changes to access to information and services (please specify and give details): 

	
	Click or tap here to enter text.
	
	☐  Other (please specify and give details):

	
	Click or tap here to enter text.


Section 2:  Progress on Equality Scheme commitments and action plans/measures
	

	Arrangements for assessing compliance (Model Equality Scheme Chapter 2)

	4
	Were the Section 75 statutory duties integrated within job descriptions during the 2023-24 reporting period? (tick one box only)

	
	☒  Yes, organisation wide
☐  Yes, some departments/jobs
☐  No, this is not an Equality Scheme commitment
☐   No, this is scheduled for later in the Equality Scheme, or has already been done
☐   Not applicable

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	[bookmark: _Hlk150865551]
	

	5
	Were the Section 75 statutory duties integrated within performance plans during the 2023-24 reporting period? (tick one box only)

	
	☒  Yes, organisation wide
☐  Yes, some departments/jobs
☐  No, this is not an Equality Scheme commitment
☐  No, this is scheduled for later in the Equality Scheme, or has already been done
☐  Not applicable

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	
	

	6
	In the 2023-24 reporting period were objectives/ targets/ performance measures relating to the Section 75 statutory duties integrated into corporate plans, strategic planning and/or operational business plans? (tick all that apply)

	
	☐ Yes, through the work to prepare or develop the new corporate plan 
☐  Yes, through organisation wide annual business planning
☐  Yes, in some departments/jobs
☒  No, these are already mainstreamed through the organisation’s corporate plan
☐  No, the organisation’s planning cycle does not coincide with this 2023-24 report
☐  Not applicable

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	
	

	
	Equality action plans/measures

	7
	Within the 2023-24 reporting period, please indicate the number of:

	
	Actions completed: 
9
Actions ongoing:
2
Actions to commence:
0

	
	Please provide any details and examples (in addition to question 2):

	
	We have worked to ensure that the Office is representative of the community it serves. This is evidenced in our staff profile in our Fair Employment Monitoring Return for the 2023-24 reporting year.
We have ensured that fair employment legislation is followed and that the principles of merit, fairness and openness are imbedded in all recruitment competitions. We have trained our staff who participate in recruitment panels to ensure that this continues to be the case. 
In our recruitment campaigns we ensure that our vacancies are advertised and available to the widest possible range of candidates and that equality of opportunity is promoted between Section 75 groups.
We have reviewed our Recruitment and Selection Policy this year and it is currently with our Executive Leadership Team, awaiting their approval and sign off.
We are working continuously to improve engagement with customers across all Section 75 categories to increase and promote confidence in the work of the Office. Over the past year the office has met with representative groups from across the community. 
We are striving to ensure that the Office communicates effectively with customers, using assistive technology and maintaining standards such as Plain English and Web Content Accessibility Guidelines AA standards. Work has been completed on our website to ensure that it meets accessibility standards of the Public Sector Bodies (Websites and Mobile Applications) (No. 2) Accessibility Regulations 2018.
We are also working to ensure that the Office provides accessible channels of communication to reflect our diverse customers’ needs.
We have provided training to all of our staff on Equality and Diversity essentials, on an Introduction to Diversity and Inclusion and Disability Awareness for Frontline Staff. 
We ensure that all of our staff have a Section 75 performance indicator in their annual Performance report forms and that we include Section 75 duties in all of our job descriptions going forward. We promote the Equality Scheme through our induction process and have published it on our website, making it easily accessible to all our staff. 


	
	

	8
	Please give details of changes or amendments made to the equality action plan/measures during the 2023-24 reporting period (points not identified in an appended plan):

	
	N/A We continue to liaise with our staff and Trade Union representatives on the development of new or revised policies and we complete screening reports for the review of any changes to policies. We continued to engage with our local union representatives on steps the organisation was taking to review and update the following policies:

	
	

	9
	In reviewing progress on the equality action plan/action measures during the 2023-24 reporting period, the following have been identified: (tick all that apply)

	
	☒  Continuing action(s), to progress the next stage addressing the known inequality
☐  Action(s) to address the known inequality in a different way
☐  Action(s) to address newly identified inequalities/recently prioritised inequalities
☐  Measures to address a prioritised inequality have been completed

	
	

	
	Arrangements for consulting (Model Equality Scheme Chapter 3)

	10
	Following the initial notification of consultations, a targeted approach was taken – and consultation with those for whom the issue was of particular relevance: (tick one box only)

	
	☐  All the time
☒  Sometimes
☐  Never

	
	

	11
	Please provide any details and examples of good practice in consultation during the 2023-24 reporting period, on matters relevant (e.g. the development of a policy that has been screened in) to the need to promote equality of opportunity and/or the desirability of promoting good relations:

	
	We continue to liaise with our staff and Trade Union representatives on the development of new or revised policies and we complete screening reports for the review of any changes to policies. We continued to engage with our local union representatives on steps the organisation was taking to review and update the following policies:
Hybrid Working Policy – We took on board feedback from staff and our local union representatives in developing this policy, which promotes equality of opportunity to full time and part time workers along with other categories of S.75 groups, including those with dependents and those without, those with a disability etc. and our policy has been designed to help staff work more flexibly. 
We also liaised with our staff and union reps on the following polices and took on board their feedback:
Overtime Policy
Recruitment and Selection Policy
Flexi Time Working Scheme
Smoke Free Policy

	
	

	12
	In the 2023-24 reporting period, given the consultation methods offered, which consultation methods were most frequently used by consultees: (tick all that apply)

	
	☒  Face to face meetings
☐  Focus groups
☒  Written documents with the opportunity to comment in writing
☒  Questionnaires
☐  Information by email with an opportunity to opt in/out of the consultation
☐ Internet discussions
☐ Telephone consultations

	
	☐ Other (please specify): Click or tap here to enter text.

	
	Please provide any details or examples of the uptake of these methods of consultation in relation to the consultees’ membership of particular Section 75 categories:

	
	We consulted with our staff on policy developments through regular face to face meetings with union representatives and also with all staff at town hall sessions and through email communication.
	
	

	13
	Were any awareness-raising activities for consultees undertaken, on the commitments in the Equality Scheme, during the 2023-24 reporting period? (tick one box only)

	
	☒  Yes
☐  No 
☐  Not applicable 

	
	Please provide any details and examples:

	
	We issued a staff survey in relation to developing and reviewing the Hybrid Working Policy to consult with staff and take on board their views.
	
	

	14
	Was the consultation list reviewed during the 2023-24 reporting period? (tick one box only)

	
	☐  Yes
☐  No
☒  Not applicable – no commitment to review

	
	

	
	Arrangements for assessing and consulting on the likely impact of policies (Model Equality Scheme Chapter 4)

	
	
https://www.policeombudsman.org/About-Us/Publications


	15

	Please provide the number of policies screened during the year (as recorded in screening reports):

	
	5
	
	

	16
	Please provide the number of assessments that were consulted upon during 2023-24:

	
	5 Policy consultations conducted with screening assessment presented. 
0 Policy consultations conducted with an equality impact assessment (EQIA) presented.
Click or tap here to enter text.Consultations for an EQIA alone.

	[bookmark: _Hlk150862114]
	

	17
	Please provide details of the main consultations conducted on an assessment (as described above) or other matters relevant to the Section 75 duties:

	
	N/A
	

	
	

	18
	Were any screening decisions (or equivalent initial assessments of relevance) reviewed following concerns raised by consultees? (tick one box only)

	
	☒  Yes
☐  No concerns were raised 
☐  No 
☐  Not applicable 

	
	Please provide any details and examples:

	
	The Hybrid Working Policy was reviewed after screening exercise to take account of the effect it would have on part time workers. 
	
	Arrangements for publishing the results of assessments (Model Equality Scheme Chapter 4)

	19
	Following decisions on a policy, were the results of any EQIAs published during the 2023-24 reporting period? (tick one box only)

	
	☐  Yes
☐  No
☒  Not applicable

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	
	Arrangements for monitoring and publishing the results of monitoring (Model Equality Scheme Chapter 4)

	20
	From the Equality Scheme monitoring arrangements, was there an audit of existing information systems during the 2023-24 reporting period? (tick one box only)

	
	☐  Yes
☐  No, already taken place 
☐ No, scheduled to take place at a later date
☒ Not applicable 

	
	Please provide any details:

	
	Click or tap here to enter text.
	
	

	21
	In analysing monitoring information gathered, was any action taken to change/review any policies? (tick one box only)

	
	☐  Yes
☐  No 
☒  Not applicable 

	
	Please provide any details and examples:

	
	Click or tap here to enter text.
	
	

	22
	Please provide any details or examples of where the monitoring of policies, during the 2023-24 reporting period, has shown changes to differential/adverse impacts previously assessed:

	
	N/A
	
	

	23
	Please provide any details or examples of monitoring that has contributed to the availability of equality and good relations information/data for service delivery planning or policy development:

	
	Further to analysis of our FE Monitoring Data we will continue to include welcome statements to any group that is under-represented across the SOC Groups. We continue to strive to ensure that our workforce is representative of the community we serve in Northern Ireland.
	
	

	
	Staff Training (Model Equality Scheme Chapter 5)

	24
	Please report on the activities from the training plan/programme (section 5.4 of the Model Equality Scheme) undertaken during 2023-24, and the extent to which they met the training objectives in the Equality Scheme.

	
	We have provided learning and development opportunities to our staff on a range of equality related training over the reporting period. This has been in support of the training objectives outlined in our Equality Scheme Action plan. Training from April 2023- March 2024 has included the following:
Inappropriate Workplace Behaviour – delivered to all staff
Essentials of Employment Law – delivered to HR staff
Introduction to Diversity and Inclusion  - delivered to all staff
Equality and Diversity Essentials – delivered to all staff
Disability Awareness for Frontline Staff – delivered to all staff
Identifying and Supporting Vulnerability in People accessing public services – delivered to operational staff
Coffee and Learn Sessions– Registered Intermediaries – open to all staff
Recruitment and Selection Training for Panel Members. – delivered to staff sitting on recruitment and selection panels during the reporting period.
We believe that this training has been instrumental in raising awareness to all of our staff on the importance of Equality, Diversity, Inclusion and dealing with people with disabilities. We have also delivered training on inappropriate workplace behaviour again to reinforce the type of behaviours that are appropriate and those that are not in the workplace. We received positive feedback from our staff and managers on this training. 


	
	

	25
	Please provide any examples of relevant training shown to have worked well, in that participants have achieved the necessary skills and knowledge to achieve the stated objectives:

	
	We rolled out delivery of Inappropriate Workplace Behaviour to all staff to reinforce and highlight acceptable and unacceptable behaviours in the workplace. We believe that this training has increased awareness amongst our staff of the importance of considering others before engaging in banter or any other inappropriate workplace behaviour. We delivered this training with the hope to reduce any dignity at work complaints going forward.
Essentials of Employment Law  which was delivered to HR staff is always useful in keeping our HR team up to date with developments in Employment Law and ensuring that our policies and practices are compliant with equality, health and safety and employment legislation.
This year we rolled out mandatory training to all staff on an Introduction to Diversity and Inclusion, Equality and Diversity Essentials and Disability Awareness for Frontline Staff. This training has helped staff understand and respect the importance of Equality and Diversity in the workplace and how to respectfully treat our colleagues and our stakeholders.
Training on Identifying and Supporting Vulnerability in People accessing public services  was delivered to operational staff and has been very helpful to our Complaints Officers and Investigation Staff in their dealings with vulnerable complainants.
Coffee and Learn Sessions on Registered Intermediaries which was delivered to any staff member who wished to attend provided further information on the topic of registered intermediaries who are there to support vulnerable people. The training helped our staff to understand their role and how to support vulnerable complainants.

Our Recruitment and Selection Training for Panel Members which was delivered to staff sitting on recruitment and selection panels during the reporting period has been effective in raising awareness of employment legislation and best practice when interviewing for roles within the Office. This helps us to ensure that we are recruiting staff into roles in compliance with Equality Legislation and best practice. 

	
	

	
	Public Access to Information and Services (Model Equality Scheme Chapter 6)

	26
	Please list any examples of where monitoring during 2023-24, across all functions, has resulted in action and improvement in relation to access to information and services:

	
	N/A
	
	

	
	Complaints (Model Equality Scheme Chapter 8)

	27
	How many complaints in relation to the Equality Scheme have been received during 2023-24?

	
	Insert number here:   0

	
	Please provide any details of each complaint raised and outcome:

	
	N/A








Section 3: Looking Forward
	28
	Please indicate when the Equality Scheme is due for review:


	
	25/01/2027
	
	

	29
	Are there areas of the Equality Scheme arrangements (screening/consultation/training) your organisation anticipates will be focused upon in the next reporting period? (please provide details)

	
	Yes we will focus on those actions identified as ongoing this year including improving engagement with customers across all S 75 categories to increase confidence in the work of the Office and we will focus on offering Equality Screening Awareness Training Sessions to our Policy Developers.
	
	

	30
	In relation to the advice and services that the Commission offers, what equality and good relations priorities are anticipated over the next reporting period? (please tick any that apply)

	
	☒  Employment
☒  Goods, facilities and services
☐  Legislative changes
☒  Organisational changes/ new functions
☐  Nothing specific, more of the same

	
	☐  Other (please state): 

	
	Click or tap here to enter text.



PART B - Section 49A of the Disability Discrimination Act 1995 (as amended) and Disability Action Plans
1. Number of action measures for this reporting period that have been:
	13	5	1
	Fully achieved
	Partially achieved
	Not achieved



2. Please outline below details on all actions that have been fully achieved in the reporting period.
2 (a) Please highlight what public life measures have been achieved to encourage disabled people to participate in public life at National, Regional and Local levels:
N/A 

	Level
	Public Life Action Measures
	Outputs[endnoteRef:1] [1:  Outputs – defined as act of producing, amount of something produced over a period, processes undertaken to implement the action measure e.g. Undertook 10 training sessions with 100 people at customer service level. ] 

	Outcomes / Impact[endnoteRef:2] [2:  Outcome / Impact – what specifically and tangibly has changed in making progress towards the duties? What impact can directly be attributed to taking this action? Indicate the results of undertaking this action e.g.  Evaluation indicating a tangible shift in attitudes before and after training.] 


	National[endnoteRef:3] [3:  National : Situations where people can influence policy at a high impact level e.g. Public Appointments] 

	Click or tap here to enter text.	Click or tap here to enter text.	

	Regional[endnoteRef:4] [4:  Regional: Situations where people can influence policy decision making at a middle impact level] 

	Click or tap here to enter text.	Click or tap here to enter text.	Click or tap here to enter text.
	Local[endnoteRef:5] [5:  Local : Situations where people can influence policy decision making at lower impact level e.g. one off consultations, local fora.] 

	Click or tap here to enter text.	Click or tap here to enter text.	Click or tap here to enter text.






2(b) What training action measures were achieved in this reporting period?
	
	Training Action Measures
	Outputs
	Outcome / Impact

	1
	Provide relevant training to OPONI staff on disability issues	Mandatory Training was provided to all staff on Equality and Diversity Essentials, Introduction to Diversity and Inclusion and Disability Awareness for frontline staff. We also provided training to operational staff on Identifying and Supporting Vulnerability in People accessing public services.  Recruitment and Selection Training for Panel Members was provided.	Increased awareness among staff of disability issues and promotion of positive attitudes towards disabled people. Knowledge and understanding of Protected Characteristics in the Workplace and reflection on appropriate and inappropriate behaviours in the workplace to cover areas including disability.
	2
	Issuing Joining Instructions for course to enable reasonable adjustments to be made.	Communications in this regard were issued.	This helps facilitate anyone who requires a reasonable adjustment to get the most from their training session.
	3 & 4
	Promote the use of employment support programmes such as Workable (NI) and Development of Reasonable Adjustment Passports.	We continue to engage the services of Access to work to provide advice and guidance and assessments where required to our staff. We work with our staff and line managers to develop Reasonable Adjustment Passports to support staff with Disabilities to record workplace adjustments.	Our staff with disabilities or serious underlying health conditions feel supported to remain in work and are treated fairly and with respect by their colleagues.


2(c) What Positive attitudes action measures in the area of Communications were achieved in this reporting period?
	
	Communications Action Measures
	Outputs
	Outcome / Impact 

	1
	The development of a new website during 2023-2024.	A key outcome of the project is to ensure that the Office meets the accessibility standards required by the Public Sector Bodies (Websites and Mobile Applications) (No. 2) Accessibility Regulations 2018	When complete and launched in early summer of 2024, the website will meet WCAG 2.1 Level AA.
	2
	Delivery of training on Disability Awareness for Frontline Staff	To increase understanding of the issues affecting stakeholders with Disabilities	Staff are more aware of issues to consider when dealing with customers with a disability and are considerate of reasonable adjustments that may be required.
	3.
	We issued an email to all staff to ask them to advise HR confidentially if they had a disability or underlying health condition, which they had not previously declared.	To be able to understand any disabilities that staff have and to ask them what assistance they may need in an emergency situation.	Some staff came forward with this information and details have been retained confidentially on their personnel record to assist them in case of emergency situations. 


2 (d) What action measures were achieved to ‘encourage others’ to promote the two duties:
This is not one of the named sections within our Disability Action Plan

	
	Encourage others Action Measures
	Outputs
	Outcome / Impact 

	1
	Recruitment and Selection Training (Action Listed under Recruitment heading section 3.1 on our Disability Action Plan)	This action was completed, training was provided to staff who were sitting on Recruitment and Selection Panels	The training encouraged others to promote equality of opportunity and positive attitudes towards disabled people through the Recruitment and Selection process to encourage participation by disabled people in public life.
	2
	Learning and Development Awareness Sessions	Training on Issues related to Encouraging others in relation to our Disability Action Plan this year included: Disability Awareness for frontline staff, Equality and Diversity Essentials and Introduction to Diversity and Inclusion.	These training sessions promoted a greater understanding of the pertinent issues relating to disability matters and the associated required legal compliance.
	3
	Inclusion of Section 75 duties within our Job Descriptions and on staff Performance Report Forms. ( Not Listed on our original Disability Action Plan, this has been an additional measure)	We included Section 75 duties within all of our recruitment material over the past reporting period and communicate with staff at induction about the importance of the Office’s responsibilities under Section 75 and the responsibilities of the staff within it. We have asked staff to include an Equality Objective as part of their annual Performance Agreement.	The impact of this is that staff will have a greater awareness of their responsibilities under Section 75. They will apply the principles of Equality of Opportunity and promoting good relations with their colleagues and customers and they will be held accountable for complying with these requirements.

2 (e) Please outline any additional action measures that were fully achieved other than those listed in the tables above:
	
	Action Measures fully implemented (other than Training and specific public life measures)
	Outputs
	Outcomes / Impact 


	1
	Inclusion of Guaranteed Interview Scheme	We continued to use the Guaranteed Interview Scheme this year in our Recruitment Competitions.	The guaranteed interview scheme allows applicants with a disability to be shortlisted for a position on the basis that they meet the essential criteria for a post.
	2
	Completion of Personal Emergency Evacuation Plans for relevant staff	These were completed by our Health and Safety Officer	These PEEPs are designed to safeguard staff with disabilities or underlying medical conditions in emergency situations.
	3.
	Ongoing Review of disability access to OPONI Offices	This review was completed by our Health and Safety Officer	This review ensures that we remain accessible for visitors or staff who attend the premises and have a disability. 

	
3. Please outline what action measures have been partly achieved as follows:
	
	Action Measures partly achieved
	Milestones/ Outputs 
	Outcomes/Impacts
	Reasons not fully achieved

	1
	To identify and promote opportunities for more engagement with people who have a disability in key work areas.	We continue to engage with a broad spectrum of the community through our key work and welcome the opportunity to promote our services to disabled people.	Improved understanding of the needs and requirements of disabled people in engaging with our office.	This work is continually ongoing.
	2
	To monitor and assess complaints from service users with a disability.	To identify the key issues behind these complaints	Better understanding of issues affecting disabled people in using our services.	This work is ongoing.
	
	
	
	
	








4. Please outline what action measures have not been achieved and the reasons why.
	
	Action Measures not met
	Reasons

	1
	To consider including a specific disability related question in the Equality Section of the Staff Survey.	We did not have a staff survey in the past reporting period.
	2
	Click or tap here to enter text.	Click or tap here to enter text.
	
	Click or tap here to enter text.	Click or tap here to enter text.


5. What monitoring tools have been put in place to evaluate the degree to which actions have been effective / develop new opportunities for action?
(a) Qualitative
The HR team have met to review the effectiveness of the action plan, and the actions that have been taken over the past reporting period. We have also discussed how we can identify and promote new opportunities for the year ahead.

(b) Quantitative
The Research and Statistics department within our organisation continue to monitor satisfaction levels throughout the section 75 groups.
6. As a result of monitoring progress against actions has your organisation either:
1. made any revisions to your plan during the reporting period or 
1. taken any additional steps to meet the disability duties which were not outlined in your original disability action plan / any other changes?
 
 Yes
If yes please outline below:
	
	Revised/Additional Action Measures
	Performance Indicator
	Timescale

	1
	We issued staff with a communication inviting them to declare any disabilities to us.	Communication/Involving Disabled People	We will issue such a communication annually.
	2
	Click or tap here to enter text.	Click or tap here to enter text.	Click or tap here to enter text.
	3
	Click or tap here to enter text.	Click or tap here to enter text.	Click or tap here to enter text.
	4
	Click or tap here to enter text.	Click or tap here to enter text.	Click or tap here to enter text.
	5
	Click or tap here to enter text.	Click or tap here to enter text.	Click or tap here to enter text.

 
7. Do you intend to make any further revisions to your plan in light of your organisation’s annual review of the plan?  If so, please outline proposed changes?
No
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