Freedom of Information Act 2000
Your request for information has now been considered.  The Council holds the information requested.

You asked:

As outlined in our Corporate Equality Strategy which can be found on our website at:

https://www.leicester.gov.uk/your-council/how-we-work/equality-and-diversity/our-commitment-to-equality/
Leicester City Council is committed to equality of opportunity, elimination of discrimination and promotion of good relations between all people regardless of age, disability, race, ethnic or national origin, sex, gender identity, religion and belief, sexual orientation, marital or civil partnership status.

We aim to be responsive and open, and to demonstrate both quality and equality to our citizens, to our service users and to our employees. It is our aim to ensure that people can fully participate in and benefit from the social, cultural, economic and environmental quality of life that the city has to offer
.

We are committed to promoting equality in respect of:
· Our role as service provider - providing a range of facilities and services which meet the differing needs of local people.

· Our role as employer - ensuring fair recruitment, having a representative workforce, and providing a working environment that is safe, accessible and free from harassment and discrimination.

· Our role as community leaders - through our democratically elected Members, working with communities and partners in the statutory, voluntary and private sectors to improve quality of life for the people of Leicester.
It is this commitment which makes clear that discrimination on any basis is not tolerated.    

Our request is as follows:

Q1. Definition of antisemitism 
Q1a. Has the International Holocaust Remembrance Alliance Definition of Antisemitism ('IHRA Definition') been adopted by Leicester City Council? See antisemitism.uk/definition for more information about the IHRA Definition. 
Yes please find the decision at:

http://www.cabinet.leicester.gov.uk/documents/s87486/Executive%20Decision%20Report%20Formal%20adoption%20of%20the%20IHRA%20definition%20of%20anti-semitism%2024.08.17%20FINAL.pdf

Q1b. If the IHRA Definition has been adopted, please provide the date that the motion to do so was approved. 29th August 2017
Q1c. If the IHRA Definition has been adopted, was the IHRA Definition adopted in its entirety including all of the examples? Yes
Q1d. If all of the examples were not adopted, which ones were omitted? Not applicable
Q1e. If the IHRA Definition has not been adopted at all, was there a motion to adopt the IHRA Definition which was defeated, and if so on what date was it defeated? Not applicable
Q1f. If the IHRA Definition has not yet been adopted, has adoption been timetabled? Not applicable

Q2. Codes of Conduct
Q2a.If adopted, has the IHRA Definition been incorporated into the members' code of conduct? No
Q2b. If adopted, has the IHRA Definition been incorporated into the officers' and employees' code of conduct and conditions of employment? No. 

Both the member and employee codes of conduct reinforce the importance of equalities, encompassing all protected characteristics and consistent with the public sector equality duty.

The member code of conduct is underpinned by a number of key principles which includes acting with respect for others and a commitment to uphold the law. The code states in relation to general conduct that members must therefore:

· Uphold and promote the Authority’s discharge of its Equality obligations, in particular to (i) eliminate discrimination (ii) promote equality of opportunity (iii) foster good relations 

· Respect others and not bully or intimidate any person 

The employee code of conduct makes clear that employees must comply with relevant legislation including the Equality Act 2010. It also includes a specific section entitled ‘respect for others’ which states the following

The City Council wishes to create an environment where all its employees are treated with dignity and respect. All members of the community, clients and other employees have the right to be treated with fairness and equity regardless of age, disability, gender, gender reassignment, marriage or civil partnership, pregnancy or maternity, race, religion or belief, sex or sexual orientation.

You should be aware that your behaviour may inadvertently intimidate or offend other employees or service users. You should refrain from; the displaying of offensive sexist or racist material or wearing T-shirts or other clothing, badges or tattoos which convey an offensive message, making racist comments, swearing, rudeness or non-verbal behaviour which intimidates or offends others and making sexually suggestive or sexist remarks.

The Council take harassment, discrimination, victimisation and bullying very seriously and will investigate all reports in line with the relevant policies.Respect
for others

The City Council wishes to create an environment where all its employees are treated with 

dignity and respect. All members of the community, clients and other employees have the right 

to be treated with fairness and equity regardless of age, di

sability, gender, gender reassignment, 

marriage or civil partnership, pregnancy or maternity, race, religion or belief, sex or sexual 

orientation.

You should be aware that your behaviour may inadvertently intimidate or offend other 

employees or service use

rs. You should refrain from; the displaying of offensive sexist or racist 

material or wearing T

-

shirts or other clothing, badges or tattoos which convey an offensive 

message, making racist comments, swearing, rudeness or non

-

verbal behaviour which 

intimida

tes or offends others and making sexually suggestive or sexist remarks.

The Council take harassment, discrimination, victimisation and bullying very seriously and will 

investigate all reports in line with the relevant policies.

 4.2

Respect

for others

The City Council wishes to create an environment where all its employees are treated with 

dignity and respect. All members of the community, clients and other employees have the right 

to be treated with fairness and equity regardless of age, di

sability, gender, gender reassignment, 

marriage or civil partnership, pregnancy or maternity, race, religion or belief, sex or sexual 

orientation.

You should be aware that your behaviour may inadvertently intimidate or offend other 

employees or service use

rs. You should refrain from; the displaying of offensive sexist or racist 

material or wearing T

-

shirts or other clothing, badges or tattoos which convey an offensive 

message, making racist comments, swearing, rudeness or non

-

verbal behaviour which 

intimida

tes or offends others and making sexually suggestive or sexist remarks.

The Council take harassment, discrimination, victimisation and bullying very seriously and will 

investigate all reports in line with the relevant policies.


Q2c. Who is responsible for investigating or monitoring alleged breaches of the council's codes of conduct? Please provide their name, job title, e-mail address and direct telephone number. Kamal Adatia, Monitoring Officer and Head of Standards, Kamal.Adatia@leicester.gov.uk; (0116) 4541401

Q3. Complaints
Q3a. How many formal complaints of antisemitic conduct has Leicester City Council considered between 1st January 2017 and 31st December 2018 against members, officers or council employees? None.
Q3b. How many complaints resulted in disciplinary action? Not applicable.  Q3b. How many complaints resulted in no disciplinary action? Not applicable.

Q4. Equality, diversity & training
Q4a. Who is responsible for complying with Leicester City Council's legal obligations in relation to equality and diversity? Please provide their name, job title, e-mail address and direct telephone number. There is a responsibility on all elected members and employees to comply with the Council’s legal obligations in relation to equality and diversity as evidenced in the relevant codes of conduct referenced in question 2b. The Council has a corporate equalities team to provide advice and support and they report directly to Miranda Cannon, Director of Delivery, Communications and Political Governance. Miranda.cannon@leicester.gov.uk  Tel: 0116 454 0102 
Q4b. What training does Leicester City Council provide to its members, officers and employees specifically on antisemitism as opposed to generally against all forms of discrimination prohibited under the Equality Act 2010? No specific training is provided on antisemitism
Q4c. If such specific training on antisemitism is provided, is it conducted by Leicester City Council in-house or is it outsourced to a training provider? Not applicable.
Q4d. If such specific training on antisemitism is outsourced, which organisation(s) provide the training? Not applicable.

Q5. Prevent coordinator
Q5a. Who is Leicester City Council's Prevent Coordinator? Please provide their name, job title, e-mail address and direct telephone number. Leicester City Council does not employ a Prevent Co-ordinator. The Prevent Co-ordinator for the City is employed by the St Philips Centre and further information can be found on their website as follows https://www.stphilipscentre.co.uk/prevent
You may re-use the information under an Open Government Licence.
If you are dissatisfied with the handling of your request please write to: 

Information Governance and Risk
Leicester City Council

Legal Services
4th Floor City Hall

115 Charles Street

Leicester  
LE1 1FZ
e-mail: info.requests@leicester.gov.uk 

