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1.0 PURPOSE  
   

1.1 The purpose of this report is to inform Members of work being undertaken, by the Council as an 
employer, to support the Armed Forces community and seek the approval of the Policy & 
Resources Committee to apply for the MoD Employer Recognition "Gold Award" as set out in 
Appendix 1 to this report. 

 

   
2.0 SUMMARY  

   
2.1 The Council has signed an Armed Forces Covenant, which is a commitment by the Council, 

working with other service providers, to support existing and past service personnel and their 
families.  Alongside the covenant is an Employer Recognition Award scheme. The Defence 
Employer Recognition Scheme recognises and rewards UK employers for their support to 
Defence personnel. The scheme encompasses Bronze, Silver and Gold awards for employer 
organisations that pledge, demonstrate or advocate support to Defence and the Armed Forces 
community, and align their support with the Armed Forces Covenant.     

 

   
2.2 Details of the criteria to achieve the different levels of the award are attached as appendix 1. 

Having reviewed the support currently offered by the Council, in consultation with the Veteran 
Support Adviser, it is the view of the Veterans Support Working Group that we are already at 
Silver level and should bid for the Gold Award.  

 

   
2.3 Inverclyde Council has a record of being supportive towards the armed forces and participating 

in the MOD Employer Recognition Scheme will be a continuation of this support and reflective of 
the range of activities that are supportive of Defence issues that the Council is engaged in. 
 

 

3.0 RECOMMENDATIONS  
   

3.1 It is recommended that the Policy & Resources Committee: 
  

a) Note the support already provided to the Armed Forces through the Council's 
employment policies and practices 
 

b) Approve the inclusion in our Recruitment Procedures that Managers give positive 
consideration to leeting veterans for posts where they meet the essential criteria of the 
post 
  

c) Give approval to officers to apply for the MoD Employer Recognition Gold award, and 
implement any changes necessary to meet the criteria for receiving this award, subject 
to such changes not having financial implications that are not contained within existing 
agreed budgets 

 



 
d) Note that publicity material has been developed to raise awareness of the support and 

services available to defence personnel 
  

e) Approve the Reserve Forces Training & Mobilisation Policy (attached at appendix 2) 
which will consolidate the current Inverclyde Council terms and conditions and statutory 
entitlements for reservists.  

 
 

  
 
Steven McNab 
Head of Organisational Development, 
Human Resources and Communication  



4.0 BACKGROUND     
      

4.1 In 2012 the Council signed an Armed Forces Community Covenant, which was a commitment 
by the Council, working with other service providers, to support existing and past service 
personnel and their families. A working group was established and has been taking forward a 
range of actions to support the Covenant.   
   
Subsequently, an Armed Forces Corporate Covenant was introduced which is a commitment 
by employers to support the armed services. In particular, it relates to an employer's support for 
reservists, and for providing employment opportunities for people leaving the armed forces. The 
Corporate Covenant and Armed Forces Community Covenant aligned in July 2016 with 
agreements now known as the Armed Forces Covenant   
  
The Corporate Covenant introduced an Employer Recognition Award scheme details of which 
are below.   

    

      
4.2 The Defence Employer Recognition Scheme recognises and rewards UK employers for their 

support to Defence personnel. The scheme encompasses Bronze, Silver and Gold awards for 
employer organisations that pledge, demonstrate or advocate support to Defence and the 
Armed Forces community, and align their support with the Armed Forces Covenant. 
 
It is the view of the Veterans Support Working Group that Inverclyde Council is already at Silver 
level and that we should bid for the Gold award. The criteria for Gold is detailed below: 
 
Gold Award Holders 
 
‘Proactively advocate and support defence, communicating their commitment both to employees 
and the wider community through established policies and examples of support. 
 
Are positive to service personnel during recruitment. 
 
Enable reservists to fulfil their training and mobilisation commitments and demonstrate 
significant support for Cadet Instructors, Armed forces Veterans (including wounded, injured and 
sick) and military spouses/partners. 
 
Receive their award at a prestigious national event, receive gold logos for use on their materials 
and are listed on the Employer Recognition Scheme website.’ 

    

      
4.3 The Council does already provide considerable support to the Armed Forces through its 

employment policies: 
 

a) The flexible working policy ensures that the Council's legal responsibilities to reservists 
are fulfilled 

b) An additional 2 weeks paid leave is allowed to reservists in order to attend training for 
their military duties 

c) Although not explicitly targeted at service families, the Council's work life balance 
policies generally support people in managing circumstances that service families are 
likely to face 

d)  Inverclyde  Council’s Special Leave Policy states:  
 
“17.8 Service in Non Regular Forces  

 
  An employee who is member of the non-regular forces and attends an annual training camp for 
a period of not less than a week will be granted special leave with pay equal to the period which 
the employee actually attends the camp, but not exceeding a period of 15 days and subject to 
the deduction of service pay and allowances received in respect of the period of special leave. 
 
17.11 Additional Leave 

 
 Out with these provisions leave, with or without pay, may be authorised by the Director or Head 
of Service in conjunction with the Head of Organisational Development and Human Resources, 

    



e.g. to allow duties or services of an honorary, charitable, philanthropic, or civil character to be 
undertaken e.g. election duties, parliamentary candidates, retained firefighters, to represent 
country in a sporting event; voluntary service overseas; visiting relatives overseas; serious 
illness of relative/partner where other domestic arrangements cannot be met.” 

      
4.4 Other services support/Council activities      

  
a) A Veterans Support Advisor (VSA) is employed by Inverclyde, Renfrewshire and East 

Renfrewshire Councils to improve access to council services for veterans, service 
personnel, reservists and their families.  The VSA is responsible for the coordination of 
the delivery of the service, sharing expertise and minimising duplication across the 3 
councils.  The approach has been recognised at a national level and featured as best 
practice in a Scottish Veterans Commissioner report. 
 
The Veterans Support Advisor is based in the Customer Service Centre one day a week 
and works closely with customer service colleagues.   Awareness sessions have been 
delivered to a range of services across the Council, the third sector, Jobcentre Plus and 
the voluntary sector explaining Inverclyde Council’s commitment to the Armed Forces 
Community Covenant and the specific support and considerable charity funding etc. that 
may be available, over and above statutory service provision.  Referrals received by the 
Veterans Support Advisor from these services range from straightforward enquiries that 
can be handled simply by signposting customers to a relevant service or may be 
complex and multi-faceted requiring statutory services provided by the Council, NHS and 
MoD (Veterans Welfare Service – compensation and pension claims and their welfare 
role) as well the involvement of the third sector; these may include house visits with 
these agencies.   
 

b) A Veterans Support Operational Group (VSOG) has been established in Inverclyde to 
develop the service, share news and best practice and ensuring consistency within each 
service area.  The group comprises representation from relevant services across the 
Council/HSCP with relevant external partners such as Inverclyde Housing Association 
Forum (IHAF) and The Trust.  Members are the nominated point of contact within their 
service area to take responsibility for referrals handed off from the Veterans Support 
Advisor.  Focused and ongoing training is delivered by the VSA allowing services to 
provide specialist support including assistance with funding applications, using her 
armed forces service expertise to enhance applications.  
 

c) Publicity material is being developed to raise awareness of the support and services 
available to defence personnel. 

 

    

      
5.0 KEY CHANGES     

      
5.1 In order to successfully apply for the Employer Recognition Gold Award, the Council will need to 

increase its activities to support the Armed Forces. Whilst not strictly prescribed, these activities 
may include:  
(i) Using the Council's internal communications media to encourage staff and their families to 
consider becoming reservists  
(ii) Publicising through recruitment materials (advertisements, job packs) that the Council 
supports reservists and welcomes applications from people who already are reservists 
(iii) Holding events to celebrate the contribution of reservists  
(iv) Providing advice to veterans and those about to leave the Armed Forces about working for 
the Council  
(v) Asking Council staff through employee opinion surveys whether they feel the Council does 
enough to support reservists, veterans and the families of serving Armed Forces personnel  
(vi) Demonstrating and publicising the Council's commitment, both locally and nationally, to 
supporting the Armed Forces as an employer. 
 
 

    

      



5.2 Approve the inclusion in our Recruitment Procedures of an  instruction that Managers give 
positive consideration to leeting veterans for posts where they meet the essential criteria of the 
post.  

    

      
      

6.0 PROPOSALS     
      

6.1 It would be our recommendation that the Policy & Resources Committee consider the 
recommendations detailed at paragraph 3.1. 

    

      
7.0 IMPLICATIONS     
      
7.1 Finance     
      

 Financial Implications:  
 

 
 
 
 
 

 
 

Annually Recurring Costs/ (Savings) 
 

Cost Centre Budget 
Heading 

With 
Effect 
from 

Annual Net 
Impact £000 

Virement 
From (If 
Applicable) 

Other Comments 

N/A      
 

Cost Centre Budget 
Heading 

Budget  
Years 

Proposed 
Spend this 
Report £000 

Virement 
From 

Other Comments 

N/A      

    

      
 There are no financial implications arising directly from the recommendations in this report.     
      

7.2 Legal     
      
 There are no legal implications arising directly from the recommendations in this report.     

      
    7.3 Human Resources     

      
 As outlined in the report.      
      

7.4 Equalities     
      
 Has an Equality Impact Assessment been carried out?     
      
  

  
YES       

 x 
  

No       Equality impacts have been considered and no negative impacts on 
any groups are anticipated as a result of the recommendations in this 
report 

     

      
 Joining the Employer Recognition Scheme can assist Inverclyde Council in meeting its duties to 

have due regard to the need to eliminate discrimination; promote equality of opportunity; foster 
good relations.  
 
Although the Armed Forces community as such is not a protected group under the Equality Act, 
the community has a higher than average representation of vulnerable groups, particularly in 
relation to disability and age. 
 

    

      
 7.5 Repopulation     

      
 N/A     

      



      
8.0     CONSULTATIONS     

      
8.1 Consultation has taken place with Councillor Dorrian, Armed Forces and Veterans Champion 

and it is also planned to consult with the trade unions, and the workforce planning group, as part 
of our normal consultative processes. 

    

      
9.0 LIST OF BACKGROUND PAPERS     

      
9.1 Appendix 1. 

 
 
 
 

    

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Appendix 1 
 

Defence Employer Recognition Scheme 
About the scheme 
The Defence Employer Recognition Scheme (ERS) encourages employers to support defence and inspire others 
to do the same. The scheme encompasses bronze, silver and gold awards for employer organisations that 
pledge, demonstrate or advocate support to defence and the armed forces community, and align their values 
with the Armed Forces Covenant. 

The ERS is designed primarily to recognise private sector support although public sector organisations such as 
the emergency services, local authorities, NHS trusts and executive agencies are also eligible to be recognised. 

Pledge your organisation’s support via the bronze award or nominate an organisation for a silver or gold award 
via the links below. 

Bronze award 
Bronze award holders: 

• are self nominated by employers who pledge to support the armed forces, including existing or 
prospective employees who are members of the community 

• promote being armed forces-friendly and are open to employing reservists, armed forces veterans 
(including the wounded, injured and sick), cadet instructors and military spouses/partners 

• receive an electronic certificate and logos to display on their website, stationery and other collateral 

Nominate your organisation for a bronze award 

View the ERS bronze award holders. 

Silver award 
Silver award holders: 

• demonstrate support for service personnel issues and employ at least one member of the armed forces 
community 

• actively communicate and uphold a positive stance to their employees via established HR policies and 
procedures 

• show flexibility towards annual training commitments and mobilisation of reservist employees and 
support the employment of cadet instructors, armed forces veterans (including wounded, injured and 
sick) and military spouses/partners 

• collect their certificate at a regional silver awards ceremony, receive silver logos to display and are 
themselves displayed on the list of Employer Recognition Scheme award winners 

• must be nominated for a silver award by a third party using the online nomination form 
• are required to sign the Armed Forces Covenant and employ at least one individual from the covenant 

category that the nomination emphasises 

ERS silver nominations for 2016 have now closed. If you would like to be informed when nominations open for 
2017, please email employerrelations@rfca.mod.uk. 

View the ERS silver award winners. 

https://www.armedforcescovenant.gov.uk/
https://surveys.mod.uk/index.php/842633?lang=en
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/557285/20160930_ERS_Bronze_Award_Holders_clean.xlsx
https://www.armedforcescovenant.gov.uk/
mailto:employerrelations@rfca.mod.uk?subject=ERS%20silver%20nominations%202017
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/548092/20160714_ERS_Silver_Award_Holders_clean.xlsx


 

Gold award 
Gold award holders: 

• proactively advocate and support defence, communicating their commitment both internally to 
employees and externally to the wider community through established policies and examples of support 

• are positive to all service personnel during recruitment 
• enable reservists to fulfil their annual training and mobilisation commitments and demonstrate 

significant support for cadet instructors, armed forces veterans (including wounded, injured and sick) 
and military spouses/ partners 

• must be nominated for a gold award by a third party using the online nomination form 
• collect their award at a prestigious national event, receive gold logos to display and are themselves 

displayed on the list of Employer Recognition Scheme award winners 
• are required to sign the Armed Forces Covenant and employ at least one individual from the covenant 

category that the nomination emphasises 

ERS gold nominations for 2016 have now closed. If you would like to be informed when nominations open for 
2017, please email employerrelations@rfca.mod.uk. 

View the ERS gold award winners. 

Nomination and award process 
Employers can sign up themselves for the bronze award. A wide range of individuals may nominate an 
organisation for either a gold or silver award, including that organisation’s employees who are reservists, armed 
forces veterans, spouses/partners or cadet instructors. 

External nominations may also be made from a variety of sources, including an account manager within the 
Defence Relationship Management (DRM) organisation, a Regional Employer Engagement Director or the 
military unit of a reservist employed within an organisation. The nomination process requires nominees to state 
their relationship with the employer they are proposing. 

Nominations will be validated to determine the level of defence personnel employment within the nominated 
organisation and to check that the organisation has signed the Armed Forces Covenant. 

Once the nomination has been validated it will be considered by a selection board at national level for gold 
awards and regional level for silver awards. The selection boards will be a panel chaired by a senior military 
officer and they will consider each nomination against the award criteria. Organisations selected for gold and 
silver awards will be formally notified in writing and invited to the relevant award event. 

 
 
 
 
 

https://www.armedforcescovenant.gov.uk/
mailto:employerrelations@rfca.mod.uk?subject=ERS%20gold%20nominations%202017
https://whitehall-admin.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/480853/20151130_ERS_Gold_Award_Holders_clean.xlsx
https://www.armedforcescovenant.gov.uk/
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1. Introduction 
 
1.1 Inverclyde Council is committed to employing staff who are members of 

the Reserve Forces and they recognise the valuable contribution that 
Reservists make to the UK Armed Forces, their communities and the 
civilian workplace. 
 

1.2  This policy is consistent and in accordance with the current legislative 
requirements and it is the responsibility of all employees to comply with 
this policy and be familiar with its contents and principles.     

 
2. Purpose 
 
2.1 Inverclyde Council has pledged its support for members of, or those wishing 

to join the Reserve Forces and acknowledges the training undertaken by 
Reservists that enables them to develop skills and abilities that are of benefit 
to both the individual and their employer. This policy intends to define our 
obligations towards all employees who are members of the Reserve Forces.  

 

 
2.2 The Council will not disadvantage those Reservists who notify the Council of 

their Reserve status or those Reservists who are made known to the Council 
directly by the Ministry of Defence (MoD).  

 
2.3 The Council shall, subject to the provisions set out in Section 4, agree to 

release Reservists for attendance at Reserve Forces Training events where 
these take place on their normal working days. 

 
The Council shall, subject to the provisions set out in Section 5 agree to the 
release of all employees mobilised for Reservist duties. 

 
2.4 Inverclyde Council will continue to treat the contracts of employment of 

employees mobilised for Reserve Service as operable throughout the period 
of such service and there will be no loss of continuous service or service 
related benefits but refer to para 9. 

 
 
3. Scope 

 
3.1 This policy applies to all employees of the Council. 
 
 
4. Types of Reservist 
 
4.1  There are two main types of Reservist: 
 

• Volunteer Reservists - civilians recruited into the Royal Naval Reserves, 
Royal Marines Reserves, Army Reserve and Royal Auxiliary Air Force.  

• Regular Reservists - ex-regular servicemen who may retain a liability to 
be mobilised depending on how long they have served in the Armed 
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Forces. 
 

The Reserve Forces Act 1996 also provides for other categories, such as: 
 

• Full Time Reserve Service -Reservists who wish to serve full time with 
regulars for a predetermined period in a specific posting 

• Additional Duties Commitment - part-time service for a specified period 
in a particular post 

• Sponsored Reserves - These are personnel employed by a contractor 
to provide a service to the Ministry of Defence (MoD).  

• High Readiness Reserves – These are Reserves, usually with a 
particular skill set, that are available at short notice (with written 
agreement from their employer) 

 
5. Reserve Status Notification 

 
5.1 Reservists are required to inform their employer that they are a member of 

the Reserve Forces and the specific force that they belong to. This is so that 
the Council can provide the appropriate level of support to the Reservist.  It 
also assists with resource planning during periods of leave e.g. training 
and/or mobilisation. The Council also recognises the additional skills and 
experiences that being a Reservist can bring to the Council and therefore it is 
useful for the Council to have an understanding of where these particular 
skills and experiences exist. 

 
5.2 Reservist employees are also required to grant permission for the Ministry of 

Defence (MoD) to write directly to their employer. This is known as ‘Employer 
Notification’ and ensures the Council is made aware that the employee is a 
Reservist and the benefits, rights and obligations that apply. 

 
5.3 The MoD will issue written confirmation to the employer informing them the 

employee is a Member of the Reserve Forces. The letter will provide detail 
of mobilisation obligations and rights as an employee; rights as an 
employer; and details of the financial assistance available if an employee is 
mobilised. Where possible, it will also provide details of any annual training 
commitments. The MoD will also send a follow-up letter each year to 
confirm that the information held is still accurate. 

 
5.4 It is the responsibility of the Reservist to ensure their personal details are 

kept up to date e.g. if they change employer or leave their respective 
Reserve Force. 

 
In any circumstance, the Reservist will not be disadvantaged as a result of 
notifying the Council of their Reserve status. 

 
 
 
6. Training commitments and Time off 
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6.1 The Council recognises the importance of the training undertaken by 
Reservists that enables them to develop skills and abilities that are of benefit 
to their respective Reserve Force, the individual and the Council 

 
Reservists are typically committed to 24-40 days training per year. Training 
tends to take place 1 evening per week, over various weekends throughout 
the year and one 2 week training period also known as ‘annual camp’. 
Training commitments vary but in most cases include: 

 
 

• Weekly training - most Reservists train at their local centre for around two-
and-a-half hours, one evening a week. 

• Weekend training - all Reservists are expected to attend a number of 
training weekends which take place throughout the year. 

• Annual training - a 2 week annual training course sometimes referred to 
as ‘annual camp’. This may take place at a training establishment, as an 
attachment to a Regular Unit, a training exercise or a combination of any 
of these. Training normally takes place within the UK, although each year 
some Reservists train overseas. 

 
6.2 An employee who is member of the non-regular forces and attends an annual   

training camp for a period of not less than a week will be granted special leave 
with pay equal to the period which the employee actually attends the camp, but 
not exceeding a period of 15 days and subject to the deduction of service pay 
and allowances received in respect of the period of special leave. 

6.3    Additional Leave 
Out with these provisions leave, with or without pay, may be authorised by the 
Director or Head of Service in conjunction with the Head of Organisational 
Development and Human Resources, in accordance with para 17.11 of the 
Conditions of Service.  

  
6.4 Line Managers will where practicable facilitate work rosters to allow 

attendance at annual camp and other training commitments (e.g. weekly or 
weekend training sessions). 
Reservist employees should give as much notice as possible of training 
commitments to allow appropriate planning for absences. Permission 
once given will not be rescinded unless there are exceptional 
circumstances. 

 
 
 
7. Mobilisation 

 
7.1 Mobilisation is the process of calling Reservists into full time service with the 

Regular Forces, in order to make them available for military operations. The 
maximum period of mobilisation will depend on the scale and the nature of 
the operation and is typically no longer than 12 months. 
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7.2 The Call-out papers for mobilisation are sent by post to the employer or 
sometimes delivered in person by the Reservist to their line manager. The 
documentation will include the call-out date and the anticipated timeline. 
Whenever possible, Defence aims to give at least 28 days’ notice of the date 
that a Reservist will be required to report for mobilisation, although there is 
no statutory requirement for a warning period prior to mobilisation. 

 
A period of mobilisation comprises three distinct phases: 

 
• Medical and pre-deployment training; 
• Operational tour; 
• Post-operational tour leave 

 
 

Pre-mobilisation – Line Managers should: 
 

• Meet with Reservist to ensure all mobilisation paperwork completed (including 
pay, benefits & pension arrangements) 

• Make a claim for financial assistance as appropriate (see s.12 of policy) 
• Discuss any handover of work and return of equipment 
• Arrangements for keeping in touch 

 
During mobilisation – Line Managers should: 

 
• Keep in touch with Reservist as arranged 

 
Post-mobilisation – Line Managers should: 

 
• Ensure both employer and reservist fulfill their return to work obligations 

(including reference to template letters) 
• After care and support requirements 

 
 
 
8. Applying for Exemption/Deferral/Revocation 

 
8.1 In all cases of mobilisation, the Council will release the Reservist to report 

for duty unless there are exceptional circumstances, whereby the decision 
and reasoning will be explained to the Reservist. 

 
8.2 In such circumstances line managers have the right to seek exemption, 

deferral or revocation if the Reservist's absence is considered to cause 
serious harm to service delivery.  

 
Definitions of 'harm' will vary from case to case, but may include; 

 
•    loss of reputation, goodwill or other financial harm 
•    impairment of the ability to produce goods or provide services 
• harm to the research and development of new products, services or 

processes (which could not be prevented by the granting of financial 
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assistance under sections 83 and 84 of The Reserve Forces Act 1996). 
 
8.3 Details of how to apply for exemption are included in the call-out pack. The 

application must reach the Adjudication Officer within 7 days of the Council 
receiving a call-out notice. If this timescale is not met, permission to make a 
late application will need to be obtained from the Adjudication Officer. The 
Reservist also has the right to apply for exemption or deferral if the call-out 
papers arrive at a difficult time. 

 
8.4 If an unsatisfactory decision is received following the application for a 

deferral, the Council can appeal for a hearing by the Reserve Forces Appeals 
Tribunal. Appeals must reach the Tribunals Secretary within 5 days receipt of 
written notice of the decision. If the tribunal rejects the application for 
exemption or deferral, the Council will be required to release the Reservist for 
mobilisation. 

 

 
 
 
9. Treatment of Terms and Conditions during mobilisation 

 
9.1 The Council will continue to treat the contracts of employment of employees 

mobilised for Reserve Service as operable throughout the period of such 
service and there will be no loss of continuous service or service related 
benefits 

 
  

Pay 
 

The MoD will assume responsibility for the Reservist’s salary for the duration 
of their mobilisation. They will pay a basic salary according to the Reservist’s 
military rank. If this basic element is less than the Reservist receives from the 
Council, it is the Reservist’s responsibility to apply to the MoD for the 
difference to ensure that they suffer no loss of earnings. This is known as a 
Reservist Award. 

 
Where mobilisation occurs the employee will be given special unpaid leave of 
absence.  

 
The Council is not required to pay the Reservist’s salary during the period of 
mobilisation. 

 
 

Benefits 
 

Contractual benefits that are suspended by the Council during mobilisation 
can be claimed by the Reservist as part of their Reservist Award. The Line 
Manager and Reservist should discuss any benefit arrangements during the 
pre-mobilisation meeting. This should cover those benefits which will be 
suspended and for any continuing benefits, arrangements should be made as 
to how these are paid. 
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 Pension 
 

If the Reservist is a member of the Council pension scheme and the 
employer suspends the employer contribution, and the Reservist chooses to 
remain within it, then the MoD will make the employer contributions for the 
period of mobilisation, as long as the Reservist continues to make their 
personal contributions.  

 
 Annual Leave 

 
Reservists should be encouraged to take any accrued annual leave before 
mobilisation. The Council is not obliged to accrue annual leave for a 
Reservist employee during the period of mobilisation. Reservists accrue 
annual leave with the MoD whilst they are in full time service. When they 
demobilise, Reservists are entitled to a period of post-operational leave 
(POL). During this period they will continue to be paid by the MoD. 

 
 
 Dismissal/Redundancy 

 
A Reservist’s employment cannot be terminated on the grounds of their 
military duties or their liability to be mobilised. To do so would be a criminal 
offence under s.17 of The Reserve Forces (Safeguarding of Employment) 
Act 1985. 

 
Reservists can be included in the redundancy pool if this is necessary due to 
a downturn in business or closure of a department. However, all employees 
should be treated consistently, and redundancy criteria should not 
discriminate against Reservists on the grounds of their Reserve service or 
call-up liability. 

 
Sick Pay 
Should a Reservist become sick or injured during mobilisation they will be 
covered by Defence Medical Services and any financial assistance will 
continue to be received (including pay) until demobilised. If the sickness or 
injury continues and this results in early demobilisation, the Reservist will 
remain covered by Defence until the last day of paid military leave. 

After this time The Reservist will be covered by the Council sickness 
arrangements (in line with local policy).   

 
10. Return to work 
 

10.1  Both the Reservist and their employer have obligations under The Reserve  
Forces (Safeguarding of Employment Act) 1985 regarding the return to work 
process 

 
10.2    Reservist:  

The Reservist must write to their employer by the third Monday after their last   
day of military service making their request to return to work and suggesting a 
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date which should fall within 6 weeks of their last day of full-time service .This 
letter formally starts the return to work process.  

 
They are also encouraged to informally contact the employer to discuss their 
return to work at the earliest opportunity, whether via a letter, a meeting or a 
telephone call. The formal application must be made in writing for it to be valid 
under the Act. 

 
 If a Reservist is not happy with the offer of alternative employment they must 
write to the employer stating why there is reasonable cause for them not to 
accept it. If a Reservist believes that an employer’s response to their 
application denies their rights under the Safeguard of Employment Act 1985, 
an application can be made to a Reinstatement Committee for assessment. 
This committee will consider the Reservist's application and can make an 
order for reinstatement and/or compensation. 

 
 
10.3 Employer: 

The Employer has an obligation under Reserve Forces (Safeguarding of   
Employment) Act 1985 to reinstate the Reservist, where possible to their 
former role, and if not, to a mutually acceptable role on the same terms and 
conditions prior to mobilisation. 

 
The Reservist should be reinstated within 6 weeks of the last day of their full-
time service. They must be reinstated for a minimum period of 13, 26 or 52 
weeks, depending on their length of service prior to mobilisation.  

 
Sometimes Reservists may need refresher training when they return to 
work, or be given time to familiarise themselves with processes and 
procedures in the workplace. Financial assistance may be available for 
retraining if it is required as a direct result of their mobilisation, although 
applications cannot be made for training courses that would have taken 
place anyway. Evidence of costs will be required in addition to evidence 
that the Reservist could not reach the required standard by any other 
means, such as workplace experience. 

 
 
11. Aftercare 

 
11.1 A Reservist returning to work will benefit from a smooth re-integration into 

the workplace/team. The following should be considered as part of this 
process: 

 
• The need to update on changes and developments in the Council. 
• The need to offer specific refresher training where it is 

sought/considered necessary. 
• Where the job duties have changed since mobilisation a period of skills 

training may be required to assist with new aspects of the job. 
• Whether the reservist can meet up with colleagues informally or 

socially before or after return to work to prevent any feeling of 
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dislocation, if this is sought. 
• Reasonable time off to seek therapeutic treatment if required. 

 
 
 Performance Review 
 

 Line managers who carry out Performance Review meetings with a Reservist 
should be aware that Reserve Forces activities undertaken by an individual 
(either through training or mobilisation) bring essential skills into the workplace 
such as leadership, communication, team working and organisational ability, 
which ultimately lead to improved performance in the workplace. 

 
12. Financial Assistance 

 
12.1 Financial assistance for employers in the event of an employee who is a 

Reservist being mobilised is governed by the Reserve Forces (Call out and 
recall) (Financial Assistance) Regulations 2005. These cover additional 
costs above the normal earnings of the called-up Reservist associated with 
replacing that employee. There are 3 types of award available: 

 
 One-off costs 

 
• Agency fees, if a recruitment agency or employment agency is used to find 

a temporary replacement; or Advertising costs 
• No financial cap on claims, but any claim must be supported by 

relevant documentation 
 
 Recurring costs 

 
• Overtime costs, if other employees work overtime to cover the work of the 

Reservist [by the amount that such costs exceed earnings of the Reservist] 
• Costs of temporary replacement [by the amount that such costs exceed 

earnings of the Reservist] 
 

The maximum claim available is £110 per day (£40,000 per annum). Claims 
can be made for every normal working day that the Reservist is away on 
service. An application for one-off costs and recurring costs must be made 
within 4 weeks of the end of full time Reservist service. 

 
  
 Training award 

 
If a returning Reservist has to undertake additional training as a direct 
result of their mobilisation (routine training excluded), then the Council can 
make an application for the financial assistance. 

 
 
 
13. Further information 
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Further sources of guidance and information can be obtained from the 
following: 

• Defence Relationship Management 
https://www.gov.uk/government/groups/defence-relationship-management 

Helpline: – 0800 389 5459. This is a free telephone helpline open during office 
hours where advice and guidance can be obtained on training, mobilisation 
and employment issues. 

 
• Royal Navy website www.royalnavy.mod.uk/the-fleet/maritime-reserves 

 
• Army website:  www.army.mod.uk/join/20233.aspx 

 
•  Royal Air Force website www.raf.mod.uk/rafreserves 
 

14 Equality Impact Assessment 
 
14.1 This policy has been impact assessed in line with the Councils obligation to 

comply with the Equality Act 2010.   
 

15 Monitoring and Review 
 
15.1 This policy will be monitored and reviewed regularly as it is applied, and in line 
 with any legislative changes relating to equality and diversity in the workplace.   
 
 
 
 
 
 
 
. 
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