


How to use this guide

This booklet is designed to be a practical guide
for the Unit Employer Support Officer (UESO),
providing all the background information you
need to undertake the role. It has been updated
to reflect the Defence Directive on Employer
Support and includes various resources that
will help you to make decisions, take actions
or answer questions that you are likely to face
when dealing with your Reservists and their
employers. In addition to this guide, your
Service Chain of Command is responsible
for further training and assistance.

Parts and chapters

The text of the guide is divided into four parts:

€ Overview … what Employer Support is and
the individuals and organisations involved.

€ Your role … the detail of the part you play as
a UESO and the resources available to you.

€ Information you need … an overview of
legislation and MOD procedures that affect
Employer Support.

€ Action … what you need to do next.

Each part is broken down into manageable
chapters that deal with a specific aspect of
Employer Support.

Chapter summaries

At the end of each chapter there is a round-up
of the key points. Use this as a quick reference
guide or to remind yourself about what you
have read.

Action points

When you have read the main text of each
chapter you can use these action points to help
you take forward your work as a UESO.

Test yourself

•Test yourself• questions are at the end of each
chapter. There are also multiple-choice
questions on an accompanying CD-ROM,
allowing you to assess how much of the
information you have taken in, and helping you
decide which sections you would like to re-read.

Frequently asked questions (FAQs)

Based on the experience of the Chain of
Command, SaBRE helpline and Regional SaBRE
Campaign Directors, we have presented the
questions that you are most likely to be asked
by employers and Reservists in a single chapter.
Use this as a helpful reference tool.

Resources on CD-ROM

This booklet is also supported by a CD-ROM.
It contains useful supporting material and
publications that are referred to on the pages of
the printed guide. The contents of the CD-ROM
are presented under the same part and chapter
headings.

On the CD-ROM you will find:

€ PowerPoint presentations;

€ the Employer Notification video;

€ printable examples of SaBRE leaflets
and brochures;

€ examples of call-out packs for each of the
Services; and

€ links to the full text of relevant legislation
that affects Reservists and employers.

Aims and objectives of this guide

Having read this guide you should be able
to undertake your role as a UESO. It is not
exhaustive, but it will provide you with the
background knowledge you need and signposts
to further information or resources you may
wish to access. It will form part of your training
for the role, alongside training organised by
your Chain of Command. The guide has been
designed to deliver the key information you
require in a clear format; it will get you up
and running as a UESO and will be a handy
reference throughout your time in post.

What to do next

•Chapter 8: Next steps• offers some ideas about
what you will need to do to carry forward your
work as a UESO. It suggests who you will need
to talk to, which processes you will need to
establish, and further reading you will need
to do.

This guide
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In this chapter

€ The overall concept of Employer Support in the Reserve Forces.

€ The activities that it comprises.

€ Why it is important.

€ The individuals and organisations that are responsible for it.

This chapter sets out the fundamentals of Employer Support and the activities that it comprises, both
nationally and at a regional level. Read it to help you develop a fuller understanding of the Employer
Support landscape.

What is Employer Support?

Employer Support is defined as all

activity which develops or sustains

the relationships between Reservists

and their employers, so that

employers will release Reservists for

routine training and, when necessary,

mobilization.

It is helpful to consider the activities

which Employer Support comprises

under five headings: pre-mobilization

and routine training, mobilization

and operations, demobilization and

post-mobilization, surge and

casework. These activities, and your

involvement in them, are further

developed in this document.

Pre-mobilization and routine training

Before a Reservist is mobilized

(ie during routine peacetime

training), it is important that their

employer is engaged and informed

of their rights and obligations. It is

for the Chain of Command, in

conjunction with the Reservist, to

determine the best way to develop

and manage the Reservist’s

relationship with their employer.

Once an employer is supportive, the

relationship must be maintained.

A key element of the relationship

with Reservists’ employers is

effective communication.

Mobilization and operations

When a Reservist is mobilized,

Employer Support means providing

whatever information and assistance

the employer needs. It means

providing the employer with as much

information as possible about what is

happening to their employee – where

they are, what they are doing and

when they will return.

Demobilization and post-mobilization

When it is known that the Reservist

is returning from service, Employer

Support activities include ensuring

that the employer understands their

rights and obligations (as well as

those of the Reservist) and explaining

the demobilization and return to

work process.

Surge

In the event of surging from 2,000 up

to 10,000 mobilized Reservists in a year,

it is possible that significant numbers

of Regular Reservists will be included.

This will require engagement with the

employers of Regular Reservists, who

are not routinely affiliated to a Service

unit and therefore do not have a

natural point of contact for their

employer during mobilization. This

will be addressed by the single Services

as and when necessary, but is not an

immediate issue for you as a Unit

Employer Support Officer (UESO).

Casework

Employer Support casework takes

place when, as a result of an

individual’s reserve service, the

normal relationship between the

Reservist and employer has broken

down or either party requires detailed

advice and help. The circumstances

under which this could occur vary

from a welfare situation to an

administrative misunderstanding.

The common factor is the need for

a third party (the UESO) to become

involved to resolve the issues.

Chapter 1: Employer Support
Your role: Employer Support 5



Why do we need
Employer Support?

Experience shows that the more

employers know, not only about the

benefits but also about the rights and

obligations that come with

employing a Reservist, the more

supportive they are likely to be.

Also, it is unreasonable to expect

employers to support mobilized

employees if they didn’t previously

know that they were in the Volunteer

Reserve Forces. It leaves employers

feeling deceived, and means that they

are unable to make any contingency

plans in advance, or even familiarise

themselves with their rights and

obligations. This is why Employer

Notification is so important (see

Chapter 5: Employer Notification).

In 1998, the Government’s Strategic

Defence Review placed a new

emphasis on the operational use of

the Reserve Forces. This in turn led

to the need to gain the support of

employers to facilitate the release of

Reservists for routine training and

mobilization.

The realisation that it is important to

engage with employers is not new.

But since the Supporting Britain’s

Reservists and Employers (SaBRE)

Campaign was launched in October

2002, activity to support employers

of Reservists has been reinvigorated.

SaBRE, via its network of Regional

SaBRE Campaign Directors (RSCDs),

is responsible for signing up

‘supportive’ employers. This directly

influences the ability of the Chain

of Command to mobilize its

Reserve Forces.

From January 2003, Operation TELIC

demanded the compulsory

mobilization of thousands of

Reservists, both volunteer and

regular. It soon became clear that the

Ministry of Defence (MOD) needed to

review its instructions for supporting

employers during this process and

make the lines of responsibility

clearer.
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Did you know..?

Major General The Duke of Westminster was appointed Assistant

Chief of Defence Staff (Reserves and Cadets) in March 2004. This

is the first occasion in modern times that a Reserve officer has filled

a 2-star post.
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Who is responsible for
Employer Support?

Responsibility for Employer Support

falls to a number of different people

and organisations. It is important

that the work of these people is

coordinated so that they all fit into

the overall strategy of Employer

Support.

Directorate of Reserve Forces and

Cadets (DRFC)

DRFC sits within the MOD in

London and is responsible for

developing tri-Service policy in

relation to Employer Support. The

Deputy Director Operations Support

at DRFC communicates this policy in

the form of the Defence Directive on

Employer Support, Joint Service

Publications (JSPs) and policy letters.

The National Employer Advisory

Board (NEAB)

NEAB exists to provide informed,

strategic advice to the Secretary of

State for Defence and the MOD on

issues that may affect the employers

of Reservists and on the conduct of

the SaBRE Campaign (see below).

The SaBRE Campaign

SaBRE is a marketing campaign, with

the goal of gaining and maintaining

the support of employers of members

of the Reserve Forces. SaBRE uses

direct marketing, PR, a website,

brochures and a telephone helpline,

to create the environment in which

regional support for Reservists

can flourish. SaBRE is a national

campaign, delivered regionally.

Reserve Forces and Cadets

Associations (RFCAs)

The RFCAs are responsible for liaising

with employers, trade unions and

local authorities. The major element

of this work is to raise awareness and

support for the Reserve Forces and

Cadets in the business and

commercial community. The RFCAs

play an important role in delivering

Employer Support. They host the

SaBRE Regional Employer Support

Groups (RESGs), which include

representatives of the RFCA, the

Chain of Command, employers and,

when possible, representation from

DRFC. These groups help to maintain

a positive relationship between

Reservist and employer by utilising

local expertise, knowledge and

contacts to coordinate, enhance and

deliver regional Employer Support.

Regional SaBRE Campaign Directors

(RSCDs)

RSCDs are the regional focal point

for the SaBRE Campaign. They are

funded by SaBRE and employed by

the RFCA. They work to the SaBRE

Marketing Plan and receive policy

direction and training on SaBRE

activities from the SaBRE Campaign

Director.

The RSCDs’ primary responsibility is

to gain new, supportive employers,

with a secondary role of maintaining

that support. They do not have the

resources to carry out all Employer

Support activity, in particular legal

and compassionate casework, which

falls naturally to the Chain of

Command.

In conjunction with the RFCA

Secretaries, RSCDs and the RESG are

responsible for deciding how best to

use the limited SaBRE funds available

for regional Employer Support

activity. Money made available for

regional events supports the RSCDs’

secondary role of maintaining

Employer Support.
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The Chain of Command

The Chain of Command has primary

responsibility for Employer Support.

It is the Commanding Officer’s (CO’s)

responsibility to directly support the

relationship between the Reservist

and their employer. Higher-level

commanders provide unit COs with

the direction, support and resources

they need to conduct Employer

Support activities.

Regional Employer Support Officers

(RESOs)

RESOs operate only at regional level

in the Army’s command structure.

Tasks set for them will vary from

region to region; however, they have

a number of responsibilities common

across all regions:

• To ensure that the Regional Brigade

Commander is advised of all

regional Employer Support matters

and briefed on all major events,

activities and problems relating to

Employer Support in the

Brigade area.

• To act as the coordinator between

the Brigade HQ, the TA units and

their respective RFCAs and RSCDs.

This is an important area, because

it confirms the fact that the

primary point of contact for a

UESO in the TA is with the RESO

and not necessarily the RSCD.

• To be responsible for the

production of the Joint Regional

Employer Support Directive.

• To represent the Chain of

Command at periodic Regional

Employer Support Group meetings.

• To assist TA Units in Employer

Support-related briefings to both

Reservists and, if appropriate,

employers.

Because of their geographical

distribution, there is no regional

Chain of Command focus for the

other Services’ reserve units; therefore

their UESOs will deal directly with

the RSCDs. This is further explained

in Chapter 3: Actions and

responsibilities.

Reservist and employer

All Employer Support activity and

responsibility is intended to support

the central relationship between

Reservist and employer. Most of the

UESO’s work is targeted at supporting

and improving that relationship.
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Chapter summary

• Employer Support activity promotes good relations between the Reserve

Forces and employers so that they will support Reservists’ release for
training or mobilization.

• Employer Support activities generally fall under one of five headings:

pre-mobilization, mobilization, post-mobilization, surge
and casework.

• Employers who know about the benefits, rights and obligations of

employing a Reservist are more likely to be supportive.

• It is unreasonable to expect employers to support employees who are

mobilized if they didn’t previously know their employee was a Reservist.

• Responsibility for Employer Support falls to a number of different people and

organisations, but the Chain of Command has primary responsibility.

• It is important that all Employer Support activity is coordinated.

• The central relationship in Employer Support is between the Reservist

and their employer.

Action points

€ Contact RESO and/or RSCD.

€ Request interview with CO to get initial briefing on direction of
unit Employer Support activity.

€ Visit relevant website for your Service and familiarise yourself
with sections on the Reserve Forces.

€ Familiarise yourself with the SaBRE website at
www.sabre.mod.uk

Test yourself

€ Define Employer Support.

€ What are the five main
headings for Employer
Support activity?

€ Explain why Employer
Support is required.

€ Who has primary
responsibility for
Employer Support?

€ Who is responsible for tri-
Service policy in relation to
Employer Support?

€ Describe the role of Regional
SaBRE Campaign Directors





Background

SaBRE is a Ministry of Defence

(MOD) marketing campaign, set up

in October 2002 with the goal of

gaining and maintaining the support

of employers of Reservists. It was

created on the understanding that

the better an employer’s knowledge

of the role of Reservists and the

skills they develop, the greater will

be that employer’s support for the

Reserve Forces.

The Campaign should provide the

right atmosphere in which you can

deliver Employer Support at a unit or

sub-unit level. The SaBRE Support

Team is responsible for, amongst

other things, the production of clear,

easy to understand publications

which you can use when working

with employers and Reservists.

The role of the
SaBRE Campaign

SaBRE has a nationwide profile and

is supported at a regional level by

Regional SaBRE Campaign Directors

(RSCDs).

Nationally, SaBRE provides PR and

direct marketing communications

in a number of formats, a website,

brochures, briefing material and an

0800 helpline. These central services

support the efficient regional delivery

of Employer Support.

SaBRE also has a remit to develop

relationships with employers and

employer bodies at a national level

and to spread good Employer

Support practice throughout the

regions. The National Relationship

Manager based with the SaBRE

Support Team is responsible for this

area of activity.

One of SaBRE’s main tasks has been

to record the employers of Reservists

and then establish, in marketing

terms, whether they are ‘supportive’,

‘unsupportive’ or ‘support

unknown’. This data allows

the MOD to communicate

more accurately with specific

employer groups.

In this chapter

€ What the SaBRE Campaign is and why it exists.

€ The activities carried out by the SaBRE Support Team, nationally
and regionally.

€ The support and resources that the SaBRE Campaign has to offer.

SaBRE is one of the most significant parts in the wider picture of
Employer Support. This chapter gives you an insight into its role and
helps you see how it can support your work as a Unit Employer
Support Officer (UESO).

Chapter 2: The SaBRE Campaign
Your role: The SaBRE Campaign 11
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The SaBRE Support Team

National activity

The national marketing activity for

the SaBRE Campaign is managed by

a team based at the MOD in London.

This activity includes coordinating

the PR and direct marketing,

maintaining the website and

employer database, staffing the 0800

helpline, and developing brochures

and briefing materials.

Regional activity

RSCDs work from the offices of the

13 Regional Reserve Forces and

Cadets Associations (RFCAs). They

work with local employers to develop

good relationships and encourage

activity that promotes support. The

RSCDs’ goal is to gain and maintain

supportive employers. You or your

Regional Employer Support Officer

(RESO) – TA only – will work very

closely with your local RSCD. In

addition to the Chain of Command,

they are an excellent source of advice

about Employer Support matters

in your area. The RSCDs’ role is to

liaise with employers at senior

management or HR director level,

with the aim of gaining the support

of the organisation in general. Your

role, as a UESO, is to assist your

Reservists and, when appropriate,

their line managers on more specific

issues that affect the relationship

between Reservist and employer.

The support SaBRE provides

• General advice to employers and

Reservists.

• Information on everything from a

Reservist’s training obligations to

an employer’s legal rights and

responsibilities. (However, SaBRE

is not a source of free legal advice.)

• Putting employers in touch with

people at a regional level who can

help with specific enquiries.

• Promoting employers who are

supportive as ‘best practice’

employers.

• Hosting events, such as seminars

and Exercise EXECUTIVE STRETCH

(a weekend team-building exercise

for employers).

• Lobbying on behalf of Reservists

and their employers.

• Raising awareness of Reservists’

skills and qualities, and the

potential benefits of employing

a Reservist.

• SaBRE supports UESOs through

e-bulletins that provide

information on issues and new

developments in Employer

Support.

It is not the role of the SaBRE

Campaign or an RSCD to develop

policy or manage local casework, as

these are both clear Chain of

Command responsibilities.

SaBRE resources

SaBRE may be able to provide some

funds for local Employer Support

activity. These funds are held

regionally by the RFCA. RSCDs,

in conjunction with the RFCA

Secretaries – who are financially

accountable – are responsible for

deciding how best to use the limited

SaBRE funds for regional Employer

Support activity and for maintaining

a programme of activities to achieve

their goal of gaining and maintaining

supportive employers. Decisions

on how best to use the budget will

usually be made at Regional

Employer Support Group (RESG)

meetings.

The resources that SaBRE holds

nationally allow it to develop its

campaign material, such as the

website and publications that

promote Employer Support. This

material should be used with

employers or with Reservists at a unit

or sub-unit level. A key document

is JSP 522 A Guide for Employers,

which offers a series of fact sheets

aimed at employers, to help them

understand the benefits, rights and

obligations associated with

employing a Reservist.

Stocks of SaBRE publications are

available from The Defence Storage

and Distribution Centre,

Llangennech. For details of how to

contact the centre, see Chapter 8:

Next steps.

Did you know..?

There are 14 Royal Naval Reserve Training Centres across Great

Britain and Northern Ireland … including one in Batley, West Yorkshire.
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Chapter summary

• The SaBRE Campaign is a marketing campaign, set up to gain and

maintain the support of employers for the Reserve Forces.

• SaBRE’s activities include PR, direct marketing, maintaining an employer

database, a website, brochures, briefing material and an 0800 helpline.

• SaBRE has the remit to develop relationships with employers and

employer bodies at national and regional levels.

• There is a national support team, which manages the campaign activity.

• There is a network of regional representatives, called Regional SaBRE

Campaign Directors, who work with local employers.

• SaBRE provides impartial advice, information and support for Reservists

and their employers. It also promotes supportive employers, raises awareness

of the benefits of employing Reservists, and lobbies on behalf of Reservists

and their employers.

Action points

€ Visit the SaBRE website, www.sabre.mod.uk

€ Read JSP 522A guide for employers .

€ Introduce yourself to the relevant RSCD.

€ Read the SaBRE publication Introducing SaBRE (a copy is
included on the CD-ROM).

€ Contact the SaBRE Support Team to ensure that your name and
email address are added to SaBRE•s direct mail list.

Test yourself

€ Describe the reasons why the
SaBRE Campaign was set up.

€ List the central services that
SaBRE provides at a national
level.

€ What regional activity is
undertaken by the SaBRE
Support Team?

€ List the seven main areas of
support that SaBRE provides.

€ How are SaBRE•s funds for
local Employer Support
activity administered?
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In this chapter

€ The responsibility for unit-level Employer Support.

€ The responsibilities of the Unit Employer Support Officer.

€ Internal activities that comprise unit-level Employer Support.

€ The fundamentals of casework.

€ The external, employer-facing, responsibilities of the Unit Employer
Support Officer.

€ Employer Support activities prior to, during and after mobilization.

This chapter gives you a concise guide to the functions you will be
expected to perform as UESO. It gives signposts to other sources of
information and sets out the decisions that you will have to make with
the Commanding Officer about the extent of your commitment.

Chapter 3: Actions and responsibilities
Your role: Actions and responsibilities 17

Background

An employer can make it difficult, if

not impossible, for a Reservist to be

mobilized or attend training.

Therefore Commanding Officers

(COs) have most to gain from

effective Employer Support.

Remember, they have primary

responsibility for Employer Support

in relation to the employers of the

Reservists in their unit.

It is also the COs’ responsibility to

recruit and train you, the Unit

Employer Support Officer (UESO).

The UESO is expected to manage

Employer Support for the unit and

its personnel under the direction of

the CO.

Unit-level Employer Support

As a UESO you are expected to

provide first-line support and advice

to the Reservist and their employer.

You will be expected to troubleshoot

specific problems that arise and

represent the CO in Employer

Support activity that affects the unit.

Your time allocated to UESO work

will be divided between internal

activity, dealing with Reservists in

your unit, and outward-facing

activity, dealing directly with

employers of your Reservists.

It is expected that approximately

40 per cent of your time as a UESO

will be spent on outward-facing

activity and approximately 60 per

cent on internal activity.

Internal activity

Communications activities

• To ensure that your Reservists are

briefed on Employer Notification

(EN) (see Chapter 5: Employer

Notification). To maintain a list of

Reservists who have and haven’t

been briefed about it.

• If appropriate, to check that an

officer at sub-unit level has been

designated to deliver briefings

about EN. To ensure that the

designated officer is properly

informed and prepared to deliver

the briefing, and that they

maintain a list of who has and

hasn’t been briefed.

• To deliver Employer Support and

EN briefings during the unit’s

recruit training packages.

• To establish a rolling programme

of ongoing Employer Support

briefings, making sure that all

Reservists in the unit attend.

• To establish and maintain

noticeboards dedicated to

Employer Support. Where

appropriate, to make sure that

there are Employer Support

noticeboards at sub-unit locations

and that there is consistency in

the presentation and maintenance

of these noticeboards across all

sub-units.



• To ensure that Employer Support

noticeboards are:

– standardised

– current

– clear and concise.

• To ensure that the noticeboard

features the unit’s statement of

intent with regard to Employer

Support.

• To provide regular briefings to the

CO and Regional SaBRE Campaign

Director (RSCD)/Regional Employer

Support Officer (RESO), about

Employer Support issues and to

maintain an overview of cases.

• To brief Reservists who support

your own Employer Support events

or engage in other Employer

Support activities (eg Exercise

EXECUTIVE STRETCH).

Briefing up the Chain

of Command

• TA – UESOs in the TA will brief up

the Chain of Command to the

RESO, who will in turn brief the

appropriate RSCD.

• RNR, RMR and RAuxAF – UESOs

in the other Reserve Forces will

also brief their own Chain of

Command, directly to the

appropriate central headquarters –

the Reserves staff from Commander

Maritime Reserves (COMMARRES)

including, Headquarters Royal

Marines (HQ RM), and HQ Strike

Command (HQ STC), respectively.

However, UESOs should always

make sure the relevant RSCD is

informed of the work they are

undertaking.
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Regional command

RESO (TA only)

RFCA

RSCD

RNR, RMR  and RAuxAF only

Unit

CO

UESO

Sub-unit (TA only)

Employer Support tasks

delegated by UESO

Briefing up the Chain of Command



Casework

Dealing with individual cases where

a Reservist is experiencing difficulties

with their employer forms an

important part of your job as a UESO.

In these situations you are the

principal point of contact for both

the Reservist and the employer.

Whatever the circumstances, do not

be afraid to seek advice or assistance

in dealing with the case through the

Chain of Command, SaBRE, your

RSCD/RESO, or the single Service

welfare agencies (see under ‘Contacts’

in Chapter 8).

Use the Chain of Command and

these other support networks to

provide an informed response to

an employer in a timely fashion.

However, it is your responsibility

to manage casework while keeping

the CO informed about what

is happening, and employers may

well look to you to provide answers

to their questions.

You should keep case files to provide

a detailed history of all

communications relating to each

case. Record all types of contact with

the Reservist and employer, including

telephone calls, emails, letters and

meetings.

Mobilization deferral and exemption

applications

Although the UESO is expected to

manage most enquiries, if an

employer or Reservist contacts you

about applying for a deferral or

exemption from mobilization, you

should direct them back to the single

Service personnel centre that issued

their call-out notice. The mobilization

process is outlined in the call-up pack

(see the CD-ROM that accompanies

this guide for the current call-up

instructions for each Service).
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Case study 1 … new line manager

Gillian Hardcastle, a Royal Naval Reservist, contacts her
UESO. Her new line manager has insisted that from
now on she must take the time for her annual training
camp as annual leave, rather than as additional unpaid
leave. Gillian has been a Reservist for four years and,
until now, her employer has always been supportive.
She needs her annual leave allowance for the time of
her children’s school holiday.

What would you do next?

Answer

• Open case file and record initial details of contact with Gillian.

• Speak to RESO and/or RSCD to identify any previous dialogue
with employer, or if employer’s stance on Reserve Forces
is known.

• Telephone Gillian’s employer asking why they have decided to
make this change to HR policy and to try and find out whether
an accommodation can be reached. Explain how the training
she undertakes on camp is beneficial to the employer. Follow up
with a letter, if appropriate.

• Copy the letter up the Chain of Command, to CO and to RSCD.

• Record details of all contact with employer and keep in
case file.

• Routinely inform Gillian of progress and final outcome.

• Look to include Gillian’s employer in a future unit Employer
Support activity to confirm the benefits of her training to them.
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Case study 2 … recurring injury

Peter Young, a Reservist in the Territorial Army, injured
his hamstring playing football while he was mobilized
in Iraq. Several months after he is demobilized, Peter, a
double-glazing fitter, finds that his injury is playing up
again. Peter’s employer, a small family firm in Kent,
contacts the unit seeking compensation. They say that
they are losing revenue because Peter is not able to
work properly.

What would you do next?

Answer

• Open case file and record details of initial contact from Peter’s
employer.

• Speak to RESO and/or RSCD to identify any previous dialogue
with Peter’s employer.

• Contact the Reserves Training and Mobilization Centre to ask
about assessment of Peter’s health when he was demobilized.

• Collate specialist advice and records and present them to the
employer in a friendly and objective way.

• Summarise your dealings and circulate up the Chain of
Command, to CO and to RSCD.

• Routinely inform Peter of progress and final outcome.

Did you know..?

Squadron Leader Gavin McCallum from 612 (County of Aberdeen)

Squadron RAuxAF was awarded the Sir Andrew Humphrey Memorial

Medal for his lifesaving actions during an ambush in Al Amarah,

southern Iraq in June 2003.



Working with the RSCD (or RESO

for TA)

You should work with your RSCD or

RESO to identify the employers of

Reservists in your unit who could be

invited to Employer Support events.

It is important that employers who

are indifferent or even potentially

unsupportive (referred to as ‘support

unknown’), as well as those who are

overtly supportive, should be invited

to attend such events. The aim of

these events is to generate a positive

atmosphere for employers to

understand the benefits of employing

Reservists.

As the UESO you are in a unique

position to select potential employers

to participate in future regional

events. You should be aware of

situations where to invite an

employer would have a negative

impact on their Reservists.

Unit•s data on employers of your

Reservists

It is your responsibility, working with

your unit’s administration team, to

make sure that the data held about

each Reservist and their employer is

accurate and up to date. Your role in

maintaining up-to-date and accurate

employer details on IT systems such

as FORGE and JPA, or directly to your

RSCD, is vitally important to the

effectiveness of the SaBRE Campaign.

SaBRE can’t inform and educate

employers if it is unable to

communicate with them.

Outward-facing activity

Engaging with employers

As we have seen, it is helpful to

consider the activities that comprise

Employer Support under the five

headings: pre-mobilization and

routine training, mobilization and

operations, demobilization and post-

mobilization, surge and casework.

We have covered:

• casework under the heading

‘Internal activity’ above; and

• surge in Chapter 1: Employer

Support.

So here we will look at employer-

facing tasks under the three headings

pre-mobilization and routine

training, mobilization and

operations, and demobilization and

post-mobilization.

Pre-mobilization and routine

training

Employer Notification

As the UESO you will be closely

involved in the process of briefing

and implementing the Employer

Notification process (see Chapter 5:

Employer Notification).

You may act on behalf of the CO by

writing to employers of new recruits

and Reservists who re-engage,

according to the established process

for Employer Notification. For these

Reservists, giving their permission

for the Ministry of Defence (MOD)

to directly contact their employer is

inherent in the process of enlisting

or re-engaging. Reservists who are not

yet due to re-engage, and are not yet

obliged to give permission, are still

strongly encouraged to do so.
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Each unit or sub-unit keeps a database

of Reservists• employment status and

details.

UESO briefs everyone at

sub-unit level who is

responsible for gathering

and updating records that

they should be:

• current

• accurate

• responsive to change.

UESO collates and holds

these at unit level.

It is UESO•s responsibility to

make sure that the data is

accurate and up to date.

During earliest stages of

mobilization, UESO checks

that employer data is

correct, prior to any contact.

Employer database process chart



Voluntary permission

It is important that you record

accurately and formally that

Reservists have voluntarily given

permission for the MOD to contact

their employer.

There is a template form on the

CD-ROM that you can use or adapt to

record when voluntary permission

has been given.

(See diagram below)

Template Employer Notification

letter

A template letter from the CO to a

Reservist’s employer is included in

the Employer Notification briefing

pack, which is also on the

accompanying CD-ROM. This letter

should be sent, signed by the CO, no

earlier than four weeks after the

Reservist has given their permission

and, thereafter, annually on the

anniversary of them giving

permission.

Other employer-related tasks

identified by CO

As the UESO you will be a local point

of contact for employers of Reservists

in your unit as and when required.

For example, you may be expected to

answer ad hoc questions about issues

relating to Reserve Forces training or

mobilization liability.

Develop, with guidance from your

CO, the Unit’s Employer Support

action plan which will detail routine

Employer Support activity as well as

additional work to be conducted

when Reservists from your unit are

mobilized.
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Employer Notification briefing to

Reservists

Keep record of who has been briefed

Waiver or

deferral

procedure

Write to

employer after

four weeks

Record

decision and

review

regularly

No

No No

Yes

YesYes

Contacting employers … a process

New recruit/re-engaged since

1 April 2004?

Permission to write to

employer?

Will Reservist give

voluntary, written permission

to write to employer?



It will also be at the discretion of

your CO to identify any other

employer-related tasks that they wish

you to carry out. This may well

include participating in a local SaBRE

action or Employer Support group, or

representing the CO at higher-level

Service meetings.

Mobilization and operations

When Reservists in your unit are

mobilized, the proportion of your

time spent in direct contact with

employers is likely to increase.

Having written to employers of those

being mobilized (see the templates

section in Chapter 8), it then

becomes your role to act as a friendly

and approachable first point of call

for employers who have questions

about the call-up process. You will be

required to maintain contact

throughout the Reservist’s period of

mobilization and update the

employer on their Reservist’s

activities.

While Reservist is serving

Most employers wish to be kept

informed about:

• what their employee is doing;

• where they are;

• when they are coming back; and

• whether they can be contacted

while serving and how to do it.

It is your role as UESO to collate this

information and pass it on to the

employer. It is also vitally important

to communicate with the employer if

there are any changes to this

information.

Demobilization and

post-mobilization

As the time approaches for a Reservist

to return from duty and be

demobilized, you should write to the

Reservist’s employer to explain the

demobilization process, timetables for

normalisation and leave, and to

highlight the detail of the Reserve

Forces (Safeguard of Employment)

Act 1985.

On the Reservist’s return you should

remind them that they need to carry

out the process for reinstatement to

employment outlined in JSP 532

Guidance for Reservists returning to

civilian employment following a period

of mobilized service. By preparing the

ground with the employer, as

described in the paragraph above,

you will ease the process of

reinstatement for your Reservists.

Depending on the nature of the

operation for which the Reservist was

mobilized, your unit may wish to run

an event to thank employers for their

support. This is something you

should discuss with your CO,

RESO and RSCD.

Short notice returnees

Under some circumstances, a

Reservist may be demobilized earlier

than expected. In this situation it is

likely that you will need to provide

more support to both Reservist and

employer. The same procedures
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Did you know..?

In the first four weeks after the SaBRE website went live, it was visited

over 80,000 times. The SaBRE website now receives an average of

20,000 visits each month including over 2,000 document downloads.



24 Your role: Actions and responsibilities

Case study 3 … 40 Reservists in your unit are mobilized

Forty Reservists from your unit are to be given compulsory call-out orders for a
9-month period of service, in order to support an ongoing overseas operation. The CO
decides that you are to be mobilized as well, to provide full-time Employer Support
presence at unit level. Your Reservists are sent call-out packs which give them 21 days’
notice of the need to report to the Mobilization Centre. You, however, have agreed to
accept 14 days’ notice and so you are already in post when the first of your Reservists
reports for mobilization.

What would you do next?

Answer

• Ensure that the employer details held on those Reservists who are identified for mobilization are
recorded correctly. Check directly with the Reservist, and at the same time ask them if they have
any initial areas of concern that have arisen from telling their employer about being mobilized.

• Assist the CO in maintaining the unit’s Employer Support Action Plan and provide ongoing advice to
them.

• Write to each employer of those Reservists selected for mobilization, introducing yourself and
identifying yourself as the first point of contact for questions and problems connected with the
call-out. Remember, temporary waivers issued under Employer Notification procedures are revoked
as soon as a call-out order is in effect, allowing you to contact all employers immediately.

• Initiate casework as required, following advice from the RESO and/or the RSCD, if necessary. Brief
the unit’s administration staff to refer any employer-related issues directly to you. Follow up any
subsequent problems that arise, including those resulting from an unexpectedly early demobilization.

• Once the Reservists have been mobilized and are undergoing training or have been deployed, contact
their employers again and keep them informed of their employee’s location, movements and
activities. Advise them also of how they can contact their employee.

• Prepare to notify the employer should their employee become a casualty (NOTICAS procedure). You
will have to do this if the Emergency Contact (formerly known as Next of Kin (NOK)) requests it or
agrees to it after they have themselves been informed. Staff in your Reserve Forces and Cadets
Association may be available to advise further on this but employer NOTICAS is very much a Chain
of Command issue. You should expect to undertake Casualty Visiting Officer duties where employers
are concerned.

• As the End of Tour date approaches, confirm through the Chain of Command the expected return
dates and Last Day of Service dates. Communicate these to the employer, giving the caveat that they
may change at short notice (and informing them if they do). Remind the employer of their obligation
to reinstate the Reservist under the Reserve Forces (Safeguard of Employment) Act 1985.

• After they have been demobilized, check that all the Reservists follow the instructions in JSP 532,
Guidance for Reservists returning to civilian employment following a period of mobilized
service, so that they may be successfully reinstated in their former employment.

• Discuss with the RESO and/or RSCD the opportunity to hold a ‘thank you’ event for the employers of
those who were mobilized.
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Chapter summary

• As the UESO you represent the Reservist and their

employer at unit level, under the direction of

the CO.

• Approximately 60 per cent of your work as UESO will

be spent on internal activity and 40 per cent on

engaging directly with employers.

• The internal activity includes communicating with

members of the unit on all issues relating to Employer

Support.

• You are responsible for briefing the Chain of
Command on the broader issues that arise.

• Casework, where a Reservist is experiencing difficulties

with their employer, will form an important part of

your internal activity. A range of support is available to

help you deal with individual cases.

• Part of your caseload will include advising on

applications for a deferral or exemption from
mobilization.

• As the UESO you will work with the RSCD or RESO to

identify employers of Reservists in your unit who could

be invited to events.

Action points

€ Set up an interview with the CO to discuss the further
development of an Employer Support action plan.

€ Work out how best to use the limited time you have allocated to
Employer Support activities.

€ Set up or tailor a database of Reservists• employer details,
identifying where voluntary Employer Notification permission
has been given.

€ Prepare an internal Employer Support communications plan for
the CO•s approval.

€ Visit unit locations and speak to the unit•s administration staff
about recording accurate and up-to-date employer details.

€ Visit sub-unit locations (where relevant) and brief appropriate
staff required to carry out Employer Notification briefings.

€ Develop and present the CO•s Employer Support plan to key unit
staff.

Test yourself

€ Describe the role of the UESO
in one sentence.

€ What percentage of time are
UESOs expected to spend on
internal activity?

€ List the seven main internal
communications activities that
fall to the UESO.

€ When carrying out casework,
what sort of information
should be recorded in the case
file?

€ Describe the relationship
between the UESO and the
RESO/RSCD.

€ Under what circumstances can
you contact the employer of a
Reservist?

• With your unit’s administration staff, you are

responsible for maintaining accurate data about
Reservists’ employers and whether the Reservist has

given permission for you to contact them directly.

• During routine training and pre-mobilization much of

your engagement with employers will relate to

Employer Notification.

• Whether or not Employer Notification applies directly

to a Reservist, you must always make sure they have

given their permission before you contact their

employer.

• During and after a period of mobilization you play a

vital role in maintaining communication with a

Reservist’s employer, keeping them informed about

what their employee is doing, where they are, when

they are expected to return and whether they can

be contacted.





In this chapter

€ Training for Unit Employer Support Officers (UESOs).

€ Funding for your role and Employer Support activity.

€ The publications available to promote Employer Support.

€ Other people who can help support you in your role as a UESO.

You will need training and resources to carry out your responsibilities
as a UESO. This chapter explains the provisions that have been made
nationally to aid unit-level Employer Support. It also sets out the
decisions that have to be made at unit level about resources and
priorities for your role.

Chapter 4: Resources and support
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Training

It is the responsibility of the Chain of

Command to provide you with the

resources and training you need to

operate as the UESO.

Regional seminars

The Directorate of Reserve Forces

and Cadets (DRFC) ran a series of

introductory regional seminars in

2004 to brief RNR, RMR and RAuxAF

UESOs, Army Regional Employer

Support Officers (RESOs) and

Regional SaBRE Campaign Directors

(RSCDs) on the specific roles and

functions of the UESO outlined in

this guide. Each Service is currently

reviewing how it can best deliver

Employer Support training.

Territorial Army

The TA will use a cascading ‘train the

trainer’ package to feed the work

from the seminars to its UESOs – the

RESO will run specific training in

their own Brigade area, with

assistance as necessary from RSCDs.

Continuous training

The Chain of Command will be

responsible for carrying out

continuous routine briefings and

update seminars at regional level.

These will ensure that all UESOs

are informed about any changes

in Employer Support policy and

best practice, and that experience

is shared.

SaBRE also produces a regular

electronic bulletin for UESOs, which

is intended to keep them updated

with information relevant to the

SaBRE Campaign and where to find

Employer Support information. To

register for this e-bulletin, you should

visit www.e-bulletin.sabre.mod.uk

Resources

Funds

The Chain of Command is

responsible for providing the

resources you need to carry out your

day-to-day tasks as a UESO: office

accommodation and equipment,

basic stationery, etc.

The RSCD also has access to funds for

Employer Support activity within the

region and a proportion may be

made available to your unit.

Did you know..?

The Royal Marines Reserve has over 600 trained ranks currently

on its strength.



It is important that you work with

the RESO/RSCD to plan unit

Employer Support event schedules

well in advance, and coordinate these

with regional activities. You will need

to submit a funding application via

the Chain of Command, citing a

justification, the number of

employers expected to attend, and

the nature of the event.

Personal availability

Working with the agreement of the

Commanding Officer (CO), you will

have to assess how much time is

required to carry out unit Employer

Support activity. Routinely, this post

is part time, although some units

will allocate the task to one of their

permanent administrative staff and

the Army aspires to make the UESO a

full-time post. Units may well have to

absorb the UESO task within their

existing training budget and the

UESO should discuss the predicted

workload with the unit CO. TA

Regulations have been amended to

reflect a change in Bounty earning

status and UESOs will not be required

to spend 15 days at Annual Camp to

earn their Bounty.

For the TA, if more than 36 Reservists

in your unit are called up, you may

automatically be mobilized too (this

will be at your CO’s discretion). If

you are mobilized to undertake this

role in a home location, your unit’s

administration staff will be able to

advise you about the relevant pay

and allowances available. RNR, RMR

and RAuxAF units may also mobilize

their UESOs as and when required.

MOD and SaBRE publications

JSP 522 A guide for employers (SaBRE)

JSP 523 A Reservist’s guide to

employment issues (MOD) (pending

review)

JSP 532 Guidance for Reservists

returning to civilian employment

following a period of mobilized service

(MOD)

JSP 766 The Defence Directive on

Employer Support (MOD)

Exercise EXECUTIVE STRETCH leaflet

(SaBRE)

How we can help leaflet (SaBRE)

Please note that when ordering SaBRE

JSPs from the Defence Storage and

Distribution Centre Llangennech

(DSDC(L)) you should refer to them

as ‘sponsored publications’.

Employer Notification publications

Commanders’ guide

Pocket guide TA

Pocket guide RNR RMR

Pocket guide RAuxAF

Recruit briefing TA

Recruit briefing RNR RMR

Recruit briefing RAuxAF

People

The organisations and groups that are

directly involved in Employer

Support are listed and described in

Chapter 1: Employer Support.

Additional support available to you

comes from:

• your unit’s administrative staff,

who can help to create and

maintain records about Reservists’

employers;

• Reservists themselves, who, if they

are confident, knowledgeable and

articulate, will be the best people to

engage with their employers;

• the RSCD/RESO, with whom you

should share information;

• the CO, who should be actively

involved in Employer Support,

helping to boost your efforts; and

• the SaBRE Support Team, providing

publications and other publicity

material.
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Employer events

Meeting groups of employers and

engaging with them in social or

other, more formal, situations can be

an important way of building their

support for the Reserve Forces. Events

may, on the other hand, be a means

of thanking employers for their

support after a period of

mobilization.

Such events will be organised at a

regional level by the RSCD or RESO.

If you consider that it would be

valuable to hold an employer event

within your unit, funds may be

available from the RSCD, and the

application procedure is described

above under ‘Funds’. Experience has

shown that regional events are more

productive if they are attended by a

senior military figure (such as the

Chief of the Naval Staff, Chief of the

General Staff or Chief of the Air

Staff). It is important to plan very

carefully and canvass views widely

before deciding what sort of event to

hold. This will help ensure that it will

be of interest to employers and thus

be well attended.

Exercise EXECUTIVE STRETCH

Exercise EXECUTIVE STRETCH is an

Employer Support activity organised

and run at least once a year by

the Regional Forces Brigade

Headquarters. It is generally

coordinated by the RSCD and

delivered by selected Reserve units

from that area. It consists of teams

of civilian employees, ideally from

non-military backgrounds,

participating in a specially tailored

weekend exercise. The aim is to

offer them a variety of stimulating

challenges, and expose them to the

work and training of the Volunteer

Reserve Forces. The exercise should

be underpinned by a strong Employer

Support theme that ensures the

employees leave the event

understanding more about the needs

and benefits of Employer Support,

while at the same time having

enjoyed themselves in challenging

physical and mental situations. The

Exercise EXECUTIVE STRETCH SaBRE

leaflet on the CD-ROM gives you

more information.

Some Brigade areas run alternatives

to Exercise EXECUTIVE STRETCH to

further raise their Employer Support

profile with selected or specialised

groups of employers. Known as

Exercise BUSINESS CHALLENGE,

Exercise MEDICAL or CATERING

STRETCH or similar variants, they are

often shorter in duration (one day)

but have the same aim of introducing

and explaining Employer Support to

regional employees and their

management.
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Did you know..?

Mackie and Co Distillers Ltd allowed their Territorial Army employees

to be given full pay whilst on Annual Training... back in 1908!
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Case study … employer visit to a training weekend

Your Commanding Officer wants to invite 10 employers to visit one of your training
weekends later in the year. The weekend has an interesting, varied training programme
and is at a point in the training calendar where numbers attending training are
generally high. The CO thinks this will be a good opportunity for some employers to
come and see what your unit does in training and show them the valuable skills that
the Reservists develop as a result. You are tasked with making the arrangements for
the visit.

What would you do next?

Answer

• Make an initial assessment of the employers whom you wish to involve. They must be employers of
Reservists who have given permission for you to contact them. You should also seek a sensible mix of
‘supportive’, ‘unsupportive’ and ‘unknown’ employers. Brief the Reservists at the same time, to make
sure they plan to attend that particular training weekend.

• On behalf of the CO, write to the employers you have selected, inviting them to attend the training
weekend and explaining what they can expect to gain from the visit. Try to follow up the letter with
a phone call to encourage them to accept and to answer any questions they might have.

• If necessary, prepare a bid for funding and send it to your RESO (TA) or directly to the RSCD (RNR,
RMR and RAuxAF). Discuss the event with the RESO or RSCD to ensure it doesn’t clash with other
unit or regional Employer Support activities.

• Plan an itinerary for the visit and consider including a briefing on the unit’s role, the involvement
of its Reservists on operations and other relevant issues. Book use of unit assets (transport,
accommodation, briefing rooms, etc) and re-confirm the bookings nearer the time. Make sure that
those Reservists who will have contact with the employers throughout the weekend fully understand
the CO’s intention to invite them. You should also give them a general brief on current Employer
Support themes and issues.

• Update the CO on how your plans are developing and brief them on the itinerary for the visit.

• Send the employers a copy of the itinerary and details of anything they should bring (clothing,
equipment, etc).

• Make sure you look after the needs of the employers throughout the weekend and contact them the
following week to thank them for their participation and involvement.
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Chapter summary

• Training for your work as a UESO is the responsibility of the Chain

of Command.

• Training may include a series of regional seminars run by DRFC and

continuous briefings and seminars organised by your Chain of Command.

• The RSCD holds regional funds for Employer Support activity.

• The Chain of Command provides the infrastructure and physical
resources you need to carry out your day-to-day tasks as a UESO.

• There are a range of publications available to use as part of Employer

Support activity.

• Various individuals and organisations are directly involved in Employer

Support activity and are able to provide assistance to you in your role.

• Employer events can be an important way of engaging with employers and

developing their support. You will work with your RSCD or RESO to organise

these. Your CO may wish to organise events to thank employers after their

employees have been mobilized.

Action points

€ Talk to your CO and RSCD/RESO about ongoing UESO training.

€ Meet your CO to discuss allocation of time and priority of tasks
for Employer Support activity.

€ Discuss funding for additional unit Employer Support activity
with the RSCD/RESO.

€ Check that your unit holds sufficient stocks of SaBRE and EN
publications for briefing your Reservists. Ensure that the unit•s
administration staff know how to order more copies through
DSDC(L) (see under •Contacts• in Chapter 8).

€ Introduce yourself and your new role to unit staff and other key
external contacts.

€ Following the development of a unit Employer Support plan and
discussion with the RSCD/RESO, prepare an events calendar.

Test yourself

€ Whose responsibility is it to
provide you with resources
and training for day-to-day
Employer Support activity?

€ List some of the training
activity for UESOs.

€ Who holds the funds for
regional Employer
Support events?

€ Whose responsibility is it to
decide how much time is
required to carry out unit
Employer Support activity?

€ List the people who are able to
provide support to you for
Employer Support activity.





Information
you need





In this chapter

€ The principles of Employer Notification.

€ Why it has been introduced and when it took effect.

€ Your role in implementing Employer Notification at unit level.

Unit Employer Support Officers (UESOs) play a key role in your unit•s
implementation of Employer Notification. This chapter explains the
basics, tells you where to find out more and sets out your role in the
context of Employer Notification.

Chapter 5: Employer Notification
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Introduction

Since 1 April 2004, all members of

the Volunteer Reserve Forces have

been subject to a new procedure

called Employer Notification (EN).

A significant part of your role as a

UESO will be helping Reservists in

your unit understand how EN works

and how it will affect their

relationship with their employer.

This chapter provides you with all the

relevant tools and information you

need so that you can explain EN and

play your part in rolling it out.

What is Employer
Notification?

EN is an automatic system whereby

the Ministry of Defence (MOD) will

write directly to the employer of a

Reservist. This will ensure that they

know they employ a Reservist, and

understand, or know who to talk to

about, the related benefits, rights and

obligations.

It means that most Reservists will

have to tell their civilian employer

that they are in the Volunteer Reserve

Forces unless they have a very good

reason for not doing so.

Why has it been introduced?

Experience shows that the more

employers know about the

implications of employing a

Reservist, the more supportive they

are likely to be.

It is also unreasonable to expect

employers to support mobilized

employees if they didn’t previously

know that they were in the Volunteer

Reserve Forces. If an employer only

finds out that their employee is a

Reservist when that employee is

mobilized, they are likely to feel

deceived and angry. They also have

very little time to make contingency

plans or even familiarise themselves

with their rights and obligations.

When did it come into effect?

In the past, Reservists have been

required to declare their employment

status and, if they have one, give

details of their employer to their unit.

They have also been strongly

encouraged to give permission for the

MOD to write directly to their

employer.

Since 1 April 2004, nobody will be

allowed to join the Volunteer Reserve

Forces, or re-engage for a further

period of service, unless they give

permission for the MOD to write to

their employer.

How does it work?

After the Reservist has given

permission, you, on behalf of your

Commanding Officer (CO), will write

to their employer. There will be a

period of four weeks before the letter

is sent, in order to give the Reservist

the opportunity to speak to their

employer first.

The letter will tell the employer that

they employ a member of the

Volunteer Reserve Forces; about the

Reservist’s training and mobilization

obligations; about the Reservist’s

rights as an employee; and about the

employer’s rights and the financial

assistance available to them.

Follow-up letters will be sent at least

once a year to confirm that the

information held by the unit

is accurate.

A sample of the letter that will be

sent to employers, together with

other EN documents, can be found

on the CD-ROM.



How does it work for officers?

RNR, RMR, RAuxAF or TA officers,

who do not routinely re-engage, are

encouraged to agree to EN as quickly

as possible. On giving consent, there

will be a period of four weeks before

a letter is sent to their employer. The

Directorate of Reserve Forces and

Cadets (DRFC) instructed the Services

that, with effect from 1 April 2005,

unless a temporary waiver is in place

or an appeal against a waiver decision

is ongoing, consent to the EN process

applies to all Volunteer Reserve Forces

(VRF) officers from that date.

Therefore units are able to contact

the employers of VRF officers directly.

As with non-commissioned ranks,

should an officer be selected for call-

out, their employer will be contacted

as part of the mobilization process.

Can anyone appeal?

Anyone can apply for a temporary

waiver of up to 12 months if they

think they have a good reason for not

informing their employer. They also

have a right of appeal if their

application is turned down.

Whether or not a Reservist has a

waiver, their employer will still

be contacted directly if they

are mobilized.

Your role in Employer
Notification

Explaining Employer Notification at

sub-unit level

EN affects the Reservists in your unit

in a number of ways: some will

simply want to know what the unit

is going to send to their employer;

others will be worried that they could

lose their job if their employer finds

out they are a Reservist. It is your job

to guide them through the facts

about EN and to help them take the

best course of action.

A selection of materials has been

produced to communicate about EN.

These materials, entitled It’s time to

tell… are contained on the CD-ROM.

Use them to help you, or those who

brief on your behalf, get the relevant

facts across.
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Case study 1 … voluntary permission

Sergeant Ray Bridge has been in the RMR for five years.
He has participated in a lot of the training offered and
has always had a good relationship with his employer,
who has been keen to support his RMR work wherever
possible. Sgt Bridge has seen your EN presentation to
his unit and is happy to voluntarily accept the EN
process now, rather than wait another 12 months for
his formal eligibility ‘window’.

He approaches you during a training weekend and asks
how to complete this process.

What would you do next?

Answer

• Confirm with Sgt Bridge that he has ‘prepared the ground’ with
his employer’s named point of contact, by presenting them with
the relevant SaBRE publication and discussing his own
commitments to the RMR.

• Ensure Sgt Bridge signs the voluntary acceptance form (there is
a template on the CD-ROM) where he agrees on a date from
which the MOD (in practice the unit CO) can contact his
employer.

• Remind Sgt Bridge that he has a further four weeks to make his
employer aware that the MOD will now be writing to them.

• Record the details of his voluntary acceptance on your employer
database, confirming the contact details you have for his
employer are correct.

• Personalise the EN template letter accordingly and send to Sgt
Bridge’s employer once the ‘sufficient notice’ period of four
weeks has elapsed.



Briefing new recruits

EN will affect new recruits as soon

as they join the Volunteer Reserve

Forces. Other than in exceptional

circumstances, the MOD will contact

their employer at least four weeks

after they complete their initial

period of recruit training.

The new recruit’s training team or

commander may put them in touch

with you for more information about

EN. It is important that you make

them aware of the implications of EN

as soon as possible so that they can

take the appropriate action.

Reservists who re-engage

EN also applies to Reservists who

have re-engaged with the Volunteer

Reserve Forces on or after 1 April

2004. Until they re-engage, all

existing Reservists will still have the

right to deny the MOD permission

to contact their employer.

In most cases it will be your job to

remind Reservists when they

re-engage about the implications of

EN. And the fact that, by re-engaging,

it automatically applies to them.

Don•t simply assume

Even after this period of transition,

the MOD will be able to routinely

contact the employers of some

Reservists, but not others. Contacting

the employer of a Reservist who

has not given permission could

strain their relationship with their

employer and compromise your

position as UESO.

Before you contact the
employer of any Reservist, it
is important at all times that
you are sure they have given
permission for you to do so.

Voluntary permission

Reservists who are not yet due to

re-engage, and are not yet obliged

to give permission, are still strongly

encouraged to do so. It falls to you

to encourage the latter group to

voluntarily give their permission in

writing. (See diagram: ‘Contacting

employers – a process’, Chapter 3.)

It is important that you record

accurately and formally that

Reservists have voluntarily given

permission for the MOD to contact

their employer.

There is a template form on the CD-

ROM that you can use or adapt to

record when voluntary permission

has been given.

Dealing with waiver applications

All Reservists will have the right to

apply for a temporary waiver

(12 months’ maximum delay) if they

think there is a good reason why

the MOD should not contact their

employer. They should apply in

writing to your CO, giving as much

detail as possible as to why they

require a temporary waiver.

It will be part of your role, working

with the CO, to deal with the

applications and to approve or deny

a temporary waiver.
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Case study 2 … application for waiver

Julie Dalkin, an RAuxAF Corporal in your unit, is an
events manager for a hotel chain owned by an Iraqi
national. Her bosses have been vocal in their opposition
to the military action in the Gulf and don’t know that
she is a Reservist. Julie has only been working for the
hotel chain for a year and because of the situation in
Iraq would like more time to talk to her employers
before the MOD writes as part of EN. Julie writes to the
CO to request a 12-month waiver from EN.

What would you do next?

Answer

• CO discusses the situation with you and agrees that the waiver
is acceptable.

• You contact Julie to explain that the waiver has been granted
for the full 12 months. You add that you will contact her to
review the situation after 6 months to see if her situation at
work has changed, and explain that the waiver can be revoked
at her request before the 12 months is complete, if that is
appropriate.
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Chapter summary

• EN is a system under which the MOD will write directly to the
employer of a Reservist.

• All Reservists who have joined or re-engaged since 1 April 2004 are

required to give permission for the MOD to write to their employer.

• Since April 2005 all VRF officers have been subject to EN, unless they have

a waiver application or appeal outstanding.

• The more that employers know in advance about the implications of

employing a Reservist, the more supportive they are likely to be.

• A small number of Reservists are exempt from EN.

• Any Reservist can apply for a temporary waiver if they think they have a

good reason for not informing their employer.

• It is part of your role as UESO to make sure that all Reservists and new
recruits in your unit are briefed about EN.

Action points

€ Read and understand EN publications.

€ Introduce procedure for waiver applications.

€ Establish a schedule of routine EN briefings and ensure your
Reservists have attended.

€ Develop a form for recording when Reservists give voluntary
permission (template form on the CD-ROM in this guide).

€ Establish and maintain an accurate database of Reservists
who have given voluntary permission for the unit to contact
their employer.

Test yourself

€ Describe what EN is in
one sentence.

€ Give at least one reason why
EN has been introduced.

€ When was EN introduced?

€ At which point does a
Reservist become directly
affected by EN?

€ Under which circumstances
can the MOD routinely contact
a Reservist•s employer?

€ How often will the unit write
to a Reservist•s employer
under EN?

€ Describe the EN waiver
process.



In this chapter

€ About mobilization.

€ Selection for mobilization.

€ Mobilization timelines.

€ How the law applies to Reservists and employers.

€ The mobilization, demobilization and return-to-work processes
explained.

Issues relating to mobilization may form a significant part of your
work as the Unit Employer Support Officer (UESO). This chapter
provides you with the background knowledge about how mobilization
works and gives you an insight into where you might be expected
to play a part.

Chapter 6: Mobilization
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About mobilization

Legally, all mobilization is

compulsory. However, in most cases

the Armed Forces currently use a

process known as ‘intelligent

selection’ to identify Reservists for

call-out. This is the process of

identifying willing and available

individuals for specific appointments.

It includes dialogue between the

Reservist and their employer and the

Reservist and their unit to determine

whether they are willing and

available to be mobilized.

The terminology used to describe

mobilization is constrained by the

legal definitions within the Reserve

Forces Act 1996. Under the terms of

the Act, mobilization requires the

issue of a compulsory call-out notice,

so technically all mobilizations are

compulsory, regardless of whether the

Reservist wishes to deploy or not.

This places an artificial constraint on

the terminology that is used and

therefore, recognising that all

mobilizations are, in theory,

compulsory, the most useful way of

expressing the distinction between

voluntary and compulsory

mobilizations is through the

willingness of the individual

to be mobilized.

• Compulsory mobilizees are those

individuals who are mobilized

without their consent having been

first gained, even if ‘intelligent

selection’ principles have been

applied.

• A voluntary mobilizee is a Reservist

who has volunteered for selection

for mobilization and who has

discussed this with his or her

employer.

The legal rights and obligations of

both the Reservist and their employer

are maintained whatever the nature

of the mobilization.

It is important that Reservists who

have been warned about possible

mobilization do not make special

preparations until they receive
their call-out order – it is always

possible that the decision to mobilize

them will not be carried out.

Rapid compulsory
mobilization for CCRF duties

The UK Government has formed

13 regional fast-response Civil

Contingency Reaction Forces (CCRFs)

to provide assistance in the aftermath

of a major terrorist attack or

catastrophic natural disaster.

The general advice for Reservists

selected for CCRF duty is to make

their employers aware of their

commitment as early as possible, and

to reach an advance agreement with

them on how short-notice

mobilization will be handled.

The CCRF will be deployed only

as an exceptional measure taken in

exceptional circumstances. Once the

order to mobilize is given by the

Government, individual Reservists

will be contacted, normally by

telephone, and ordered to report

to specific Reserve Forces Training

Centres, where they will undergo

a Rapid Compulsory Mobilization

process in accordance with the

Reserve Forces Act 1996. Most

members will be expected to report



within 24 hours although some key

personnel are at shorter notice to

move. In reporting for Rapid

Compulsory Mobilization, both the

employer and the Reservist would be

provided with the same degree of

protection and assistance as would be

the case during a normal compulsory

mobilization. Depending on the scale

of the incident, CCRF Reservists will

normally be away from their civilian

place of work for between 7 and 14

consecutive days, during which time

they will receive the relevant rates of

Service pay and allowances.

If called out, Reservists will be

encouraged to contact their employer

during the Rapid Compulsory

Mobilization process. If they are

unable to contact them before being

deployed to the actual incident, the

Regional CCRF Headquarters will take

over attempts to contact the

employer. However, it is likely that all

members of the CCRF will be severely

stretched and it is likely that the

employer will hear of the incident,

and the Government’s initial reaction

to it, from national and local media

before being contacted by the

Reservist or the Regional CCRF

Headquarters.

As mentioned above, employer rights

are exactly the same under Rapid

Compulsory Mobilization for CCRF

duties as they are for conventional

mobilization (see Chapter 3: Actions

and responsibilities). For example,

employers may apply for an

exemption from the mobilization of

their employee at any stage, although

it is anticipated that most employers

would wish strongly to support the

local or regional community in the

event of such an emergency. If an

employer wishes to apply for a

waiver, the UESO should take their

case to their Regional CCRF

Headquarters for consideration

by the Commanding Officer or the

Adjudication Officer.

The mobilization process

Selection

Voluntary mobilizees: self-selection.

Compulsory mobilizees: selection

according to service record, skills and

‘least risk’ of employer/individual

objections.

Timelines

Voluntary mobilizees: from

volunteering to reporting for

mobilization, 6–12 weeks.

Compulsory mobilizees: generally

from receiving call-out papers to

reporting for mobilization, normally

4 weeks minimum. However,

operational demands may mean that

on some occasions the notice period

is as short a few days.

The Army is examining a potential

notice period of up to 3 months if a

deployment becomes an enduring

commitment on the HQ LAND

Operational Commitments Plot.

Process and call-out

Mobilization is always confirmed

by the issuing of a call-out order

and supporting information (refer

to call-out packs for each Service

on the accompanying CD-ROM).
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How the law applies to the Reservist

and employer

The Reserve Forces Act 1996 provides

the legal basis under which

mobilization of Reservists can take

place (see Chapter 7: Legislation

that affects employers and Reservists,

and JSP 522).

Under the law, both Reservists and

employers are entitled to seek

exemption or deferral from

mobilization. These are detailed

in JSP 523, but in general terms,

the grounds for exemption and

deferral are:

• If the absence of the Reservist

would cause serious harm to

the business in which they

are employed.

• Primary parental or care

responsibilities.

• Engagement in education or

training.

• Working in a family-owned

business.

Under the terms of Statutory

Instrument 1997/307 (SI 1997/307),

a Service Adjudication Officer decides

whether an application for deferral or

exemption will be accepted. This is

done by balancing the needs of the

employer or Reservist against the

needs of the operation and the

specific duties for which the Reservist

has been called out.

Employers and Reservists also have

the right to appeal against the

Adjudication Officer’s decision if they

are dissatisfied with it. Appeals are

heard by the independent Reserve

Forces Appeals Tribunal.

As a UESO you may get involved in

applications for deferral or exemption

at the point at which legal

proceedings begin. While any

application or appeal is under way,

the Reservist is still bound by law to

continue to report for mobilization

and undergo any training, until a

determination is reached.

Mobilization and pre-deployment

training

For mobilized Reservists who are

deploying abroad, pre-deployment

training generally takes place at the

single Service Mobilization Centre

specified in their call-out pack.

The pre-deployment training process

includes:

1. Administration – pay, kit

and equipment, welfare

and medical

2. Refresher training/

low-level training

3. Training specific to

theatre of operation

4. Training specific

to function

During mobilization it is important

that, as the UESO, you get details of

what the Reservist is doing so that

you can explain the process to their

employer. It may be appropriate for

you to visit the Reservist while they

are still in the UK to identify any

new issues which may arise and,

if necessary, begin casework face

to face.

Deployment

Once your Reservist deploys overseas

(or even in the UK), the employer

should clearly understand what they

are going to do, where they are

deployed and how they can be

contacted while they are away. You

should maintain contact with the

employer to update them on these

issues should they change.
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2–8

weeks



Demobilization and return to work

Either on a set date, or during a set

period for that unit, the individual

is returned from their operational

theatre to a Demobilization Centre

for a basic reversal of the

mobilization process.

At this point you must remind

the Reservist of the reinstatement

process, which they must follow,

to ensure they can return to their

previous civilian employment. This

process is detailed in JSP 532 Guidance

for Reservists returning to civilian

employment following a period of

mobilized service.

Demobilization is followed by up to

eight weeks’ paid leave, while the

Reservist is still in the employment of

the Ministry of Defence (MOD). As

the UESO you need to maintain

communication with the employer to

explain the reinstatement process as

fully as possible and remind them of

their obligation to reinstate the

Reservist ‘on no less favourable terms’

under the Reserve Forces (Safeguard

of Employment) Act 1985.

If a Reservist in your unit becomes

involved in a protracted

reinstatement process, possibly

involving legal action or a

reinstatement committee, financial

assistance may be provided by the

Legal Services Commission (LSC).

Encourage them to speak to the LSC

and to read a copy of A practical guide

to Community Legal Service funding

by the Legal Services Commission,

April 2003 (see under ‘Contacts’ in

Chapter 8).
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Did you know..?

In order to influence employers• opinions on the Reserve Forces the

MOD has involved over 100 key regional and national employers in

visits to Bosnia since 1999.
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Chapter summary

• Intelligent mobilization or ‘steady state’ is the

system whereby Reservists can respond to a routine
trawl for volunteers. This was the standard approach

prior to Operation TELIC 1.

• Compulsory call-out has been introduced to meet

the need to mobilize large numbers of Reservists for

various operational theatres.

• CCRFs have been formed to provide support in the

event of any one of a number of major incidents. CCRF

Reservists are on very short notice for call-out.

• Under compulsory mobilization, candidates are selected

according to service record, skills and a calculation of

‘least risk’ of an objection from the employer or the

individual.

Action points

€ Read the relevant call-out pack
on the CD-ROM that
accompanies this guide.

€ Read and understand JSP 532
Guidance for Reservists
returning to civilian
employment following a
period of mobilized service .

€ Discuss an Employer Support
action plan on mobilization of
CCRF with CO and Regional
CCRF HQ.

€ Prepare or adapt the template
letter to employers, provided
on the CD-ROM that
accompanies this guide, which
you could use to introduce
yourself in the event of a call-
out notice being sent out to
one of your Reservists.

Test yourself

€ Describe the differences between intelligent and compulsory
mobilization.

€ What happens if an employer objects to a Reservist volunteering
for mobilization?

€ What are the main selection criteria for compulsory mobilization?

€ In principle, what is the minimum time between a Reservist
receiving compulsory call-out papers and their reporting
for mobilization?

€ Which legislation provides the legal basis under which mobilization
of Reservists can take place?

€ List the four main stages of the pre-deployment training process.

€ Typically, how long does the pre-deployment training process last?

€ Which publication describes the procedures that a Reservist
must follow to ensure reinstatement to work after a period
of mobilization?

€ Who provides financial advice to Reservists who become involved
in a protracted reinstatement process?

• The MOD aims to give employers a minimum of
four weeks’ notice of compulsory mobilization.

• Both employers and Reservists are entitled to apply for

exemption or deferral from mobilization.

• An Adjudication Officer decides whether to accept

applications for exemption or deferral.

• Employers and Reservists have a right to appeal against

the Adjudication Officer’s decision.

• The pre-deployment training process lasts between

two and twelve weeks.

• It is your role as the UESO to maintain communication

with both employer and Reservist during deployment,

demobilization and the return-to-work process.





In this chapter

€ A summary of the Reserve Forces Act 1996 (RFA 96).

€ A summary of the Reserve Forces (Safeguard of Employment) Act
1985 (SOE 85).

€ A summary of Statutory Instrument 1997/307 (SI 1997/307) … the
exemption and deferral regulations.

€ A summary of Statutory Instrument 2005/859 (SI 2005/859) … the
financial assistance regulations.

Use this chapter to familiarise yourself with the key elements of the
legislation that affects employers and Reservists. You can use it as a
handy reference if you face situations in your casework in which the
legislation is relevant. Copies of the full text of RFA 96, SOE 85 and
SI 2005/859 can be found on the CD-ROM.

Chapter 7: Legislation that affects
employers and Reservists
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The Reserve Forces Act 1996

Forms of Reserve Service

The Reserve Forces Act 1996 (RFA 96)

came into force on 1 April 1997.

It replaced the previous Reserve

Forces legislation (RFA 80) and

introduced new call-out powers,

new forms and categories of Reserve

Service and new safeguards for

Reservists and their employers.

The Act classifies who constitutes

the Reserve Forces from all three

Services and the different groups that

they fall into. The two groups with

which you will be most familiar are:

• Volunteer Reserve Forces –

essentially civilians who accept an

annual training commitment and a

liability to call-out for permanent

(‘mobilized’) service; and

• Regular Reserve Forces – essentially

ex-Regular personnel who, on

leaving the Regular Forces, retain

a liability to call-out.

Call-out

The introduction of RFA 96 widened

the framework for the calling-out of

the Reserve Forces by strengthening

call-out powers. Call-out can now be

authorised:

• by Her Majesty making an order

“if it appears to Her that national

danger is imminent or that a great

emergency has arisen; or in the

event of an actual or apprehended

attack on the UK” (Section 52);

• by the Secretary of State making

an order “if it appears to him that

warlike operations are in

preparation or progress”

(Section 54); and

• by the Secretary of State making an

order “if it appears to him that it is

necessary or desirable to use armed

forces on operations outside the

UK for the protection of life or

property; or on operations

anywhere in the world for the

alleviation of distress or the

preservation of life or property in

time of disaster or apprehended

disaster” (Section 56).

Safeguards for Reservists and

employers

RFA 96 also protects Reservists by

limiting the maximum obligatory

period of permanent service under

each of the call-out powers.

The limits take into account any

permanent service in a specified

period before the call-out.

The limits are:



• three years in any six, extendable

by Order of Her Majesty to five

years in any six, for call-out under

Section 52;

• twelve months in any three years,

extendable by order of Her Majesty

to two years in any three, for call-

out under Section 54; and

• nine months in any twenty-seven

months, with no provision for

extension, for call-out under

Section 56.

A Reservist may, in certain cases,

consent to extend their current

service beyond the obligatory

maximum period, for a period of up

to 12 months at a time. Failure to

comply with a call-out notice

may result in the Reservist being

charged with absence without leave

or desertion.

The effectiveness of the Reserve

Forces ultimately depends on the

visible, positive two-way relationship

between the Reservists themselves

and their employers. A volunteer,

who is willing, and confident that

they have their employer’s support,

will be effective and well motivated.

The importance of this relationship is

acknowledged in RFA 96 as there are

safeguards for both Reservists and

their employers. All of these

safeguards, which are outlined below,

are available whether the Reservist

volunteers to be considered for call-

out or is compulsorily mobilized by

their Service.

Statutory Instrument
1997/307 (SI 1997/307)

Deferral or exemption applications

by the Reservist

Under SI 1997/307, the Reservist has

a formal right to seek exemption

from, or deferral of, call-out or recall.

Grounds for exemption or deferral

include:

• special family circumstances,

particularly if the care of children

or the disabled is involved;

• interruption of a course of

education;

• possible harm to a family business;

or

• other reasons of a compassionate

nature.

Such an exemption or deferral would

be more likely to be granted in the

case of a humanitarian operation

than when the call-out arose because

the UK was under imminent threat.

Deferral or exemption applications

by the employer

Employers also have a right to apply

for the exemption or deferral of an

employee for call-out or recall.

Grounds for exemption or deferral

are that absence of the Reservist

would cause serious harm to the

business or undertaking in which

they are employed, or to a partner,

proprietor or employee of that

business or undertaking.

If an employer’s application for

exemption or deferral is granted, the

Reservist will not be able to change

that decision.

Claims, appeals and tribunals

Adjudication Officers have been

appointed in each Service to consider

claims made by Reservists or their

employers for financial assistance or

for deferral or exemption from call-

out. Reservists or their employers

who are unhappy with the decision

on their application can appeal to the

independent Reserve Forces Appeals

Tribunal. This has been established

under Part IX of the 1996 Act. It will

re-hear the application rather than

review the original decision. Details

are available from the Tribunals

Secretary, tel. 020 7218 6854.

Civilian employment protection

All Reservists who are called out or

recalled, whether it be under the

1980 Act or the 1996 Act, continue

to receive civilian employment

protection under the Reserve Forces

(Safeguard of Employment) Act 1985

and have the protection of the

Reserve and Auxiliary Forces

(Protection of Civil Interests)

Act 1951.
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Did you know..?

A 2002 survey of Reservists found that 36 per cent of those serving

in the Reserve Forces worked in the public sector.



Statutory Instrument
2005/859 (SI 2005/859)

Government regulations, known

as SI 2005/859, provide financial

support for Reservists who are

mobilized and their employers.

Following a detailed review and

revision process, SI 2005/859 came

into force on 14 April 2005 and

provides a more straightforward

and responsive financial assistance

process than its predecessor, Statutory

Instrument 1997/309.

The CD-ROM that accompanies this

guide contains electronic copies of SI

2005/859 in full (13 pages) and JSP

584, the leaflet published by the

Directorate of Reserve Forces and

Cadets (DRFC) to explain to Reservists

the provisions of SI 2005/859.

Financial assistance for Reservists

Loss of earnings – If a Reservist is

called out/recalled and their civilian

pay, including non-mobilized

Reservist pay, is higher than their pay

on permanent service, they can claim

the difference between the two. The

difference is calculated as a daily

amount, subject to an overall cap of

£548 per day (equivalent to around

£200,000 a year), and is not related

to Service rank. For those serving

as Medical Consultants the cap is

£822 per day (equivalent to around

£300,000 a year).

Loss of benefits in kind –

Reservists can also claim the cost of

replacing certain benefits in kind that

their employer suspends while they

are mobilized. These benefits in kind

include, but are not limited to, life

insurance, educational fees for

dependent children, health

insurance, accommodation and

company cars:

• Company cars – If a Reservist has

to return a company car while they

are mobilized, and that car was the

only car available for use by their

spouse, partner or dependants,

they can claim £10.70 per day

(equivalent to around £325 per

month).

The costs of all lost benefits in kind,

including those related to company

cars, are also subject to the cap of

£548 or £822 per day.

Additional expenses – Reservists

can claim for the following additional

expenses, which are not subject to

a cap:

• Costs for care of a dependent child.

• Costs for care of a dependent

relative who is ordinarily resident

with the Reservist.

• Costs for care of a pet, excluding

veterinary costs.

• Insurance for leaving their main

home empty.

• Essential maintenance of their

main home and garden.

Pension payments

If a Reservist is a member of an

occupational pension scheme

into which their employer made

contributions for the benefit of the

Reservist, their spouse or partner

or any dependants, and such

contributions are suspended by their

employer during the Reservist’s

mobilized service, and the Reservist

elects to stay in that scheme,

and they continue to pay any

contributions required of them, the

Reservist is entitled to apply to the

MOD for a continuation of those

contributions which their employer

would have made.

These payments are not subject to

a cap.

Self-employed Reservists –

A Reservist who is self-employed

may claim as a Reservist, an employer

(see below) or both.
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Financial assistance for employers

Additional costs – Employers can

claim for the additional costs, over

and above the Reservist’s relevant

earnings, associated with replacing an

employee who is mobilized. While the

Reservist is mobilized the employer

does not have to continue paying

them, and the MOD will not pay for

them to do so. The additional costs

they can claim are:

• overtime if they use existing

employees to cover the work

of the Reservist;

• salary increases of existing staff;

and

• the costs of hiring a temporary

replacement for the Reservist.

The claim for additional expenses

is subject to a cap of £110 per day

(equivalent to approximately £40,000

a year). The MOD will pay for every

day that the Reservist is mobilized on

permanent service, and will normally

make the payments each month.

Non-recurring costs – employers

can also claim for the following one-

off costs that they incur in replacing

an employee who has been

mobilized:

• Agency fees, if they use a

recruitment agency or employment

agency to find a temporary

replacement.

• Advertising costs, if they place a

recruitment advertisement by any

medium to find a temporary

replacement.

These payments are not subject to

a cap.

Training costs – employers can

claim if their Reservist employee

needs training to be able to carry out

their job properly when they return

to work after mobilization. In order

to make this claim they need to be

able to demonstrate that the Reservist

needs training directly as a result of

having been mobilized. The MOD

will not pay for training that they

would have carried out anyway.

There is no cap on the amount the

employer can claim for training but

they will have to provide evidence of

the costs and show that the Reservist

could not reach the required standard

by other means, such as workplace

experience.

Exemption from, or deferral of,

call-out/recall

If application of a cap or other rules

would cause financial hardship, the

Reservist and/or their employer may

apply for exemption from, or deferral

of, call-out/recall under SI 1997/307.

Protecting the value of payments

To avoid the value of the caps on the

payments to Reservists and employers

being eroded over time they will

be subject to annual review from

April 2006.

The Reserve Forces
(Safeguard of Employment)
Act 1985

Protection available

The Reserve Forces (Safeguard of

Employment) Act 1985 (SOE 85)

provides Reservists with employment

protection in two main areas:

• Pre-mobilization and routine

training – by making it unlawful

for an employer to terminate an

individual’s employment without

their consent, solely or mainly

because they have a liability to be

mobilized (Section 17). If convicted

(Section 18), an employer can be

ordered to make compensation

payments as well as having a

reinstatement application enforced

on them.

• Demobilization and post-

mobilization – the Act supports a

Reservist returning from a period

of mobilized service to return to

employment in a position where

they are on no less favourable

terms than they were prior to

mobilization (Section 1). If this

is not reasonable or practicable,

they are legally entitled to be

re-employed in alternative

employment whilst being given

the most favourable job and on

the most favourable terms and

conditions that are reasonable in

that particular case.

This latter process relies on the

Reservist applying for reinstatement

within set timeframes as part of a

formal process. There is nothing in

the Act to stop an employer from

terminating a Reservist’s employment

as they are called-out for operational

service, but the important element is

that the employer is legally obliged to

reinstate the Reservist following

demobilization and associated post-

tour leave. Reservists applying for

reinstatement must ensure the

guidance given in JSP 532 Guidance

for Reservists returning to civilian

employment following a period of

mobilized service is followed closely, as

the Act gives quite clear time limits

for a reinstatement application and

subsequent further action, including

an application to a Reinstatement

Committee.

If a Reservist believes that an

employer’s response to an application

for reinstatement does not suitably

meet the criteria above, they can

apply to an independent tribunal

in the form of a Reinstatement

Committee. These committees,

appointed by the Secretary of State

for Trade and Industry, have the

power to compel an employer to

reinstate an employee and/or order

the employer to pay compensation.

If the Reservist is not content with the

decision made by the Reinstatement

Committee, there is an appeals

process which must be entered

into immediately following the

Reinstatement Committee’s decision.
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Action





In this chapter

€ A personal action plan

€ Drafting a unit Employer Support plan

€ Templates

€ Contacts

€ Links

This chapter is designed to give you the tools to help you take
forward your work as the Unit Employer Support Officer (UESO).
It focuses on the action you need to take.

Chapter 8: Next steps
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A summary of the action
points

• Request an interview with the unit

Commanding Officer (CO) to get

an initial briefing on the direction

of unit Employer Support activity.

• Introduce yourself to the Regional

SaBRE Campaign Director

(RSCD)/Regional Employer Support

Officer (RESO) responsible for your

region/Brigade.

• Identify a suitable working area,

which includes access to a phone,

computer and printer, and basic

stationery.

• Prepare an Employer Support plan

and present to CO for approval.

• Establish how best to use the time

you have allocated to Employer

Support activities.

• Set up a database of Reservists’

employer details, identifying where

voluntary Employer Notification

(EN) permission has been given.

• Prepare an internal

communications plan and present

to CO for approval.

• Visit unit locations and speak to

unit administration staff about

recording employer details.

• Visit sub-unit locations (where

applicable) and brief relevant staff

required to carry out EN briefings.

• Talk to your CO and RSCD/RESO

about ongoing training.

• Check that your unit holds

sufficient stocks of SaBRE and EN

publications for issuing to

Reservists. Ensure that unit

administration staff know how

to order more copies through

DSDC (L) (see ‘Contacts’ later in

this chapter).

• Following development of a unit

Employer Support plan and

discussion with the RSCD/RESO,

prepare an events calendar.

• Introduce a procedure for EN

waiver applications.

• Establish a schedule of routine EN

briefings to capture all Reservists.

• Develop a form to help you record

when Reservists give voluntary

permission for EN.

• Prepare a template letter to

employers that you can use to

introduce yourself to employers in

the event of a call-out notice being

sent.



A personal action plan

This example of a personal action

plan is for your own use. Include the

key action points summarised below

and at the end of each chapter. You

can also develop your own following

discussions with the RSCD and/or

RESO, and your CO.
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SERIAL ACTION DATE START DATE COMPLETE KEY CONTACT REMARKS

(a) (b) (c) (d) (e) (f)

1 eg Request an interview 1 April ’XX 15 April ’XX CO
with the unit CO to get an
initial briefing on the 
direction of unit Employer
Support activity.

2

3

4



Templates

Writing to the employer of a

Reservist following the issue of a

call-out notice

The CD-ROM includes a draft letter

that the Unit Commander sends to

employers when one of their

Reservists gives permission to make

contact under the terms of EN.

As a UESO, you should use a similar
template letter, right, to contact the

employer of a Reservist after they

have been sent a call-out notice.

At this point, because the call-out

pack includes an employer element,

their employer will have been

notified of the mobilization, whether

or not the Reservist had given

permission for the Ministry of

Defence (MOD) to contact them

under EN. As a UESO, you should

contact the employer now, to

introduce yourself as the main

point of contact at your unit, and

to emphasise you are there to
help them understand the
call-out process.

As with all communications to

civilian employers, bear in mind that

they may have no knowledge of the

Armed Forces. Make sure the tone of

your letter reflects this and that you

keep military terminology to a

minimum.

Always include the following

information when you write to an

employer:

• Your name and rank (in full).

• The name of your unit (in full).

• The address of your unit (if not

clear from the letterhead).

• The name of the Reservist (using

first name and surname, no rank).

• Reference to the SaBRE website

(www.sabre.mod.uk).

• Your contact details and the offer

of further information should they

need it.

An electronic version of the letter can

be found on the CD-ROM.
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[Hand write salutation]

[INSERT NAME OF RESERVIST]

As you will be aware, one of your employees, [name of Reservist – first name,

surname, no rank], is a member of the [Royal Naval Reserves, Royal Marines

Reserve, Territorial Army, Royal Auxiliary Air Force] and has recently been

called up for a period of full-time service.

I am [rank (not abbreviated), first name, surname] and, as the Unit Employer

Support Officer for [full name of unit without abbreviations] I would like

you to contact me if you have any specific concerns or issues you would like

to discuss.

The employer element of the call-out pack that you will have received from

[insert name of Service personnel centre] explains that legislation exists to

provide safeguards for both Reservists and their employers at time of call-out

for mobilization. These include measures to cater for those circumstances

when absence from home or work would cause particular problems. Please

find enclosed a booklet A guide for employers, which I would ask you to read

as it includes information about your rights.

If you are planning to apply for exemption or deferral from the mobilization

please follow the procedure described in the call-out pack that you have

received. I would be grateful if you could contact me to let me know that

you are initiating the process so that I can give you more specialised advice

should you require it.

Whether or not you are planning to apply for an exemption or deferral,

please make me your first point of contact in the unit for questions about

the mobilization of [first name of Reservist].

You can also find more information about the issues that relate to

employing members of the Volunteer Reserve Forces on the Ministry of

Defence SaBRE (Supporting Britain’s Reservists and Employers) website,

www.sabre.mod.uk.

I look forward to hearing from you should you have any questions.

[Hand write yours sincerely and signature]

[Insert your first name and surname]

[Insert your rank in full, not abbreviated]



Voluntary permission to contact a

Reservist•s employer

Use the template opposite to record

when Reservists have given

permission, voluntary or otherwise,

for the unit to contact their employer

under EN (see Chapter 3: Actions and

responsibilities).

An electronic version of this form can

be found on the CD-ROM.
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I, [Reservist’s name], give permission for the MOD to contact my employer,

directly, from [insert date]. The nature of the contact will be to ensure that

my employer is aware of the associated benefits, obligations and rights

associated with employing a Reservist – and to provide information on

where to go for further advice.

[Reservist’s signature] [Date]

[Reservist’s first name, surname and rank]

[UESO’s signature] [Date]

[UESO’s first name, surname and rank]



Contacts

SaBRE Support Team

SaBRE

Floor 1, Zone D

St George’s Court

2–12 Bloomsbury Way

London WC1A 2SH

Tel: 0800 389 5459

Fax: 020 7305 3288

RSCD regional contact list

Highland

Ron Macgregor

Highland RFCA

Seathwood

365 Perth Road

Dundee DD2 1LX

Tel: 01382 668283

Fax: 01382 566442

Lowland

Robert Littlejohn

Lowland RFCA

60 Avenuepark Street

Glasgow G20 8LW

Tel: 0141 945 4951, Ext 211

Fax: 0141 945 4869

North of England

Arthur Charlton

North of England RFCA

53 Old Elvet

Durham DH1 3JJ

Tel: 0191 384 7202, Ext 202

Fax: 0191 384 0918

Yorkshire and the Humber

Sally Tulley

Yorkshire and the Humber RFCA

20 St George’s Place

York YO24 1DS

Tel: 01904 637929

Fax: 01904 622245

North West of England and the Isle

of Man

Ian Rankine

North West of England and Isle of

Man RFCA

Alexandra Court

28 Alexandra Drive

Liverpool L17 8YE

Tel: 0151 728 2069

Fax: 0151 727 8133

Wales

Gerry Blythe

Wales RFCA

Centre Block

Maindy Barracks

Cardiff CF14 3YE

Tel: 029 2037 5734

Fax: 029 2022 4828

West Midlands

Sylvia Parkin

West Midland RFCA

Tennal Grange

Tennal Road

Harborne

Birmingham B32 2HX

Tel: 0121 427 5221, Ext 242

Fax: 0121 427 8380

East Midlands

John Wilson

East Midlands RFCA

6 Clinton Terrace

Derby Road

Nottingham NG7 1LZ

Tel: 0115 947 6508, Ext 115

Fax: 0115 947 3406

South West

Alec Dunn

Wessex RFCA

Mount House

Mount Street

Taunton TA1 3QE

Tel: 01823 254571, Ext 110

Fax: 01823 259935

East Anglia

Richard Bradberry

East Anglia RFCA

250 Springfield Road

Chelmsford CM2 6BU

Tel: 01245 244817

Fax: 01245 492398

Greater London

Debbie Wilkinson

Greater London RFCA

Fulham House

87 Fulham High Street

London SW6 3JS

Tel: 020 7384 4676

Fax: 020 7384 4679

South East

Fleur Thomas

South East RFCA

Seely House

Shoe Lane

Aldershot GU11 2HJ

Tel: 01252 357624

Fax: 01252 357620

Northern Ireland

Athene Gordon

Northern Ireland RFCA

25 Windsor Park

Belfast BT9 6FR

Tel: 028 9066 4902

Fax: 028 9066 2809
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Employer Support-related

publications

The Defence Storage and Distribution

Centre, Llangennech (DSDC (L))

Mwrwg Road

Llangennech

Llanelli

Carmarthenshire SA14 8YP

Tel: 01554 820771 (Switchboard)

01554 822 + extension number

(either 5428 or 5329)

Fax: Civilian: 01554 822350

Military: 93584 5350

MOD Network: 9 3584 + extension

number (either 5428 or 5329)

email: formspubs@gtnet.gov.uk

NB: SaBRE branded publications are

known by DSDC (L) as ‘sponsored

publications’.

Chain of Command contacts

Royal Naval Reserve

RNR SO1 Employer Support

Tel: 02392 628752

email:

FLEET-CMREMPLOYERSPTSO1RNR

@mod.uk

Royal Marines Reserve

SO1 RMR – Lt Col Steve Newing RM

Tel: 9380 27652 (mil),

023 9254 7652 (civ)

email:

FLEET-CMROCRMRSO1@mod.uk

Army

Units should deal primarily with the

RESO at the regional Brigade HQ. The

contact is usually the S02 G1; if this

is not the case, contact the Brigade

Deputy Chief of Staff (DCOS) who

will identify the RESO to you.

If in doubt, contact HQ RF

S01 RFCA/Emp Sp –

Col Nigel Thursby (Retd) at HQ LAND

Tel: 9433 12842 (mil),

01722 436842 (civ)

Military email: Land RF – S01

RFCA/Emp  Sp

Civilian email:

nigel.thursby872@land.mod.uk

Royal Auxiliary Air Force

The Office of Inspector RAuxAF –

Gp Capt Bob Kemp RAuxAF

Tel: 95221 6435 (mil),

01494 496435 (civ)

Military email: INSPECTOR RAuxAF

SaBRE Support Team

Tel: 020 7305 3247 (civ)

Civilian email:

helpline@sabre.mod.uk

Links

Service websites

Royal Navy and Royal Marines

www.royal-navy.mod.uk

Army

www.army.mod.uk

Royal Air Force

www.raf.mod.uk

General websites

The SaBRE Campaign

www.sabre.mod.uk

Employer Notification

www.en.mod.uk

Her Majesty’s Stationery Office

(HMSO) www.opsi.gov.uk

The Office of Public Sector

Information/HMSO website allows

you to search all UK legislation,

including Acts of Parliament,

Statutory Instruments and

Explanatory Notes.

British Forces Post Office (BFPO)

www.bfpo.org.uk

The BFPO website provides

information on the different postal

services (bluey, e-bluey) available, to

keep in touch with Reservists who

have been mobilized and deployed

overseas.

The Citizens Advice Bureau (CAB)

www.citizensadvice.org.uk

The CAB is an organisation that gives

free, confidential, impartial and

independent advice on a wide range

of subjects, including debt, benefits,

housing and legal matters, and

employment, immigration and

consumer issues.

Community Legal Service

www.legalservices.gov.uk

The Legal Services Commission (LSC)

is an executive non-departmental

public body, created under the Access

to Justice Act 1999, to replace the

Legal Aid Board. The website contains

information on how the LSC works,

how to find legal assistance,

application details, and case history

examples.

The Scottish Legal Aid Board

www.slab.org.uk

The Scottish Legal Aid Board is

responsible for managing legal aid in

Scotland. The website provides

information for the public and legal

profession about legal aid and the

Scottish Legal Aid Board.

Operational websites

www.nato.int/kfor/welcome.html

www.nato.int/sfor/index.htm

www.operations.mod.uk/telic/index.

htm

RFCA websites

www.reserve-forces-london.org.uk

www.reserve-forces-eastmidlands.org/

www.rfca.org.uk

www.rfca-wales.org.uk

www.tawessex.org.uk

www.reserve-forces-anglia.org/

www.nwrfca.org.uk

www.reserveforces-ne.org.uk/

www.rfca-yorkshire.org.uk

www.wm-reserves.co.uk

Other useful links can be found

on the CD-ROM.
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Chapter 9: Frequently asked questions
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Employer Support

Why are employers interested in

what their employees do in their

spare time?

The recent changes in the

Government’s approach to using

Reservists have meant that their role

alongside Regular Service personnel

has become more prominent. It is

important that employers are not

only made aware of their employees’

participation in training and how

that can benefit their workplace, but

also about that individual’s liability

for mobilization and the legal and

financial implications that brings.

So what exactly is Employer

Support?

Employer Support is defined as

activity which develops or sustains

the relationships between the Armed

Forces, Reserve Forces personnel and

their employers, so that employers

will support the Reservist’s release for

routine training and, where

necessary, mobilization.

Why are so many different

organisations involved in Employer

Support?

Employer Support responsibilities do

fall to a number of different people

and agencies, but following the

release of the DRFC Responsibilities

Paper in January 2004, each has a

clear remit for particular tasks. You

should ensure you read JSP 577

A short guide to resources available to

help with Employer Support, together

with Chapter 1 of this guide, as they

both explain who does what at

national, regional and local levels.

The SaBRE Campaign

What is the SaBRE Campaign?

SaBRE is a marketing and

communications campaign set up to

support and communicate the policy

laid out by the Directorate of Reserve

Forces and Cadets (DRFC) and to

encourage stronger links between

employers and Reservists.

What are the aims of the Campaign?

To make sure that the Armed Forces

get the Reservists they require, and

Reservists and employers the support

they need.

To build relationships between the

Reserve Forces and employers, based

on expertise and trust.

To raise awareness of how the various

skills and attributes acquired through

Reservist training can be a real asset

in any workplace.

How is the Campaign delivered?

SaBRE is a national campaign

delivered regionally. It works through

the SaBRE website, telephone

helpline, direct marketing and

publications, as well as targeting

print and broadcast media. SaBRE

also operates dedicated regional

teams – its network of Regional SaBRE

Campaign Directors (RSCDs) – to get

its messages across on the ground.

Which SaBRE publication should I

use to give information to

employers?

JSP 522 A guide for employers.

How will I know what the SaBRE

Campaign is doing in my area?

As a Unit Employer Support Officer

(UESO) you will be included in all

SaBRE direct mail activity, so you will

see what is being sent to employers as

and when it happens. You should

meet regularly with the RSCD

covering your area and they will

be able to update you on Regional

Employer Support activity. SaBRE

will also send via email information

specifically for UESOs. To register

for this service you should go to

www.e-bulletin.sabre.mod.uk

Does SaBRE have a publication

which describes Exercise

EXECUTIVE STRETCH?

Yes, the A5 flyer, Your employees will

work much better if they’ve spent the

weekend overdoing it, which is designed

to tell employers about this activity,

is included on the CD-ROM.

Is SaBRE there to resolve complex

Reservist issues that I am faced

with?

SaBRE cannot intervene in individual

cases where difficulties arise, but it

can provide guidance on who can

provide practical help.



Your role as the UESO

How much time am I expected to

devote to this work?

In the majority of units, your unit

Commanding Officer (CO) will

decide how your role is to be

delivered. The management of

funding for your post is a unit

funding issue.

Will I be required to spend a lot of

time visiting employers?

Although there may be a very

infrequent requirement to visit an

employer of one of your Reservists,

it is envisaged that the majority of

your time will be spent

communicating internally to your

unit members. You will be required

to maintain contact with employers

of Reservists in your unit but

primarily by letter and telephone.

Who is my primary source of funding

for unit Employer Support events?

If your unit wishes to run an

Employer Support activity which

requires funding, you will be

required to prepare a funding request

to justify your financial

requirements. If you are an Army

UESO, this is to be presented to your

Regional Employer Support Officer

(RESO), who will deal directly with

the relevant RSCD (as the holder

of regional funding). If you are a

Royal Naval Reserve, Royal Marines

Reserve or Royal Auxiliary Air Force

UESO, your funding request

should go directly to the RSCD for

consideration. Note that not all

requests for funding can or will

be met and you should carefully

consider the merits and benefits of

such an event before you apply.

If I am responsible for Employer

Support for my unit, am I able to

contact employers who do not

employ my Reservists?

No. Your remit is to maintain the

support of the employers of

Reservists in your unit. The RSCD

is responsible for opening dialogue

with new or prospective employers

as required by the SaBRE

Marketing Plan.

Do I have to understand all the legal

aspects of mobilization?

Not fully; however, the more you

read the information in this guide

and the more you answer questions

from your Reservists and your

employers, the more conversant

you will become with the detail.

Remember, you will be seen as an

authority on Employer Support

matters, but do not answer complex

questions without researching the

answers and seeking advice from

your Chain of Command.
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Mobilization

How will my Reservists know if they

are going to be called out?

In many cases the unit CO will speak

to the Reservist in advance to see

how they and their employer would

feel about compulsory call-out.

Despite all this, they should be

encouraged not to take any action

until the call-out letter arrives.

When should Reservists inform their

employer that they have received a

call-out order?

As soon as is practically possible.

There should be an element of the

call-out pack marked up for

employers. If there isn’t, they may

have already received a letter

outlining the information they need

to know.

A Reservist•s employer is applying

for exemption from compulsory

call-out but the Reservist really

wants to go … what can they do?

Employers, as well as Reservists, have

the right to present a case for

exemption or deferral from call-out –

unfortunately, the Reservist has no

right to influence this process. The

decision whether to accept the

application for exemption is taken

solely by an experienced Service

Adjudication Officer, based on the

facts presented by the employer.

How much notice will Reservists get

before they have to report to the

Mobilization Centre?

Although there is no statutory

minimum warning period, the

Services try to give Reservists as much

preparation time as possible before

they have to report for mobilization.

Four weeks is the current target and

this is being met in almost all cases.

Efforts will be made to extend this for

future mobilizations. However, if the

military situation is of an urgent

operational nature, only a few days

warning may be given.

What is the procedure for a

Reservist to get their job back when

they return to the UK, and how

should they approach their

employer?

As part of the demobilization process

each Reservist will be briefed on the

correct legal process involved in

formally applying for employment

reinstatement. JSP 532, Guidance for

Reservists returning to civilian

employment following a period of

mobilized service, is given to everyone

on demobilization – encourage

Reservists to read it carefully. A

Reservist’s former employer is legally

obliged to take them back into

employment following the end of

their post-tour leave. To ensure the

correct legal process is followed, you

should strongly encourage all your

demobilizing Reservists to write to

their employer as soon as possible

following demobilization, indicating

when they will be available for work.

They should consider making a

personal visit to their employer at

this time and should be told in no

uncertain terms that they should seek

assistance from you and the Chain of

Command as soon as they encounter

any difficulties with their

reinstatement application. There

should be no need for you, as UESO,

to visit unless a written request for

reinstatement has run into problems.

A Reservist has returned from

mobilized service and their

employer has told them that

there is no longer a job for them.

What should they do and how do

I become involved?

The Reserve Forces (Safeguard of

Employment) Act 1985 (SOE 85)

provides protection for Reservists by

making it unlawful for an employer

to terminate an individual’s

employment without their consent,

solely or mainly because they have a

liability to be mobilized. The Act

gives a mobilized Reservist the right

to be re-employed by their former

employer after demobilization. This

is, however, subject to the Reservist

making an application for

reinstatement in due time, and the

continued unchanged existence of

their previous employing

organisation.

The Reservist must follow the

procedure outlined in JSP 532

Guidance for Reservists returning to

civilian employment following a period

of mobilized service. It is very

important that you ensure your

Reservists follow the guidelines

carefully and apply within the time

limits. If you wish to discuss your

situation further you can do so by

calling the SaBRE helpline on

0800 389 5459.
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Did you know..?

The training provided to individuals by the Reserve Forces would

cost an employer an average of £9,152 to purchase from

commercial sources.



A Reservist has returned from

mobilized service and would like to

return to work during their post-tour

leave. Is that allowed?

A demobilized Reservist is allowed to

return to civilian employment during

their period of post-tour leave but

must provide their employer with

written permission from the Unit

Commander. The aim of the letter

is to prove to the employer that the

Reservist is ready to return to work

early and is not in need of rest.

Employer Notification

What is Employer Notification?

Reservists are already required to

declare their employment status and,

if they have one, provide details of

their employer to their unit. They

are now strongly encouraged to give

permission for the MOD to write

directly to their employer to tell them

that they are in the Volunteer Reserve

Forces. Employer Notification is the

automatic communication to an

employer by the MOD that a

Reservist is in the Volunteer Reserve

Forces so that they are aware of

their rights under the Reserve Forces

Act 1996.

Do Reservists have to give their

permission?

Not necessarily straight away but

granting permission for their

employer to be contacted is a

compulsory requirement for anyone

joining the Volunteer Reserve Forces

or re-engaging since 1 April 2004.

Why does an employer have to

know that they employ a Reservist?

Experience shows that the more

employers know not only about the

benefits but also about the rights

and obligations which come with

employing a Reservist, the more

supportive they are likely to be.

It is also unreasonable to expect

employers to support mobilized

employees if they didn’t previously

know that they were in the Volunteer

Reserve Forces. As well as leaving

employers feeling deceived, it also

means that they are unable to make

any contingency plans in advance or

even familiarise themselves with their

rights and obligations.

Can my Reservists avoid telling their

employer?

A Reservist can apply for a temporary

waiver if they think they have a good

reason for not informing their

employer, and they have a right of

appeal if their application is turned

down. You, the CO or administrative

staff can advise Reservists on how to

apply for a waiver. If they are

mobilised, the MOD must contact

their employer, irrespective of any

waiver, so that the employer can

exercise their legal rights under the

Reserve Forces Act 1996 if they

wish to.
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How do my Reservists go about

telling their employers?

They need to do their homework

first. They should find out whether

their employer has any policies in

place relating to the Volunteer

Reserve Forces or other similar

activities. Also, they should make

sure they know about their rights and

those of their employer. You can

advise the Reservist about these and

encourage them to visit

www.sabre.mod.uk or

www.en.mod.uk

The Reservist can stress the benefits

that membership of the Volunteer

Reserve Forces brings in terms of new

skills and the development of

leadership, initiative and teamwork.

They should also explain about the

role of the Volunteer Reserve Forces,

including providing the Civil

Contingency Reaction Forces.

It is important that Reservists tell

their employers about SaBRE and

provide details of how they can find

out more information, such as the

website and SaBRE’s publications.

Finally, the Reservist should

remember that Britain’s Armed Forces

are widely respected and that being a

member of them should be

something of which they are proud.

What are a Reservist•s rights and

those of their employer?

In summary, Reservists are entitled to

receive their job back when they are

demobilized and their employer is

entitled to various forms of financial

support while they are away. Either

the Reservist or their employer can

apply for the mobilization to be

cancelled or delayed if they think

they have particularly good reasons.

Further details are available on the

SaBRE website www.sabre.mod.uk

Can a Reservist•s employer object to

their membership of the Volunteer

Reserve Forces?

Reservists have legal protection under

both general employment legislation

and legislation specifically relating to

the Volunteer Reserve Forces. It is

illegal for an employer to terminate a

Reservist’s employment because they

have a liability to be mobilized.

Reservists should check their civilian

employment contract. Many

contracts require employees to tell

their employer if they have a second

job. If a Reservist’s contract includes

this and they have not declared their

membership of the Volunteer Reserve

Forces, they are in breach of contract

and should discuss the situation with

their employer as soon as possible.

The MOD cannot condone any

breach of a contract of employment.

This situation does not provide

grounds for a waiver from Employer

Notification to be granted.

What will the MOD send to

employers?

After they have given permission, the

Unit Commander will write to the

Reservist’s employer, explaining that

they are a member of the Volunteer

Reserve Forces and have liabilities for

training and mobilization. The letter

will also summarise the employer’s

rights and obligations, and the

benefits of employing a member of

the Volunteer Reserve Forces, and will

usually be accompanied by a printed

SaBRE brochure. An example letter

can be found on the CD-ROM.

What happens if some Reservists in

my unit don•t have an employer?

They are still required to tell the unit

what their employment status is

(student, unemployed, self-employed,

etc) and they may be asked for

evidence to support this. If their

status changes they must inform

the unit straight away.

What happens if a Reservist has a

short-term contract?

If the contract is for six months

or less, a Reservist’s employer

will not be contacted unless they

are mobilized.
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CCRF Civil Contingency Reaction Forces

CO Commanding Officer

DRFC Directorate of Reserve Forces and Cadets

DSDC (L) The Defence Storage and Distribution Centre, Llangennech

EC Emergency Contact (new title for •next of kin•)

EN Employer Notification

JSP Joint Services Publication

MOD Ministry of Defence

NEAB The National Employer Advisory Board

NOTICAS Procedure for notifying an Emergency Contact in the event

of a casualty

RAuxAF Royal Auxiliary Air Force

RESO Regional Employer Support Officer

RFA 96 The Reserve Forces Act 1996

RFCA Reserve Forces and Cadets Associations

RMR Royal Marines Reserve

RNR Royal Naval Reserve

RSCD Regional SaBRE Campaign Director

SaBRE Supporting Britain•s Reservists and Employers

SI 1997/307 Statutory Instrument 1997/307, Exemptions from Call-out/Recall

SI 2005/859 Statutory Instrument 2005/859, Financial Assistance

SOE 85 The Reserve Forces (Safeguard of Employment) Act 1985

TA Territorial Army

TELIC Name under which UK military operations in Iraq are conducted

UESO Unit Employer Support Officer

VRF Volunteer Reserve Forces

Glossary
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