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5. DISABILITY

5.1 Employment in the Armed Forces is specifically excluded from the scope of Part IT (the employment
provisions) of the Disability Discrimination Act (DDA) by s.64(7) of that Act. The Commission believes
that this blanket exemption is unnecessary and that the Act provides sufficient scope for sensible application
in the Armed Forces, allowing justification of less favourable treatment where, for example, health and
safety might be compromised.

5.2 The exemption mentioned in 5.1 above does not mean that disability-related issues are irrelevant,
particularly given the need to retain and redeploy highly trained and skilled service personnel who have
become disabled in the course of their duties. Equally, members of the Armed Forces may have partners or
children who are disabled so for example, the design and maintenance of housing is highly relevant.

5.3 The MoD and Armed Forces are not exempt from the other provisions of the DDA. In particular,
the DDA applies to the MoD in relation to civilian employees and applies to the MoD as a public authority
and the Armed Forces as service providers and managers of premises.

6. SEXUAL ORIENTATION, RELIGION OR BELIEF AND AGE

6.1 The Commission has more limited information about the factors currently affecting the recruitment
and retention in the Armed Forces of service personnel who are homosexual, of particular religions or beliefs
or whose age differs from that of other service personnel or potential recruits. The main reasons for this
limited information are:

6.1.1 Discrimination in employment on these grounds has been unlawful only since 2003 in the case of
sexual orientation and religion or belief, and 2006 in the case of age. As yet there is not a body of case law
equivalent to that in relation to race and gender in particular which would assist in highlighting particular
issues of concern.

6.1.2 Prior to the creation of the Commission on 1 October 2007, there was no equivalent statutory body
with a duty to ensure the elimination of discrimination on the grounds of sexual orientation, religion or
belief or age. The Commission has not inherited a body of knowledge and experience such as it did from
the EOC, CRE and DRC in relation to gender, race and disability.

6.1.3 In the case of sexual orientation discrimination, the Armed Forces’ prior policy of requiring
homosexual service personnel to leave the Forces meant that there was no need for the Forces to seek to
identify and address the issues facing gay men and lesbians in the Armed Forces.

6.2 Until further work is done it is difficult for the Commission to provide categorical evidence on the
full range of issues which may impact in particular on service personnel or potential recruits who are
homosexual, of particular religions or beliefs or whose age differs from that of other service personnel or
potential recruits

6.3 The Commission strongly believes, however, that the issue of harassment is one which affects gay men
and lesbians in the Armed Forces. That view is derived both from information provided by individuals who
have contacted the Commission and its predecessor bodies for assistance; cases in the public domain, such
as the high-profile case of Lance Bombardier Kerry Fletcher; and information included in the 2007
Servicewomen’s Survey.?

6.4 Although the situation is less clear cut, the Commission and its predecessor bodies are also aware of
cases of harassment which appear to be on grounds of religion.

31 March 2008

Memorandum from the British Medical Association

ABOUT THE BMA AND THE ARMED FORCES COMMITTEE

The British Medical Association (BMA) is an independent trade union and voluntary professional
association which represents doctors from all branches of medicine all over the UK. It has a total
membership of over 139,000.

The Armed Forces Committee was established by the BMA “To consider matters relating to the medical
branches of the armed forces and the medical branches of the reserve armed forces and so far as possible to
ensure that medical officers serving in the medical branches of the armed forces are not disadvantaged in
relation to their civilian counterparts”. The main focus of its work has traditionally been the production of
evidence to the Armed Forces Pay Review Body. The Committee also represents civilian doctors working
for the Defence Medical Services.

25 An example is cited at paras 12.2.3.7 of the 2007 Servicewomen’s report.
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INTRODUCTION

1. The Armed Forces Committee of the BMA very much welcomed the publication of the Defence
Committee’s report Medical care for the Armed Forces in February 2008 and would like to thank the
Committee for its support and the acknowledgement of the high standard and quality of clinical care
afforded to military personnel by doctors in the Defence Medical Services (DMS) both on the frontline and
in the UK.

2. We also welcome this inquiry into recruitment and retention as we are concerned that the
undermanning of fully trained consultants and GPs in the DMS deserves further consideration. Medical
care for the Armed Forces acknowledged the effect of increased operational tempo on DMS activity as well
as the need for an adequate pool of deployable personnel. Further to the evidence we submitted to the
Committee in May 2007:

— There remains a shortfall of 47% in fully trained, deployable doctors. The deficits in trained
strength are felt most in crucial specialties such as surgery (50% shortfall), general medicine (45%
shortfall), psychiatry (55% shortfall) and rehabilitation medicine (58% shortfall).

—  Fully trained doctors are needed for deployment. Retention problems occur largely at the stage
when doctors have completed their training and have fulfilled any return of service required. Thus,
although the training pipelines are full this will not necessarily address the problem of retention,
one cause of which is repeated deployment.

— Studies undertaken by the BMA in 2008% and the National Audit Office in 20062 show that the
effects of increased deployment such as overstretch, turbulence, separation from family and the
ability to plan a life outside work are all key drivers in decisions about whether to leave the service.

— Immediate consideration needs to be given to incentives to retain DMS doctors, such as better pay
that matches the recent benefits brought about by the new NHS GP and consultant contracts and
better and more flexible working conditions.

— Employer support for reservists is also vital at this time if we are to maintain a pool of deployable
personnel ready to relieve and support the DMS on operations.

MANNING LEVELS

3. DMS manning levels remain significantly below requirements at a time of exceptional high operational
activity. There is a shortfall of 36% against the total requirement for trained medical officers, with a 47%
shortfall of deployable trained doctors.

TABLE 1

SHORTFALL OF REQUIREMENT VS TRAINED STRENGTH FROM 1 APRIL 2005 THROUGH
TO 1 APRIL 2007%

Difference from

previous year’s

Requirement* Trained strength Shortfall trained strength

1 April 07 770 495%* 36% +5
1 April 06 780 490 37% +10
1 April 05 1,030 480 53% /

*Baseline requirement—manning training margin (MTM) not included

**Shows numbers of qualified doctors available. Not all will be deployable in their specialty as they may be
medically downgraded, working out of specialty or in Command and Staff. The number of officers who, as
of 1 April 07 were able to deploy in specialty is 407 with a shortfall, thus of 47%.

4. There are serious shortages in the deployable specialties crucial to the service, such as general surgery,
general medicine, psychiatry and rehabilitation medicine. (Table 2 shows the shortfall for key shortage
specialties across the three services at April 2007.)

2 Health Policy and Economic Research Unit, 2008, Survey of Defence Medical Services doctors-report- January.
BMA:London.

27 National Audit Office, 2006, Recruitment and Retention in the Armed Forces. London: The Stationery Office, p 23.

28 Data supplied by MoD. Manning figures as at 1 April 2007.
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TABLE 2

MANNING AND REQUIREMENT FIGURES IN THE KEY OPERATIONAL PINCH POINT
SPECIALTIES AT 1 APRIL 2007%

Shortfall
Specialty Requirement Trained strength No. %
Anaesthesia 97 46 51 53
General surgery 40 20 20 50
Emergency medicine 30 16 14 47
General medicine 29 16 13 45
Psychiatry 28 13 15 54
Rheumatology and rehabilitation 12 5 7 58
Neurosurgery 3 0 3 100
General medical practitioners 321 257 64 20

5. The Army in the UK alone spent £4.7 million on locums in 2006-07.3° This does not include any
overseas or operational commitments or locum costs incurred by the other two services. We believe this
reliance on civilian locums to cover the manpower deficit is a false economy and that long-term investment
is needed to redress the personnel shortfall. We also believe the dependence on civilian locums raises clinical
governance issues around the specialised care of military personnel.

6. While the Defence Committee in its report Medical care for the Armed Forces found the quality of
medical care of armed service personnel to be of the highest quality and second to none, the undermanning
of DMS doctors is a risk and a concern.

RETENTION

7. Retention of DMS doctors is key to redressing its problem of undermanning. Doctors who have
completed their training are needed for deployment. Increasing the numbers of doctors in training is not the
sole solution as many doctors leave once they have completed their training and fulfilled any return of service
required in order to pursue attractive careers outside the DMS.

8. In 2008, the BMA’s Health Policy and Economic Research Unit undertook a survey which shows that
almost two thirds of respondents planned to leave the DMS in the next five years.3! Among those
respondents who are not retiring at the end of a full commission, the main reasons for leaving the DMS
included family commitments and operational turbulence. 20-30% were dissatisfied with their degree of
separation from their families and the impact of this on family life and 25-28% had considered or would
consider leaving the services because of family and operational commitment/turbulence factors. DMS
doctors are involved in a high level of active service with respondents spending an average of 34 days on
deployment during the past year but with a range from 21 days for junior doctors to 51 days for GPs. The
average number of days spent on military activities other than deployment was around 36 days in 2007. As
many as 48% of respondents report that they were unable to take their full annual leave entitlement over
the past year.

9. The 2006 National Audit Office (NAO) study also found that separation from family and the impact
of a career in the services on family life and the ability to plan life outside of work were key drivers in the
decision to leave the services.’> Where the operational pinch-points were concerned there was “little or
insufficient trained strength to perform operational tasks while enabling guideline levels on the amount of
time away from home to be met”. While a degree of separation from home and family life is expected in the
services, substantial numbers of personnel have exceeded “harmony guidelines” within their respective
service on the maximum time personnel should spend away from home in order to sustain a reasonable
balance between time away and time at home.

10. The continued overstretch and increased operational tempo means that DMS medical officers in
specialties experiencing shortages will continue to face a high rate of deployment. This will, in turn, impact
on the retention of medical officers in these specialties.

11. While the undermanning of DMS personnel has not affected military medical care, the problems it
causes at this time of increased operational tempo can be seen to have an effect on morale and motivation
and thus on retention. Urgent consideration of how to break this vicious circle therefore needs to be given.

2 Data supplied by MoD. Manning figures as at 1 April 2007.

30 Cited in: A Joint Paper by DG Healthcare and DGCP. Proposals for a competency-based career structure for civilian medical
practitioners. 14 December 2007.

31 Health Policy and Economic Research Unit, 2008, Survey of Defence Medical Services doctors-report- January.
BMA:London.

32 National Audit Office, 2006, Recruitment and Retention in the Armed Forces. London: The Stationery Office, p 23.
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PAy AND CONDITIONS

12. Better pay, benefits and working conditions would clearly be incentives for doctors to remain in the
DMS. Our survey shows that 35-41% of respondents believed that pay and conditions are better in the NHS,
the private sector or an alternative career. A DMS GP, for instance, stands to earn an average of 9.6% less
than an NHS GP over the course of a career.??

13. 43% of respondents to the BMA 2008 survey were dissatisfied with the career development and career
prospects within the DMS. Fully trained DMS doctors are also an attractive prospect for NHS and other
employers.

14. Work/life balance is a key factor in retention and morale and better flexible and part-time working
opportunities are needed. The increasing feminisation of the medical profession means that the ability to
balance professional and domestic commitments are significant factors in morale and motivation.*
Doctors generally are also increasingly choosing career paths which allow greater flexibility and part-time
working and the ability to combine varied professional as well as domestic commitments and such
opportunities are more readily available in the NHS and outside the DMS.3

RESERVISTS

15. Asthe Defence Committee found in Medical care for the Armed Forces, reservists provide a vital role
and remain a fundamental element of operational planning, particularly at this time of increased operational
tempo. The deficit of deployable doctors makes the DMS ever more dependent on the contribution made
by reservists in the provision of care on the frontline as well as a relief for DMS doctors on deployment.

16. The reservist pool is finite and existing manpower shortages among the reserves will contribute to
overstretch in DMS support. The availability of reservists to fulfil their intended roles depends on successful
recruitment and consistent commitment to training.

17. There are two elements impacting on the morale and retention of reservists: the impact of active
service and the attitude of employers both in terms of operational deployment and the need for reservists
to meet their annual training requirement.

18. As we stated in our previous evidence to the Defence Committee, in the current climate of the NHS
economic and service delivery considerations are likely to influence employers’ views of doctors’
professional commitments. Consultants who are reservists may thus be perceived as an encumbrance and
a less preferable employment prospect than a consultant with no reserve liability. Non-reservist NHS GPs
are also likely to be preferable to employ unless existing partners are sympathetic to the concept of reserve
liability. NHS GP partnership agreements generally mention reserve liability and, for the practice, the need
to cover the absence of deployed colleagues can represent a major financial commitment. Reserve liability
may be considered a handicap and a disincentive to recruit. These situations are driven again by the medical
workforce shortage coupled with the severe lack of contingency capacity in most NHS organisations and
general practices.

19. The Department of Health (DH) reported to the Defence Committee that there had been no reports
of specific employer discrimination against reservists. Apart from a few isolated cases, we have found it
difficult to encourage those experiencing problems to come forward and therefore believe they would be
reluctant to access employment grievance procedures as suggested by the DH. We are concerned that
doctors may thus be more inclined to leave the reserve forces than to pursue formal complaints procedures
against their permanent employers.

20. We were pleased with the Defence Committee’s recommendation of raising awareness of the
contribution made by the reserve forces to the military and to society as a whole and believe that this should
be emphasised to employers. Employers should be encouraged to appreciate the benefits and added value
that can be gained from the additional skills and experience of doctors who have trained and been on active
deployment on operations in the reserves. For example, in hospital foyers in the USA, photographs of staff
who have served in the armed forces can be found on display. In the UK a change is needed in the culture
and attitude of UK employers from one of reluctance to one of celebration of their staff who volunteer to
train in order to provide medical care on the frontline. We would be happy to work together with the MoD,
the Department of Health and NHS Employers towards fostering a culture among employers of support
for reservists.

3 April 2008

33 British Medical Association and British Dental Association. Memorandum of evidence to the Armed Forces Pay Review
Body. January 2008.

34 Health Policy and Economic Research Unit, BMA Cohort Study of 1995 Medical Graduates, Tenth Report, June 2005.
BMA; London.

35 Health Policy and Economic Research Unit, BMA Tripartite Cohort Study of Doctors in the DMS, 2006, BMA: London.
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Memorandum from Stephen Wildridge

We have noticed an increase in personnel leaving the forces over the past five years. I would say that there
are several main reasons for this.

1. People in combat roles feel they could move into a position with less risk after doing a major
operational role for more money outside of the forces. They could look to move into different units than
being forced to sign off.

2. Ttis becoming common practise and not just within the forces that after three to five years people move
on to their next job to further their career.

3. This is coming from a more personal view that there should be more opportunity to move around
within the forces to different departments.

For example I was in the Signals and wasn’t happy with my trade but some seniors would not allow me
to change trades so I left. If when you were enquiring about signing off and were given a list of vacant
positions within the tri services you may change your mind about leaving and commit to a new contract and
new challenge. Although this may be expensive to keep retraining personnel into new sectors your retention
will improve and you will have more highly skilled personnel.

4. The food and accommodation on camps is not up to a suitable standard and although this might seem
an insignificant point, after time you start to feel that this isn’t good enough and you can do better especially
as you are paying for the food and accommodation out of your wages.

With regards to new recruits although the careers centre’s and special teams visiting schools and
universities are effective this can be seen to be a very bias approach. I have had many discussions with young
people with different backgrounds where I have encouraged them to join the forces and being an ex military
member they found it very encourage for them to see where I am now and for them to realise that it is an
excellent way to set you up for the future and teaches you excellent qualities that civilian employers want
to see. I would suggest that you put together an ex military recruitment team that visits schools, universities,
rugby clubs etc giving presentations and one to ones with those that are interested and give a completely
impartial advice on what the tri forces has to offer and the pros and cons of joining.

4 Ex Military
12 March 2008

Memorandum from Robin Short, Martin Kinsella and David J Walters

In oral evidence to the Defence Select Committee’s* inquiry into Recruitment and Retention in the
Armed Forces, a statement was a made which suggests the existence of a much higher level of PTSD than
has previously been admitted by MoD officials. We believe that the loss of personnel as a consequence of
mental health problems will have a significant impact on the long-term retention of military personnel.

Mr Jenkins, in the course of a question directed to Professor Strachan, made the following statement: “We
recently found in our report on the Annual Report and Accounts that the failure of the Army and the RAF
to achieve their Harmony Guidelines was unacceptable, so what can the Armed Forces do to improve
observance of the Harmony Guidelines?”

Professor Strachan replied, “They can do very little while they are under the operational pressures they
are under. One of the absurdities of the report is the expectation that Harmony Guidelines can be sustained”.

And Professor Dandeker added, “On Harmony Guidelines, I think there is some important contextual
information that needs to be remembered, which is that something between 13 and 20% of personnel are in
breach of Harmony Guidelines . . .. The second point is that the Harmony Guidelines, so far as our own
research is concerned, show that if you keep personnel within them their mental health does not suffer. It
does suffer if you go over those guidelines, so I think the point to recall is that the great majority are within
the Harmony Guidelines. I think that the Harmony Guidelines have been well constructed because the
evidence suggests that if you stay within them they do not suffer; if you go beyond them there is a 20-50%
likelihood that they will suffer in terms of PTSD.”

From the evidence offered by these two experts, we see that:
— The army and RAF have failed to meet harmony guidelines.
— There is little likelihood of achieving them with the present operational tempo.
— 13-20% of personnel are in breach of the harmony guidelines.
— 20-50% of those in breach of the guidelines suffer in terms of PTSD.

3 http://www.publications.parliament.uk/pa/cm200708/cmselect/cmdfence/ucd24-i/uc42402.htm Question 22
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According to the MoD factsheets 7,800 personnel are deployed in Afghanistan’” and a further 4,000 in
Irag?, amounting to a total of 11,800 personnel currently employed in theatre.

Army harmony guidelines state that individuals should not exceed 415 days of separated service in any
period of 30 months. At unit level, tour intervals should be no less than 24 months. So soldiers can be
deployed for a maximum of 5.5 months out of every 12. This means that 25,745 troops will need to be
deployed each year to ensure that the harmony guidelines are not exceeded.

Based upon Professor Dandeker’s evidence, it is possible to calculate the minimum and maximum rates
of PTSD that can be expected to arise from a required annual commitment of 25,475 service personnel
deployed to Afghanistan and Iraq.

— The minimum in breach of harmony guidelines is 13%, which equates to 3,347 soldiers.
— The maximum is 20%, equating to 5,149 soldiers.
— From this group, between 20% and 50% will suffer in terms of PTSD.

— So, the minimum number of British service personnel who can be expected to develop PTSD each
year is 669, while the maximum is 2,575.

In other words, at least 2.6% of British troops will develop PTSD, and in the worst case 10%. If we take
the average of the maximum and minimum values, 6.3% of personnel deployed to Afghanistan and Iraq can
be expected to develop PTSD. That equates to 1,605 new cases each year.

This figure is higher than the Kings College study* cited in the Journal of the Royal Society of Medicine,
which states that in a survey of 1,198 service personnel deployed in peacekeeping operations between 1991
and 2000, 3.6-5.5% developed PTSD. According to the NHS National Clinical Practice Guidelines for
PTSD* “the risk of developing PTSD after a traumatic event is 8.1% for men and 20.4% for women”.

The US National Centre for PTSD reports “Numerous studies have since observed a dose-response
relationship between trauma severity and PTSD”#! and the American Journal of Psychiatry states “History
of any previous exposure to traumatic events was associated with a greater risk of PTSD from the index
trauma. Multiple previous events had a stronger effect than a single previous event”#2. So, the greater the
exposure to traumatic events, the greater the risk of developing PTSD. With 270 British fatalities since 2002
and the high intensity of the operations in Iraq and Afghanistan, the exposure to human death and life
threatening experiences is much higher than would be experienced in a peacekeeping operation.

Although we are not aware of any research into the root cause of premature voluntary release from the
services, there is a strong indication from amongst the PTSD casualties we have contacted that the onset of
PTSD symptoms prompts them to leave the service, or at least not re-engage to complete a full career. Given
military training, it is reasonable to deduce that a decision to seek voluntary release is derived from a sense
of failure, or shame, when service personnel realise they are unable to self-manage their symptoms (generally
through alcohol and other substance abuse); these feelings are exacerbated by the knowledge that they
cannot fulfil their operational obligations to their comrades.

This then leads to a vicious circle—more personnel leave the service, which requires more frequent
deployments for those who remain, placing more personnel outside the harmony guidelines and increasing
their exposure to traumatic events. This in turn increases the probability of developing PTSD. So more
choose to leave the service; thus the cycle continues.

Whether the actual figure for those with PTSD amounts to 3.6%, 5.5%, 6.3% or 8.1%, the lowest figure
is still much higher than the 1:3,000 (0.033%) of personnel diagnosed as suffering from PTSD during the
second quarter of 2007, according to statistics provided by the Defence Analytical Service Agency. We
believe that the DFSA figure lacks credibility because it does not include data on PTSD identified in those
who have left the armed forces. As has been indicated above, there is strong anecdotal evidence to suggest
that servicemen and women will seek voluntary release rather than admit they have PTSD symptoms. In
other words, the true level of PTSD is not picked up in DFSA statistics because sufferers leave the armed
forces before such a diagnosis can be made.

37
38

http://www.mod.uk/Defencelnternet/FactSheets/OperationsFactsheets/OperationsInAfghanistanBritishForces.htm

http://www.mod.uk/Defencelnternet/Templates/

Factsheet.aspx?NRMODE = Published&«kNRNODEGUID =%7bFO0BB1DF1-A9C7-4E17-96E7-B3301BO6E45F%7d &

NRORIGINALURL = %2fDefencelnternet’o2fFactSheets%2fOperationsFactsheets%2fOperations

InlragFactsandFigures%2ehtm&NRCACHEHINT = Guest#mc2

3 http://jrsm.rsmjournals.com/cgi/content/full/101/2/78?maxtoshow = &HITS = 10&hits = 10&RESULTFORMAT =
&titleabstract = PTSD&searchid = I &FIRSTINDEX = 0&resourcetype = HWCIT

40 National Clinical Practice Guideline Number 26 ISBN 1-904671-25-X

41 http://www.ncptsd.va.gov/nemain/nc_archives/rsch_qtly/V11N3.pdf?opm = 1&rr = rr201&srt = d&echorr = true

42 http://ajp.psychiatryonline.org/cgi/content/full/156/6/902

4 http://www.publications.parliament.uk/pa/cm200708/cmselect/cmdfence/327/327we27.htm Para 6

4 http://www.timesonline.co.uk/tol/

sitesearch.do?x = 0&y = 0&query = PTSD + Catherine + &hitsperpage = 10&nextOffset = 0&offset = 0&leftStartIndex =

1&leftEndIndex = 10&submitStatus = searchFormSubmitted&mode = simple&sectionld = 674 Para 22
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In evidence to the Defence Select Committee’s recent inquiry into Medical Care for the Armed Forces, we
stated® that military personnel tend to present with PTSD 1015 years after the exposure. A recent article in
The Times* on trauma suffered by war-zone journalists stated that there is an average of seven years
between the traumatic event and the onset of PTSD. After six years of intense operations in Iraq and
Afghanistan, Professor Dandeker’s figures suggest that the real number of service personnel and veterans
becoming PTSD casualties is already in the region of 9,630 and rising at a rate of over 1,500 each year. Even
if we assume a 50% margin for error, and that only 4,815 personnel have actually suffered from PTSD, the
consequent loss of trained servicemen and women is having a significant, detrimental affect both on
retention and on the operational capability of the armed forces. If these 4,815 personnel had been provided
with effective support and treatment for their PTSD the MoD would not now have to acknowledge:

— That the British infantry is 1,280 men short of full fighting strength.
— That operational battalions were deployed with a shortfall of up to 100 soldiers.

— That the predicted trained strength of 99,300 is under the required level of 101,855 (a shortfall of
2,555, which is less than the number lost to PTSD).

As has been previously identified*’ there is neither the capacity nor capability within the MoD or NHS
to handle the 10,000 new PTSD cases which can be expected to occur over the next five years*®. Ongoing
failure to address the real level of PTSD experienced by our service personnel will only place an ever-
increasing number outside the harmony guidelines, increasing susceptibility to becoming PTSD casualties
and further damaging retention and recruitment in the armed forces.

We believe, therefore, that the MoD needs to acknowledge the real rate of PTSD, as identified by
Professor Dandeker, which will certainly have a negative impact on the number of Armed Forces personnel
available for active service. The statistics supplied here clearly demonstrate that a failure on the part of the
MoD adequately to deal with the forthcoming PTSD bow wave will have a significant adverse affect on the
retention of military personnel.

3 May 2008

Memorandum from David Gee

1. Tam the author of Informed Choice: Armed Forces Recruitment Practice in the United Kingdom, which
was produced with financial assistance from the Joseph Rowntree Charitable Trust and released on 7
January 2008. The report assesses whether recruiters and recruitment materials enable potential enlistees to
make an informed choice about whether a forces career will suit them well. This is in view of the significant
risks, difficulties and legal obligations entailed in a forces career, as well as the many potential benefits that
it can bring.

2. The terms of reference for the Defence Committee’s inquiry focus on the significant practical
difficulties of achieving recruitment and retention targets. I hope the committee will also consider the ethical
questions involved, which are not only important in their own right but also have implications for the forces’
recruitment and retention goals.

3. The Informed Choice report shows that new forces recruits assume legal obligations, accept risks and
face ethical challenges that are unfamiliar in civilian careers. The report asserts that the state has a duty of
care to potential recruits that is not fulfilled as it should be: many recruits and their parents are not made
aware of the risks, difficulties and legal obligations before enlistment, for example.

4. Most forces personnel report being satisfied with their careers (although satisfaction rates are not as
high as in civilian life—see Informed Choice, pp.85-87). Dissatisfied personnel comprise approximately 17%
of soldiers, 21% of airmen/women and 22% of navy ratings, according to the most recently published MoD
Continuous Attitude Surveys (late 2006). The debilitating effects of job dissatisfaction are compounded by
the legal obligations that debar personnel from leaving for four years or more from the date they enlisted.
Informed Choice concludes that this long minimum term of service is the most serious ethical deficiency in
armed forces recruitment and retention policy; it amounts to the forcible retention of personnel and would
be unlawful in any other career.

5. Besides its ethical shortcomings, the minimum term of service may also be counter-productive. This is
for two reasons. First, the minimum term may put off many good, potential recruits from enlisting. At the
least, they may wonder why restrictive terms of service are necessary for a career that recruitment literature
describes as uniquely rewarding. Second, forcibly retained, dissatisfied recruits may adversely affect morale
and operational effectiveness while they wait to leave (the most recent MoD continuous attitude surveys

4 http://www.publications.parliament.uk/pa/cm200708/cmselect/cmdfence/327/327we27.htm Para 6

46 http://www.timesonline.co.uk/tol/
sitesearch.do?x = 0&y = 0&query = PTSD + Catherine + &hitsperpage = 10&nextOffset = 0&offset = 0&leftStartIndex =
1&leftEndIndex = 10&submitStatus = searchFormSubmitted&mode = simple&sectionld = 674 Para 22

47 http://www.publications.parliament.uk/pa/cm200708/cmselect/cmdfence/327/327we27.htm Para 28

4 http://www.publications.parliament.uk/pa/cm200708/cmselect/cmdfence/327/7061201.htm Questions 48 and 96
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found that 21% of soldiers and 24% of navy ratings wanted to leave; no equivalent data are available for
the air force). Your predecessor committee’s Duty of Care report of 2005 agreed, criticising recruits’ legal
obligations as “unnecessarily restrictive” and “counter productive”. (Duty of Care, pp.53, 54).

6. Besides the restrictive terms of service, Informed Choice identified four further ethical deficiencies in
armed forces recruitment practice in the UK, any one of which amounts to negligence in the state’s duty of
care to potential recruits. Recruitment literature and the application process:

a. largely fail to inform potential recruits of the serious personal risks that are peculiar to a forces
career;

b. often fail to explain clearly to potential recruits the complex terms of service, and fail to inform
recruits of certain further rights, privileges and restrictions, including the right of conscientious
objection to military service, the privilege of discretionary discharge for under-18s, and the
restrictions of civil liberties entailed in military law.

c. depend on large numbers of the socially and economically vulnerable joining as a last resort; and

capitalise on the impressionability of adolescents in order to attract large numbers of minors to a
forces career, especially in the army.

7. In its 2005 Duty of Care report (p.40), your predecessor committee called on the MoD to improve
information for potential recruits to ensure that they are aware of the commitment required of them. The
MoD accepted this in its formal response (p.4) but no significant changes appear to have been made. For
example, the Infantry Soldier brochure does not mention the terms of service at all and nowhere in any army
recruitment literature (as of 2007) are the terms of service properly spelt out. The literature’s occasional,
partial explanations of the terms of service often include inaccuracies (detailed in Informed Choice pp.36-37,
52-55). The Notice Paper for the army sets out the terms of service in more detail but this is not given to
recruits until late in the recruitment process and is extremely complicated and difficult to understand.

8. Forces recruitment literature describes itself as briefing potential recruits about what life in the forces
is really like. The Infantry Soldier brochure, for example, “[tries] to give you as much information as possible
on a career in the Infantry. . .”. However, army recruitment literature: does not describe military operations
realistically; avoids the words “risk” and “kill”; does not warn of the step-change from civilian life to the
military training regime; and does not explain the difficulties of forces life such as long periods of separation
from family and friends. This finding is supported by the Adult Learning Inspectorate’s reviews of all forces
training establishments in 2005 and 2007, which found that recruitment materials “sometimes mislead” and
do not portray forces life accurately (see Adult Learning Inspectorate, Safer Training (2005) and Better
Training (2007) reports). Recruiters are understandably concerned that information about the “down-sides”
of a forces career could put young people off enlisting. However, if this information were included in the
briefing materials, the forces would recruit better-prepared personnel, while those unsuitable for a forces
career would not join (only to leave during training or find themselves forcibly retained by their obligations).
This change could benefit recruitment and retention targets, better protect the moral rights of potential
recruits, and build public trust in the recruitment process.

9. Data obtained under the Freedom of Information Act show that the army discharged 2,775 soldiers
(non-officers) for “Service No Longer Required” (SNLR) in 2006; this means that more soldiers are being
discharged for SNLR than are being recruited at age 16 (2,005 16-year-old soldier recruits in the same year).
In 2006, the navy and air force each discharged only 75 non-officer personnel for SNLR. Officers in Army
Recruiting Group explained to me that the army discharges personnel who do not progress up the ranks
because personnel in their thirties are deemed unfit for front-line service (eg as an infantry rifleman). Senior
officers in the MoD contradicted this, claiming that the large SNLR figure is due to the many types of
discharge that SNLR includes (eg discharge for drug abuse, discretionary discharge etc.). The MoD’s
reasoning does not explain why similar numbers are not discharged from the navy and air force, however.
It seems possible that fit and motivated soldiers are being forcibly and needlessly discharged from the army.
This would evidently be detrimental to retention targets, add pressure to recruiters, and put personnel at
unnecessary risk of job insecurity.

10. The UK’s ratification of the Optional Protocol (OP) to the Convention on the Rights of the Child on
the Involvement of Children in Armed Conflict has significantly improved protection for minors entering a
forces career; however, recruitment of under-18s continues to put minors at risk. The policy is at odds with
the national age of majority, and notably at odds with minimum recruitment ages for the police, ambulance
and fire services (all set at 18 years). Minors recruited into the armed forces accept far-reaching legal
obligations and face significant ethical choices while deemed by the state to be insufficiently mature as
persons to vote, consume alcohol or nicotine, sign a contract or watch adult films. The armed forces’
dependence on under-18 recruitment cuts against the grain of a growing international consensus that minors
should not be recruited into the armed forces. This emerging consensus is reflected in the general EU trend
of increasing the minimum age of recruitment to 17 and 18 and phasing out conscription; the UK is the only
EU state to recruit 16 year-olds. Army recruiters have told me that they usually do not meet or phone the
parents of applicants to the armed forces, often because applicants do not want their parents involved; it is
difficult to see how parents who sign their child’s consent form but do not meet with recruiters can be
granting consent that is properly informed of the nature of military service and its legal obligations. The
Informed Choice report notes your predecessor committee’s recommendation to the MoD, made in the Duty
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of Care report, to “examine the potential impact of raising the recruitment age for all three Services to 18”
(Duty of Care, p.7). In its formal response (p.1), the MoD claimed that this was not a practical option but
it had not apparently conducted a study to support this position. The Informed Choice report indicates that
the sustainable, phasing-out of under-18 recruitment may be possible and suggests how it might be achieved
(see pp.25-26), beginning with measures to phase out 16-year old recruitment. The report recommends that
the MoD or a body such as the National Audit Office conduct a full feasibility study into this in accordance
with Duty of Care’s recommendation.

11. Finally, Informed Choice proposes a new Armed Forces Recruitment Charter, which would set out
recruiters’ responsibilities to potential recruits (eg to give honest and balanced information about forces
careers; to attempt to involve parents directly in the recruitment process where possible etc.). This would
codify best practice; it would improve public trust in the recruitment process, thereby benefiting recruitment;
it would better protect the position of potential recruits; it would help to ensure that new recruits were as
aware as possible of the nature of a forces career and so reduce early drop-outs; and it would help to enhance
the accountability of recruiters and the forces’ recruitment organisations. Minister for the Armed Forces
Bob Ainsworth MP, as well as senior officers in the MoD, have indicated an interest in this proposal.

6 May 2008

Supplementary memorandum from the Institute of Career Guidance

The results were collated from members responses received over the last month. Please note there were
no responses from Northern Ireland or South West England. Each section tables results from the regions
followed by a series of the key comments received.

How often are schools visited by the Armed Forces?

Frequently Rarely  Not at all
Scotland 70% 30% -
Wales - 100% -
North East England 100% - -
North West England - - 100%
Yorkshire & Humberside 67% 33% -
Eastern England 50% 50% -
West Midlands 50% 50% —
East Midlands 100% - -
London 60% — 40%
South England 37.5% 62.5% -
Channel Islands 100% - -

Comments
Scotland:

— Frequently—There are good communication links with the local Armed Forces Recruitment
Office and that, in conjunction with the GRFW Army Prep Course, may be one reason why the
Armed Forces do not see the need to visit schools on a more regular basis.

— Frequently—Attend any career events and career information parent evenings. School attend
Army career events usually held on annual basis. Also seem to have contact through Operation
Youth Advantage in co-ordination with community police in school—this involves one week
course giving taster of Army life for pupils at risk of criminality/ disengagement from school etc.

— Frequently—The Armed forces are almost always represented at annual schools careers
convention and occasionally visit for example to help with interview practice.

— Rarely—However this is more to do with the schools and not the Armed Forces.

— Rarely—A lot of local authorities do not allow Armed Forces to visit schools.

Eastern England:

— Frequently—A new link has recently been made and the Army are making links with school locally
via Connexions Personal Advisers, so this should be more frequent.
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West Midlands:

Frequently—But only at the invitation of the schools. I do 13-16 work in two secondary schools
in Shropshire. The local Shrewsbury AFCO is active in both these schools and their inputs are well
received and welcomed by pupils and the Head of Careers / Head of PSHE who both appreciate
the enormous help they give in filling parts of the school’s careers curriculum. Individuals from the
armed forces act as positive role models to young people in school, their professionalism, positive
attitude must impact in a positive way on young people. It is surprising, to say the least, that the
young men least likely to respond to the disciplined approach in school actively aspire to enter the
even more disciplined environment of the armed forces, and go on to flourish.

London:

Frequently—selective grammar school for boys. RAF and Army come once a year but are more
than happy to come more frequently.

Frequently—every year, relates to FE college in South London—student population mainly black
and ethnic minorities.

South England:

Rarely, this is my experience, but when they do come in, they are excellent. The Armed Forces also
run some exceptionally good outdoor/off school site activities and I have the backing of my school
to use them at any opportunity. When the Army come into school, they work with individuals or
groups. When working with any group or individual, they offer a non-threatening and informative
approach. The also offer some excellent offsite residential programmes, including the five-day
Insight course—a great alternative to “normal” work experience!

At least annually. All Services attend school careers event aimed at Y10 & Y11 students. Their
stands usually have very long queues though afterwards students often say it does not mean they
want to join, more that the stands and displays etc. are interesting. It does however sow a seed of
interest for the future.

Schools seem not to have time to allow students to access outside organisations during lesson
times. It also depends on the pro-activeness of the Careers Coordinator who is able to invite
employers and training providers to come into the school.

Rarely, but they are generally good at responding to requests to attend events.

Which branch of the Services appears to be most active in links with schools?

Army Navy  Air Force
Scotland 100% - -
Wales 100% - -
North East England 100% - -
North West England 100% - —
Yorkshire & Humberside 100% - -
Eastern England 100% - -
West Midlands 100% - -
East Midlands 100% - -
London 80% - 20%
South England 87.5% - 12.5%
Channel Islands - - 100%

Comments
Scotland:

Army, then Navy and Air Force.

The Army does seem to recruit more actively than the other services. This is in evidence at
recruitment fairs, higher education conventions, etc.

We hold a careers convention annually in my school and all three branches always attend.

We have run many types of careers fairs, jobs fairs etc and have invited the armed forces to take
part. We would normally check with the school that they are happy for the services to be part of
this (at least that is what we used to do when I was more involved and I presume we still do). Very
few schools said no to such visits.
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Y orkshire & Humberside:

— The Army clearly requires more recruits than the other services and is always keen to be involved
in any event. All three services are regular exhibitors at the annual careers fair run by Connexions,
and at other local events. They particularly welcome the opportunity to talk with parents.

West Midlands:

— We have inputs by all three branches, and enjoy good links with all three, but in my opinion the
branch with the most involvement currently is the Army, then the Royal Navy, and finally of
course the Air Force.

—  Weused to have regular visits from the Royal Navy but this seems to be very much dependent on
the link person. The Army are certainly more active with their links—in particular the TA who
had a very strong recruitment campaign recently. The TA seems to be in “competition” with the
Army for attending events.

London:
— Air force and army frequently visit.

— Army always, navy rarely, air force never, also had events from Royal Army Medical Corps (relate
to FE college in South London—student population mainly black and ethnic minorities).

South England:

— This is because there seems to be more interest in Army Careers by students and they contact
schools more frequently than the Navy or Air Force with their activities.

— Some students take up Army work experience offers in Y10. I don’t think they have done so with
other Navy or RAF. Also Army has a Careers Office in the neighbouring town whereas students
have to travel 15 miles or more to the Joint Services Centre.

Are visits more frequent than, say, five years ago?

Yes No Don’t Know
Scotland 10% 90% -
Wales - - 100%
North East England - 100% -
North West England - 100% -
Yorkshire & Humberside - 100% -
Eastern England - 50% 50%
West Midlands - 100% -
East Midlands 100% - -
London 40% 20% 40%
South England 37.5% 50% 12.5%
Channel Islands - 100% -

Comments
Scotland:

— T'have not worked in a school for just over two years but till then I did not see much of a change.

— In the past the Army visited local Opportunity Centres to advertise themselves but this has now
been stopped, partly due to poor uptake.

— They seem to be about the same.
Yorkshire & Humberside:

— Too many constraints on the curriculum make it difficult for schools to find the time to insert
presentations from outside agencies.

—  We see the Army most regularly; we have to request the RAF as they are so busy. I request the
Navy when a student asks me to.

West Midlands:
— No—but I think we have more effective links now than five years ago.

— No—1I think is because I do not actively encourage then to visit more regularly—they would if this
was permitted!
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How often are career advisers and teachers invited on familiarisation visits by the Armed Forces?

Frequently Rarely  Not at all
Scotland 50% 40% 10%
Wales - - 100%
North East England - — 100%
North West England 50% 50% -
Yorkshire & Humberside 33.33% 33.33% 33.33%
Eastern England - - 100%
West Midlands - 100% -
East Midlands 100% - -
London 50% 25% 25%
South England 50% 37.5% 12.5%
Channel Islands - 100% —

Comments
Scotland:

The Army offers visits, usually annually or bi-annually, for Careers Advisers. The service also
offers away days, etc for members of Activate Groups.

Invited to Army Careers event along with schools. Will often see stands from other forces too at
Jobs Fairs/ career events that Careers Scotland are involved with. Have also attended Navy events
on ship when in harbour- we are always invited when this is organised. Have not attended any
events from RAF- have mainly linked up with them at career events in school or at external
careers events.

I think they used to be more common

Yorkshire & Humberside:

The Connexions Agenda has meant that our company focuses on reducing NEETS and reaching
the hard to help. This is seen as more of a priority than attending visits to update our professional
knowledge.

I used to be asked frequently, but I am just too busy with my day job. These visits take two full
days.

Several years ago our careers service was one of those which signed a Memorandum of
Understanding with the forces. This was intended to link their recruitment process to our system
of advising and referring suitable and potential clients through a set of procedures. We did attempt
to follow these, but the local AFCO tended to discourage our advisers from doing any more than
“tell them to come down and see us”. Subsequently the forces may have felt that careers services
were not helping to solve their recruitment problems. Perhaps for this reason, and other issues of
logistics and cost, the invitations to military bases/camps/awareness days etc, dried up quite
abruptly. As the named link to the Forces, I still receive the odd invitation to road- shows and
publicity events, but the opportunities which the longer visits offered to actually speak with new
recruits at different stages of their initial training no longer seem to exist, which is a pity.

Eastern England:

Both the Army and the RAF have arranged a presentation to Connexions Personal Advisers
recently so communication has been approved.

West Midlands:

Rarely, however, that said when visits to military establishments have been arranged in the past
for pupils, teaching staff will of course attend with the pupils. Both my schools have enjoyed visits
to Portsmouth where the overnight stay on one of the naval training ships has been extremely well
received by all concerned. It is a shame that due to Government cut backs this sort of liaison
between the forces and the community no longer happens. I am sure that this will reduce / have
reduced the bond of trust, understanding and support that exists between the British military
personnel and ordinary members of the public.

London:

I have been invited to Sandhurst and an RAF three day selection. Not sure that I can justify all
this time off for this. They are very pro-active. Our head teacher attended a Sandhurst Selection
when considering whether to set up an Army training corps unit here. The latter did not happen
as it requires additional efforts from a teaching staff who already are heavily involved in school
fixtures and sport.



Ev 164 Defence Committee: Evidence

South England:
— We are not often in a position to go as the visits tend to get rationed out between us.

— The Army, in particular, visits Connexions Centre and attends Team Meetings. Occasional
visits offered.

— T attended an excellent RAF assessment exercise for potential recruits in July 2006.

— Normally the opportunity occurs annually however it is not practical for all staff to be able to
attend.

Is this more or less frequent than, say, five years ago?

Yes No Don’t Know
Scotland 30% 70% —
Wales - - 100%
North East England 100% - -
North West England 66.66% 33.33% -
Yorkshire & Humberside 100% - -
Eastern England - 50% 50%
West Midlands 50% 50% —
East Midlands - - 100%
London 40% 20% 40%
South England 50% 37.5% 12.5%
Channel Islands 100% - -
Comments
Scotland:
— Less Frequent—We use to get invites up to about 10 years ago but these seem to have dried up
altogether.
— Less Frequent—There used to be regular trips for careers advisers to Army, RAF and Navy bases.
North East England:
— Less Frequent.
North West England:
— Less frequent than five years ago.
Yorkshire & Humberside:
— All those that responded said—Iess frequent.
West Midlands:
— Less frequently in view of reductions in funding for this by Government.
South England:

— Less frequent I feel. Many years ago it was quite common for Careers Advisers to be offered visits
to Stations etc.

— More frequent.

— T'have not noticed any more or less recruiting. I invite career liaison officers into our school to talk
to interested young people about the armed forces. It is up to those young people to come to their
own personal decisions, based around discussions with family and careers interviews.

— Has been the same for the 10 years I have worked in careers.
Channel Islands:
— It is less frequent.
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Where do you think that young people get information about Armed Forces careers?

School Armed Parents Media Careers All
Forces & Adviser
Career Family
Team
Scotland - 40% 30% 30% 10% 50%
Wales - - - - - -
North East England - 50% - - 50% -
North West England - 33.33% 66.66% 33.33% 66.66% 33.33%
Yorkshire & Humberside - 100% 66.66% 33.33% 66.66% -
Eastern England - - - — 50% 50%
West Midlands - - - 50% - -
East Midlands - - 100% - - -
London — 40% 40% 40% 20% 40%
South England 25% 25% 50% 50% 37.5% 37.5%
Channel Islands - - - 50% 50% -
Comments
Scotland:

Many young people have forces connections through families and have gained a lot of information
from that. They will often have visited the Army Careers centre too before coming for interview.
I don’t get the impression that I am their first point of information about Army Careers but I will
always direct them to relevant websites, if they have not already accessed them.

Some young people have family links and gain information this way. They also gain information
from Schools Careers Conventions and the local Armed Forces Careers Office.

Many young people will get information from all these sources. Also they will get information
from Careers events like conventions and fairs etc. The cinema seems to be a favourite way as well
with high profile advertising.

The armed forces careers teams do a good job of advising young people about such careers. While
they are obviously keen to get any opportunity to engage with young people, the actual recruitment
process is a very lengthy one and there is no way that the armed services want to fool pupils into
thinking a career in the services has no element of danger (press ganging was abandoned in the
18th century I believe!). I think the recent spat in the media over armed forces recruiting is due to
some extreme comments from some teachers who seem to equate talking to people about a career
in the armed forces with propaganda and says more about their attitude to the armed forces that
about the reality of armed services recruitment. Careers Scotland staff can discuss armed services
careers with young people but would always refer them to the armed services careers teams if they
seriously want to consider such a career. As an organisation, we would not want to discriminate
against the services by not inviting them to careers / jobs fairs because they are an employer like
anyone else and should have the same opportunities to raise awareness of their careers as others.
Young people might be initially attracted by the glamour / excitement of armed forces recruitment
materials but it would be impossible for them to go through a recruitment process of several
months without being made aware of the realities of a career in the services.

All of the above. In addition, young people who are members of Army Cadet Forces frequently
report that the staff who run these groups encourage them to join the Army. This encouragement
seems to be less persistent in the Air Cadets. I can’t remember how many years it has been since
a youngster last told me that s/he was in the Sea Cadets.

All of the above. Careers Advisers will give information when requested but most will not be
proactive. Strongest influence is probably parents and family and tradition in certain parts of the
country to join the Armed Forces.

North East England:

A career in the armed forces has always been a popular option for school leaver in the North East.
Whilst there does not appear to be much change in the number of young people who are interested
the proportion of females to males has changed. There appears to have been an increase in the
number of females who are interested. It has also been noted that these young people are more
informed about the various career options available in the armed forces, with nursing being an
area of particular interest. The current operations in Iraq and Afghanistan are having an influence
although this appears not to be with young people themselves, but rather their parents and carers.
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North West England:

Careers resources eg in our library and also from tutors if studying a Public Services course.

Usually from a combination of sources but clients are referred to the Armed forces careers team
by advisers working in schools.

Parents and Family, then Schools, then Armed Forces Careers Teams, then Careers Advisers and
then Media.

Y orkshire & Humberside:

The majority of young people who want to join the Armed forces have parents and/or
grandparents who are in or who were in the Armed forces. This has been my experience through
conducting vocational guidance interviews.

Students who have family in the Forces are far more likely to want to join, and those who are
friends with these students can be a little interested. Our CCF is also a factor.

These are the approaches which are likely to engage directly with young people—whether via TV
advertising into their homes, or careers teams who set up stands and caravans in shopping
precincts where young people congregate. Schools have a variety of attitudes to the forces and will
act accordingly. Career Advisers will act in accordance with the principles of objective guidance;
but if working to Connexions contracts may be restricted as to who they see—though some of the
more disaffected may show an interest in military life, they may not be regarded as suitable.
Advisers also rely on the careers information supplied by the forces being up to date: if there is no
named link adviser, this may well not happen.

Eastern England:

The Army are now having a weekly surgery in the Connexions centre and the RAF are coming in
monthly.

West Midlands:

The three branches of the armed forces appear to have extremely smart / responsive web sites. In
particular I am aware of the “FAQ’s”, and “Army Careers Adviser on line service” sections on the
army web site. I personally do provide armed forces careers information when requested by young
people, and this is always well received. Local school’s have packs of information for their school’s
careers library, BUT under recent changes in the provision of IAG in schools the importance of
the careers library has been much reduced, (if not altogether removed), and I am not confident that
young people can easily access this information any longer. The careers professional, free to
exercise his / her professional judgement in the school context is able to promote a balanced and
realistic view of the armed forces with each young person they engage with. With careers guidance
provision currently diluted and subsumed by “Connexions”, “a social exclusion” and “child
protection” agenda the future outlook for impartial, professional careers guidance does not look
good. Young people get their IAG from a variety of sources at the times they need it. There needs
to be a known source of impartial, confidential and professional careers IAG maintained in
schools and “patch localities” that young people can access. The careers guidance professional is
that person. The current “social exclusion”, “child protection” models threaten the integrity of our
professional approach and is leading to a situation where anyone seems free to promote themselves
as a “careers professional”.

As a 6th Form College I do not think we are targeted as much as school (in addition. the times
they have been in they have not found much interest from students) I do feel that the Armed Forces
should not be excluded from College events but their involvement should be as part of a general
Careers awareness event/activity where other careers are also represented. We have a Careers
Convention to which they are invited and this seems to work well.

London:

I actively support people coming in to the school but many schools have the perception that the
forces are not an option—poor equipment, poor living conditions (barracks) and that they may
see active service too quickly—in the past it was join the army and you will see the world where
as now it is more likely they will see active service quite quickly.

Most of the young people in my school who are interested in Army/RAF careers have been
involved with the relevant CADETSs for some time.

Responding as parent—Although not organised initially by the school, both boys have been on
“work experience” programmes arranged by the military. Events such as Air Shows, “Meet the
Navy”, Military Music programmes, and membership of the local ATC Squadron and Sea Cadets
Corps have been very influential in helping them to make up their minds. Examples of media “On
the front line”, “Navy News” and of course the Web.

All of the above, but mainly influenced by peers and family not to join up (relate to FE college in
South London—student population mainly black and ethnic minorities).
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South England:

— All of the above. Sometimes it depends on a student’s background, information of which is not
always correct. The Army jobs website is excellent. Having Armed Forces teams in school can
really help students decide whether or not they want to consider a career in the forces. Armed
Forces careers advisers have always been helpful, courteous and the work they offer to our students
has always been outstanding. I would be very sad to see any opportunity cease.

— Probably their Careers Teams first. However we have a school in our area with a high intake of
Service families from the nearby Army base so families will play a large role there. The Barracks
in our town closed three or four years ago so the Army link has been lost to some extent.

— All of the above and also the Internet through the websites.

— Schools do not seem competent to give information on Armed Forces. Literature is from the
Armed Forces is also not regularly updated by schools. This may be because the Armed Forces
will not be sending the literature to schools.

— Huge range of sources for young people—I do not think that there is any one source of information
that stands out. Peers are not mentioned in the list above—peers have often experienced activities
at first hand and may be able to give very relevant and fresh perspectives on a particular career
area. Peers in the armed services will clearly give honest opinions to their near contemporaries.

— They would probably get more info from Army Careers teams but they don’t always have easy
access to these ie if they don’t come into school on a regular basis it relies on the young person
going to them which is a journey of at least 15 miles, so you’ve got to want to find out more, hard
to inspire the casual caller.

2 May 2008

Supplementary memorandum from the Ministry of Defence

1. This memorandum aims to provide the House of Commons Defence Committee with additional
information in respect of their inquiry into Recruitment and Retention in the Armed Forces. It provides
responses to the questions posed in the HCDC Clerk’s letter of 25 April 2008.

SCHOOLS

How the MoD Plans to co-ordinate its recruiting and outreach activities in schools (0233)

2. MoD’s Youth Policy (2006) recognised three pillars supporting Defence non-recruiting Y outh activity;
Cadets, Partnership and youth work, and Curriculum activities. All three pillars engage with schools along
side a considerable single Service recruiting presence. Engagements occur on site and outside school
premises for instance as visits to MoD sponsored Museums and Agencies and Service establishments.

3. Our overall rationale for engaging with schools is to encourage good citizenship, provide an
environment which raises awareness of the MoD and Armed Forces among young people, provide positive
information to influence future opinion formers, and to enable recruiters to access the school environments.
Our engagement demonstrates active support for Government Youth Policies and provides skill
development for young people in schools.

4. The impact of not engaging schools is not easy to measure but would result in reduced awareness and
understanding of the work of the MoD and Armed Forces, with potential implications for recruitment.
There would also be wider negative implications relating to cross-Government policies by reducing
communications with students in ethnic minority groups.

5. A short review of Defence engagement with schools in 2006 indicated that, whilst much was going on,
there appeared to be insufficient co-ordination, lack of central management and little prioritising of those
activities. Not enough had been done to distance “recruiting” from other “youth and cadet” activities.
USofS therefore asked for a further survey to provide accurate information on the range of activity, assess
the degree of co-ordination between activity providers, review the focus of the work and suggest future MoD
school curricular policy to make best use of resources available.

6. In order to inform the review, schools and providers were surveyed to establish the extent of contact
and value they derived. A wider range of activities than expected was identified across the whole range of
types of schools and colleges. The principal providers of school activities, in order of volume (year 2006-07)
were Single Service teams (mostly recruiters), Cadet organisations (Combined Cadet Force and Army Cadet
Force principally), Defence Schools Presentation Team, MoD Agencies and Museums and PUS’s Outreach
programme.

7. Feedback from teachers and activity providers identified a number of key elements which could allow
MoD to achieve its aims. These include the provision of topical curriculum materials reflecting current
activities, well-trained and motivated personnel to work in the school environment who can communicate
Defence messages and act as good role models, good publicity, advertising and marketing materials with a
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clear MoD educational brand, a central MoD information facility to advise schools on resources available,
and also feedback and sharing of “best practise” among MoD providers. Schools desire longer term
programmes and links. Greater co-ordination of activity across MoD, Agencies, Museums and Armed
Forces with clearer policies and working strategies was also suggested.

8. The main points emerging from analysis of these findings were:

a. A commendably wide range and good balance of MoD activities was found, delivered by a broad
range of providers, each with a different emphasis. They reflect many years of experience in
schools: Highly committed and altruistic personnel provide an effective base from which recruiters
can work.

b. The greatest single weakness appeared to be a lack of overarching policy for engaging schools
through curricular activity. Whilst many schools can access all activities, some do not (or cannot)
access any at all, often because teachers are not generally aware of the support available from
Defence sources. Awareness (through curriculum work) needs to be separated clearly from
recruiting. There are instances of lack of long term planning for activities and insufficient co-
ordination in a number of areas (marketing, sharing experiences, communicating key Defence
messages and evaluation of feedback).

c. Thereis potential to increase our engagement and effect. Increasing demand for more engagement
from teachers and several new national curriculum initiatives could enable us to increase our
footprint in schools. Wider use can be made of new media: websites, blogs, podcasts etc.
Government initiatives would support increased communication with students from ethnic
minority backgrounds.

d. The principal threat to engagement would be withdrawal or reduction of funding for activities and
reduction in number of civilian or military staff to engage in schools. Lack of long-term
commitment might also unbalance activities and lose goodwill. Unpopularity of operational
activities might deter involvement of some schools or commitment by their teaching staff.

9. The school engagement survey has identified a number of areas where the MoD could get more effect
from our engagement in schools. These can be incorporated in the revised curricular aspects of youth policy.
Key proposals include establishing clearer MoD-wide governance of MoD school engagements and
defining the accountability and responsibilities of providers, and better co-ordination between “awareness”
programmes and “recruiting” activities to achieve a better separation of the two initiatives. Direct recruiting
activity and recruiting oriented youth engagements should be distinguishable from curricular “awareness”
and youth programmes. MoD will be considering this and other proposals in more detail shortly.

The number and the proportion of invitations to the Armed Forces by a) private and b) state schools ( 0256)

10. The Services keep records of the number of school visits they make rather than the number of
invitations. This information is provided in the table below.

State Private Ratio
UK Secondary Schools 6,400 2,400 2.6:1
Royal Navy visits (2006-07) 4,000 370 10:1
Army visits (2007-08) 3,982 299 13:1
RAF visits (Sep 2006-Sep 2007) 2,350 265 9:1

What consideration the MoD has given to conducting school visits on a tri-Service basis (Q312)

11. The MoD does undertake tri-Service visits to schools when invited to do so. However, whilst it may
appear efficient to have tri-Service visits for similar Armed Forces elements that draw from the same interest
groups eg medical, logisticians, infantry, in practice, experience indicates that the best recruiting results are
achieved through separate visits which present a clear choice of Service/environment to the audience.

12. In addition, co-ordinated school visits involving representative from all three Service would tie up
more staff and restrict our ability to engage with a greater number of schools. In turn this would reduce
our opportunity to raise awareness of the MoD and the Armed Forces amongst young people and future
opinion formers.

The relationship between the Forces and career guidance co-ordinators in schools, including details on:
—  How the Services differ in their provision of support to schools; and
—  How consistency in coverage and practice is monitored

13. Engagement with schools is common across the three Services. It takes the following form:

a. The development of effective working relationships between the single Service careers advisers in
local schools and colleges through direct contribution to National Curriculum support through
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the core subjects including Maths and Science and also Citizenship. This may take the form of the
provision of presentations on human rights and humanitarian aid, or assistance with leadership
development tasks, working with others and problem solving. Maintenance of these relationships
is considered vital to encourage repeated invitations to visit.

b. Recruiting literature is made available on request and is also provided, with the schools
permission, in the careers library. Teachers and pupils can download careers advice from the single
Service Web or visit the Careers Office direct.

c. Formal MoD programmes through the Connexions Service and Jobcentre Plus. The Armed
Forces Career Offices also support the Universities and Colleges Admission Service and
Connexion stands at their events In return UCAS and Connexions are invited to run stands/
caravans at Armed Forces recruiting fairs.

d. The Pan-Defence initiative, Defence Dynamics which provides an online teaching resource that
supports elements of the National Curriculum.

e. The RAF also offers support to the Teaching Awards Trust through “The RAF Award for Head
teacher of the Year in a Secondary School”, securing visibility of the Service with key gatekeepers
through television coverage.

14. The Armed Forces cannot guarantee consistency in respect of geographical coverage as some schools
and Local Education Authorities are more supportive of the military than others. However, all three
Services share best practice through normal communication at Armed Forces Careers Offices and at regular
conferences.

Naval Service

15. Consistency is based on: local knowledge and experience of the Naval careers staffs, feedback received
from schools and the teaching of careers doctrine at the RN School of Recruiting compliance with which
is checked biennially by standards advisory visits. In April 2008, Captain Naval Recruiting commenced a
six-month informal data collection process to gather additional information from all Armed Forces Careers
Offices and Officer Careers Liaison Centres to inform measurement of effectiveness of school visits together
with marketing success and recruits’ awareness of the Naval core values. It is too early to report results.

Army

16. The Army has a long history of engagement with educational authorities and establishments. The
Local Education Authorities links are important to ensure that they can be made fully aware of Army
activities and give their support to the Service’s direct engagement with schools and colleges. A new school/
college link is initiated by a Careers Adviser writing to the head teacher. Existing links are maintained by
personal visits and termly newsletters detailing curriculum support available, upcoming events and points
of contact for further information and careers advice.

RAF

17. Although a standard presentation is used for general careers briefings to ensure consistency, the RAF
also offer a bespoke service when requested by individual establishments for example where a school advises
that a number of its students are interested in officer career options the Schools Career Liaison Officer or
Armed Forces Career Office Officer Commanding will normally present and tailor the presentation
accordingly. Quality Assurance is maintained through the normal command chain as external assessors are
not employed although feedback is sought from each educational establishment following a visit.

CADETS

The numbers of Cadets in each Service, including:
i. data for the last 10 years; and
ii. numbers of Cadets in schools in a) England, b) Wales, c¢) Scotland and d) Northern Ireland (Q 236-38)

18. The strength of the various cadet forces since 1997 is as follows:

Year Sea Cadets  Army Cadets Air Cadets Combined

Cadet Force
1997 15,161 39,827 32,918 Not available
1998 15,237 40,692 33,499 Not available
1999 14,497 42,114 33,943 40,012
2000 14,361 42,491 33,592 40,551

2001 13,771 40,639 33,281 40,783
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Year Sea Cadets  Army Cadets Air Cadets Combined

Cadet Force
2002 13,596 42,486 33,922 40,970
2003 13,310 44,471 34,099 41,267
2004 12,879 44,391 32,394 41,908
2005 12,280 44,793 31,101 42,461
2006 12,738 44,426 30,695 42,032
2007 12,438 44,604 29,981 42,593

There is no specific reason for the reduction in the number of Sea and Air Cadets other than young people
exercising choice and the number have stabilised over the last couple of years. Overall, it is believed that
Cadet figures hold up well as they are still relative to the size of the eligible population.

19. The numbers of Combined Cadet Forces in England, Wales Scotland and Northern Ireland are:

Year England Scotland Wales Northern Total
Ireland
1999 Regional breakdown not available 40,012
2000 36,278 2,694 530 1,049 40,551
2001 36,551 2,544 601 1,087 40,783
2002 36,579 2,651 596 1,144 40,970
2003 36,926 2,602 618 1,121 41,267
2004 37,624 2,536 629 1,119 41,908
2005 38,105 2,543 643 1,170 42,461
2006 37,716 2,552 674 1,090 42,032
2007 38,300 2,565 645 1,083 42,593

The improvements which the MoD would like to see in the co-ordination between Cadet Forces, including detail
on how the MoD plans to achieve these improvements (Q 310)

20. Areas for improvements to cross-Cadet Force coordination range from the high level policy,
governance and how the cadet experience is delivered (be it through Combined Cadet Forces, community
based units or Schools partnering), to use of shared facilities, and easing the administration for Cadet Force
Adult Volunteers (documentation, management systems and achieving a minimum of MoD policy,
regulation, process and governance as applied to cadet forces).

21. MoD recognises the need for better co-operation at the working level. To that end, last year the first
set of joint regulations were introduced with the intention of greater harmonisation and utilisation of assets
at the working level. We continue to improve harmonisation; for example, use of a common driving permit
across the Cadet Forces. This will be taken forward through the many forums that support the Cadet Force
programme.

The numbers of Cadets from ethnic minorities over the last 10 years

22. No data is held on the number of Cadets from ethnic minorities. The Cadet Forces offer all young
people regardless of their ethnic background the opportunity to have a positive impact on the local
community, while developing personal skills and building confidence. The Cadet Forces are open to all
races, creeds, religions, social classes, and degrees of ability and disability, therefore there has never been a
requirement to collect data on any proportion or percentage of any minority group in any of the Cadet
Forces.

How the Sea Cadets £8.3 million grant was spent during the last financial year (Q314)

Marine Society & Sea Cadets Analysis of MoD Grant 2007-08 Pre-audit Prepared
1/5/08
£ £
Supporting Sea Cadet Activity and infrastructure

Area staffing—logistics, inspections & admin 1,244,987

MoD recharged items (clothing, vehicles etc) 429,630

Volunteer registration, CRB and support for units 316,104

Project Westminster development & support costs 305,528

Project Westminster Unit grants 100,379

Stores 146,700

Grants to cover unit electrical inspections 123,033
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Marine Society & Sea Cadets Analysis of MoD Grant 2007-08 Pre-audit Prepared
1/5/08
£ £
Uniform allowances 87,185
Other 60,721
2,814,267
Sea Cadet Corps training
Onshore schools running costs & allowances 2,049,404
Area event costs and direct training support 1,140,292
National Events 964,330
HQ and area training support 534,462
Area supported training 120,060
4,808,548
Offshore Fleet
TS Royalist 436,982
Offshore support costs & travel 282,361
TS John Jerwood 208,961
2 Yachts 81,211
1,009,515
Promoting Sea Cadet activity
204,170
Support costs & governance
HQ salaries (Chief Exec/ Finance/ IT/Co Sec/ 587,095
Personnel/ Premises/ Print/ Reception)
VAT 122,081
Buildings maintenance and depreciation 100,790
IT 70,732
Utilities & telephone 60,341
Staff training and recruitment 33,800
Other 167,090
1,141,929
Total 9,978,429
MoD grant received 8,635,975
Balance of Funded through donations, grants received, fees 1,342,454
funding charged and other income

RESERVES

The numbers of Reserves from ethnic minorities over the last 10 years

23. The most recent work conducted by the Defence Analytical Services Agency on ethnicity was in July
2006. The following ethnic proportions were calculated as a percentage of those personnel for whom records
of ethnic origin were held:

Royal Navy Reserve 2.8%
Royal Marine Reserve 2.7%
Territorial Army 4.7%
Royal Auxiliary Air Force 3.1%

24. The ability to analyse Reserve data held on the Joint Personnel Administration system is in its infancy
and Defence Analytical Services Agency is not currently be able to answer this question as the ethnicity data
held on the pre-Joint Personnel Administration legacy systems was not fully populated. However Joint
Personnel Administration provides the ability to record ethnicity and the MoD is working closely with
Defence Analytical Services Agency to ensure in the future that we can meet our obligation to monitor
ethnic minorities.

What measures have the MoD put in place to improve the leadership in the Reserves, following the National
Audit Office’s 2006 study into the Reserve Forces

25. The National Audit Office report into the Reserve Forces noted that in focusing on retention the
Department should ensure that the leadership of Reservists at all levels is of a high quality. This
Recommendation, aimed at strengthening and developing retention within the Volunteer Reserves, has
been taken forward vigorously. Specific actions from within the single Services are as follows:
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Royal Navy

26. A Command Leadership and Management team is working with the Royal Naval Reserve, and the
aspiration is to deliver identical Command Leadership and Management training as the Royal Navy—but
constrained by the practicalities of Man Training Days limitations and funding. As part of the Reserves
Integration Project, all Career Management of both the Royal Naval Reserve and the Royal Marine
Reserve has been brought under the control of the Regulars, with promotion boards run in a similar way
to the same criteria and timelines.

Royal Naval Reserve:

a. Since 2006 all Royal Naval Reserve Leading Hands and Petty Officers are required to
successfully complete the Command Course for their respective ranks. This is a two week
Command Leadership and Management Course delivered with and alongside their Regular
colleagues.

b. Royal Naval Reserve Junior Officers conduct their New Entry Training at Britannia Royal
Naval College Dartmouth in the same environment as their Regular Service colleagues.

c. Each Reserve Training Unit has a nominated Command, Leadership and Management Officer
whose responsibility is to conduct training serials and provide development opportunities
within their Unit.

Royal Marine Reserve:

a. All Royal Marine Reserve Corporals and Sergeants are required to successfully complete the
Command Course for their respective ranks. These two week Command Courses are run by
the lead school-—Command Training Centre Royal Marines. In 2008 a modularised version of
the eight week regular course will be implemented. This course will be tailored to the Royal
Marine Reserve requirement but reflect the regular syllabus. The two week exercise will remain
as a test exercise. This revised course will significantly increase the amount of command
training at the respective ranks.

b. Royal Marine Reserve Warrant Officers’ attend the regular Royal Marine Warrant Officers’
course.

c. AllRoyal Marine Reserve Young Officers attend the Territorial Army Commissioning Course.
This was implemented in 2007 as the optimum training solution to cater for the small numbers
of New Entry Officers. On successful completion Royal Marine Reserve Officers follow the
Royal Marine Reserve Officer Career Development Syllabus.

Army
27. The following measures are intended to contribute to improving leadership within the Territorial
Army:

a. TheReview of Soldier’s Career Training and Education included a Leadership Workstrand, under
which scoping work on a Command Leadership and Management (Volunteer) package for the
Territorial Army has been completed. Further work is required before the proposal can be
implemented.

b. An improved Officer Career Development scheme has been introduced.

Improvements have been made to promotion and command selection boards to ensure they are
impartial, fair and open.

d. Four additional Territorial Army One Star officers have been appointed as assistant commanders
of the regional divisions and Theatre Troops specifically to improve Territorial Army leadership
within the chain of command.

Royal Air Force
28. The following measures are intended to improve leadership levels in the Royal Auxiliary Air Force:

a. An overhaul of the Reserve Officer Initial Training course is complete and the first delivery of this
new learning solution is underway. Reservist officers will be expected to demonstrate the same
leadership competences as their regular colleagues in order to graduate.

b. Command Leadership and Management training for Non Commissioned Officers, on each
successive promotion, has been delivered alongside Regulars at the Airmen’s Command School
at RAF Halton for over 10 years.

c. Formal, prioritised access for Royal Auxiliary Air Force officers to the RAF’s staff training

process was authorised in 2006. This permitted access to Individual Staff Studies Course, Junior
Officers Command Course and Advanced Command Staff Course (Air). However, recognising
that the four week duration of Individual Command Staff Course (Air) would prevent many
Volunteer Reserve officers attending, the RAF has designed a 15 day Initial Command and Staff
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Course (Air)-Reserve course to deliver the key objectives of Individual Command Staff Course
(Air). A pilot version was run in 2007, and annual deliveries are now scheduled in the Defence
Academy, RAF Division Programme.

d. Provision of Professional Military Development for Reservists has been fully embraced within the
Review of Officer and Airman Development Integrated Project Team; this will enable all reservist
officers to attend/achieve exactly the same training objectives as their regular colleagues—at the
same time and same venue—up to the rank of Squadron Leader.

RECRUITING

Army recruitment figures in Scotland, before and after the merger of the Royal Regiment of Scotland ( Q 264)

29. The table below shows the figures recruited into Scottish Regiments for the four years prior to
amalgamation and for the two years afterwards*®. Recruits are enlisted into the Regiment and assigned to
Battalions during training therefore the figures in the tables below show those numbers that have
completed training.

Scottish Entrants from 2002—-03 to 2005-06

Battalion 02/03 03/04 04/05 05/06
Royal Scots 79 56 49 37
Royal Highland Fusiliers 97 85 57 58
Kings Own Scottish Borderers 47 60 48 42
Black Watch 66 88 69 58
Highlanders 53 59 70 53
Argyll and Sutherland Highlanders 85 72 46 45
Total 427 420 339 293

From 28 Mar 2006 to 2006-07 to 2007-08 (3rd Quarter) SCOTS Formed

Battalion 06/07 Apr-

Dec 07
1 SCOTS 61 47
2 SCOTS 47 36
3 SCOTS 58 37
4 SCOTS 31 17
5 SCOTS 62 43
Total 259 180

Note: The final column cannot be compared with other figures because it does not represent a
full year.

30. The number of individuals recruited to the Army as a whole through an Armed Forces Careers Office
or Army Careers Information Office in Scotland in 2006-07 was 1,073 compared with 1,108 during 2005-06.

Armed Forces position on recruiting and retaining gay men and lesbians, including numbers of Service personnel
discharged because of sexual orientation over the last five years

31. Sexual orientation is regarded as a private life matter and Service personnel are free to choose whether
or not to disclose their sexual orientation. However, individuals who choose to disclose their sexual
orientation can do so without risk of discrimination or harassment.

32. The Armed Forces have adopted a number of strategies to attract potential lesbian and gay
personnel. These include membership of Stonewall’s Diversity Champions Programme for the RN and
RAF; participation by Service personnel in Gay Pride events and establishing working relationships with
other public and private sector organisations. Advertisements for recruitment into the Armed Forces have
also been placed in the Gay press and in recruitment guides aimed at students. Articles about life in the
Services have appeared in Gay lifestyle magazines including “Pride Life” and “Startingout”.

4 Source: HQ Infantry. As single Service estimates these figures are not directly comparable with Defence Analytical Services
Agency figures.
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33. Measures to retain serving gay and lesbian personnel include holding Lesbian, Gay, Bisexual and
Transgender forums and tri-Service conferences. Improvements have also been made to equality and
diversity training and this has helped to tackle inappropriate attitudes and behaviour towards gay and
lesbian personnel.

34. Armed Forces personnel who register a partnership under the terms of the Civil Partnership Act are
afforded the same status category as married personnel and entitled to the same range of allowances and
benefits as married personnel, including entitlement to occupy Service Family Accommodation.

35. In the last five years no Service personnel have been discharged because of their sexual orientation.

Work of the religious advisors from Buddhist, Hindu, Jewish, Muslim and Sikh faiths and the civilian chaplains
from those communities

36. The Armed Forces are engaged in top level communications with religious leaders (for example, in
2007 the Chief of the Defence Staff met with Dr Muhammad Abdul Bari, Secretary General of the Muslim
Council of Britain and with Dr Khalid Ahmed, the High Sheriff of London). In addition, the Armed Forces
again sponsored an award at the annual Muslim News Awards for Excellence and all three Services were
well represented at the Awards dinner. Another positive venture was the Department’s “We Were There”
exhibition which aims to inform young people of the part played by soldiers of ethnic minority origin in the
UK’s military history. It has been a resounding success as it has been rolled out across the UK.

37. The Armed Forces have appointed Religious Advisers from the Buddhist, Hindu, Jewish, Muslim
and Sikh faiths. They are not MoD employees, but act on a voluntary basis providing faith-specific advice
on matters of religious requirements and ensuring that personnel from minority faiths receive appropriate
pastoral and spiritual care. They assisted with the writing of our Guide on Religion and Belief, published
in 2004 and in 2005 advised on the recruitment of the first Buddhist, Hindu and Sikh Civilian Chaplains to
the Military. The position of the Jewish Religious Adviser is unusual in that, under long standing
arrangements, he also acts as honorary officiating Chaplain for the Jewish faith.

38. The Civilian Chaplains to the Military provide faith specific spiritual, moral and pastoral advice and
support to personnel and their dependants, including conducting or arranging for appropriate ceremonies/
rites of passage, leading communal prayers and providing group teaching to members of their faith. Their
role includes representing the faith-specific interests of Service personnel to the chain of command and
fostering the spiritual life and identity of their own faith community within the Armed Forces. They also
support the Ministry of Defence and Armed Forces by developing the relationship between their faith
community and the Armed Forces. They are not, however, attached to particular units and do not deploy
on operations.

39. The Armed Forces are committed to giving all individuals the opportunity to practise their faith
wherever possible. Every effort is made to allow personnel to celebrate religious festivals and holidays, to
comply with specific religious dress codes or dietary requirements, and to fast when required. Members of
the Armed Forces are normally allowed to fast and pray in circumstances where this would not jeopardise
operational effectiveness or health and safety. Where practical, areas of worship are made available in all
Service establishments, including ships and submarines and, in most circumstances, arrangements can be
made for daily prayer. The Armed Forces cater for the religious dietary requirements of all Service
personnel. Halal, Kosher and vegetarian meals can be provided by Service messes and are available in
Operational Ration Packs for operations and exercises.

Voluntary Outflow for Ethnic Minority Personnel

40. Ethnic minority representation in the Armed Forces (UK and Commonwealth) has increased year-
on-year since 1998, the year of the first partnership agreements with the Commission for Racial Equality
and, as at 1 January 2008, stood at 6%

41. Retention rates for ethnic minority personnel are broadly comparable to those of their white
counterparts for both officers and other ranks. During 200607, the last financial year for which figures are
available, ethnic minorities comprised 1.2% of overall officer voluntary outflow and 5.1% of overall other
ranks voluntary outflow. However, care must be taken when making comparisons, particularly in the case
of ethnic minority officers, where the numbers leaving are small.

42. A cohort analysis, which tracks retention of white and ethnic minority personnel, was developed as
a more sophisticated means of measuring comparative ethnic minority retention and career progression.
This involves identifying and tracking ethnic minority and white personnel who joined in 1997-98 and
1998-99 (the “cohorts”) and comparing the number who leave or are promoted over time. The ethnic
minority cohort used so far is small and may not be typical, but analysis to date has not revealed any major
discrepancies in retention rates for ethnic minorities. In the longer-term, analysis of this cohort will provide
a more sophisticated means of comparing promotion rates.

0 This is the Regular forces and excludes FTRS, Gurkhas, the Home Service battalions of the Royal Irish Regiment and
mobilised reservists.
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MoD plans to reduce voluntary outflow rates for women

43. Overall representation of women in the Armed Forces is increasing steadily if slowly and there are
some positive signs, for example, the RAF female voluntary outflow rate is down over past year.

44. The higher rates of female departure reflect the trend in employment market generally. The Armed
Forces offer a generous maternity package to provide supportive arrangements to enable women to
accommodate pregnancy and maternity absence in their Service careers, however, women may choose to
leave the Service prematurely on pregnancy and some do so.

45. The MoD aim is to remove barriers to longer female service and MoD is working to embed significant
cultural change in Armed Forces. Our agreement with the Equal Opportunities Commission (which carries
forward with Equality and Human Rights Commission) is an important agent for change. Work for the
Equal Opportunities Commission outlined the existence of high levels of inappropriate or upsetting
sexualised behaviour. Our action plan sets out our response. Awareness, training, monitoring and
leadership are all being improved. This effort is being led from the top with personal commitment from the
Chiefs of Staff all the way down command chain.

46. We are also looking to improve terms and conditions to enhance opportunities for career flexibility
and work-life balance. A Terms and Conditions of Service project within the Service Personnel Plan is
examining a range of options. It is recognised that access to childcare is a key element and we are about to
complete an audit of childcare in MoD. This will compare provision across the Services and identify best
practice models for subsequent implementation. We also introduced salary sacrifice arrangements to pay
for childcare vouchers at the turn of the year, allowing Service personnel to avoid tax and national insurance
payments on the cost of childcare. This can be worth up to £1,000 and over 1,800 military personnel are
already on scheme.

RETENTION

The arrangements and practices for transferring within a Service or between the Services, including detail about
uptake rates

47. The three Services recognise that where it is in the interests of both the Armed Forces and the
individual it is logical to facilitate the transfer of individuals either between trades within a Service or
between Services.

Royal Navy

48. Officers are able to request to transfer into another Branch/Specialisation. Each request is considered
on its merits, in particular the state of the donor and receiving Specialisations (whether in balance/surplus/
deficit), the individual’s suitability, competences and likely employability, and any particular circumstances
such as medical considerations which might, for example, mean that an individual cannot remain within the
donor Specialisation. If the request is approved by both donor and receiving Specialisations then approval
is given and appropriate action taken; if not then the individual will remain in their original Specialisation.
Such transfers are seen as retention-positive and are used to manage Manning deficits where it is practical
to do so and to retain individuals who might otherwise leave the Service.

49. For ratings there are two different types of transfer which apply to transfers within the Royal Navy:
Branch Transfers—transfers into a Main Trade that is primarily filled by New Entry recruits, and Sideways
Entry Transfers—transfers into Main Trades which are solely recruited from within the trained strength
and usually have a first trained rank of Leading Hand or above. These Main Trades tend to have a higher
Educational requirement and often have a longer training period.

50. Ratings can request to transfer into another Main Trade provided they meet the specific Educational
and experience or skillset requirements. Each request is considered individually and consideration is given
to the state of the donor Main Trade (whether it is in balance/surplus/deficit) and ultimately whether the
rating can be spared from their current Main Trade. Consideration is then given to whether there is a
requirement for another recruit in the receiving Main Trade. If the request is approved by both donor and
receiving Main Trade approval is given and appropriate assignment action is taken. If the request is not
approved a timescale to re-apply is usually given and the initial request will be taken into consideration when
reviewing the application.

Statistics for 1 April 2007 to 31 Mar 2008

Approved Not Approved — Grand Total

Branch Transfer 155 42 197
Sideways Entry 132 18 150
Total 287 60 347
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51. Transfers between Services (including between the Royal Navy and Royal Marines) are based on
similar principles but follow a Premature Discharge process. Each Service has differing terms and conditions
of service therefore, before an individual signs up for the terms and conditions of service of the new Service,
they must end the term for which they are serving with the first Service (prematurely, if necessary) and cease
to be subject to the conditions of that Service before committing to a further term of service, under different
conditions of service with the new Service. A letter of application is submitted by those wishing to transfer
which, providing manning clearance is granted by the donor Service, is forwarded to the gaining Service.
Providing the applicant satisfies the receiving Service’s entry criteria (and successfully passes any selection
procedure) and the receiving Service is accepting recruits, the transfer is approved.

52. The transferee will complete his existing engagement, there being no break in service and will remain
subject to his current Pension scheme. He will retain a “Discharge As Of Right” (Premature Voluntary
Release) but with no automatic right to return to the donor Service should he be found unsuitable during
training.

Statistics for 1 April 2007 to 31 March 2008

Transfers out of the Naval Service Transfers into the Naval Service

RN to RAF 11 RAF to RN 3
RN to Army 9 RAF to RM 2
RM to RM 8 Army to RN 19
RM to Army 11 Army to RM 28
Total 39 Total 52

53. In the same period there were 35 transfers from the RN to the RM and 11 from the RM to the RN.

Army

54. Officer applications for transfer within and between Services are welcome. Individuals are required
to write to respective heads of both the losing capbadge and the gaining capbadge, requesting permission
to transfer. This is done in conjunction with the career manager. Once approval is given from each capbadge,
Army Personnel Centre Deputy Military Secretary Occurrence Wing submits the application to the Arms
Selection Board for internal transfer prior to subsequent endorsement by the Army Commissions Board
and directly to the Army Commissions Board for inter-Service transfers.

55. For the year 2007-08 there were 13 inter-Army Officer transfers, four transfers from the Royal Navy,
three transfers from the RAF and three transfers into the Army from the Australian Army. These statistics
are extracted from the Army Commissions Board database but do not include all transfer statistics. The
Army Commissions Board approves transfers of officers holding Regular Commissions between Arms and
Services, transfers into the Army from the RAF and RN, and transfers in from Commonwealth Armed
Forces. The authority to approve the transfer of officers holding Short Service and Intermediate Regular
Commissions is delegated to Arms Selection Boards.

56. Soldier transfers are encouraged at unit level and are mainly aimed at those that have elected to
discharge. Personnel interested in transfer or in leaving the Army are encouraged to attend a Transfer Fair,
held twice a year by each Division and by the British Army in Germany. Uptake rate from these events is
good, with over 500 successfully applying for transfer in the last financial year, and the process works
effectively. At these Fairs all capbadges are represented along with the Other Services. Internal transfer
timelines have been refined and an applicant could now be “re-badged” in as little as two months from
applying. As soon as the applicant has been accepted for transfer, they are re-badged and sent on the
appropriate trade training. On successful completion of that training, he/she is permanently changed to their
new capbadge and posted to a unit. Unsuccessful applicants on any trade training are either given a second
chance at their first choice of trade or offered transfer to another capbadge.

57. For the year 2007-08 there were 550 successful Soldier transfer applicants, 426 were rejected and 511
withdrawn. A full breakdown is shown in the following table:

Transfer Statistics 1 Apr 07—31 Mar 08

Corps Successful Rejected Withdrawn
AGC (RMP) 17 20 28
AGC (SPS) 21 19 35
AGC (MPS) 14 8 6
SASC 11 0 19
R Signals 24 12 14
Intelligence Corps 10 11 13

RE 26 28 24
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Corps Successful Rejected Withdrawn
RAMC 21 44 27
REME 43 29 52
RAVC 28 22 24
RADC 8 15 18
QARANC 23 74 13
RLC 82 71 52
AAC 8 6 10
H Cav 11 2 2
APTC 38 16 76
RA 30 0 16
RAC 22 3 2
R Irish (GS) 6 0 3
Inf—Guards Div 6 1 0
Inf—Kings Div 6 0 2
Inf—Light Div 15 0 6
Inf—Para 15 3 14
Inf—PoW Div 14 0 0
Inf—Queens Div 11 0 4
Inf—Scots Div 6 0 1
R Marines 14 4 17
R Navy 5 4 11
RAF 15 34 22
Total 550 426 511

Each Arms and Service Director sets the entry requirement for his Arm/Corps which includes a trade test.
These standards cannot be lowered and therefore there will always be a relatively high level of rejected
transfer applicants. However, this does not prevent them being offered the chance of applying to transfer
to another capbadge.

RAF

58. Officer applications for branch or specialisation transfer within the RAF are considered subject to
manning circumstances at the time with clearance taking into account the aspirations of the individual and
any other contributory factor. Other Rank Ground Trade branch transfers are encouraged subject to
suitability and manning circumstances, with each application being considered on its own merits. Transfers
are seen as retention-positive and are used to manage Critical Manning where it is practical to do so. Uptake
is relatively low; in the last financial year, 36 applications were received, 21 were unsuccessful, 10 were
successful and five remain ongoing. Unsuccessful applicants were due to individuals’ not meeting
educational, aptitudinal, medical or Service requirements.

59. Personnel wishing to apply for transfer to or from the RN, RM or Army apply to transfer under
Single Service guidance. Applications are processed at unit level before being forwarded to their respective
Manning Agency staffs for processing under tri-Service administrative procedures. The facilitation of the
transfer is carried out by the Joint Personnel Administration Centre resulting in no break in reckonable
Service.

60. Joint Personnel Administration does not record inter-Service transfers and so we do not have precise
historical data of the number of transfers out of the RAF. However, anecdotal evidence suggests that
between 50-60 other ranks transfer out per year (a similar figure transfer in), and a trawl of officer records
for the past 12 months show that six ground branch officers and three aircrew officers transferred out. The
RAF has gained 34 RN and Army aircrew and there are a further 52 applications waiting to be processed.

Whether any consideration has been given to raising the retirement age for certain Armed Forces personnel
where compatible with operational considerations, and what the department’s current position is on this issue

61. Although the Armed Forces require an age profile focussed on youth and physical fitness,
consideration has been given to raising the retirement age for Armed Forces personnel. There is existing
flexibility to employ individuals beyond age 55 and at 1 January 2008 330 Regulars, 295 Full Time Reserve
Service personnel and 30 mobilised Reservists were serving beyond age 55.
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Royal Navy

62. The current compulsory retirement ages will remain under scrutiny for both Officers on Full Term
Commissions and Other Ranks on Second Open Engagements to determine the viability of increasing one
or both to a retirement age of 55; there is no intention to consider a retirement age of 60. Any changes may
be implemented at trade level rather than across the Naval Service in order to avoid a significant bulge in
manning figures as an increase in the retirement age for all would commit to an excessive number of man-
years leading to manpower surplus and a significant reduction in career prospects.

Army

63. The Army now commissions officers on length-based terms of service, based on a 34-year career
structure. The compulsory retirement age for officers commissioning into the Army now is no longer 55, but
is now 60. Officers who complete their regular commissions will retire between the ages 55 and 60, depending
on when they complete their 34 years service. However, the Directorate of Manning (Army) retains the
authority to grant service beyond the normal retirement age if it is in the interests of the Army. This allows
the Army flexibility to make use of talent beyond the normal run out date this manning mechanism is used
regularly for officers still on age based terms of service who would normally retire at age 55.

64. For soldiers, the Versatile Engagement was introduced on 1 Jan 08. Under the Versatile Engagement,
recruits will be enlisted for a term of 12 years service from the date of enlistment (Versatile Engagement
Short), unless they are joining a Corps which is authorised by the competent military authority to enlist
recruits for a term of 24 years (Full) or 30 years (Long). Under the Versatile Engagement, it will be possible
for a soldier, if selected, to opt to undertake further service beyond the term for which he enlisted. In
exceptional cases, which are expected to be rare, a soldier may be selected for service beyond the age of 55,
subject to an upper age-limit of 65. In all cases, selection for further service will depend on the soldier’s skills
and performance and on the needs of the Service at the relevant time.

RAF

65. Delivery of RAF operational output is focused at junior levels with sufficient and capable leadership,
management and supervision at more senior level. The majority (but not all) Branches and Trades carrying
shortfalls do so at or near base rank level (hence the targeted Financial Retention Incentives). Consequently,
simply increasing the retirement age would not tackle the specific problem of operational and manning
pinch points. Continuance beyond age 55 is offered on a case-by-case basis where there is a clear Service
need. This occurs across many Branches and Trades, including aircrew, for example to match manning
profiles to aircraft Out of Service dates (including the VC10 and latterly the Canberra), or where the required
individual skills cannot be found elsewhere. As for the Royal Navy, a widespread increase in retirement age
would require adjustment to the structure of the Branches and Trades to reflect reduced promotion flows.

Recruitment Age

66. All three Services keep the age limit criteria for entry under regular review; for example the maximum
age limit for soldier entry was increased to 33 in December 2006. Maximum age limits in all three service
vary according to branch and trade and are imposed in order to maintain a balanced age/rank structure,
with individuals benefiting from a visible career structure, and because the Services wish to recruit
individuals who are operationally fit and likely to give a good return of service. When considering upper
age limits, the length and cost of training an individual is also taken into consideration, for instance, the
Royal Navy recruits trained Medical Officers up to the age of 55.

FINANCIAL RETENTION INCENTIVES

The long term plans for Financial Retention Incentives, including details on whether FRI's have an impact on
the morale of those not eligible

67. Financial Retention Initiatives are designed to be targeted, time-limited, discrete measures to address
short-term critical manning shortages. Therefore, by definition, there is no long term plan for Financial
Retention Initiatives. Each one is unique in approach, usually for Service personnel with bespoke skill-sets,
and they form part of a wider package of financial and non-remunerative measures where an urgent
operational requirement to stem outflow of personnel is identified. Financial Retention Initiatives provide
the Armed Forces with a period of guaranteed service from personnel during which they can resolve the
underlying manning and retention issues.

68. The potential divisiveness of Financial Retention Initiatives is recognised by MoD and the Armed
Forces. As with any incentive, there will always be some who fall just outside the eligibility criteria.
However, each Financial Retention Initiative originates with the chain of command, is carefully targeted
to maximise its effect and all proposals are accompanied by detailed evidence of the requirement. As part
of the Financial Retention Initiative package, the Services produce an extensive Internal Communications
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package to explain the incentive and its rationale. Additionally, as part of the Financial Retention Initiative
evaluation process, the Services are required to carefully monitor any impact on the morale of those
personnel not eligible.

SUPPORT FOR SERVICE PERSONNEL AND THEIR FAMILIES

The support the MoD gets from other Government departments to assist Service families in accessing doctors,
dentists and schools

Health

69. The Department of Health, and other UK Health Departments, engage with us. Both the Secretary
of State and Under Secretary of State for Defence have discussed with their opposite numbers in the
Department of Health, on several occasions in the past year, issues relating to medical and health care for
Service personnel, veterans and Service families and dependents.

70. The Department of Health’s Operating Framework document for the NHS (2008-09) advises Private
Care Trusts and providers to take account of the special circumstances that apply to Service families. This
includes making certain that processes are in place to ensure that, when Armed Forces families move around
the country or move back to England, they are not disadvantaged as a result of their move; for example,
they must be able to access NHS dental services. In addition:

a. The MoD/UK Departments of Health Partnership Board, and its subordinate working groups
provide a forum to resolve issues facing Service families in accessing NHS care.

b. Discussions to resolve the continuity of certain specialist treatments, such as IVF, across the UK
are ongoing.

c. The Armed Forces primary healthcare centres and Primary Care Trusts are increasingly engaging
at the local level to address issues of mutual interest, including Service family access to NHS
dental services.

Education

71. There is considerable liaison between MoD and Other Government Departments on the education
of Service children; this includes, at the UK level, the MoD children’s Board (with Department of Children,
Schools and Families representatives), the Service Children’s Education Forum and the Service Children in
State Schools meetings. Links also exist at local level and, for example, at the national level such as the
Northern Ireland forum to discuss the education of Service children. The links inform both MoD policy
makers and the MoD education specialists, Service Children’s Education and Children’s Education
Advisory Service. This co-operation has led to the sharing of best practice on dealing with Service children
and a number of initiatives:

a. Thenew, statutory, Department of Children, Schools and Families admissions code covers specific
elements to take the requirements of Service children into account.

b. The Department of Children, Schools and Families has introduced a Service child marker on the
Annual School Census in order to gather authoritative data on the relative performance of Service
children in comparison to their peers. This will inform wider research into how best to support
them, in concert with the outputs of the joint MoD/ Department of Children, Schools and Families
project “Mitigating Mobility”.

c. There is ongoing work to address issues of transportability of Special Educational Needs
provision.

MoD’s position on the establishment of an Armed Forces Federation

72. The MoD considers that the representation and safeguarding the well-being of Service personnel is
a vital function of the chain of command. However, the establishment of an Armed Forces Federation is
not supported for the following reasons:

a. Individuals have the right to complain about any matter relating to their service, ultimately to the
Defence Council. The Armed Forces Act 2006 introduces improvements to the complaints
process, including the establishment of a Service Complaints Commissioner.

b. There are other mechanisms through which the views of Service personnel can become known.
Service personnel may join trade and professional associations, as well as organisations
representing their interests, ranging from the Armed Forces Pension Society to the Armed Forces
Lesbian and Gay Association.
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c.  We remain unconvinced that an Armed Forces Federation is consistent with the ethos and
traditions of the British Armed Forces, nor is there evidence of widespread grass roots desire for
such a development.

73. MoD will engage with any organisation which represents individual service personnel interests such
as the Forces Pensions Society, the Combined Armed Forces Federation (UK).

What measures the MoD has considered/is considering to provide Service personnel with greater stability—
like giving personnel more notice of postings or increasing the length of tours

74. Mobility is an inevitable and necessary part of Service life, because of our geographical spread and
the requirement to post people to achieve career development and generate military capability. We already
do what we can to minimise it and its impact for example through the RN base porting policy and
elimination of the Army Arms plot. In addition, the RAF will increasingly concentrate on fewer main
operating bases and Army aims in long term to achieve greater coherence through the super garrison
concept.

75. Examples of policies undertaken to mitigate mobility include:
a. Provision of education and health support overseas.
b. Provision (and new investment in) public accommodation wherever people serve.

Maximum possible notice of postings, making every effort to take personal preference into
account.

d. Families moving during a key educational stage are permitted to retain Service Family
Accommodation at their old duty station to provide continuity.

e. Children’s Education Advisory Service—advice and assistance to parents with UK schools
admissions which is demonstrating high success in appeals rates.

f.  Continuity of Education Allowance—>5,000 recipients, 8,000 children.

g.  Housing purchase support—Long Service Advance of Pay, the Key Worker Living Program,
bespoke commercial shared equity schemes, new MoD shared equity pilot announced in March
2008.

h.  Access to social housing on retirement (removing the provisions in the Housing Act 1996 which
prevent military service being accepted for purpose of establishing a local connection.)

i.  Discussion with NHS through the Partnership Board to facilitate easier access to NHS services
when moving in UK: specific guidance to NHS on supporting Service families, identification of
best practice through Primary Care Trusts serving large service populations.

j. Comprehensive information services for families via 165 HIVE outlets.

76. The MoD recognise that there is more to be done here, especially in harnessing the efforts of other
Government Departments to provide a better service for personnel, families and veterans. This is a central
focus of the ongoing work taking place with the Service Personnel Command Paper.

Royal Navy

77. For the Royal Navy, Service Personnel Functional Standards mandate a minimum notice for
postings (variable according to circumstances); this approach acknowledges the exigencies of service at sea,
Operational Tours and other Augmentation posts, or of career development. Personnel Functional
Standards provide a good steer for our Career Managers, our Service people and their immediate families, as
evidenced by the reasonably small number of Personnel Functional Standards assignment notice breaches
reported.

Army

78. For the Army, a target of a minimum of four months notice of assignment is required. In some cases,
more notice than this can be achieved. The historical figure for notice of posting was six months but, over
time, this has proved largely unattainable particularly as operational tempo has increased. For Operational
Commitment Establishment assignments, which historically have seen many individuals assigned at short
notice, notice periods of four months are now also being achieved for a large number of posts.

79. Tour lengths vary from two to three years. Requests for tour extensions are looked at by the Army
Personnel Centre on a case by case basis and will always take into the consideration the needs of the
employer and the individual and the impact on the individual’s career of any extension in post.
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RAF

80. The RAF is continually working towards providing its personnel with as much stability as possible,
and reductions in the basing footprint have assisted in this. The average time in location for Ground
Tradesmen is between 2.4 to three yrs, while for officers it is between two and three yrs. Extensions will be
considered by Career Managers on a case-by-case basis, but must take into account the needs of the Service
as well as the individual. However, while we continue to optimise stability as far as practicable, difficulties
associated with Critical Manning, wide-spread gapping, OOA commitments, and the need to continue to
develop the breadth of experience necessary for our officers and Senior Non Commissioned Officers means
that the movement of personnel continues to be as important and as relevant as ever.

81. Recognising that mobility remains a key aspect of service with the RAF, the career managers
therefore aspire to providing a degree of predictability to future moves in order that Servicemen and women,
and their families, have as much time as possible to prepare. The Service has recently gained approval to
augment its manning staffs in order to improve career management. In recent years, the period of notice has
improved markedly and is now set at a minimum of 90 days, although there will be times when this period
of notice cannot be achieved owing to Service circumstances at the time.

12 May 2008

Memorandum from the Naval Families Federation

Having read the transcript of evidence, I would like to register the following points for you to consider.

— Re Armed Forces Day, I would again draw attention to compassion fatigue. We have
Remembrance Day and Veterans Day, we don’t have Firefighter Day, Teacher Day or Nurses
Day. We are in danger of generating compassion fatigue amongst the general public and public
sector workers in particular. The impact on the Serving person should be considered also. For
many, time at home is precious, would an Armed Forces Day require personnel for parades,
services etc?

— Serving personnel do have a voice and it is being heard. The NFF has contact from Serving
personnel on a regular basis. Our remit is very much a diplomatic two way communication
approach as opposed to hard lobbying. This has worked very well on both sides to date.

— Whilst being mindful of the good work of SSAFA, I would like to highlight that for Naval Service
families in need, the first port of call for the NFF would not be an agency such as SSAFA. We
would approach the individual Naval Service charities, smaller more intimate organisations with
a specific knowledge of RN circumstances and need.

— Historically the old adage Recruit the Man retain the Family has been promoted. I believe that
today in order to keep a Serving person engaged you must now Recruit the family to retain the
man.

—  With regard to Welfare I believe that one size does not fit all. For example, I would not like to see
any other organisation other than the RM Welfare Service look after the needs of Royal Marines
and their families. The Members of the Welfare Team have all had to undergo training as Royal
Marines in order to understand the demands placed upon them. Their role within the Corps is
valued and respected, and as a direct result as an organisation we get little contact from Royal
Marines and their families.

— The process for people leaving the Service is an area open to criticism by Veterans. I believe we
need to look at this process and make it a more formal event. Having an ID card cut in half and
being handed a piece of paper to exit the gate of establishment after 30 years Service is humiliating
and disappointing and leaves many with a poor view of the Service. The introduction of Veterans
ID cards should be considered also. The people leaving are potentially our “recruiters of the future
generations”. They’re the ones who go into pubs and talk, as far as possible lets make sure they
are saying the right thing.

— I'would like to urge a note of caution on the emphasis placed on focusing on welfare provision for
Service personnel who are just joining. For many the Forces offer a step up in terms of benefits—
pensions, job security and subsidised housing. Some young people have had input from “Welfare”
all their lives and they see joining the Service as a way of moving up and on and doing better than
their families did.
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— I would like to see an emphasis on money management and debt avoidance introduced as a way
of encouraging Serving Personnel to plan towards a future. Gratuities do not buy houses any more.
The ambition to buy a house is still there. We should be encouraging personnel and creating ways
and means of making this possible.

— Free food, and as much as you wanted, was always seen as an acknowledgement of the exigencies
of Service life, we have introduced Pay As You Dine, albeit as a direct result of serving personnel
asking for such a scheme. To date I have had little positive feedback on the subject.

— In the age of “Easy Jet”, “Join the Navy and see the world” doesn’t quite have the same ring to it.
There are those who join with an aspiration to travel and are repeatedly disappointed because of
repetitive operational tasking.

— The effect of the negative Press, poor housing as an example, may not encourage senior family
members to, in turn, encourage their young people to join the Service, this may be exacerbated by
a lack of experience or knowledge about the service from senior members of the close family.

— Those people who choose to be in long term Partnerships may find it a challenge and an
unattractive option, as accommodation and some allowances, are only provided if you are married
or in a Civil Partnership.

— Advertising for the services: we should be careful how and where we do it (compassion fatigue and
misinforming people on what to expect from Life in the Forces).

— Recruiters: what are they telling potential recruits? How do they engage with them in the build-
up to them joining the Service (we have anecdotal evidence of some youngsters withdrawing their
applications to join because it is taking too long, and they feel that the Service has lost interest in
them). The recruiters must also give a true picture of what the branch or specialisation offers. We
spoke to a young lad who wanted to become a medic and was persuaded he should be a stoker!
Not quite the same thing. I acknowledge that this is a complex area and that much of the evidence
is anecdotal, but I believe it is an area of concern that should be considered.

—  Youngsters new to the Navy must be kept busy and engaged after Phase 2 training as this is
potentially the time they can lose interest. When they actually start their first job and find they
aren’t going to sea as they expected, but remain alongside paying food and accommodation
charges and doing less than desirable jobs to keep busy.

— We must be aware that in some cases we may be setting people up to fail where RT scores are too
low for the job training and job specification or fitness is a problem. What message does this send
back to local communities when youngsters who don’t even manage to complete training return
home?

— No mention was made of engaging with parents. A considerable amount of contact with the NFF
comes from parents. Often they are the driving force behind young people joining the Service, and
also staying in when things become tough. I believe we need to think about how we engage with
the wider family of prospective recruits and new joiners.

— The RN has a disparate community with families spread across the country. Data Protection
prevents the Services from contacting families directly, something a significant percentage of
families said they would welcome (Families Attitude Survey). We are currently hoping that a JPA
compliant method of communicating with families directly will be in place by November 08. It is
important that this should be an opt out facility not opt in or we are back to relying on the Serving
person to get the message home, which is far from ideal. The internet, families’ days and events on
board ships and in establishments go some way towards making direct contact with families, but
only work if the family know an event is on.

— Family members of Single personnel have expressed dissatisfaction on not being able to make use
of their serving family members’ warrants in order to join them at family orientated events. For
example a ship based in Portsmouth holds a families day at sea, and the family live in Scotland—
the cost of attending is prohibitive, so they don’t come.

We asked a cross section of families the question “What one change in policy would make you and/or
your partner recommend the RN/RM as a career to others?”

Some of the answers we received are as follows:

“For Royal Marines drafts to last a more sensible length of time—three to five years in order to
allow families to settle and for children not to have to change schools so often.”

“Family included in medical and dental provision currently offered to Serving personnel.”
“Better standard, and more accommodation.”

“Housing is poor, sort out the housing process.” (Comment from the West country)
“Shorter deployments”.

“Pay the serving person enough so they don’t have to claim benefits (child tax credit)”
“More money, better promotion and prospects.”

“More money for educational qualifications.”



Defence Committee: Evidence Ev 183

“Bring back military hospitals which can then care for families.”

“The educational authority should take into account the needs of Service families when allocating
school places.”

“The erosion of ‘perks’ over the years which had previously engendered an esprit de corps eg sports
facilities.”

“More consideration of the family and not just to the Service, a supportive family is essential.”

“More manpower so personnel are not so stressed.”

13 May 2008

Further supplementary memorandum from the Ministry of Defence

1. This memorandum aims to provide the House of Commons Defence Committee with additional
information in respect of their inquiry into Recruitment and Retention in the Armed Forces. It provides
responses to the questions posed in the HCDC Clerk’s letter of 25 April 2008 and email of the 6 May 2008
following the Committee’s visit to the Armed Forces Recruiting Office at St Georges Court.

An update on the discussions between the MoD and the Department for Children, Schools and Families on the
development of the Cadet Movement ( Q250)

2. MoD is working closely with the Department of Children, Schools and Families to identify ways of
achieving greater exposure of State Schools and State School pupils to the cadet experience. They are
attempting to develop plans to build on existing schemes in three areas:

a. Academies. The intent is to establish additional Cadet units in new academies. It is hoped that the
Department of Children, Schools and Families will assist with funding capital costs where they are
required and the prioritisation of suitable Schools/Academies and pursuing “partners” to assist
with the start-up and continued mentoring for new Cadet units. MoD intends to discuss how to
develop this programme further with the devolved assemblies of Scotland, Northern Ireland
and Wales.

b. Independent/State School Partnering. The intent is for a nationwide rollout to be based on the
London Challenge Pilot, assuming it is successful, after a year. In the meantime, a Cadet
Ambassador (facilitator/coordinator) has been established to facilitate partnering between
London Independent schools with Combined Cadet Forces and neighbouring State schools.

c. Community-Based Cadet Forces. There will be an expansion of community-based cadet units;
moreover, MoD intends to seek closer links between state schools and Community-based units.

3. MoD and the Department of Children, Schools and Families are working on establishing more
detailed plans for expanding the Cadet Forces, which will be driven by the availability of additional
Government funding.

The latest position regarding Manning Balance for each service (Q272)

4. At1 April 2008 the Armed Forces were outside the Public Service Agreement Target Manning Balance
with the Trained Strength standing at 173,960P3! against a liability of 179,270P, representing 96.8% against
the Requirement. The Trained Strength of the Armed Forces is 5,310 short of the Requirement. This
represents an increase in the deficit against the Requirement from 3.0% to 3.2% since 1 April 2007. A
comparison by Service against the statistics provided for 1 January 2008 and 1 April 2007 is at Annex A.

5. Voluntary Outflow exit rates remain relatively stable overall. They are up for Naval Service Officers,
slightly down for RN/RM Other Ranks, slightly up for RAF Officers and up for RAF Other Ranks. Due
to JPA data shortfalls, Army data will not be available until December 2008.

RN Manning Situation

6. At1 April 2008, the RN strength stood at 96.7%pP of the Requirement. The deficit against Requirement
(3.3%) has improved compared with the same period in the previous year (5.1%). Continuing restructuring
is expected to reduce the Liability further, although not as rapidly and extensively as originally envisaged.
Initiatives to grow Strength through improved recruiting and retention should also help to reduce the deficit
but the RN is not now expected to achieve manning balance in the foreseeable future. Critically, within this
headline some pinch points Branches/Trades will continue to have significant sustainability problems.

31 Where figures are annotated with a “p” the figure is provisional and subject to review.
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Army Manning Situation

7. At 1 April 2008, the Full Time Trained Strength of the Army was 96.5%P of Requirement and between
1 April 07 and 1 April 08 the deficit against liability increased by 1.1% from 2.4% to 3.5%. Manning the
Army remains the Army’s highest priority after sustaining operational success. Army Manning Plans
delivered in 2006 and 2007 have added back around 1,800° personnel between April 2006 and April 2008
(comprising rejoins (net increase 630), Extended Service (net increase 610), Full Time Reserve Forces (net
increase 340) and Foreign and Commonwealth gains to trained strength (net increase 220)). The Army is
working hard on a Retention Action Plan comprising some 70 measures, which is reviewed quarterly.

RAF Manning Situation

8. At 1 April 2008, RAF strength stood at 98.6%pP of the Requirement. The deficit against Requirement
has decreased from 3.2% to 1.4% P, helped by the planned drawdown of the Requirement by 8.5% P between
1 April 2007 and 1 April 2008. The RAF is currently in Manning Balance but is likely to fall outside again
within 12 months.

9. The full set of 1 April manning statistics is attached (TSP 4).

Details on the process for assessing the medical fitness of a potential recruit for each service

10. The single Services are responsible for determining the processes for screening and assessing the
medical fitness and suitability of potential recruits. The fitness standards required vary according to the
Service and occupation within the Service that the recruit has applied for.

11. The detailed process for each of the single Services is as follows:
Royal Navy and Royal Marines

Potential applicants are asked screening questions when they first apply to the RN by Careers
Advisers in the Armed Forces Careers Office. All applicants then complete a medical form
obtained from the Armed Forces Careers Office. Currently Potential RN officers are medically
examined at the Institute of Naval Medicine (INM) after passing the Admiralty Interview Board.
Potential RN Ratings, Royal Marine (RM) other ranks and RM officer candidates are medically
examined at a location close to their home by Armed Forces Careers Office Medical Examiners,
who are civilian General Practitioners contracted to provide the service. If they consider it
necessary, the Armed Forces Careers Office Medical Examiner will also liaise with the candidate’s
General Practitioner. It is planned that in the near future all potential non aircrew RN officers will
be examined by Armed Forces Careers Office Medical Examiners before attending the Admiralty
Interview Board. Any atypical medical cases are followed up with the individual’s GP and referred
to the Institute of Naval Medicine.

Army

All applicants complete a medical form obtained from the Armed Forces Careers Office. Potential
recruits are subsequently provided with a detailed questionnaire designed to gather pertinent
information about the individual’s medical history from themselves and their General
Practitioner. The individual takes the form, after completing the relevant sections themselves, to
their General Practitioner who completes it and sends it to an Army Development and Selection
Centre, where it is screened for disqualifying conditions. If the applicant is suitable, they will then
be called forward for medical examination at the Army Development and Selection Centre by a
Medical Officer (military or civilian) trained in selection medicals. If either the examination of
documents or the individual indicates that further information is required it will be sought from
the General Practitioner. The Army considers the initial questionnaire a crucial factor in reducing
the risk involved in training, especially for vulnerable young people.

If an individual needs a specialist assessment with respect to an ongoing or past medical condition
they will be referred from the Army Development and Selection Centre to an appropriate military
consultant. Cardiology referrals occur in such volume that there is a standing contract with a
civilian provider. Medical examination may lead to deferrals for a specified amount of time, which
may include conditions ie “remain free from symptoms and treatment for three years”.

RAF

All applicants complete a medical form obtained from the Armed Forces Careers Office. Potential
officers and airmen aircrew attend the Officer and Aircrew Selection Centre at Cranwell at which
they are examined by civilian Medical Examiners and Service Medical Officers. Other ranks are
medically examined by Armed Forces Careers Office Medical Examiners in their local Armed
Forces Careers Office after they have passed aptitude testing and an interview. If any medical issues
are identified these are followed up by contacting the individual’s General Practitioner and, if
necessary, referred to the RAF Inspectorate of Recruiting Occupational Medicine consultant at
RAF College Cranwell.
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Conversion rates for information seekers to enquirers to enlistments for each of the services

12. The table below details the conversion rates for information seekers to enlistments during the
Financial Year 2007-08 for the three Services.

Success as a %

Information Enquirers/  Forwarded to  of information

Seekers Applicants Training seekers!

RN Officers? N/A 1,300 344 N/A
RN Other Ranks 45,360 9,960 3,552 7.8%
Army Officers 6,920 1,473 716 10.3%
Army Other Ranks 124,762 21,804 13,129 10.5%
RAF Officers? 14,635 3,983 638 4.4%
RAF Other Ranks 20,854 8,849 2,314 11.1%

Notes

1. This is a comparison of the number of information seekers in 2007-08 and the number
forwarded to training in the same period. Of those applying or forwarded to training in
2007-08 some will have sought information before the start of the year. Therefore the
numbers in the three columns are not directly comparable.

2. Information Seekers and Applicants data for RN Officers are an approximation due to
the long lead in period over which requests for information are made. Applicants reflect the
number of people attending AIB plus 10% for sift and Recruit Test failures.

3. This includes Non-commissioned Aircrew.

Details about the numbers of recruits who dropped out of Phase 1 and Phase 2 Training, if possible for the last
10 years

13. National Statistics data on the outflow of Untrained UK Regular Forces produced by Defence
Analytical Services and Advice are at Annex B. Further information on the Phase 1 and 2 wastage rates will
be provided in MoDs subsequent memorandum alongside the additional evidence requested on the reasons
for wastage during new entry training.



Annex A
Strength and Requirement of Full Time UK Regular, Full Time Reserve Service and Gurkhas
(TABLE 19 UPDATED TO 1 APRIL 2008)
RN/RM Army RAF

1 April 1 January 1 April 1 April 1 January 1 April 1 April 1 January 01 April
2008 2008 2007 2008 2008 2007 2008 2008 2007
Revised Revised
Trained Requirement 36,260 36,470 36,800 101,800 101,800 101,800 41,2107 42,1607 45,020
Trained Strength 35,070 35,200p 34,920" 98,270P 98,510P 99,350P 40,6200 41,2100 43,550
Variation —1,190° —1,280p —1,880" — 3,530 —3,290° —2,450P —590p —940p —1,460"
Untrained Strength 4,040 3,920° 4,520 11,540r 10,410p 11,180r 3,140° 2,730 2,160
Total UK Regs! 39,110° 39,110 39,440 109,810° 108,920° 110,530° 43,750 43,940p 45,710

1. The Trained Strength, Untrained Strength and the Trained Requirement comprise UK Regular Forces, Gurkhas, Full Time Reserve Service personnel and Nursing
services. They do not include the Home Service battalions of the Royal Irish Regiment or mobilised reservists.

2. Due to ongoing validation of data from the new Personnel Administration System, Army statistics from 1 April 2007, and Naval Service and RAF statistics from 1
May 2007 are provisional and subject to review.

p denotes provisional.

r denotes revised.

Figures are rounded to ten and may not sum precisely to the totals shown.
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Outflow of Untrained UK Regular Forces—National Statistics

Annex B

1997-98 1998-99  1999-2000 200001 2001-02 2002-03 200304 2004-05 2005-06 200607
All Services 5,960 8,450 8,560 7,350 6,770 7,250 6,950 5,830 5,130 6,290 »
Officers 240 390 330 380 320 350 310 340 220 370 p
Other Ranks 5,720 8,060 8,230 6,970 6,450 6,900 6,640 5,490 4,910 5,920 »
Naval Service 1,200 1,470 1,680 1,510 1,760 1,740 1,340 1,050 1,190 1,110
Officers 120 80 70 80 80 120 90 90 90 100
Other Ranks 1,080 1,390 1,610 1,430 1,680 1,620 1,250 960 1,100 1,010
Army 4,260 6,290 6,200 5,160 4,390 4,880 5,020 4,330 3,690 4,840 »
Officers 80 260 220 260 190 180 170 200 90 220 P
Other Ranks 4,180 6,030 5,980 4,900 4,200 4,700 4,850 4,130 3,600 4,620 »
RAF 490 690 680 680 620 630 570 460 250 330
Officers 40 50 40 40 50 50 40 60 30 50
Other Ranks 450 640 640 640 570 580 530 400 220 280
Source: DASA (Quad-Service)
Notes

Figures are for UK Regular Forces and therefore exclude Gurkhas, Full Time Reserve Service personnel, the Home Service battalions of the Royal Irish Regiment

and mobilised reservists.

Due to ongoing validation of data from a new personnel administration system, Army statistics for 2006-07 are provisional and subject to review.
Figures have been sourced from Table 2.20 in UK Defence Statistics
2007-08 information will be available once TSP4 is published on 29 May 2008.

6 June 2008
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Further supplementary memorandum from the Ministry of Defence

1. This memorandum aims to provide the House of Commons Defence Committee with additional
information in respect of their inquiry into Recruitment and Retention in the Armed Forces. It provides
responses to the questions posed in the Committee Clerk’s letter of 28 May 2008.

How many Service personnel were paid late last year? (Q365)

2. No Service personnel were paid late during the 2007-08 financial year.

When Service personnel do get paid late what costs do the MoD reimburse (eg bank charges)? ((0368)

3. If an individual has incurred an actual financial loss such as bank/building society charges or interest
charged against a loan which would have been cleared if the payment had been made correctly, the
department will compensate the individual on production of documentary evidence of the loss.

Details of the joint personnel administration inaccuracies and difficulties and the measures that have been/will
be put in place to resolve them (Q368)

4. In January 2008, the MoD provided the Committee with a Memorandum on Joint Personnel
Administration which explained problems being experienced, including pay inaccuracies. At that time MoD
identified areas where more work was required before Joint Personnel Administration could be considered
to have delivered its Vision, as endorsed by the Defence Management Board. Further to this, we can report
the following progress against these areas:

Improvements in the provision of Management Information—The Management Information
capability has not yet fully met the user expectations or needs. The programme of work to meet
these challenges is prioritised through the Joint Personnel Requirement Steering Group. The
Service Personnel and Veterans Agency and the Services are working closely together to establish
a common basis for future development which will also align with the MoD wide initiative to
develop improved corporate Management Information capability.

JPA Control Framework—In January MoD reported that a control framework would be put in
place around the Joint Personnel Administration processes to ensure that the processes are being
followed correctly and that the processes themselves do not allow opportunity for fraudulent
behaviour. A control framework programme has commenced and the initial output has been
agreed with the MoD finance community and the National Audit Office. The intention is to ensure
that all the key controls are in place by December 2008.

Improvements to the Enquiry Centre and back-office functions—Implementation of a revised
management procedure (the Service Request Management Group) and additional training for
enquiry centre staff has resulted in a significant improvement in customer satisfaction.

Reduced “cost of ownership” through further harmonisation and simplification—A series of
process reviews is being driven forward under the auspices of the Joint Personnel Administration
Business Optimisation Plan. This provides a mechanism for looking at each of the processes and
determining a priority for further work, in particular that required to harmonise, simplify and
modernise policies and processes where initial progress to support Joint Personnel Administration
roll-out was insufficient to achieve optimum business benefit.

5. Joint Personnel Administration is an ambitious change programme. All key outputs have been
delivered without interruption throughout the implementation process. However, as indicated in earlier
memorandum, there have been a number of data quality issues which have impinged on the ability of
Defence Analytical Services and Advice to report Army Manning Statistics and there are still a number of
gaps affecting manpower reporting. The Service Personnel and Veterans Agency Data Management and
Information Group continues to work closely with Defence Analytical Services and Advice to improve the
quality of data held within Joint Personnel Administration. This joint work has led to the identification of
data issues in some systems which pass data into Joint Personnel Administration or with the way the data
transfer is operating.

6. MoD are continuing to look at all aspects of the training of personnel in connection with Joint
Personnel Administration to ensure that this is fit for purpose. This will focus on the provision of training
and processes, primarily for self-service users and unit Human Relations staff, but including, where
appropriate, Career Managers and specialist Joint Personnel Administration administrators, to ascertain
whether all users are appropriately trained and sufficiently aware to exploit the full potential of Joint
Personnel Administration.
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Details of other wastage statistics for Phase 1 training and Phase 2 training for each of the Services ((Q432)
and the number and percentage of recruits who discharge as of right during Phase 1 training in each of the three
services and how this compares with our major allies

7. Details of Phase 1 training wastages rate by cause are provided at Annex A for the UK Armed Forces.
This data is derived from the single Services sources and is not necessarily derived from the employment of
identical methodologies, therefore, direct comparison between the Services may not be wholly appropriate.

8. Different countries employ different methods of wastage calculation and other factors, including
selection processes, entry standards, the handling of injury during training and their policy on back-classing
will affect exit rates. Therefore a direct comparison of Other Rank losses during training between countries
is difficult to achieve. Therefore, the two tables provided below aim to provide a broad comparison of
wastage rates only. In all cases the statistics provide the total wastage rates.

Percentage Wastage Rates for 2006 from UK Phase 1 and US Boot Camp

Navy Marines Army  Air Force
UK! 9.4% N/A 21.2%7? 8.9%
USA 14% 11.7% 13.6% 7.1%

Note

1. Single Service sourced data not validated by Defence
Analytical and Statistics Advice.

2. Excludes Infantry for which there is no separate Phase 1
wastage rate (see Annex A).

Percentage Wastage rates from UK Phase 1 and 2 training and at the 12 month point in Canada,
the USA and Australia

2003-04 2004-05 2005-06 200607 2007-08

UK! RN 26% 24% 22% 21% 24%
RM 47% 41% 47% 47% 45%
Army 31% 26% 28% 36% 38%
RAF 15% 21% 19% 20% 22%
Canada Navy 8.4% 12.2% 13.0% 18.8%
Army 18.9% 20.0% 21.3% 25.3%
Air Force 3.3% 7.2% 9.0% 9.2%
USA Navy 13% 14% 14%
Marines 14% 14% 16%
Army 21% 18% 13%
Air Force 11% 13% 13%
Australia Navy 16% 17%
Army 21% 21%
Air Force 12% 13%
Note:

1. UK data is single Service sourced and has not been not validated by Defence Analytical
and Statistics Advice.

The Armed Forces recruitment process in Foreign and Commonwealth Countries for example Ghana, Fiji
and Jamaica

9. With the exception of Army recruitment of Gurkhas, except when visiting a Commonwealth country
at the express invitation of government concerned, the Armed Forces do not actively recruit overseas.
However, individuals can access the Armed Forces websites in order to see the range of opportunities open
to them, and how to apply from overseas. Commonwealth or Irish citizens residing overseas who wish to
apply to join the Armed Forces must travel to the UK at their own expense to undergo the selection process.
They normally arrive on a six month tourist visa and are usually handled by the Armed Forces Careers Office
at St Georges Court or, for the Army, the Careers Office on the Strand, both are which are highly
experienced in handling the complexities associated with processing overseas candidates.



Ev 190 Defence Committee: Evidence

RN

10. Since 1997 the RN has visited St Vincent on two occasions at the invitation of the Island’s
government. As a result of the first visit in 2002, 154 individuals joined the Service (126 Royal Navy and 28
Royal Marine). A second visit took place in 2005 as a result of which 71 completed training and entered the
Royal Navy.

11. The employment of foreign nationals in those branches directly related to operations is restricted on
security grounds. As a result the Royal Navy Logistics Branch has a higher than average number of ratings
from overseas, with enough candidates in the selection process to provide the branch with sufficient
manpower until 2009. Therefore, although Royal Navy recruiters have been invited to return to St Vincent,
there is currently no requirement to recruit more overseas personnel.

13. As a result of reports back home to family and friends from those already serving, a steady flow of
candidates is making their own way to the UK with a view to joining the Royal Navy and the Royal Marines.

Army

14. In recent years the Army have sent selection teams to some Commonwealth countries at the specific
request of the government concerned where evidence suggests that there is sufficient interest amongst the
local population to merit a visit. These teams screen out those not thought capable of meeting the full entry
standards to save them the cost of an abortive trip to the UK to undergo the recruitment selection process.
Selection teams will only see those who have already made an application to the Army’s Recruiting Group
Overseas Cell which has passed the initial sift.

15. Since 1997 Army Overseas Selection Teams have visited Fiji 10 times, St Vincent and the Grenadines
three times and St Lucia twice. In addition a team has this month just commenced a visit to St Lucia and
Belize.

16. Applicants through the Overseas Cell are the biggest source of enquiries (some 30,000 per annum).
Those that enquire do so via telephone, email, letter and On Line Enquiry Forms. Each enquiry is screened
for eligibility and if everything is in order, the candidate is invited to attend a careers office in the UK.

RAF

17. Individuals from Commonwealth countries can apply through Broadsystems, a response-handling
company, whose job is it to handle responses resulting from national advertising and direct marketing
activity, via telephone, online enquiry and interactive TV. Any resulting “live” queries are passed to the field
force in the Armed Forces Careers Office.

Clarification about the Retention Action Plan referred to by Major General Gregory, Director General
Personnel (Army) in the Evidence Session of 22 April (Q276)

18. The Retention Action Plan is a matrix of measures and actions, currently consisting of some 73
serials, which are being progressed to either examine or improve retention in the Army. It is owned by the
Army Retention Executive Committee chaired by Director General Personnel (Army) and the Plan is
reviewed at each meeting and updated on a quarterly basis. The Retention Action Plan serves to coordinate
effort and enable a more holistic approach to retention.

19. The Retention Action Plan has been operating in its current form for about 12 months, although a
similar document had previously formed part of another Action Plan. Key areas include the formulation
of Financial Retention Incentives, coordinated retention estimates and plans by Arms & Service Directors,
establishing and prioritising research requirements to better inform balance of investment decisions and
better ways of communicating the problems and what is being done.

Annex:
A. Loss of Recruits during Phase 1 and 2 Training.

18 June 2008
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RAF Flying Trades
PHASE 1
No in to Total

FY Type 10T Vw Prof Med %Yage
04/05  Pilot

Weapon Systems Officer
05/06  Pilot 92 3 8 1 13.0

Weapon Systems Officer 19 2 6 3 57.9
06/07  Pilot 134 1 0 0 0.7

Weapon Systems Officer 26 0 0 0 0.0
07/08  Pilot 153 9 7 1

Weapon Systems Officer 27 3 0 0

Note:
Since this pipeline has been up to two years long (because of backlogs), the number being withdrawn in
any year does not necessarily correlate with the number-in in the same year.

PHASE 2
FY Type Nointo FT Vw Prof Med Total %age
04/05  Pilot 63 5 22 1 44.4
Weapon Systems Officer 30 3 10 1 46.7
Weapon Systems Operator? 83 6 1 3 12.0
05/06  Pilot 74 2 7 1 13.5
Weapon Systems Officer 23 2 6 3 47.8
Weapon Systems Operator 65 0 4 4 12.3
06/07  Pilot 105 7 6 2 14.3
Weapon Systems Officer 18 2 2 1 27.8
Weapon Systems Operator 73 1 0 0 1.4
07/08  Pilot 133 8 7 1 12.0
Weapon Systems Officer 27 3 0 0 11.1
Weapon Systems Operator 88 4 0 0 4.5
Notes:

FT—Flying Training
VW-—Voluntary Withdrawal
Prof—Profesional Failing (Airwork)
Med—Medical Withdrawal

1. Withdrawal—removed from course but often cascaded from Fast Jet to Rotary Wing or Multi-
Engine; or Rotary Wing to Multi-Engine for pilots; Weapon Systems Officers withdrawn from trianing
are sometimes cascaded from Fast Jet to Multi-Engine (there are no longer Rotary Wing Warfare
Systems Officers) and Weapon Systems Operators can also be cascaded within their various specialities.
It is not possible to define those that are ultimately successful or otherwise.

2. The pipeline can be up to four years long therefore the number being withdrawn in any year does not
necessarily correlate with the number-in in the same year.

3. Weapon Systems Operators are Non Commissioned Officers.

Further supplementary memorandum from the Ministry of Defence

1. This memorandum aims to provide the House of Commons Defence Committee with additional
information in respect of their inquiry into Recruitment and Retention in the Armed Forces. It provides
responses to the questions posed in the Committee Clerk’s letter of 3 June 2008.
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DETAILS REGARDING THE ARMY SHORT SERVICE LIMITED COMMISSION AND SIMILAR SCHEME IN THE ROYAL
MARINES

Army Short Service Limited Commission/Gap Year Commission

2. The Short Service Limited Commission was introduced around 30 years ago at a time when many units
were short of young officers. It was relatively simple to introduce as the manpower numbers and costs were
contained within existing manpower ceilings and budgets. The scheme started as a paid gap year scheme
before the term “gap year” had been coined and the name was changed to the Gap Year Commission in
1999 to reflect what was by then the common nomenclature for such activities. A complementary
Undergraduate Army Placement scheme, introduced to fill a requirement for placement years in some
degree courses, also proved successful. The Scheme was discontinued in mid-2007, with the emphasis
moving to people programme measures which would have wider recruitment and retention benefits.

3. Numbers fluctuated over the years with a peak of over 80 a year early in this decade. About a third
subsequently converted to a commission in the Regular Army and a few into the TA. Other benefits were:
access to high achieving schools which otherwise were lukewarm to encouraging careers in the Forces, the
positive message given by recent graduates of the scheme in universities and the long term benefit of
influencing quality individuals who later excel in their respective spheres.

Royal Marine Scheme

4. The Short Service Limited Commission was a nine month pre-university commission which ran from
October until July in the year of university entry. The scheme ran from 1981 to 1995 and enabled three or
four individuals a year who express an interest in a commission in the Royal Marines but were unwilling to
commit themselves for a lengthy period to experience a short, intensive introduction to the Corps which they
could take forward into civilian life. It has been assessed that the scheme did not bring noticeably more
strategic influence than that already achieved through retired officers and the scheme was terminated on
cost grounds.

5. The course comprised three months initial training at Commando Training Centre Royal Marines,
three months with a Commando unit and three months completing the All Arms Commando Course. On
receiving his Green Beret, the Short Service Limited Commission Officer would end his commission & leave
the Service. Some of those completing the course subsequently transferred to a regular commission.

Gains to Trained Strength for each Service during 200405

Target! Achieved?
RN Officers 440 410  93%
RN Other Ranks 2,700 2,310  85%
Army Officers 810 780  96%
Army Other Ranks 8,700 9,080 104%
RAF Officers 665 550 83%
RAF Other Ranks 3,826 2,870  75%

Note:
1 All targets set by single Services.

2 All achieved statistics, other than for Army,
provided by Defence Analysis and Statistical
Advice. Army achieved statistics are provided
by the single Service: Army officer figures
comprise Direct Entry and Professionally
Qualified Officers only; Army Other Ranks
represent output from Phase 2 training only.
Statistics for RN and RAF Officers include
those promoted from the ranks.

Clarification of Number of Pinch Point Trades between 2003-04 and 2005-06 for each Service

Royal Navy  Army  Royal Air Force

2003-04 10 26 9
2004-05 12 25 23
2005-06 12 24 21
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VOLUNTEER RESERVE MILITARY MANPOWER REQUIREMENT SINCE 2004 AND THE REGULAR RESERVE
STRENGTH SINCE 2004 AND CLARIFICATION OF THE DISCREPANCIES BETWEEN TABLE 27 (P 169) IN ANNUAL
REPORT AND ACCOUNTS 2006-07 AND TABLES 24—5 IN ANNUAL REPORT AND ACcCOUNTS 2005-06 (p 143)

Volunteer Reserve Requirement since 2004

April 2008 April 2007 April 2006 April 2005 April 2004
Provisional Provisional
Royal Navy and 2,360 2,940 3,040 3,740 3,820
Royal Marine Reserve
Territorial Army 30,270 30,270 30,270 30,270 30,270
Royal Auxiliary Air Force 2,000 2,100 2,210 2,215 2,220
Note:

1. Following introduction of the Joint Personnel Administration system all data from April 2007 is
provisional and subject to review.

2. Strengths rounded to the nearest 10.

Regular Reserve Strength since 2004

December 2007 April 2007 April 2006 April 2005 April 2004

Naval Service 10,330 9,600 10,400 10,530 10,700
Army 33,650 33,800 32,100 31,420 31,220
Royal Air Force 6,685 7,300 7,800 8,440 9,520
Note:

I Latest available data.
2 Following introduction of the Joint Personnel Administration system all data from
April 2007 is provisional and subject to review.

DATA DISCREPANCIES

6. Whilst some discrepancies result from the subsequent refining of provisional data, some of the
apparent discrepancies also result from the use of different terminology. It is therefore not possible to
directly compare the figures between the tables provided in the different annual reports, for example,
individuals liable to recall is not the same as trained strength and strength refers to all personnel whilst
trained strength refers to those personnel that have completed prescribed training.

23 June 2008
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