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Summary 

The Armed Forces Covenant Act 2021 enshrines the principles of the Armed Forces 
Covenant in law, requiring public sector organisations to pay due regard when carrying out 
specific public functions with regards to housing, healthcare, and education. This is further 
supported by the Armed Forces (Covenant) Regulations 2022, which places a duty on 
these organisations to remove disadvantages for service people (defined as any serving 
personnel, reservists, veterans, cadet force volunteers and their respective family 
members). 

Reservists are dedicated individuals who give up their time to train and serve in the armed 
forces, combining this with a civilian life and career. They are called upon as individuals 
with specific skills or as ready formed units to serve alongside the regular forces whenever 
required, carrying out the same roles and receiving the same training as their regular 
counterparts. The Reserve Armed Forces rely heavily on the NHS for the supply of 
doctors, nurses, and other healthcare professionals in supporting medical capacity across 
various aspects of defence in the UK and abroad.  

Cadet Force Adult Volunteers are committed individuals who give up their time to facilitate 
cadet training evenings and activities. They do not necessarily come from a military 
background, nor does their daily employment need to factor into their role as a volunteer. 
The success of the Cadet Forces is highly dependent on its ability to attract and retain 
sufficient numbers of suitable cadet adult volunteers with the enthusiasm to motivate, train 
and provide leadership to cadets. 

Military families play a vital role in supporting members of the armed forces community. 
Any household with a serving member or veteran will have experienced the difficulties of a 
loved one mobilising, or the upheaval of relocating to a new base.  

Veterans are individuals who have served at least one day in the armed forces, and who 
have since left the armed forces, many of whom go on to bring their unique experiences 
and valued skills to civilian roles. 

The Trust, as an armed forces friendly organisation, takes its corporate responsibility and 
public sector duty obligations seriously and recognises the value past and present serving 
personnel and military families bring to the service.  

This policy sets out the Trusts’ obligations under the Armed Forces Covenant Act 2021 
and how the Trust aims to fulfil those obligations. It also sets out how the Trust will support 
staff who, as members of the armed forces community, have additional commitments, 
obligations and needs and ensure they do not experience any disadvantage arising from 
their association with the armed forces. 
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Data Protection Act 2018 (UK General Data Protection Regulation – GDPR) 
Legislation. 

The Trust has a duty under the Data Protection Act 2018 and UK General Data Protection 
Regulations 2016/679 to ensure that there is a valid legal basis to process personal and 
sensitive data. The legal basis for processing must be identified and documented before 
the processing begins. In many cases we may need consent; this must be explicit, 
informed, and documented. We cannot rely on opt out, it must be opt in. 

Data Protection Act 2018 and UK General Data Protection Regulations 2016/679 is 
applicable to all staff; this includes those working as contractors and providers of services. 

For more information about your obligations under the Data Protection Act 2018 and UK 
General Data Protection Regulations 2016/679 please see the Information Use Framework 
Policy or contact the Information Governance Team. 

Royal Cornwall Hospital Trust rch-tr.infogov@nhs.net 
 

mailto:rch-tr.infogov@nhs.net
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1. Introduction 

1.1. The Armed Forces Covenant Act 2021 enshrines the principles of the Armed 
Forces Covenant in law, requiring public sector organisations to pay due regard 
when carrying out specific public functions with regards to housing, healthcare, 
and education. This is further supported by the Armed Forces (Covenant) 
Regulations 2022, which places a duty on the organisations to remove 
disadvantages for service people (defined as any serving personnel, reservists, 
veterans, cadet force volunteers and their respective family members). 

1.2. As an NHS organisation, Royal Cornwall Hospitals NHS Trust is committed to 
supporting our staff who are members of the armed forces community with their 
unique experiences and training commitments. The Trust is a signatory of the 
Armed Forces Covenant, and a copy of the Trusts’ pledge is available on the 
Trust website. 

1.3. The Trust recognises that such training equips those staff members with skills 
and abilities that are of mutual benefit to their particular military unit and the 
Trust. Line managers should therefore support these commitments and where 
possible, accommodate training requests and mobilisation orders in line with this 
policy. 

1.4. The Trust also recognises that relatives and veterans may also be impacted by 
military activity both past and present, and places equal emphasis on supporting 
these staff members. 

1.5. Reservists and Cadet Force Adult Volunteers have a responsibility to manage 
these requests by providing adequate notice for training commitments and 
maintaining an open dialogue with their managers about their training and 
development requirements and aspirations to allow managers to plan 
accordingly. 

1.6. Discrimination has no place at RCHT, and members of the armed forces 
community must not be disadvantaged as a result of notifying the Trust of their 
military connections. 

1.7. This version has been renamed Armed Forces Covenant Policy and supersedes 
all versions of the Reserved Forces Mobilisation and Training Policy. 

2. Purpose of this Policy/Procedure  

This policy outlines the procedure for managing and supporting staff who are part of 
the armed forces community. It covers: 

• Actions for supporting staff members who are, or wish to be, a reservist. 

• Actions for supporting staff members who are, or wish to be a Cadet Force Adult 
Volunteer (CFAV). 

• Guidance for managing requests for time off for training. 

• Guidance and sources of support for staff members with a serving family 
member who is being deployed. 
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• Guidance and actions for when a reservist member of staff is mobilised, de-
mobilised and / or returns to work. 

3. Scope 

3.1. The policy applies to all staff who are members of the armed forces community, 
or who wish to join, the reserves or cadet forces. 

3.2. The policy also applies to all managers of staff that are a member of the armed 
forces community, or who wish to join the reserves or cadet forces. 

4. Definitions/Glossary 

The definitions are included in the content of the document. 

5. Ownership and Responsibilities  

5.1. Role of the Dual Chief People Officer 

The Dual Chief People Officer has overall responsibility for the implementation 
of this policy. 

5.2. Role of the People Experience Team 

The People Experience Team is responsible for: 

• Maintaining a central register of reservist staff across the Trust, including any 
that are mobilised and at which stage of that mobilisation. 

• Supporting managers as appropriate with understanding and implementing 
this policy. 

• Providing guidance and information to support managers with reservist staff 
who have been mobilised, particularly regarding identification and mitigation 
of impacts to service delivery. 

5.3. Role of the EDI Team 

The EDI Team is responsible for: 

• Monitoring and reporting the Trusts’ performance in relation to its statutory 
obligations under the Armed Forces Covenant Act. 

• Ensuring the Trust continues to operate in a way that meets, and where 
possible exceeds, the requirements of relevant accreditations. 

• Supporting the Armed Forces Employee Network Group Chair in sharing 
feedback from network members to appropriate teams to affect swift action 
where required. 

5.4. Role of Armed Forces Employee Network Group 

The Armed Forces Employee Network Group is responsible for: 
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• To provide a regular platform of support to colleagues who are members of 
the Armed Forces Community. 

• Sharing information relevant to the Armed Forces Covenant (including 
updates to this policy) to network members to share in their work areas. 

• Advocating for all staff who are members of the Armed Forces community 
and providing feedback via the Equality, Diversity and Inclusion (EDI) Team 
as appropriate. 

5.5. Role of Managers 

All staff with line management obligations are responsible for: 

• Being familiar with their obligations to armed forces colleagues under this 
policy. 

• Ensuring staff are supported and encouraged to undertake training as 
appropriate to their role. 

• Making sure staff are aware of support available to members of the Armed 
Forces community such as the Armed Forces Employee Network Group for 
staff or the Veteran Aware scheme for patients. 

5.6. Role of Individual Staff 

All staff members are responsible for:  

• Ensuring their Armed Forces information on Employee Staff Record (ESR) is 
up to date via the self-service portal (for reservists and CFAV’s, this must be 
done in accordance with the Additional Employment Policy available on the 
Document Library). 

• Ensuring they complete available awareness training as appropriate to their 
role within the Trust. 

• Ensuring they maintain an open conversation with their line manager 
regarding their armed forces community status and any associated concerns 
or needs. 

• Where staff members are reservists and receive mobilisation notification, 
ensuring that they notify their manager immediately and follow the actions set 
out in Appendix 1, Mobilisation Checklist in the Armed Forces Covenant 
Policy Supporting Documents. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10137956
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
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6. Standards and Practice 

6.1. Training Commitment and Time Off (Reservists and Cadet 
Force Adult Volunteers (CFAV)) 

6.1.1. The Trust recognises the importance of the training undertaken by 
reservists and cadet force adult volunteers that enable them to 
develop transferable skills and abilities that are of benefit to the 
Armed Forces, the Individual, and the Trust. 

6.1.2. Up to ten days pro rata paid leave will be made available each year to 
enable reservists to attend annual camp or equivalent continuous 
training. Additional unpaid leave may be granted, including for short 
periods of training, provided adequate notice is given where such 
training cannot be taken in off-duty time. 

6.1.3. Up to five days paid leave will be made available each year to enable 
Cadet Force Adult Volunteers (CFAV) to attend the required training 
sessions to maintain their role within the cadet forces. 

6.1.4. For both groups, where further additional leave is required to meet 
commitments, unpaid leave, or changes to working patterns should be 
explored before using the staff members’ annual leave entitlement 
which is intended for rest and relaxation. 

6.1.5. Reservists and CFAV’s are required to give as much notice possible 
of the absence required from the workplace at the beginning of each 
year. The Trust recognises that the standard requirement of two 
months’ notice for such leave may not always be possible, and 
managers must not use this as a reason for declining such requests. 

6.1.6. Further information regarding unpaid leave can be obtained from the 
Trust’s Special Leave Policy and the Special Leave Policy Supporting 
Documents. 

6.1.7. Reservists annual training commitments are usually a combination of: 

• One evening a week. 

• Several weekends throughout the year. 

• One 15-day training course each year. 

6.2. Mobilisation of Reservists 

6.2.1 Mobilisation is the process of calling reservist staff into full-time 
service. This can be with the Regular Forces on military operations or 
to fulfil part of the UK’s defence strategy under the Reserve Forces 
Act 1996. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10158762
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10365794
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10365794
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6.2.2 The Reserve Forces Act 1996 also provides for other categories 
including, for example, High Readiness Reserves.  These are 
reserves, usually with a particular skill set, that are available at short 
notice. High Readiness Reserves will require written consent from 
the Trust before they are able to hold this status. 

6.2.3 The Trust recognises the significance of a reservist being mobilised 
and will wherever possible, aim to release the staff member for 
reserve service in accordance with section 6.4 of this policy. 

6.2.4 The maximum period of mobilisation depends on the nature of the 
operation and the relevant provision used under the Reserve Forces 
Act 1996. 

6.2.5 Operational tours currently range from short tours (three months or 
less) and are typically no longer than 12 months. 

6.2.6 Call-out papers will be issued as formal notification of a reservist’s 
mobilisation. Both reservist and their named line manager will receive 
a call-out pack, either by post or delivered by the reservist. The 
documentation will include the call-out date (the date the reservist 
must report for duty at a specified mobilisation centre) and the 
anticipated timeline. Although there is no statutory requirement for a 
warning notice period of mobilisation, the Ministry of Defence (MoD) 
aims to usually give at least 28 days’ notice of the date that the 
reservist will be required to report for mobilisation. 

6.2.7 Mobilisation consists of three distinct phases: Medical and Pre-
Deployment Training; Operation Tour; and Post-Operational Tour 
Leave. 

6.2.8 Managers will need to support their staff member throughout each of 
these three phases and should refer to the relevant sections in this 
policy (6.5 and 6.7) together with the process outlined in Appendix 1, 
Mobilisation Checklist in the Armed Forces Covenant Policy 
Supporting Documents for guidance on meeting this requirement. 

6.3. Seeking Exemption from Mobilisation 

6.3.1 In all cases of mobilisation, the Trust should endeavour to release the 
reservist to report for duty unless exceptional circumstances apply 
whereby the decision and reasoning will be fully explained to the 
reservist. 

6.3.2 In such cases, the Trust has a right seek an exemption, deferral, or 
revocation of mobilisation if it is thought the individual’s absence will 
cause serious harm to service delivery that cannot be mitigated 
through appropriate cover arrangements. 

6.3.3 The grounds for exemption are strictly limited and would have to show 
serious impairment to the Trust’s ability to provide services. The Trust 
should only seek an exemption in exceptional circumstances. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
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6.3.4 To be considered for an exemption or deferral the Trust must make 
an application, within seven days of the reservist being served with a 
mobilisation notice, to the Adjudication Officer (AO) normally for the 
service in which the reservist will serve. Late applications can only be 
made with the permission of the AO appointed by the MoD. Details on 
how to make an exemption will be contained in the call-up pack. 

6.3.5 Reservists also have the right to apply for an exemption from or 
deferral / revocation of mobilisation if their call-out papers arrive at a 
difficult time. Further information can be obtained from the Defence 
Relationship Management website (see section 4 for the website link). 

6.3.6 If the Trust is dissatisfied with the AO decision, an appeal can be 
made to the Reserve Forces Appeal Tribunal. Information on making 
an appeal will be provided by the AO. 

6.3.7 If the tribunal rejects the application for exemption or deferral the 
Trust will be required to release the reservist for mobilisation. 

6.3.8 Further information regarding exemption and / or deferral or 
revocation from mobilisation is detailed in Appendix 1, Mobilisation 
Checklist in the Armed Forces Covenant Policy Supporting 
Documents. 

6.4. Mobilisation 

If exemption is not sought or granted, and it is confirmed that the member of 
staff (reservist) will be mobilised, the line manager will: 

• Write to the reservist acknowledging their call up, informing them of the 
employment arrangements that will apply during the period of their 
mobilisation (see sampled letter at Appendix 2, Managers Template Letter 
to Reservist – Employment Arrangements During Mobilisation in the 
Armed Forces Covenant Policy Supporting Documents. 

• Agree a return date with the reservist that factors in appropriate rest and 
recovery time, and ensure this is clearly documented in their confirmation 
of service letter as detailed in Appendix 3, Managers Template Letter to 
Reservist – Acknowledgement of Date of Return in the Armed Forces 
Covenant Policy Supporting Documents. 

• Complete a Change of Assignment via the Management Self Service 
(MSS) in Employee Staff Record (ESR) to notify the Payroll and Pensions 
team of the staff member’s impending mobilisation, and first day of full-
time military service so that pay and benefits can be amended 
accordingly. 

• Complete the consent form included in the call-out pack and any internal 
paperwork regarding mobilisation. 

• Make arrangements for cover ensuring that these do not prevent the 
return of the reservist to their contractual role at the end of mobilisation.  

https://www.gov.uk/government/groups/defence-relationship-management
https://www.gov.uk/government/groups/defence-relationship-management
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10369300
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• Maintain a record of any additional costs arising from providing cover so 
that a request for reimbursement can be made (please refer to section 6.6 
on financial implications and assistance) 

• Ensure that the reservist’s position in the Trust and their current absence 
is taken into account if any changes are proposed at a later date to 
staffing structures or other organisational arrangements. 

6.5. NHS Pension 

6.5.1 Where mobilisation occurs, the reservist will be given special unpaid 
leave of absence. If they are a member of the NHS pension scheme, 
they can choose whether or not to continue to pay pension 
contributions during this period. A letter will be sent to the reservist 
with the options available to them including details of the actions 
required to maintain contributions throughout the period of unpaid 
leave. 

6.5.2 The Ministry of Defence (MoD) will pay the Trusts’ contribution whilst 
a reservist is mobilised provided the reservist continues to pay their 
individual contributions. 

6.5.3 The Trust will continue on request of the reservist, to pay the 
employers’ contribution to the NHS Pension Scheme for the period of 
mobilisation and invoice the MoD to recover this amount. 

6.5.4 Reservists are strongly encouraged to seek further information 
regarding their individual situation from the Payroll and Pensions 
team. Managers and People Experience colleagues are unable to 
have this conversation on the Reservists’ behalf. 

6.6. Financial Implications and Assistance with Mobilisation 
Costs 

6.6.1 The reservist will not receive pay or accrue annual leave from Trust 
when they are mobilised. However, they will be entitled to accrue 
annual leave at a rate of two and a half days per month of full-time 
service from the MoD. This leave will be taken post operational tour 
before the individual is demobilised. 

6.6.2 All contractual leave untaken up to the date of mobilisation may be 
carried over to the following year. 

6.6.3 Where a reservist is absent from work following mobilisation, the 
service will be considered continuous, and the reservist will not be 
penalised if it coincides with their pay step progression. This would be 
completed on the reservist’s return and backdated to the reservist’s 
pay step progression. 

6.6.4 The Trust can claim financial assistance to cover any additional costs 
incurred in relation to replacing a reservist who is mobilised in excess 
of their earnings. Details of the additional costs that may be claimed 
are included on the claim form and include: 
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• Overtime / additional hours if existing staff members are used to 
cover the work of the reservist. 

• Any costs of hiring a temporary replacement that exceed the 
reservist’s earnings. 

6.6.5 The maximum claim for extra salary costs incurred in replacing the 
reservist subject to satisfactory proof of costs incurred, will be in line 
with the National guidance (please seek advice from People 
Experience team). Claims can be made for every normal working day 
that the reservist is on active service (pre-deployment training, 
operational tour, and post-tour leave). 

6.6.6 Claims can be made for certain one-off costs that are incurred in 
replacing a reservist. These include, for example: 

• Recruitment agency fees or employment agency fees if used to 
find temporary replacements. 

• Advertising costs if any medium is used to find a temporary 
replacement. 

• Training costs for any training the reservist needs as a result of 
being mobilised (over and above that training that would have 
been carried out anyway) when they return to work to carry out 
their duties. 

6.6.7 An application for one-off and recurring costs, with the appropriate 
supporting documents to evidence, must be made within four weeks 
of the end of the appropriate reservist’s period of mobilisation. 

6.6.8 For further detail on what can be claimed and the associated 
timescales, please refer to the financial assistance section on the 
Defence Relationship Management (DRM) website. 

6.7. Demobilisation – Return to Work 

6.7.1 After service, reservists are given a period of leave. If they want to 
return to work before the end of their leave, they must get permission 
from either their commanding officer or the demobilisation centre. 
Employers cannot force a reservist to return to work before their 
leave finishes. 

6.7.2 Demobilisation may be a difficult time with a reservist returning to 
work after a challenging period of deployment. Helping to ensure a 
smooth re-introduction to the workplace will require consideration of: 

• The need to update the reservist on any changes and 
developments in the organisation. 

• The need to offer specific refresher training where it is sought or 
considered necessary. 

https://www.gov.uk/government/groups/defence-relationship-management
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• Whether a period of skills training may be required to assist the 
reservist with any new aspects of their role of the duties have 
changed since mobilisation. 

• Whether the reservists would like to meet up with or contact 
colleagues informally or socially (if appropriate) before or after 
their return to work to prevent any feeling isolation. 

• Reasonable time off to seek therapeutic treatment if this is sought. 

• Training costs for any training the reservist needs as a result of 
being mobilised (over and above that training that would have 
been carried out anyway) when they return to work to carry out 
their duties. 

6.7.3 If it becomes apparent that a reservist is experiencing health issues, 
such as mental ill health or physical illness, as a result of their 
mobilisation, then they should be referred to Occupational Health 
and encouraged to seek help / advice from their GP. 

6.7.4 When the Trust is advised by a reservist that they want to return to 
work, the Trust is obliged to employ them in their job in accordance 
with the Reserve Forces (Safeguard of Employment) Act 1985. 
Where this is not possible, the reservist must be offered an 
equivalent position on the same terms and conditions of service. The 
right to return to work lasts for a minimum period equal to the period 
they were mobilised for. 

6.7.5 Allowing for leave, as outlined in 6.6.1, to enable the Trust to plan for 
a reservist’s return to work after mobilisation has ended, reservists 
must advise their line manager of the date they will be available to 
start work. This communication must be made no later than the third 
Monday after the completion of military service. 

6.7.6 If, owing to sickness or other reasonable cause, the reservist is 
prevented from making the application until the expiry of the third 
Monday after the completion of military service, they must write to 
notify their manager of their proposed return to work date as soon as 
reasonably possible. 

6.7.7 The actual return to work date should fall within approximately six 
weeks of the last day of mobilisation. The Trust must be advised as 
soon as possible if, due to illness or some other reasonable cause, 
the reservist is unable to start work on the agreed date. If this is the 
case, an alternative start date must be notified. This date should be 
as close as reasonably possible to the six weeks after the last day of 
paid mobilisation. 

6.7.8 Reservists cannot be made redundant due to training or mobilisation. 
They must be treated the same as other employees if there are 
redundancies because of organisation changes. 
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6.8. Support for staff with serving family members 

6.8.1 The Trust has a statutory obligation to have due regard for the health 
and wellbeing of all members of the armed forces community, 
including individuals with immediate family members who are 
currently serving. 

6.8.2 Managers should be aware of any staff in their team who have 
partners, children or parents serving in the armed forces, and ensure 
they are supported prior to, and during, their loved ones’ deployment. 

6.8.3 Such support may be in the form of short notice leave requests being 
granted, flexible working to support changes to childcare 
arrangements or ensuring contact with local support groups. 

6.8.4 Any arrangements in place should be reviewed periodically 
throughout the loved ones’ deployment, and particularly once a return 
date is confirmed, so that normal service delivery can resume. 

6.8.5 Managers should consider whether the staff member will need time 
off to prepare, or make arrangements for, their loved ones’ return 
from duty. 

6.8.6 Managers should anticipate that the staff member may require further 
support should their loved one be killed in action. This should 
principally involve a wellbeing conversation to arrange 
compassionate leave. 

6.9. Support for Veterans 

6.9.1 The Trust has a statutory obligation to have due regard for the health 
and wellbeing of all members of the armed forces community, 
including veterans. 

6.9.2 Managers should be aware of any staff in their team who are 
veterans, and ensure they are aware of where to seek support should 
they need to. 

6.9.3 Veterans often bring a significant range of skills and experience to 
their role. Managers should take the time to learn about their 
veterans’ additional skills and support them to find ways to use these 
skills to benefit the Trust. This can be done during Personal 
Development Review’s (PDR) as part of progression conversations 
but can take place throughout the year. 

6.9.4 Some veterans may require additional support around certain key 
dates. These will not always be national commemorations but may be 
anniversaries of tours and campaigns that hold poignant and often 
difficult memories for them. Managers should make sure they have 
this conversation with their veteran staff in a sensitive manner and 
agree a plan of support to put in place around those dates that 
maintains the staff members’ dignity and integrity without leaving 
them feeling like they must face it alone. 
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6.9.5 Royal Cornwall Hospitals NHS Trust is accredited by the Veterans 
Covenant Healthcare Alliance (VCHA) as a Veteran Aware Trust, 
providing enhanced patient care to veterans with conditions arising 
from their armed forces service. Further information on this is 
available on the Trust website. 

6.9.6 A full list of resources to support veteran colleagues is available on 
the Trust website. 

6.10. Recognition of Prior Service 

6.10.1 Royal Cornwall Hospitals NHS Trust recognises the value and 
importance of the commitment veterans have shown in service to 
their country. 

6.10.2 In 2018 the Trust signed the Armed Forces Covenant and pledged to 
recognise all previous service accrued within the Armed Forces as 
counting towards annual leave entitlement, effective from 1 April 
2019. 

6.10.3 Evidence of service must be presented to line managers within three 
months of the date of the commencement of their employment within 
the Trust and cannot be backdated beyond 1 April 2019. 

6.10.4 With effect from 1 April 2020, the allowance should be included in the 
annual leave allocations of existing staff members, while the 
principles outlined in section 6.5 of the Annual Leave Policy will apply 
to new staff members. 

7. Dissemination and Implementation 

7.1. A copy of the policy will be stored electronically in the HR folder of the Trust’s 
document library and will be circulated to members of the HR team to enable 
them to support the implementation of the policy. 

7.2. A clear communication will be sent to managers to make them aware that the 
policy has been issued and that they are responsible for cascading the 
information to their staff members, including staff members who do not have 
regular access to email. 

7.3. The Chairs of both the Joint Consultancy Negotiation Committee (JCNC) and 
Joint Local Negotiation Committee (JLNC) will be advised of the issue of the 
revised policy. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10140188


Armed Forces Covenant Policy V4.0 

Page 16 of 23 

8. Monitoring compliance and effectiveness  

Information 
Category 

Detail of process and methodology for monitoring 
compliance 

Element to be 
monitored 

• Number of Reservists eligible for mobilisation. 

• Number of mobilisations. 

• Number of Exemptions Applied for (and granted). 

• Number of any grievances raised. 

Lead Dual Chief People Officer 

Tool 
• ESR / e-Roster. 

• ER Database. 

Frequency Annually 

Reporting 
arrangements 

• People and Culture Committee. 

• Trust Board. 

Acting on 
recommendations 
and Lead(s) 

The Dual Chief People Officer will ensure any subsequent 
recommendations are undertaken including the development of an 
action plan for any deficiencies within an agreed timescale. 

Change in practice 
and lessons to be 
shared 

Any system improvements agreed via the action planning process 
will be actioned in partnership with Staff-Side representatives 
within three months. Lessons learnt will be shared with all relevant 
stakeholders. Any revision to policy will be communicated to staff. 

9. Updating and Review 

The policy will be reviewed every three years or earlier in view of any developments 
which take place that may include legislative changes, national policy instruction 
(NHS or Department of Health), a Trust Board decision or request by either party. 
This section covers information regarding the review process. All policy documents 
should be reviewed no less than every three years. Where appropriate, the author 
may set a shorter review date. 
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10. Equality and Diversity  

10.1. This document complies with the Royal Cornwall Hospitals NHS Trust service 
Equality and Diversity statement which can be found in the Equality Diversity 
And Inclusion Policy or the Equality and Diversity website. 

10.2. Royal Cornwall Hospitals NHS Trust is committed to a Policy of Equal 
Opportunities in employment. The aim of this policy is to ensure that no job 
applicant or employee receives less favourable treatment because of their race, 
colour, nationality, ethnic or national origin, or on the grounds of their age, 
gender, gender reassignment, marital status, domestic circumstances, disability, 
HIV status, sexual orientation, religion, belief, political affiliation or trade union 
membership, social or employment status or is disadvantaged by conditions or 
requirements which are not justified by the job to be done. This policy concerns 
all aspects of employment for existing staff and potential employees.  

10.3. Equality Impact Assessment 

The Initial Equality Impact Assessment Screening Form is at Appendix 2. 

https://doclibrary-rcht.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/HumanResources/EqualityDiversityAndInclusionPolicy.pdf
https://doclibrary-rcht.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/HumanResources/EqualityDiversityAndInclusionPolicy.pdf
http://intranet-rcht.cornwall.nhs.uk/shelf/equality-and-diversity/
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Appendix 1. Governance Information 

Information Category Detailed Information 

Document Title: Armed Forces Covenant Policy V4.0. 

This document replaces (exact 
title of previous version): 

Reserved Forces Training and Mobilisation Policy 
V3.0. 

Date Issued/Approved: October 2025 

Date Valid From: October 2025 

Date Valid To: October 2028 

Author/Owner: 
Mikey Stevens, Equality, Diversity and Inclusion 
(EDI) Lead, People and Organisational Development 
(POD). 

Contact details: rcht.inclusion@nhs.net 

Brief summary of contents: 

To provide support and guidance to staff, and 
managers of staff, with links to the armed forces 
community and the Trusts’ obligations to have due 
regard for this community. 

Suggested Keywords: 
Armed Forces, Cadet Force Adult Volunteer, Military 
Spouse, Forces Family, Reservist, Veteran, Training, 
Leave, Mobilisation. 

Target Audience: 

RCHT:  Yes 

CFT: No 

CIOS ICB:  No 

Executive Director responsible 
for Policy: 

Dual Chief People Officer. 

Approval route for consultation 
and ratification: 

Joint Consultancy Negotiation Committee (JCNC). 

Manager confirming approval 
processes: 

Associate Director for Equality, Diversity and 
Inclusion (EDI) and Organisational Development 
(OD). 

Name of Governance Lead 
confirming consultation and 
ratification: 

Leanne Austin, People Experience Manager, Interim 
Governance Lead 

Links to key external standards: None required. 
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Information Category Detailed Information 

Related Documents: 

• Attendance Management Policy. 

• Annual Leave Policy. 

• Employment Break Policy. 

• Defence Relationship Management (DRM) 
website. 

• Reserve Forces Act 1996. 

• Reserve Forces (Safeguarding of Employment) 
Act 1985. 

• Special Leave Policy. 

Training Need Identified: No 

Publication Location (refer to 
Policy on Policies – Approvals 
and Ratification): 

Internet and Intranet 

Document Library Folder/Sub 
Folder: 

Human Resources 

Version Control Table  

Date 
Version 
Number 

Summary of Changes 
Changes Made 
by 

August 
2002 

V1.0 Initial Issue. 
Human Resources 
Department. 

February 
2014 

V2.0 Policy review and update. 

Helen Strickland 

HR BP Policies 
and Projects. 

June 2017 V2.2 Policy review and update. 

Helen Strickland 

HR BP Policies 
and Projects. 

July 2020 V3.0 

▪ Three year review and policy 
reformatted to comply with latest Trust 
template. 

▪ Minor amendments made to include:  

❖ Summary refresh and inclusion of 
the GDPR statement. 

❖ Updates to Appendices 1 – 6 and 
inclusion of new organisational 
structure titles. 

❖ Removal of reference to: Civil 
Contingency Reaction Force, 
definitions for reservists, regular 

Helen Strickland 

HR BP Policies 
and Projects. 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10158760
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10140188
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10137955
https://www.gov.uk/government/groups/defence-relationship-management
https://www.gov.uk/government/groups/defence-relationship-management
https://www.legislation.gov.uk/ukpga/1996/14/contents
https://www.legislation.gov.uk/ukpga/1985/17
https://www.legislation.gov.uk/ukpga/1985/17
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10158762
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Date 
Version 
Number 

Summary of Changes 
Changes Made 
by 

reservists and ministry of defence. 

December 
2023 

V1.0 

• Initial issue of newly named policy with 
significant changes. Replaces 
Reserved Forces Training and 
Mobilisation Policy. 

• Three-year review and policy 
reformatted to comply with latest Trust 
template. 

• Significant updates to reflect legislative 
changes and new statutory obligations. 

• Broadened scope to include support for 
all Armed Forces colleagues. 

• Removal of appendices where 
information is already contained in body 
of policy. 

Mikey Stevens, 
Equality, Diversity 
and Inclusion 
(EDI) Lead, 
People and 
Organisational 
Development 
(POD). 

All or part of this document can be released under the Freedom of Information Act 
2000. 

All Policies, Strategies and Operating Procedures, including Business Plans, are 
to be kept for the lifetime of the organisation plus 6 years. 

This document is only valid on the day of printing. 

Controlled Document. 

This document has been created following the Royal Cornwall Hospitals NHS Trust The 
Policy on Policies (Development and Management of Knowledge Procedural and Web 
Documents Policy). It should not be altered in any way without the express permission of 
the author or their Line Manager. 

https://doclibrary-rcht.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/HealthInformatics/CorporateAndHealthRecords/ThePolicyOnPoliciesDevelopmentAndManagementOfKnowledgeProceduralAndWebDocumentsPolicy.pdf
https://doclibrary-rcht.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/HealthInformatics/CorporateAndHealthRecords/ThePolicyOnPoliciesDevelopmentAndManagementOfKnowledgeProceduralAndWebDocumentsPolicy.pdf
https://doclibrary-rcht.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/HealthInformatics/CorporateAndHealthRecords/ThePolicyOnPoliciesDevelopmentAndManagementOfKnowledgeProceduralAndWebDocumentsPolicy.pdf
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Appendix 2. Equality Impact Assessment 

Section 1: Equality Impact Assessment (EIA) Form  

The EIA process allows the Trust to identify where a policy or service may have a negative 
impact on an individual or particular group of people. 

For guidance please refer to the Equality Impact Assessment Policy (available from the 
document library) or contact the Equality, Diversity, and Inclusion Team 
rcht.inclusion@nhs.net  
 

Information Category Detailed Information 

Name of the 
strategy/policy/proposal/service 
function to be assessed: 

Armed Forces Covenant Policy V4.0 

Department and Service Area: 
Equality, Diversity and Inclusion (EDI), People 
and Organisational Development (POD) 

Is this a new or existing document? Existing 

Name of individual completing EIA 
(Should be completed by an individual 
with a good understanding of the 
Service/Policy): 

Mikey Stevens, Equality, Diversity and Inclusion 
(EDI) Lead, People and Organisational 
Development (POD). 

Contact details: rcht.inclusion@nhs.net 

 

Information Category Detailed Information 

1. Policy Aim - Who is the 
Policy aimed at? 

(The Policy is the 
Strategy, Policy, 
Proposal or Service 
Change to be assessed) 

Explains the procedures for managers and staff members 
and provides guidance to managers who are required to 
support colleagues from the armed forces community. 

2. Policy Objectives 
To provide support and guidance to all staff, and managers 
of staff, who are members of the armed forces community. 

3. Policy Intended 
Outcomes 

To ensure the Trust continues to meet its obligations under 
relevant legislation. 

4. How will you measure 
each outcome? 

Please see Monitoring, compliance and effectiveness, 
section 8 of this policy. 

5. Who is intended to 
benefit from the policy? 

Staff who are members of the armed forces community and 
their families. 

mailto:rcht.inclusion@nhs.net
mailto:Rcht.inclusion@nhs.net
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Information Category Detailed Information 

6a. Who did you consult 
with? 

(Please select Yes or No 
for each category) 

• Workforce:  Yes 

• Patients/visitors: No 

• Local groups/system partners: Yes 

• External organisations: Yes 

• Other: No 

6b. Please list the 
individuals/groups who 
have been consulted 
about this policy. 

Please record specific names of individuals/ groups: 

• Armed Forces Employee Network Group. 

• Veterans Covenant Healthcare Alliance (VCHA). 

• Employer Recognition Scheme (ERS) Regional 
Director. 

• 243 Field Hospital. 

6c. What was the outcome 
of the consultation?  

Approved 

6d. Have you used any of 
the following to assist 
your assessment? 

National or local statistics, audits, activity reports, 
process maps, complaints, staff, or patient surveys: 

• Office for National Statistics (ONS) and Census Data. 

• VCHA Acquired Information. 

• Employee Staff Record (ESR) Data. 

• Patient Demographics. 

• Staff Survey Results. 

 

7. The Impact 

Following consultation with key groups, has a negative impact been identified for any 
protected characteristic? Please note that a rationale is required for each one. 
 
Where a negative impact is identified without rationale, the key groups will need to be 
consulted again. 

 

Protected Characteristic (Yes or No) Rationale 

Age No 
This policy acknowledges that members of 
the armed forces community can be any 
age. 

Sex (male or female)  No 

This policy makes no distinction between 
the provision for male and female 
colleagues except where external 
processes do so. 
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Protected Characteristic (Yes or No) Rationale 

Gender reassignment 
(Transgender, non-binary, 
gender fluid etc.) 

No This policy uses gender-neutral language. 

Race No 
This policy makes no distinction regarding 
race or ethnicity. 

Disability (e.g. physical or 
cognitive impairment, mental 
health, long term conditions 
etc.) 

No 
This policy gives explicit consideration to 
the additional needs of deployed staff upon 
their return, including for mental ill health. 

Religion or belief No 
This policy acknowledges the diversity of 
spiritual or pastoral support individuals may 
need upon demobilising. 

Marriage and civil 
partnership 

No 

This policy now acknowledges the 
difficulties faced by partners and spouses 
of armed forces personnel and provides 
guidance on how to support them. 

Pregnancy and maternity No 
This policy acknowledges the impact that 
armed forces life can have on families and 
pregnancy. 

Sexual orientation (e.g. gay, 
straight, bisexual, lesbian etc.) 

No 

This policy acknowledges the unique risks 
posed to LGBTQ+ reservists who may 
deploy to anti-LGBTQ+ countries, and the 
additional support they may require upon 
demobilisation. 

A robust rationale must be in place for all protected characteristics. If a negative 
impact has been identified, please complete section 2. If no negative impact has been 
identified and if this is not a major service change, you can end the assessment here. 

I am confident that section 2 of this EIA does not need completing as there are no 
highlighted risks of negative impact occurring because of this policy. 

Name of person confirming result of initial impact assessment: Mikey Stevens, Equality, 
Diversity and Inclusion (EDI) Lead, People and Organisational Development (POD). 

If a negative impact has been identified above OR this is a major service change, 
you will need to complete section 2 of the EIA form available here: 
Section 2. Full Equality Analysis 

 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/ChiefExecutive/Templates/Section2FullEqualityAnalysis.docx

