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Executive Summary 
 
This report provides an overview of the Councils obligation as an employer in terms of the 
Armed Forces Covenant and the duties within the proposed Armed Forces Bill currently 
going through the UK Parliament.  Once the Bill is enacted (which is anticipated to be before 
the end of the calendar year) there will be a duty on the council to have “due regard” to the 
unique circumstances, experiences and needs of serving/ex-service personnel.  This report 
outlines our progress to date around support and access to employment opportunities and 
includes proposals for future actions. 
 
The recommendations seek to join up activity across Council Services in support of better 
communication, engagement, signposting and measurement of impact.  
 

Recommendations 
 
It is recommended that Finance and Resources committee note: 
 
1. Our commitments as an employer against the obligations in the Armed Forces 

Covenant will be encompassed in the Council’s Workforce for the Future strategy 
2. The nomination process we will undertake to secure employer recognition  
3. The current activity underway including work to benchmark activity and progress 

across Local Authorities 
4. The proposed forward plan of activity  
5. Our proposed action plan will be supported by our employee equality officer, in 

partnership with Firm Base, gathering a more collective understanding of our 
Armed Forces Community across North Lanarkshire and monitoring and 
reporting on our plan of work and impact in line with the Plan for North 
Lanarkshire   

 
 

The Plan for North Lanarkshire 
Priority  Improve economic opportunities and outcomes 

Ambition statement (23) Build a workforce for the future capable of delivering on our 
priorities and shared ambition 



1. Background 
 
1.1 The UK Government introduced the Armed Forces Covenant in 2011, to ensure that 

those who serve or have served in the Armed Forces are not disadvantaged compared 
to other citizens in the provision of public services 

 
1.2 The Covenant makes specific references to Health Services, Education, and Housing 

Services and includes references to welfare advice and support, employment skills and 
training opportunities. The Council must therefore ensure that its workforce policies and 
processes are inclusive to ensure that those serving in the armed forces and veterans 
are treated fairly when seeking access to employment, skills, training, and progression 
opportunities.   
 

1.3 The Armed Forces Bill seeks to introduce a statutory framework to further support the 
ethos within the Covenant.  
 

1.4 Once the Bill is enacted (anticipated to be by the end of 2021) the Council will be subject 
to a statutory obligation of having a due regard to the principles set out in section 1.5  
below, in addition to the commitment which the Council has already given in respect of 
the Armed Forces Covenant (which is a promise from the nation that those who serve 
or have served in the Armed Forces, and their families, are treated fairly and are not 
disadvantaged in their day-to-day lives). This social contract exists to ensure that the 
sacrifices, made by the Armed Forces Community in the national interest, should not 
come at significant cost. 

 
1.5 The new Covenant Duty places an obligation on relevant public bodies and persons, 

when exercising certain aspects of their public functions, to have due regard to the 
three principles of the Armed Forces Covenant. The Duty will require those who are 
subject to it to consciously consider the Armed Forces Community, and the principles 
of the Covenant, when developing policy and making decisions in the areas of housing, 
welfare advise and support, healthcare, education, and support and access to 
employment opportunities. 
 
This means that those subject to the Covenant Duty must have due regard to: 
 
• the unique obligations of, and sacrifices made by, the armed forces, 
• the principle that it is desirable to remove disadvantages arising for service 

people from membership, or former membership, of the armed forces, and 
• the principle that specials provision for service people may be justified by the 

effects on such people of membership, or former membership, of the armed 
forces. 

 
1.6 Firm Base (see link at section 6.1) was established by the Ministry of Defence to 

develop the delivery of policy and funding to support the military community and 
veterans in Scotland.  Following an approach by the Royal Regiment of Scotland 
requesting an Armed Forces Covenant be established, we partnered with South 
Lanarkshire Council to develop the Lanarkshire Firm Base. The organisation is the lead 
for delivering the key commitments contained in the Armed Forces Community 
Covenants and the work of Firm Base will further strengthen our links with armed forces 
and veterans’ associations to support and promote activity across our communities.   

 
1.7 The report sets out the ways in which we are currently meeting our obligations as an 

employer in respect of the Covenant, the current activity (and proposed forward plan) 
to further develop and implement appropriate action that will underpin our nominations 



for the Defence Employer Recognition Scheme and see us continue to strengthen our 
links and activities at a local level.  

 
 

 
2. Report 
 
2.1 The Council as part of its Workforce for the Future strategy and priorities aims to assist 

all those who serve or who have served and their families with employability support 
and access to employment, skills, and training opportunities.  We recognise that 
members of our Armed Forces community living in North Lanarkshire offer a broad 
range of skills and behaviours that are an asset to employers, and that there are some 
who need extra support to support them into work and provide information relevant to 
their needs.  

 
2.2 In acknowledgement of our existing efforts we are preparing a nomination for the 

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

 
2.3 To help the nomination process a review of Scottish Local Authorities has been 

undertaken that found a variety of different levels of commitment with award status 
ranging from Bronze to Gold. Further benchmarking work is being undertaken with the 
Society of Personnel Scotland (SPDS) local authority network in support of the 
nomination and self-evaluation process against the required criteria.   

 
2.4 All nominations are validated and considered by a selection board at national level for 

gold awards and regional level for silver awards. Nominations are considered against 
the award criteria. If we are selected for gold and silver awards we will be formally 
notified in writing and invited to an award event.  More detail on the award criteria can 
be found in the link shown at section 6.2.  

 
2.5 In order to support the nomination process we have collectively pulled together the 

various activities being undertaken by the Council in line with expectations of the Armed 
Forces Covenant, and these are detailed below.  Further work is underway with our 
Employee Equalities Officer to gather and review all available data we have for North 
Lanarkshire and will link into our Lanarkshire Firm Base so that we fully understand our 
community and their needs, and we are equipped to take forward this programme of 
work collaboratively, co-creating solutions and strengthening our approach. 

 
Current activity  
 
2.6 The Council’s recruitment team are engaged with the Career Transition Partnership 

and are also registered with the ‘Forces Family Jobs’ portal (link at section 6.3) that 
signposts and provides access to all of our jobs.  

 
2.7 We recognise that many veterans go on to have successful careers after leaving the 

Service, but it is not always the case and veterans are acknowledged as a priority group 
within the Scottish Government ‘No one Left Behind’ delivery plan (see link at section 
6.4) strategy.  Issues such as a lack of academic qualifications or difficulties for 
employers in recognising military experiences within recruitment systems can be 
significant.  

 



2.8 The Council offers a guaranteed interview for veterans and their families who meet the 
minimum essential job criteria and promote this through our recruitment charter (link at 
section 6.5), on our vacancy information on the myjobscotland website and on our 
application form.  We are currently working with the team, as per section 2.9, to gather 
a better understanding of how many applications we have received and processed 
through to hire in the last 12 months.  

 
2.9 The Council’s recruitment team are engaged with the Department for Work and 

Pensions (DWP) and promote our opportunities through insights sessions and 
workshops as a way of helping individuals better understand our organisation and the 
types of jobs we offer.  This support extends to guidance on CV writing and interview 
techniques. 

 
2.10 Our investment in employability and work to deliver ‘No One Left Behind’ will continue 

to focus on helping those who struggle most in the labour market, with equalities and 
inclusivity at the heart of everything we do. Each year the Employability Services team 
and Routes to Work (R2W) participate in and contribute to Veteran’s day along with our 
other partners. The R2W team also provide direct employability support annually to 
approximately 10 clients registered as a veteran (this figure is suspected to be more 
and is based on proof of eligibility requirements). The team also pull-on resources and 
expertise through the organisations represented at Firm Base (see Appendix 1).   

 
2.11 Business Gateway offer advice around self-employment/business start-up as an option 

for veterans.  This can also extend to workshops based on the level of demand from 
the veteran community, and this will be assessed in our forward plan.  

 
2.12 Through our community benefits clauses with our supply chain partners we encourage 

the adoption of Armed Forces friendly recruitment practices. We communicate why we 
champion veterans within the workplace, signposting our Firm Base resources, and 
proactively encourage others to do the same.  

 
2.13  Serving personnel and Veterans may also have suffered injuries while serving in the 

Armed Forces that has resulted in medical conditions or disabilities where they may 
need additional support towards work or in work.  As a Disability Confident Leader our 
Supported Employment Service provides support to people across North Lanarkshire 
facing barriers and who require support to gain employment and sustain employment. 
The team work with individuals to help them identify their skills and abilities, matching 
them to jobs and offering on the job support, this support extends to individuals in the 
Council who need it in line with our Health and Wellbeing support.  

 
2.14 In the Council all employees have access to our WorkWell NL provision, this includes 

financial wellbeing support facilitated by our financial inclusion team who are well 
connected in the community particularly around in-work poverty, and the provision 
includes a wide range of discounts on retail goods and services. 

 
2.15 We do believe that delivering against our obligations to the Armed Forces Covenant is 

key to ensuring a more diverse and inclusive workforce across North Lanarkshire, 
meeting individuals needs and expectations and addressing both cultural and structural 
barriers that may impact on groups disproportionately.  The next section of the report 
outlines our proposed forward plan which focuses on a framework of attract, recruit, 
develop and grow. 

 
Forward plan to reinvigorate our plans and support our recognition status 
 



2.16 As part of our Workforce for the future plan a first step is to work with our employee 
equalities officer and colleagues through Firm Base, to gather a profile of our Armed 
Forces community across North Lanarkshire. This data gathering will extend to bring 
together all available intelligence on current activity and the impact of this.   

 
2.17 We also propose to collect data on our workforce through a survey during Q3/21. This 

will allow a greater understanding of our organisation cultural and structural challenges 
and opportunities and form a baseline for our forward plans. We propose to involve 
Firm Base and members of our workforce who are identified serving officers or 
veterans.  

 
2.18 We will seek to appoint serving officers or veterans onto our existing employee forums 

to help shape our improvement plans and proposals detailed below.  
 
2.19 Through the Council’s early careers plans we are working to strengthen our proposition 

through a more structured framework that will offer work trials, work placements, 
mentoring support, and internships.  As this work develops it will be a proposition that 
can be accessed by our Armed Forces community.  This will support individuals with 
accessible routes and opportunities that offer explicit information about prospects to 
progress within the Council. 

 
2.20 Through our partnership with Firm Base and linking into our Education transitions 

workstream, we propose a more proactive approach towards targeting young 
unemployed veterans and young family members towards our apprenticeship 
programmes.   

 
2.21 We propose to support a military friendly work environment and culture through 

awareness raising, information signposting and learning.  We propose a campaign in 
Q3/21 that will focus on reminding the workforce of our commitments to the armed 
forces covenant, signposting to the Lanarkshire Firm Base website, and releasing a 
staff survey to gather data on our workforce.  We hope that veteran employees will 
support us to promote our commitments through case studies showing how they have 
successfully transitioned into the organisation, inspiring confidence in new employees. 

 
2.22 We also propose formally launching the Armed Forces Covenant e-learning module on 

LearnNL as part of the campaign.  The module is designed to help our staff understand 
the issues faced by ex-service personnel and the range of agencies that can be 
signposted where individuals may need assistance.  We propose augmenting the e-
learning with information on our MyNL platform to help recruiting staff and hiring 
managers how to interpret military experience and apply our workforce policies to best 
effect – we hope that Firm Base will provide guidance and support in this area.   

 
2.23 As we continue to enhance our jobs and training section on our website and strengthen 

our career pathways and recruitment processes underpinned by our key behaviours, 
we will have a greater focus on potential, strengths, and skill.  This will strengthen the 
application and hiring process and give our Armed Forces Community opportunity to 
demonstrate their potential.  Our recruitment training for managers will be aligned with 
this work to enhance their interviewing skills.   

 
2.24 Finally, a review process will be built into the activity plan in support of the success 

measures detailed in section 5.0 
  



 
3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1 An equality impact assessment is currently being developed and will be reviewed and 

developed in line with current thinking and research in order to eliminate any 
discrimination, advance equal opportunities and promote diversity and inclusion.  

 
 

4. Impact 
 
4.1 Financial impact 
  
  There is no foreseen financial impact as changes will be made within current operating 

models and resource base. All sources of funding in the area of employability and skills 
will be leveraged where relevant.  

 
4.2 HR policy / Legislative impact 
  

The Armed Forces Bill is currently going through parliament. Any new legal duties 
required to be undertaken by the council will be addressed once the Bill is passed into 
Legislation. All workforce related activities are underpinned by the Council’s existing 
workforce policies.  
 

4.3 Technology / Digital impact 
  
 Communications and signposting to resources will in many ways be offered digitally in 

line with our digital first approach.  Through consultation processes we will work to 
ensure that no one is digitally excluded from accessing supports.  

 
4.4 Environmental impact 
  
 None 
 
4.5 Communications impact 

A stakeholder communication plan will be developed with colleagues in Strategic 
Communications to ensure a holistic approach to all activity related to the Armed Forces 
Covenant.  This will be supported and reviewed by our employee equalities officer and 
consulted with our partner agency.  Section 2.21 and 2.22 outlines awareness raising 
and reinforcing engagement strategies.  

   
4.6 Risk impact  
 
 Our ability to gather robust and timely quantitative data in support of our plans, and 

reliance on individuals self-declaring their status in line with proof of eligibility 
requirements.  

 
 Failure to build a coherent and impactful approach to our support to the Armed Forces 

Community could have an adverse impact on socio-economic outcomes. 
  

 
5. Measures of success 
 
5.1 Number of people from the Armed Forces community engaged with our services 
5.2 Number of people from the Armed forces community who secure and sustain 

employment 
5.3 Continued engagement with employers and partners on co-creation of solutions  



5.4 Positive response to our workforce survey 
5.5 Willing volunteers from the workforce to participate in a forum to drive forward action 
5.6 % update of our learning resources on LearnNL 
5.7 Demonstrable progress against our forward plan 
 

 
6. Supporting documents 
 
6.1   Link - Lanarkshire Firm Base website   
6.2 Link - Criteria for the defence employer recognition scheme 
6.3 Link - Forces Family Jobs portal 
6.4 Link - Scottish Government ‘No one left behind’ delivery plan 
6.5 Link - The Council’s recruitment charter 
6.6 Appendix 1 – list of organisations represented by Firm Base 
 
 
  
 

 
 
Fiona Whittaker 
Head of People & Organisational Development 
  

http://www.lanarkshirearmedforces.org.uk/
https://www.gov.uk/government/publications/defence-employer-recognition-scheme/defence-employer-recognition-scheme
https://www.forcesfamiliesjobs.co.uk/jobs/jobs-in-motherwell-lanarkshire/lc-Motherwell,-Lanarkshire/co-225/
https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2020/11/no-one-left-behind-delivery-plan/documents/no-one-left-behind-delivery-plan/no-one-left-behind-delivery-plan/govscot%3Adocument/no-one-left-behind-delivery-plan.pdf?forceDownload=true
https://mynl.co.uk/wpfd_file/recruitment-charter/


Appendix 1 – List of partners and organisations represented by Firm Base 
 

Firm Base – Membership Organisations 
 

North Lanarkshire Council 
South Lanarkshire Council 
NHS Scotland 
Police Scotland 
ASAP Armed Services Advice Project 
Hamilton CAB 
Lanarkshire Lieutenancy 
Lanarkshire Veterans First Point 
PSAO |C Company 6 SCOTS 
Motherwell CAB 
Scottish Veterans Garden City Association 
SSAFA (The Armed Forces Charity) 
Skills Development Scotland 
Veterans Scotland 
Veterans Centre 
Veterans UK 
Fares4Free 
DMWS 
DWP 
Royal British Legion 
Ministry of Defence 
Routes to Work 
Alcoholics Anonymous 
Blesma (The Limbless Veterans) 
RFEA (The Forces Employment Charity) 
Royal Air Forces Association 
Department for Work and Pensions 
Jobcentre 
Office of the Lieutenancy 
The British Training Board 
52 Support Squadron, 32 Signal Regiment 
51 Brigade 
Royal Air Force Benevolent Fund 
SACRO 

 


