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Preface
Professor Richard Holmes CBE TD JP
I was delighted to be asked to write this preface, having
served for thirty-six years in the Territorial Army.
Although membership of the TA inevitably complicated
my life, it also enriched it beyond measure. I suppose
that, musing on a long career, I am prouder of my
military accomplishments than of the occasional bestseller or a respectably-sized television audience. I
relinquished my appointment as Director of Reserve
Forces and Cadets five years ago, and always felt that it
would be wrong to involve myself in reserve force
matters while my immediate successors (and my bosses,
for that matter) were in office. However, now believing
that there is sufficient clear water between past and
present, I take pleasure in writing these words.

important at a time when much of the population is
unlikely to meet a member of the Regular Army, depends
on it being able to demonstrate that having a worthwhile
civilian job is no barrier to membership. The corollary
to this is that sub-unit and unit command in the TA
needs to be challenging and exciting if officers are to
remain prepared to do those trade-offs with their civilian
identities which will enable them to serve with the
passion and commitment that means so much, say, in a
TA centre on a rainy autumn evening. Once unit size
falls below a critical mass, one’s pride and satisfaction
alike are diminished, and as training loses breadth so
individuals’ understanding of ‘the big picture’ is reduced.
Attracting and retaining high-quality officers has become
harder as the pressures on civilian employment increase.
I am glad to see that the report discusses innovative
ways to attract gap-year students, and recognises the
fundamental importance of the reserve forces’
relationship with employers.

I have always believed that the Territorial Army was a
reserve for use and not simply for show, and am
immensely proud of the contribution it has made to
operations in the Balkans, Iraq and Afghanistan. One
of the real delights on my visits to operational theatres,
as Colonel of the Princess of Wales’ Royal Regiment,
was finding so many Territorials doing so many different
jobs, and doing them very well. However, there is a
close relationship between the TA’s establishment
strength, its recruited strength (which is almost always
lower) and the numbers of officers and soldiers that
can be deployed on operations. There is a real danger
that what is historically a very small TA will simply be
worn out by over- use, however necessary that use may
be. For many people one year in five is indeed a practical
maximum for call-out save in the most clearly-defined
‘war of necessity.’ Nobody should join the reserves
without the expectation of being mobilised: conversely,
they are entitled to expect that the tempo of repeated
mobilisation should not be excessively rapid.

I have always had reservations about the apparent truism
that an army is a mirror of the society it serves. Of
course it is not, for any worthwhile military force has an
obligation to be driven by values and not by interests,
and to recognise that there are times when the individual
must necessarily count for less than the group. The TA
is more than simply an army reserve. It is a vital link
connecting the army to society, a superb leveller and
mixer and a way of making men and women - so often
left directionless by social pressures - both feel valued
and become valuable. I welcome this report, and warmly
endorse its recommendations.

Next, there is a powerful argument that the TA should
be a ‘broad church,’ comprising a good cross-section
of the community, not simply those who can relinquish
their ‘day jobs’ quickly and easily. Part of the TA’s
relationship with broader society, so fundamentally
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Introduction

T

oday Britain’s small professional Armed Forces are
heavily stretched by their arduous and sometimes
bloody commitments. In the Balkans, Iraq and
Afghanistan, the reserve forces have responded
magnificently. At the peak of deployments in 2004, for
example, reservists provided one fifth of our force in
Iraq and one eighth of the force in Afghanistan1. Yet
the Territorial Army is itself by far the smallest citizen
force Britain has had since records began, with a
strength today of a little over 30,000 including recruits.
The Royal Naval Reserve, Royal Marine Reserve and
Royal Auxiliary Air Force are much smaller, numbering
less than 4,000 between them.

together by ethos, administration and often location –
have become the only links to the armed forces.
Since the end of the Cold War, the political priority
and share of the nation’s GDP afforded the Armed
Forces has progressively fallen under successive
governments, despite a steady increase in their activity,
often in increasingly hostile environments.
The Group has a high regard for the Regular Forces
and the attention and support they deserve from any
government. Nevertheless the subject of this report is
the Reserve Forces, and the report seeks both to look at
their stewardship by the Regular Army (who largely control them) and to break new ground by asking some radical questions. Why, for example, are the Reserve Forces
so much smaller as proportion of the total in Britain
than in other countries, with a similar ethos and indeed
commitments, such as the USA, Canada and Australia?
(see Figure 3, page13).

The All-Party Reserve Forces Group was established
in June 2006, bringing together some sixty
parliamentarians from five political parties, with two
declared aims. These are: to promote interest in our
reserve forces at a time of unprecedented peacetime
overstretch; and to introduce some new thinking about
them - looking back to the lessons of history, outward
at best practice abroad and forward to the opportunities
offered by new technology and practices.

We are grateful for the excellent level of co-operation
throughout our investigation from ministers, the armed
forces, and from reservists themselves, which we have
enjoyed in our visits, meetings and written queries. The
report will be in two volumes. This one deals with the
Territorial Army, dealing mainly with what we have. The
second will look at the naval and air reserves, with much
of the emphasis on what we do not have. At a time,
for example, when fast jet fighter pilots cost £4 million
each to train, why is America able to man a third of its
combat fighter squadrons3 with volunteer reservists,
most of them trained ex-regulars, while the RAF has
almost none? Intelligence matters, with which a growing
proportion of reservists are involved, will also be dealt
with in the second volume. This report has been written
by 10 members of the committee, whose names appear
below. The views expressed in it are their’s alone. The
committee would like to thank our clerks, Julian
Radcliffe (who served until March 15th), Richard Dixon
and David Bishop for their assistance, without which
the report could not have been prepared.

The collapse of the Iron Curtain happened just as the
generation who had fought in World War II began to
retire from both the military and civilian world. During
the rundown and reorganisation of the armed forces
which took place after the Cold War, the Defence Select
Committee warned of the danger of the Armed Forces
slipping into ‘cultural isolation’ and highlighted the
importance of reserves in keeping military thinking in
the civilian world
“With the end of conscription to the Armed Forces
over 30 years ago, and with the gradual contraction
of the size both of the Armed Forces and of civilian
defence staff, fewer and fewer people have any direct
knowledge or understanding of military matters.
There is a risk that defence will increasingly come to
be seen as a specialised world of its own, separate
from, and even hostile to, the broader flow of national
life. Volunteer Reserve forces offer a means of
channelling the enthusiasm and concern of thousands
of men and women into service which is not only
good for the Services, but also a priceless means of
ensuring that an understanding and appreciation of
the work of the Armed Forces is more widely
disseminated amongst the general population.”2

The reserve forces offer an extremely cost-effective
route to providing capacity and capability in a dangerous
world. We believe, however, that they do more, bringing
fresh ideas into a highly professional but nevertheless
increasingly self-contained military world.
1 HC Deb 7 Jan 7th 2004 and HL Deb 11 Oct 2004
2 Defence Select Committee, Options for Change: Reserve Forces, HC 163,
Session 1991-92, p.vii
3 The Military Balance 2007, IISS, page 36

In most parts of the country the volunteer reserves
and the cadet movement - which are closely bound
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1. Citizens at the Sharp End: Recent Operational
Deployments
“In conclusion, I pay a huge tribute to the Territorial
Army for what it has done and achieved. … the
equivalent of 19 or 20 infantry battalions deployed
on operations is a huge achievement and speaks volumes
for their ability, commitment and dedication.” 5

G

iven the small size of the Territorial Army, the
sheer scale of deployments to the Balkans, Iraq
and Afghanistan over the last few years has been
impressive by any standard. Armed Forces Minister,
Adam Ingram, stressed to the committee how much
this was valued in the Ministry of Defence. The
committee was told by Commander Regional Forces,
Lieutenant General John McColl CBE DSO that, in
the last three years alone, the equivalent of 21 battalions
had been deployed to Iraq and Afghanistan. He also
told the committee that this commitment had now been
reduced to 1,200 per annum, still a remarkably high
figure for an organisation composed of people with
other principal careers, especially after a period of such
heavy use.

One major improvement that had taken place in
between was the introduction of a mobilisation centre
at Chilwell, which copes with everything from work-up
training for theatre, to medical and dental screening, to
handling of pay issues. This purpose-designed facility
has been well run from the beginning and has made a
large difference. Nevertheless the unreasonably short
notice periods for many called out for Iraq caused
understandable friction even with those most ready to
serve and the best employers. Over 200 call-out notices
for Iraq were issued giving less than one week’s notice
and this “includes the time taken to deliver the call-out
notices.”6 The confusion caused by MoD ‘mailshotting’
soldiers, without even informing their units, was most
unsatisfactory too. It further emphasised the need for
more senior reservist representation in the corridors
of power and is widely believed to have formed some
of the thinking behind the welcome creation of the
first part-time two star general’s post, Assistant Chief
of Defence Staff (Reserves and Cadets), with direct
access to ministers and the chiefs of staff.

Although there were small scale deployments of
reservists in the first Gulf War, the first large-scale
deployment was in the Kosovo operation in 1999.
Reservists formed some 10% of the total. The quality
was high too. Former Chief of Defence Staff, Lord
Bramall quoted one CO serving out there:
“Thank goodness for the Territorial Army! I write
both as the (temporary) Commander Equipment
Support and as Commanding Officer 3 Battalion
REME. … without the influx of Territorial Army
soldiers we would not have coped… All of the
Territorial Army soldiers have been quite excellent.
To a man, they are enthusiastic, cheerful and willing.
Their motives for coming here vary from wanting to
do something a little different to good, old-fashioned
patriotism. … the additional skills some of them
have brought from their civilian occupations have
already been an extra bonus.4

General McColl told the committee that today there
were three models for TA deployments: as formed
subunits (company, squadron etc), secondly as ‘cohorts’,
that is collections of individuals deployed together into
a regular unit but spread across it rather than working
as a team, and thirdly as individual reinforcements. The
former was the preferred option but he believed that
the others also offered good opportunities for
comradeship and cohesion. Rather in contrast, national
chairman of the Reserve Forces and Cadets Association
(RFCA), Michael Browne believed that the TA
command structure, officers and senior NCOs,
overwhelmingly preferred formed units and cited the
highly successful deployment from the Royal Yeomanry
and 131 Commando Squadron Royal Engineers in the
invasion of Iraq as examples.

If the Reserve Forces served well, they were not equally
well-served by the MoD. The mobilisation process was
characterised by a series of well-publicised failings,
including notice periods of only a few days, soldiers
being called out and stood down again immediately and
gross irregularities in pay. The principal defence which
the MoD offered for these failings was that this was
the first time the large-scale deployment of reservists
had taken place for over 30 years.

A sub-unit of 131 Squadron, some 60 strong, working
with their regular counterparts 59 Commando Squadron
RE, made a helicopter landing on the Al Faw peninsular
on D-Day of Operation Telic 1 (the invasion of Iraq),
opening up a beach landing point for vehicles. They

This made all the more worrying the fact that many of the
same failings took place on the callout for the Iraq War.
Once again, the TA and other reserves had responded in
large numbers and to a high standard. As another former
Chief of Defence Staff, Lord Inge put it:

4 Lord Bramall, House of Lords, 27 Feb 1996 : Column 1383
5 House of Lords, 19th Jan 2006, Column 842
6 Third Report of the Defence Select Committee Session 2003–04, Mod
Evidence 418
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then moved north to establish another crossing point
on the peninsula adjacent to Umm Qasr, before moving
north yet again to establish a crossing point towards
Basra across the river Khawr az-Zubayr. This was during
some of the worst weather the army experienced,
enabling Challenger 2 tanks to cross the river and repel
an Iraqi counter-attack by T55 tanks breaking out of
Basra. Their role attracted a report on the front page
of the Times.7 A formed troop of the same unit has
just completed a tour in Helmand province, carrying
out a demanding range of tasks including working as
part of the immediate response team.8

us, regular units deployed in active theatre are not well
placed to deal with Territorials’ pay problems or the often serious - issues around employers. General McColl
reported to the committee on the welcome extra posts
provided to TA units to deal with these issues when
they have soldiers abroad. He acknowledged, however,
that the number has been restricted by funding
shortages and, in many cases, action has to start with a
sympathetic attitude from the unit the individual
reinforcement is serving with.
Clearly both Regular and TA units have to provide some
individuals or small groups to augment operational
theatres where the requirement cannot be met by formed
units or sub units - for example in reinforcing HQs.
But there is a strong temptation to use Territorials solely
as a ‘quarry’ for junior ranks (apart from some
specialists). In other words, TA privates and corporals
get used to fill in gaps in the Regular Army, while their
officers and senior NCOs are either overlooked or
offered second-rate administrative positions. Whilst
some junior ranks enjoy this because they get more
opportunities for more interesting roles, a ‘quarrying’
approach undermines the TA’s chain of command.
Officers are very seldom allowed command positions
in combat and combat support units, as individual
reinforcements or as part of cohorts.

The committee received other testimony from
reservists, mostly in favour of the formed unit approach.
Officers from 4 Para, who had deployed both at
company level to Iraq and in the provision of individual
reinforcements in Afghanistan, felt that, although both
deployments were highly successful, on balance this was
a better approach. It is remarkable that 4 Para, despite
having had almost all its trained personnel deployed
one or more times over the last three years, is again
leading a formed company deployment next year, this
time to Afghanistan. There is a danger that formed TA
sub-units may be deployed exclusively on less
demanding tasks - such as guarding - rather than
enjoying the full range of roles individuals integrated
into a regular unit have. Formed TA subunits, however,
can train in the theatre to take on more demanding roles
in the latter part of their deployments.

Clearly if there are individuals who wish to mobilise at
a time convenient to their employers and themselves,
given the manning shortfalls in many regular unit, this
will be welcomed by all. But, if the need is for substantial
additional numbers then, whenever possible, this should
be provided by a formed sub-unit from a TA Regiment
exercising its own command structure.

Only formed units can offer command opportunities
for officers. Other consultees pointed out that a formed
company can be put through its paces, gain confidence
and the tasks and appropriate to its abilities. A recent
company deployment of the Royal Green Jackets,
providing an HQ Protection Force in Kabul was able
to bring patrolling skills to the task which their foreign
predecessors had lacked. In contrast individual
replacements may be required to use equipment not
issued to the Territorial Army or carry out tasks which
they are completely unfamiliar with. This problem is
further compounded by the shortage of man training
days and, in some cases, equipment in the TA units. A
series of unhappy stories involving individual
reinforcements encountering problems of prejudice,
even when serving with regular units from their own
regiments, have reached the committee both from media
reports9 and local contacts.

Problems with the continuing high pace of operational
deployments emerged repeatedly. Royal Green Jackets,
who had just returned from the highly successful tour
referred to above, told the members of the committee
that, while they had greatly valued the deployment, they
questioned whether the continuing level of operational
deployments would be compatible with good-quality
civilian jobs. Similarly, the committee was told by
members of 256 Field Hospital that members who had
enjoyed a good level of support from their employers,
mostly hospital trusts, on their first call-out were
encountering a less happy reaction to a further spell
away. Young doctors also face severe problems with
breaks in their career development which we return to
in Section 5 below.

There also remain a number of administrative problems
with individual reinforcements. The pay for Territorials
is different from that for Regulars, most of whom are
not familiar with administering it. Although the frankly
disgraceful failings of a few years ago seem to be behind

7 Times 27 March 2003, see also The Sapper Magazine, July 2003
8 Squadron newsletter, Feb/March 2007
9 Perhaps the most detailed of these was in the Sunday Times Colour
Supplement article Feb 2006; 4 Para reported no such incidents.
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Lord Freeman, president of the RFCA, has recently
commented:

remain. The current minimum notice for mobilisation,
four weeks, is a significant advance on the desperately
short periods seen in the Kosovo and Telic 1 operations.
It is nevertheless shorter than the waiting lists at most
NHS dentists, a significant problem as dental problems
are by far the most common medical barrier to
mobilisation identified at Chilwell. This should be
addressed by employing a dental practice at Chilwell,
facilitating referral to NHS dentists who can undertake
the work in time, or paying for private treatment.

‘We are reaching the end of voluntary mobilisation
and some of our reservists have served second and
third tours in Iraq and Afghanistan. We must be
very careful that we do not move to a situation of
persistent compulsory mobilisation, with a knock-on
effect for the relationship between reservists and
employers…’10
These tensions are inevitably compounded by a lack of
public engagement with the current operations.
However important they may be, the current struggles
in Iraq and Afghanistan do not command the level of
public interest and support which, for example, the
Falklands War and first Gulf War did. Inevitably this
makes it more difficult for reservists to persuade family
and employers of the importance of their missions.
For more enlightened employers, a first mobilisation
of an employee can bring significant benefits. Lord
Glenarthur, Chairman of the National Employer
Advisory Board (NEAB), told the committee:

One final point on mobilisation arrangements which
the committee would urge the MoD to consider he is
whether a small proportion of non-regular permanent
staff should hold posts which can be mobilised, assisting
with the administrative burden of larger volunteer
deployments.
Underlying these detailed issues is a more fundamental
problem. The Territorial Army is not structured for
the service that is required of it, and its most recent
reorganisation has taken some parts of it further away
from its actual current (and likely future) duties. It is to
this problem we now turn.

“An employer of a Reservist commented that a
Territorial had been mobilised as a storeman but
had returned with the skills of a Stores
Manager.”
This cuts less ice, however the second (or
third) time. Current legislation allows one
deployment every three years. The views
expressed by Lord Glenarthur and others
is that one year in five is a practical
maximum for compulsory call-out. The
Committee believes the Government
should consider revising legislation on
reserve deployments to take this into
account.
While the process of intelligent
mobilisation and the excellent work of
Chilwell have greatly reduced the
administrative problems around reserve
deployments, a number of detailed issues

Major Mark Lancaster MP
on service in Helmand Province
with the Royal Engineers

10 House of Lords, 15 Mar 2007 : Column 844
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2. Facing three ways: The Roles and Shape of Today’s
Territorial Army

L

ike the Regular Army, the Territorial Army has
been reduced in successive post-Cold War defence
reviews from Options for Change onward. Today, its target
establishment is less than half its peak in the 1980s.
In the Strategic Defence Review (SDR) in 1998, it was
reduced to an establishment of 42,000, including some
3,000 members of the university Officer Training
Corps (OTCs) and 1,200 Non-regular Permanent Staff,
both groups which are not deployable. Last year, under
the Future Army Strategy (FAS), the structure was again
substantially reorganised, although this time the total
numerical establishment was unchanged.

of the kind currently occurring in Iraq and Afghanistan.
This follows a period when most fully-trained members
of many TA units have already done an operational
tour in the last few years. The tension between the
contrasting requirements of these two roles has created
considerable tensions within some parts of today’s small
Territorial Army. They are compounded by a third
important role, providing a capability for civil
contingency operations (see Section 4 below). In the
words of one serving infantry officer:
‘The TA is adept at reconfiguring for missions it
was neither structured nor trained for, but there is a
limit to the number of times you can twist the Rubik
cube before you risk breaking it.”

The new role of the TA was set out in FAS. The
resources and structure of units were to be optimised
for Large-Scale Deliberate Interventions (LSDIs); these
are scenarios where large numbers of troops are
deployed in a single operation, entailing the callout of
a large proportion of the Territorial Army at one time.
In contrast - and in practice - TA units continue to be
repeatedly called to provide support for Enduring
Operations, smaller scale but longer lasting operations

Since the reductions in SDR, TA numbers continued
to shrink for several years and, by 2005, were at just
31,410 excluding OTCs. Last year there was a small
recovery to 32,15011 by April but inflow/outflow figures
announced since then for the period to October 2006
suggest a further downturn (see Table 2).

Figure 1: Strength of the Territorial Army as at April

Figure 2: Territorial Army manpower annual turnover

11 Source DASA, TSP 7
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15 days and allowing 10 days for weekly training evenings
(which account for a quarter of a day each) that would
allow just one weekend training a year, when eight to
ten are needed, particularly if individuals are to be used
at short notice with relatively little work- up training
for operational deployments. In practice, it is just
possible to square the circle because units are
understrength and spare days can be used from the gaps
in the establishment. As Lord Freeman, president of
the RFCA, put it in a recent speech:

The committee received repeated testimony that there
is a critical shortage of young officers across most
branches of the Territorial Army and this continues to
worsen. This was identified as the number-one challenge
facing the reserve forces by the chairman of the Reserve
Forces and Cadets Association, Brigadier Michael
Browne, in remarks to the committee. He also said
that, while the figures for other ranks appear to reflect
some improvement in recruiting, the outflow of trained
NCOs continues apace. Obviously, the loss of key
leadership compromises the ability of the TA to respond
to continuing commitments and to fulfil its LSDI and
civil contingency roles. As the former Director of
Reserves and Cadets, Professor Richard Holmes put it
to the committee:

“… sustainability relates to training and specifically
to what the Army calls man-training days. I fear
that there might be further pressure on that. The
more you cut the training on offer to our reservists,
the more difficult it is to recruit them and certainly to
retain them.”12

“There is a very substantial change in the pressure
on young people at the early stages of their careers
and most employers do not have the automatic support
for Reserves of earlier war experienced generations.”

Yet, within this desperately slender time, infantry units
are meant to be training personnel in support platoons
(now the majority of the unit under the new structure)
for three different roles. Working with support weapons;
preparing mortarmen, anti-tank crews etc to work as
riflemen for deployment to Afghanistan and Iraq; and
the response to a terrorist action. While resources and
equipment are provided for the first of these, there are
no days provided for the second role, even though this
is the pressing operational requirement. (We examine
the third role in Section 4.)

A recurrent theme in our meetings and visits was
concerned with the structure itself of the TA. The
new design of TA units is for large scale operations.
The tension between the theoretical structure of the
unit under FAS (designed for occasional major wars),
actual demands for frequent operational tours and the
need for interesting and motivating training is worst in
the infantry and yeomanry. Whereas other parts of the
TA, such as the Royal Engineers, have produced
structures very like their regular counterparts, these two
arms have been structured as collections of spare parts
for regular units. For example, under the new unit
structure, a typical TA rifle company has just one rifle
platoon and two support platoons, drawn from more
specialist weapons and equipment, e.g. mortars, antitank, assault pioneer, machine-gun or bands. Yet, in
practice, most of the requirements for infantry on
current operations are for riflemen, from rifle platoons
rather than support weapons.

A parallel problem exists with the yeomanry; a typical
yeomanry squadron contains a mixture of skills of a
kind that cannot easily exercise together. These include
some elements which are most unlikely to be required
for current operations in Iraq or Afghanistan - in
particular reserve crews for Challenger tanks - but might
well be needed in a different context.
The problem goes deeper, however. In order to
motivate and retain officers and senior NCOs, it is not
enough for training to be interesting for the individual
soldier. A young officer, sacrificing much of his or her
spare time and often suffering tensions with employer
and family, also requires a sense of ownership. In his
evidence to this committee, Professor Richard Holmes
commented:

An extreme example of this mismatch was highlighted
on the committee’s visit to 4 Para, who have built a
centre of excellence in sniping which has proved of
considerable value in their deployments to Afghanistan
and Iraq. Yet the FAS structure required them to close
this group down and form extra support weapons
platoons. Their sniper rifles were withdrawn.
Fortunately, after ministerial intervention, this decision
was reversed, but the wider point about the gap between
FAS theory and operational practise remains.

“It is vital that the size of the unit and its
organisation provide enough individuals to make up
a realistic exercise when the turn-out is very seldom
above 80%. Sub units below 100 or units below
400 are not realistic and put more pressure on
individuals, since the burden cannot be shared. The
new infantry company structure makes realistic
company exercises virtually impossible.”

This is compounded by the shortage of man training
days across almost all of the Territorial Army. This point
was repeatedly emphasised on the committee’s recent
visits to units. A typical unit gets an annual budget of
just 27 man training days. Given that camp takes some

12 House of Lords, 15 Mar 2007 : Column 845
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The best and most rewarding part of a TA officer’s
job, which takes him away from his or her family on a
weekend, perhaps after a very tiring week with the main
employer, is to take his or her own platoon, troop or
company on exercise and put it through its paces. A
company exercise is simply impossible in this new
structure, without a great deal of mixing and matching.
Even a rifle platoon exercise is much more difficult
without other rifle platoons at the same location. (Most
TA centres hold one company or squadron or
equivalent). Pairing with regular units, where it can be
made to work, given the overstretch in the Regular Army,
does afford some opportunities for variety of training,
but does little to help officers to develop this vital sense
of ownership. In their recent report on the Reserve
Forces, The Public Accounts Committee identified the
infantry as the one area they wish to return to.
Trying to organise interesting training for the eclectic
mixture in a post-FAS yeomanry squadron is equally
difficult. Most other parts of the TA, having retained a
unit structure closer in design to a regular unit, are better
able to train realistically.
Regular overstretch can sometimes provide
opportunities for reserve units. For example, the Royal
Yeomanry recently used Sennelager Training Centre for
an annual camp. Underused, with so many regular units
deployed, it offers a great opportunity to use excellent
facilities and is cheaper than going to Scotland.
Sometimes imagination can compensate for tight
budgets.
Nevertheless, designing TA units as collections of spare
parts for regular units rather than giving them integrity
of their own, does not just provide a mismatch for the
immediate operational requirements in Afghanistan and
Iraq. It also makes the recruiting and retention of
officers and senior NCOs much more difficult.
It is interesting to look at the American experience here.
In America they have had for generations two volunteer
reserve armies, the National Guard and the US Army
Reserve. Although the terms and conditions of service
are identical and the shape and structure of their units
are very similar, their philosophy is quite different. The
former have a distinct identity and are predominantly
used as formed units, although often providing

volunteers as individual reinforcements too. In contrast
the latter regard themselves as an adjunct to the US
Regular Army and are employed principally as
individuals. The result is a considerable difference in
spirit, exemplified for example by the much lower
wastage levels in the National Guard, typically less than
two thirds of that of the US Army Reserve13. The
National Guard announced last month (April 2007) that
it is fully recruited at a time of heavy operational
commitments and substantial casualties.14 Indeed the
deployment of another four National Guard brigade
combat teams was announced the same week.
It is also worth noting that opportunities to command
at regimental level are not only important for retaining
good quality squadron/company commanders. They
can also be important for motivating the units
themselves. While there are some excellent regular COs
of TA units, Territorials like to be led by someone with
the same ethos - and suffering the same pressures - as
themselves.
These structural issues tie in with the point discussed
above - that Territorial officers and senior NCOs prefer
deployments by formed units or subunits rather than
the use of their soldiers as individual reinforcements.
This arrangement seldom allows TA officers
opportunities for real command, undermining their
credibility when they return. Without such opportunities
for its leaders, the rank and file of TA units, who have
served in action themselves, will lose confidence in their
commanders.
Striking a balance within our very small Territorial Army
between the very rare but extremely important largescale deliberate interventions and the needs of the
present is difficult. The approach in the post-Cold War
era of the TA infantry being allowed no support
weapons and yeomanry having no Challenger capability
was clearly wrong. But the pendulum has swung too
far the other way. Without interfering with locations
and cap-badges, which are settling down well, the
structure of the individual infantry companies and
yeomanry squadrons must be revisited. In rebalancing
them, critical mass for training must be a crucial factor
if high grade people are to continue to be attracted to
serving in them.

13 Table 3.9 of The Annual Report of the Reserve Forces Policy Board Office of the Secretary of Defense May 2001 shows 16.4% compared with 27.8%
for the USAR. Although, the figures are not given in subsequent annual handbooks the ratio is much the same as in almost every previous year for a
generation.
14 US National Guard website news archives, April 23rd
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3. A Wider Vision for Reserves
the serving Regular. He or she has volunteered - but to
join a full-time career with no other employer.

T

here are certain principles and characteristics of
volunteer organisations, by which we mean those
in which individuals do not make their main careers,
which hold true for political parties, trade unions,
religious groups, sports clubs, or charities. Some of these
were recognised in the MoD paper Strategic Intent for
Reserves, for example that they must feel valued by the
community at large and by their professional colleagues
the Regulars, and that they must put their families and
their main jobs ahead of their Reserve service until they
are mobilised - when the reverse becomes true. Most
volunteer organisations rely on one third of their
members who are extremely dedicated, a third who serve
competently, and a third who are joining or leaving
because this is their third priority.

As the Army integrates its planning of Regular and
Reserve components, and struggles with its regular
manning, the temptation is to look at the Reserves as a
resting place for its regulars who need a career break
for family or other reasons, and as the quarry for junior
manpower referred to above, or a source of specialists
such as medical personnel who are difficult or very
expensive to maintain in the regular component. Such
an approach disregards the factors necessary for a
volunteer organisation to flourish.
Any individual who can hold down a civilian job, pay
proper attention to his family and serve as a volunteer
is likely to be drawn from the more motivated and more
able members of society. Indeed it is clear that, while
employers will support their best employees when
mobilised because they do not want them to resign, they
are far less likely to do so for less impressive employees.
It is therefore essential that the Reserves do not become
a holding ground for temporary ex-regulars or volunteer
reservists who cannot really hold their own in the
competitive civilian market place and rely on spasmodic
work from mobilisations or Full Time Regular Service
ie short term engagements)

Because they have to feel passionate about their volunteer
service to make the sacrifice of their precious spare time
worthwhile, they tend to be more vocal and articulate
than their regular colleagues. They are less disciplined,
and more innovative. They are able to vote at once with
their feet, which requires from their leaders a greater
empathy and understanding than some full-time
professionals realise. Many also show extraordinary
commitment in terms of time and loss of earnings which
professionals find hard to fathom. These are just some
of the characteristics of Volunteer Reservists which are
not true of the ex-Regular reservist who has not
volunteered to be a reservist nor is it quite the same as

The Force Development work which determines the
ratio and type of Reserves compared to Regulars is based

Laura Moffat MP exchanging views with soldiers of 4 Para
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rebalancing and even one or two regular units were to
be transferred to the Territorial Army’s OrBat, this would
release both manpower from their junior ranks to those
regular units, who badly need it, and, in cutting costly
overheads, free up some money for inadequate regular
and TA training budgets.

on the Defence Planning Assumptions which outline
the types, scales and duration of likely conflicts. They
are a useful tool for arguments with the Treasury for
resources but, not surprisingly, have been so overridden
by political and strategic developments that the conflicts
undertaken are more likely to be outside than within
them. Like any management tool, if too slavishly
followed, they become counter productive when the
situation moves faster than the MoD reaction time,
which is often slow. Even more important, while a unit
can be disbanded or reroled at the flourish of a pen,
building up a new capability in a volunteer context takes
many years, far longer than a regular counterpart, unless
it is an area where civilian skills are central.

Astonishingly, there is a proposal circulating that the
current TA be split for training purposes, with a further
reduction in man training days for those units and subunits not currently engaged in supporting operations in
Iraq and Afghanistan. Yet some of those units have no
regular counterparts. (These include, for example, the
national communications capability of the Royal Signals.
This involves establishing replacement headquarters as
well as communications - something which would
become instantly critical in the event, say, of a terrorist
nuclear strike on London). So if an unexpected
requirement were to arise, as it could easily have done
with the Royal Yeomanry’s chemical defence capability
had TELIC been a few year’s earlier, their state of
readiness would be particularly critical. It is important
to remember that Britain has had very little warning of
some wars (such as the Falklands) and, even where there
has been plenty of warning, the MoD has often found
it necessary to call out reservists at very short notice.

It is surely necessary to try to maintain a broader range
of capabilities which are more general and flexible than
those which are too tightly tailored to specific situations
which come and go with alarming speed. An interesting
example of this is chemical defence for which the only
capability across the entire army for many years was in
one TA unit, the Royal Yeomanry. Eventually one regular
unit was formed. Nevertheless, when an operational
need arose in the Gulf, the Royal Yeomanry were able
to make a sizeable contribution to it. Another is
economic warfare, for which there was a whole
department in World War II and extensive planning for
the Cold War and now none.

Surely ensuring the small sums that allow all Territorial
units to have the resources to be properly trained is a
better use of resources than keeping one or two of the
units in the Regular Army OrBat with no current
operational role within the regular OrBat, when their
junior manpower is anyway badly needed elsewhere in
the Regular Regiments. The Committee welcomes the
long overdue admission by the MoD to the Pulic
Accounts Committee that the cost of a Reservist
compared to the cost of a Regular is an issue which
must be properly assessed. Although not by any means
the only factor in the equation of balancing Regular
versus Reservist numbers, at a time of spiralling pension
costs, it is clearly an important one.

The obvious conclusion is that we cannot predict with
any degree of accuracy what type of conflict we are
likely to be engaged in. During the Cold War we
developed a very clear role for Reserves; to support
Regular formations deployed in Western Europe as part
of our overall deterrent, at reasonable cost. Such a war
of national survival seemed an ideal role for Reserves.
Many questioned whether the current expeditionary wars
of choice were suitable for Reserves. They clearly are,
and one reason they are likely to be more so is because
the essential struggle is in the civilian not military arena.
Every aspect of civilian life will be on this battlefield,
the school, the factory, the farm, even the place of
worship. Where is the expertise of the Regular Forces
in these? Is it credible to assume that the requisite
resources could be found from a few specialists, junior
ranks and ex regulars? In Section 4, we discuss how some
of these requirements could be met more cheaply by
the Reserve Forces.

Overall, the answer must be that a proper, balanced,
Territorial Army should be able to provide affordable
extra capacity in many unpredictable areas. If a largescale conflict did occur at short notice (and we had only
very short notice of many Twentieth century conflicts
from World War One to the Falklands) the area hardest
to expand is the combat element because civilian work
has few parallels with combat skills, unlike say military
medicine or logistics.

A wider point arises, the Regular Army contains some
units, whose skills would be essential in certain kinds
of conflict, but which have little application with regard
to the immediate challenges we face. These include, for
example, the remaining air defence units in the Royal
Artillery. Given the huge differences in cost between
regular and TA units, if there were to be some

The Nation and its defence require a force of the highest
quality men and women, Regular and Territorial.
Reserves which became a pool of temporary casual
workers who were neither the leaders, nor even
motivated members, of the civilian community would
12

not be likely to serve us well. In particular their officers
and NCOs will be of little use if they have not been
trained in proper command functions in units recognised
as such. Hence our recommendation, above, on the use
of formed sub-units on overseas operations and ideas,
below, on the use of TA units to provide a new
dimension for civil reconstruction in war zones.

be recognised.
Secondly the committee is concerned that there is talk
of a name change that will go along with the changes in
recruiting arrangements. The Territorial Army – or
rather TA - as a brand name is well known in many
areas of society. It has a great tradition won in two
world wars which now continues to be enhanced by
service on current operations.

There are two other factors relevant here which concern
the committee. First, despite the best efforts of both
the Ministry of Defence and the House of Commons
Library, we were unable to get to the bottom of the
figures on ethnic minority recruiting. A direct
comparison between the Regular Army and Territorial
Army cannot be made because the Regular Army recruits
heavily from Commonwealth countries. It appears from
such data as is available that the Territorial Army is
significantly more successful at attracting British
members of ethnic minorities into its ranks15. We believe
that statistics should be kept on a comparable basis and
the success of the Territorial Army in this area should

There is a danger that calling it the ‘Army Reserve’ will
confuse the public and employers. Opinion in the TA
appears to be split, although with a majority against.
The name change in the 1960s was widely canvassed as
evidence of a new modern look. In practice it caused
confusion and the constant response – “I thought the
TA had been disbanded.” When it was reversed almost
all serving personnel welcomed the change. Most
importantly there is a danger that it will signal to those
serving and considering serving that the MoD and the
Regular Army do not respect or even understand the
difference in ethos inherent in a volunteer organisation.

Figure 3. Army Manpower – Regular and Volunteer reserve forces, 2006

15 The House of Commons Library gives the TA ethnic minority proportion as 4.7%, In the Regular Arrmy it is 8%, but, if those with African, Asian and
Caribbean origin are excluded this falls to 3.2%.
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4. Preparing for Responses to Terror

I

n Options for Change, a new role was announced
for the reserve forces, providing a Civil Contingency
Reaction Force (CCRF), with 15 units to form across
the country. These were not composed of new
personnel but informal groupings drawing personnel
from all volunteer reserves in a region, under the
command of a headquarters generally to be provided
by a territorial infantry battalion. All trained members
of the volunteer reserves apart from certain categories,
such as OTCs, were placed on the register as available
for this service, unless they specifically opted out. Lead
responsibility for domestic security remains with the
civil authorities, and within Government with the Home
Secretary. Use of the CCRF, as with other elements of
the Armed Forces for home defence and security tasks
will always be at the specific request of the civil
authorities.
When he addressed the committee, Adam Ingram,
Minister of State for the Armed Forces, stressed that
he saw this as an important role. The official website
notes that:
“The CCRF is designed to be a military force capable
of being mobilised at short notice (within 24 hours) to
assist in dealing with a major civil emergency similar in
scale to the September 11 terrorist attacks in the USA,
if the civil emergency services and local regular army
units are unable to cope on their own. In some cases, the
CCRF might be able to deploy before regular army units.
The CCRF would only be involved in dealing with the
consequences of an incident, not its causes. Likely tasks
might be cordon and control, dealing with casualties and
displaced people, and assisting the emergency services
and the affected communities. The force could also be
used in the event of a natural disaster….”

These roles closely mirror those of the National Guard
in America, although unlike the National Guard, there
are few resources available for training for them.
On September 11th National Guard units raced to
ground Zero from all over the state, including engineers,
infantry, signallers and medics.
In the attack, the offices of New York City’s emergency
response team for Hazardous Materials and Weapons
of Mass Destruction, located in the World Trade Center,
were destroyed and many of its members killed16. Over
the previous two years the National Guard’s new Civil
Support Team (CST) had trained closely with their
counterparts in the city and participated in several joint
exercises and training events. The loss to the city of
these highly trained civilians at such a crucial moment
complicated the CST’s task of coordination with the
civil authorities. Nevertheless, the CST, who were
operational within a matter of hours, overcame the
challenge thanks in large measure to the familiarity team
members had with New York City’s emergency response
agencies and officials, which they had gained through
those previous exercises. One of their first actions was
to establish that there was no chemical or other WMD
threat. They continued in a co-ordinating role, working
with the fire services, police and other National Guard
units for weeks after the event. Many thousands of
National Guardsmen were involved for several weeks17
During the bombings in July 2005, London’s CCRF and
regular military were not called out. The emergency
services were able to cope with this vicious but relatively
small scale attack. On its visit to 256 Field Hospital,
however, the committee was told that the experience
16 Globe and Mail 12th September 2001
17 New York Times 17th October 2001 & New York National Guard website

Julian Brazier MP getting the message from 3PWRR
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Only more frequent joint exercises can overcome these
problems. These can only be accomplished with more
man training days and other resources. The military
element of the CCRF is there to support and reinforce
the civilian services but it seems that a great deal more
work needs to be carried out both in the overall planning
and in the exercising of military units and the civil
services.

that two TA doctors had gained on operational
deployments in Iraq played an important role in their
rapid and effective organization of the casualty clearing
station at Great Ormond Street. The First Aid Nursing
Yeomanry (FANY), a volunteer women’s unit who have
a role supporting the City of London Police were
deployed.
The CCRF concept is a good one. With the regular
forces consolidating on an ever smaller number of sites,
volunteer reserves can provide the local knowledge
essential for reinforcing the emergency services in a civil
emergency while the American experience shows they
can be rapidly deployed. As well as coping with the
aftermath of terrorist attacks, possible scenarios include
large scale flooding, ‘flu pandemics, nuclear accidents
and major train/air crashes.

The skills needed for CCRFs are not far removed from
those required in the extension of civil reconstruction
of a province which is not yet calm enough for civilian
operations, known as Civil Military Cooperation
(CIMIC). If organisation for this were extended from
small advisory teams to units which could undertake
reconstruction and defend themselves, a TA unit which
has provided a composite company or number of
individuals in one year, could be tasked in, say, Year 3
thereafter to be on standby to help stabilise that province.
Such a role would also, incidentally, provide more
challenging opportunities for command on operations
for TA officers and senior NCOs.

The biggest challenge the Reserves face, however, is the
overstretch caused by trying to do two jobs; preparing
for their official LSDI role and providing manpower
for enduring operations without enough man training
days. If TA infantry battalion headquarters are to be
credible, in this traditional role, their intelligence sections
need to be rebuilt and their signals capability extended,
both sensible moves, in terms of the ability to provide
flexible capabilities anyway.

On a smaller scale, it is well known that Reservists often
join to escape from the day job and relish the contrast
of something wholly different. However if offered the
chance of an operation using their civilian skills some
may be enthusiastic and could derive for themselves and
their employers considerable training and career
development. It must be sensible to develop a data base
of such skills on the understanding that it will not be
used compulsorily. The struggle in Iraq offers an
astonishing example of the extra utility volunteer
reserves can bring. One long-serving TA officer, Major
Andrew Alderson, a former director of the merchant
bank, Lazard, took charge at short notice of the
economic planning and development brief for the
British sector. For a year, he controlled all disbursements
of public money in all four provinces18.

A different challenge, specific to CCRF, is achieving
common practices for command and control. Army and
police headquarters operate differently, with different
software and not all their radios are compatible.
A few exercises have been conducted. These have
enjoyed enthusiastic support from all parties but have
suggested a poor flow of information and slow decisionmaking. These are compounded by relatively simple
issues like the use of different terminology. There is
also a need for a common mapping system and
identification of locations. Future planning must take
account of uncertain tasks and uncertain resources.
There is a great need for planning yardsticks, including
capability tables which would speed up the emergency
planning procedure – showing items as basic as how
many empty sandbags can be carried on a 4 tonne
vehicle.

There is one other important area where volunteer
reserves have a great deal to offer home and civil defence,
namely in the intelligence sphere. This will be examined
in our second report.

18 Financial Times June 26th 2004
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5. Imagination and planning:
Future manning and training

T

he National Audit Office says in its recent report:

be combined with annual camp, if the unit’s budget for
man training days allows, and if the individual concerned
is willing to give up the bulk of that year’s holiday.

“The turnover of personnel in the volunteer reserves
is high and total number of personnel is significantly
lower than that required. The department recognises
that full manning is unlikely to be achieved in the
foreseeable future.”19

What is needed is some radical thinking. The picture is
not as bleak as it appears. There is still a large number
of people who wish to serve their country and, with
the opportunities for leadership on active service, the
reserve forces have a great deal to offer. What Britain
has failed to recognise, in contrast to America and
Australia, is that most potential officers today go to
university and that there is an ideal opportunity there
both to recruit them and, given the long vacations, to
get many of the courses necessary for command on
active service to be completed before the pressures of
work close in. Furthermore, this offers financial
opportunities for students who increasingly need to do
outside work to support themselves on a courses.

Figure 1 (page 8) shows manning totals for the
Territorial Army since the Strategic Defence Review. Inflows
and outflows have only been published on a consistent
basis since October 2003, but it is obvious that the twin
challenges for re-establishing manning levels in the
Territorial Army are to boost recruiting and reduce
wastage at all levels. Earlier sections outlined a number
of ways in which jobs for officers and NCOs could be
made more interesting; this should reduce wastage at
junior levels too as more quality leaders are retained.
Another critical area is officer recruiting. The official
figures for officer recruiting and manning are misleading
as they include large numbers of individuals who would
be regarded as too old for commissioning in the Regular
Army. Several witnesses, including Michael Browne,
the RFCA national chairman, suggested that the true
level of recruiting of young officers is at crisis point
and Richard Holmes suggested that it is running at half
the required level or even lower.

We have in Britain OTCs just as good as the ROTCs in
the USA and university regiments in Australia. What is
largely lacking in Britain is a mechanism for maximising
their value to the reserve forces.
Historically, the OTCs have always stressed that they
were to provide opportunities for a taste of life in
uniform - helping to ensure links with future civilian
opinion-formers - and were not primarily recruiting
organisations. OTCs entail no operational liability. In
practice the quality of training they provided was high
and through their arm and service detachments
(Armour, Infantry, Sappers etc) they provided an
excellent potential source of officers for the TA. A
potential source only, as no national system exists for
putting students leaving university directly in touch with
TA units near where they plan to live and/or work.
Some have joined the Regular Army after their
experience at Sandhurst, some have joined the TA but
many who might otherwise have been recruited have
drifted away.

Prima facie this appears a formidable struggle. The
unprecedented pressures from work on the current
generation, the general decline in the volunteer ethos,
and pressure from family - at a time of widespread
relationship breakdown - all militate against a bright
young man or woman with a demanding career taking
on this substantial burden. We believe that the
opportunities for command must be tackled to make
the job more interesting. Yet this in turn throws up
another problem. Young officers join for the
opportunities for command but, in order to be credible
in an operational theatre, they have to complete a large
number of courses which, squeezed into holiday slots
from a busy civilian job, may leave them with few
opportunities even to take their troops to camp. After
a demanding period as a recruit, a potential officer has
to complete approximately twelve weekends training, a
nine-day camp and a three-week Sandhurst course as a
minimum to achieve commissioning. A further
fortnight’s ‘special to arm’ training has to be completed
within two years of commissioning. The latter can only

The policy in relation to the right of the OTC’s
(including the Air Squadrons and Naval equivalents) to
recruit and operate within the Universities has relied
on the support - or at least the lack of opposition - of
University authorities. OTCs have in the past questioned
whether they would be allowed to operate if their roles
were primarily to recruit for the Armed Forces rather
than to provide education on military matters. Clearly
this attitude is influenced by the perception of current
military activity by the faculty and student body.

19 NAO Report Reserve Forces HC964, March 2006
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Nevertheless, at a time when students face much greater
financial challenges, other factors, such as the immediate
source of pay and the longer-term positive value of
service in the OTC’s to future employment prospects,
are powerful factors in the other direction. There is a
clear requirement to engage with the University Vice
Chancellors and student unions.

Current operations also require more specialist
personnel such as linguists, image analysts, CBRN
scientists and lawyers - all of whom are likely to have a
university background. The OTC’s can provide these often with less additional training than to convert a
Regular to the same qualifications. This would generate
financial savings which could be used to fill the gaps in
man training days required to maintain readiness levels
in today’s multitasked Territorial Army.

In these times of extreme financial shortages, the OTCs
have seen their budgets reduced and their detachments
amalgamated in a way that inevitably penalises the quality
of their training. In spite of that, they are the only part
of the volunteer reserves which are over strength. The
OTCs remain a considerable resource, significantly
unexploited. A number of OTCs, including London
OTC with which the committee is closely in touch, have
set up presentation sessions to introduce wider
opportunities in the TA to their members and some
enterprising units have developed links with local
universities. But this is no substitute for a clearing
system, operated centrally, not least because so many
students come from, and more importantly settle in,
areas remote from their universities.

A more ambitious plan, requiring some effective
planning rather than extra resources would be to arrange
for students to do many of the courses they require for
command while they are at university. There is no
reason why, for example, platoon and troop
commander’s courses, at their various locations, should
not be organised to follow directly on from a TA
Sandhurst course, both falling within the summer
vacation, so that young officers could opt to take them
sequentially. This approach would have two major
advantages. First it would work with the grain of a
typical young potential officer’s life, by putting more
of the training into his university years, and taking the
pressure off the stressful early years when he or she is
starting a career. Second, it would make TA service
more attractive as it would offer readiness for immediate
command on (or before) leaving university. This kind
of thinking has played an important role in America
and Australia.

There are obvious difficulties in maintaining contact with
those who leave university and do not yet have a job or
a fixed address. This makes the choice of a Reserve unit
or indeed any form of service more complex. However
we were not persuaded that, given the critical shortage
of young officers, enough effort is being made. It would
cost very little for the Directorate-General of Reserves
and Cadets to establish a system for tracking students
leaving university OTCs, and notifying them of TA
opportunities in their areas. Because most students go
to universities far from
home, this is the one area
of recruiting which is not
best organised locally. It
needs to be national.
Stronger measures such as
a small annual payment for
keeping in touch could be
considered, along the same
lines as the system used for
maintaining contact with
key members of the
Regular Reserve. For them
there is a Postal Reporting
Certificate system. (A small
taxable payment of £20 is
paid on annual return of
the completed certificate by
more-recent
Regular
Reservists).

An interesting trial has taken place in Scotland, called
‘Summer Challenge’ offers the opportunity for recruits
to do all their basic training, including acquiring a skill,
in a single stretch of around two months in the summer.

Pictures supplied by DNA, recruit marketing agency for the SE RFCA
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Given the success of this, a parallel programme for
potential officers, enjoying the benefits of university
summer vacations, would be even more promising. It
is a question of planning and scheduling existing
courses, which could have a disproportionate benefit.

Reserve Engagement Scheme
A more radical solution may be needed to tackle the
parlous state of young officer recruitment. We
recommend that a new type of engagement be
considered which would consist of a year of service in
those parts of the regular army (e.g. the infantry) where
recruitment is most difficult followed by 4 years on the
reserve. The first year would consist of basic training
on the same basis as recruits for the Regular Army
followed by 6 months overseas training or operations.
At the end of the year those suitable would take a TA
officer training course and usually then move to
University. There they would receive an additional
student loan which would be repaid by service for 4
years in the Reserves either initially in the OTC for
further training or in a TA unit. Those who were not
commissioned would receive vocational training funded
jointly by their civilian employer and the Services and
the cost of this would have to be repaid if the individual
did not complete the 4-year service and stay with the
same employer. Any mobilisation would be avoided if
possible in the first 3 years (with the 4th earmarked for
mobilisation) so that the employer would have a proper
return on his training investment.
Such a scheme would also help to allow the Regular
Army to flex its recruitment to recognise its operational
requirements in the next 18 months against its actual
strength and the current difficulties of recruitment. If
the tempo of operations were slowing and regular
recruiting strong, then the numbers in the scheme could
be reduced. If the reverse were true then the numbers
could be increased. The arguments against this are likely
to be that the scheme might attract numbers away from
the current regular engagements and the cost of training
may appear to provide only 6 months immediate
deployment. However a number of those who did join
under this type of engagement and would not have
joined under the fulltime 3 year commitment might
convert to regulars, and if the true cost of training
Reserves and the significant improvement in reserve
standards is taken into account then this could be a very
cost effective option.
Showing admirable initiative one TA unit, 4 Para, has
managed to organise its own gap year scheme, recruiting
inter alia among Rugby league clubs, and guaranteeing
participants an operational tour. This has proved highly
successful in attracting officers both into the Regular

Army and into the unit.
Not only would this improve the flow of young officers
into the reserves but it would also help with manning
the Army when recruitment is difficult. It would
demonstrate that the Reserves do offer to employers
more tangible benefit than certificates and curry lunches.
It would be the beginning of proper Reserve-Employer
partnerships to build on the trial with Defence
partnerships in Colchester which is aimed at those
companies who already have a close relationship with
the MoD.
Turning to the recruitment of other ranks, the MoD is
in the process of transferring responsibility from the
RFCAs to brigade and divisional headquarters (for
officers as well as other ranks). The committee received
mixed testimony on this. On the one hand there is a
feeling that some of the approach by the RFCAs is
rather old-fashioned. On the other there is a strong
feeling that regional brigades are out of touch with the
civilian world. Unlike regular recruits, those who
become volunteer reserves continue to live and work in
the civilian world so working with the grain of civilian
life is central to success in recruiting volunteer reservists.
Initiatives at the individual unit level, such as building
links with rugby clubs and gymnasia, are successful
examples of this. Although the Regular Army has raised
its maximum age for other rank recruiting, the target
group here, young men in their early 20s, is much more
suitable for the Territorials than it is for regulars. Such
initiatives are anyway best organised by units not by
brigade headquarters. Local (county) committees of
RFCAs have a valuable role to play.
There is a wider point here on use of the media. With
the exception of London, no brigade headquarters has
regional press or radio spanning its whole area and some
do not even have a shared television network. A brigade
HQ cannot possibly build links with all the local papers
and local and community radio stations in its area. Yet
these are critical to recruiting. For this reason media
management for recruiting is much better handled at a
lower level than brigade level, with the unit again in the
frame.
The Australian experience offers a bitter lesson here.
The decision to integrate regular and reserve recruiting
under (regional) regular headquarters in Australia was
taken in 1997 following similar logic to the decision here.
A higher proportion of Australians live in a small
number of big cities than is the case in Britain, so that
the logic for centralising into regions was arguably
stronger there than it is here. Nevertheless the
experience was disastrous; recruiting plummeted from
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this with the MoD and Department of Health.

around 5,000 per year to a little over 2,000 for the
subsequent three years, only partially recovering since.
Their Army Reserve lost almost a third of its strength
in three years.20 The parallel is complicated by the fact
that there was a simultaneous introduction of joint
regular/reserve recruit training as well, requiring those
joining the Army Reserve to do nine weeks basic
training. Nevertheless, although in some respects the
Australian Army Reserve continues to do well (its
retention remains significantly better than our TA and
it has also had some successful operational deployments
of formed subunits), it has conspicuously failed to
rebuild numbers since recruiting was regionalised.

The committee was astonished to learn that medical
students enjoying bursaries from the MoD, with a view to
joining the regular medical services, are required to sign a
pledge not to join the reserve forces. This must change.
We understand that the RFCA movement is considering
a wider initiative looking across a range of professional
bodies from medicine to engineering to get better
recognition for the considerable added value which
military service can provide. We would welcome this.
Some work is already in hand here. The Chartered
Institute of Management is in the process, we
understand, of giving recognition to the whole process
of officer training, across all sections of the reserves.
One company commander from the Princess of Wales’
Royal Regiment, commented:

It is interesting that, in the last decade, the measure which
has had the most impact in making reservists usable,
the mobilisation centre at Chilwell, is purpose-designed
for reservists. If the new recruiting system is to work it
needs to be closely tied in with RFCAs with much of
the budget delegated to unit level. This committee will
be carefully scrutinising manning totals, and recruitment
figures in particular, over the next few quarters.

“Every soldier — without exception — whom I have
ever put on a potential NCOs cardre has been
promoted at work within six months.”
One problem which needs addressing urgently is the
application of European legislation on drivers’ hours
to Territorials who drive in their civilian jobs. Reservists,
special constables and retained firemen are rightly
exempted from the Working Time Directive but not
for that on drivers’ hours. This is putting the service is
of some dedicated Territorials at risk. We understand
that the Department for Transport and the MoD are
trying to find a way forward and urge them to do so
quickly.

Professional and Vocational Ties
One further area offers considerable potential returns,
especially in the more specialist parts of the Territorial
Army, namely building links with professional bodies.
The biggest problem that junior doctors face on
deployment is often not with their hospital trusts but
with the Royal Colleges. All too often, they do not
recognise the value of an operational deployment, with
the unusual medical challenges it brings, and three
months away for the junior doctor costs him or her a
year’s seniority in the young doctor’s development
programme. Members of the committee have raised

20 Source, ‘Recruiting and retention of ADF Personnel’ - Report of the
Senate Foreign Affairs, Defence and Trade References Committee 2002,
page 72
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6. Direction, Command and Careers

I

n the Strategic Defence Review, an odd decision was
taken to rely on the Regular Army Reserve (exRegulars) rather than the Territorial Army, as the reserve
of first choice21, in the mistaken beliefs both that ex-regulars
required less training and that the volunteer reservist could
not be mobilised effectively. That policy was speedily
reversed after the Kosovo experience both because of the
considerable successes of the TA and practical difficulties
in using ex-regulars, many of whom had done no training
for years and were often physically unfit.

regional divisional headquarters. Although in principle we
strongly support a further expansion of senior Territorial
posts we do not feel that their advisory roles are as testing
or as effective as if they were fully responsible with regular
staff reporting to them as in the DGRFC and, until recently
Colonel Reserves DGS model. It is not altogether clear
what they will do; they command nothing and are remote
from the levers of policy.
One suggestion was to give them a role in recruiting but it
is surely obvious that problems faced by regional brigades
in this field because of their lack of local roots will be
much worse at divisional level. We would strongly welcome,
however, any opportunity to give a real one-star command
to a Territorial.

This important change of emphasis, combined with
recognition of the widespread problems in the
mobilisation process, has led to an important increase
in Territorial representation at senior levels. The onestar (Brigadier or equivalent) post of Director of
Reserve Forces and Cadets (DRFC) became a part-time
reservist for the first time ever in 1997, a decision
announced by the outgoing Conservative government
but welcomed by the incoming Labour government. In
fact they went further in two important regards: first
they created a part-time post for a Territorial full colonel,
now known as Colonel Reserves DGS, in the heart of
the General Staff. By giving this individual a small staff
reporting to him, a real focus for Territorial thinking
(held by somebody with a civilian job because of its
part-time nature) was created. This operated in parallel
with the tri-service DRFC and his staff. (Before the
creation of these two posts, the sole reservist
representation in the MoD was a full colonel, with no
staff working for him, in the DRFC’s directorate).

Regular officers will always emphasise integration with the
regular forces. Territorials are needed to emphasise the
need for volunteer service to be fully integrated with the
wider civilian community. Here the Reserve Forces and
Cadets Associations have always played a pivotal role. Each
is run by a chairman and board, mainly composed of exreservists who serve unpaid, with a full-time paid chiefexecutive, normally a retired regular officer.
Following the Internal Review into the RFCAs, four
main areas of business were established, these being
Property and Facilities Management, Recruit Marketing,
Employer Support and Cadets. Since then,
‘Representation’ of the Armed Forces in the civilian
world has been added, as an important and natural
function of the RFCA across the country.

Secondly, in 2004, it was announced that the Assistant
Chief of Defence Staff (Reserves and Cadets) was to
be a part-time Major-General (or service equivalent)
and, crucially, was to report directly to the Chiefs of
Staff, with access to ministers. For the first time in
British history, the senior officer responsible for reserve
forces became a reservist, a state of affairs which has
existed for generations in all our English-speaking
counterparts, The USA, Canada, Australia and New
Zealand.

With the unique knowledge built up over many years
each RFCA, through its voluntary membership, is well
placed to advise local commanders on how to approach
the various people of influence and opinion formers
within their areas. Although this vital resource is
currently not funded, RFCA is taking a positive hand in
‘Defence in Society’ and ‘Army in Society’, indeed in
many parts of the country there is no one else to do it.
With regard to Property and Facilities Management new
working practises are being developed to enable Project
Alexander to function properly. The expertise in the
RFCAs dealing with both Capital and Property
Management projects cost effectively is well understood
by the MoD. Their Chief Executive, Air Vice Marshal
Paul Lucre, told the committee that their typical
overhead, as a percentage of their projects is around a
third of that of the MoD.

The committee welcomes this. In Section 3, we talked about
the distinctive volunteer ethos. While we do not argue for
the kind of entirely separate command structure enjoyed
by the National Guard, we believe that the value on the
one hand, and the complications and difficulties on the
other, of volunteer service will only be fully appreciated
when senior reservists, operating on a part-time basis, have
access to the levers of power.

We discussed recruiting extensively in Section 4 above.

Last year, it was announced that several new Territorial
Brigadier’s posts were to be created, including one for each

21 SDR 1998 supporting essay number seven Reserve Forces page 7-3
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Using the knowledge found within the RFCA it is
possible to take advantage of local circumstances that
would be missed at national level and Army HQs, whose
staff and command appointments change frequently.
Delivery at local level is critical. We are told that One
Army Recruiting still sees a very definite role for the RFCA
in relation to Recruit Marketing. Once again the local
knowledge within the RFCAs should be of enormous
benefit for those involved in recruiting for the Reserve
Forces. We hope that their advice will be taken. The
quarterly recruiting figures will indicate success or
otherwise soon enough.
One very important body involved in the recruitment
and retention of Reservists is the National Employer
Advisory Board (NEAB). This was set up 25 years ago
(then called the National Employers Liaison Committee)
to give the Secretary of State independent advice on all
aspects of Employer support. Five years ago SaBRE
(Support for Britain’s Reservists and Employers) was
set up as a marketing arm to send out the message to
Reservists and their employers.
NEAB is responsible to the Secretary of State for
Defence through the MoD. It provides advice to the
Secretary of State for Defence on issues surrounding
the employment of Reservists. It also provides advice
to the the SaBRE Campaign and monitores its
effectiveness. An annual report is made to Parliament
in July.
Employer Support is seen as a vital and indispensable
function of the RFCA. The presence of the regional
coordinator for SaBRE in the regional RFCA HQ helps
this. Most members of the RFCA move naturally
amongst the employers of Reservists and talk the same
language, without excessive use of abbreviations!
Although this also touches on the area of
Representation, it is different but requires an equal
degree of contact.
Reserve forces face two challenges of changing
employment patterns: frequent job moves and a shift
towards small employers. It is considered by some in
the RFCA movement that there has been too much
emphasis on employers at national level and not enough
at local/small employers. Lord Glenarthur, chairman of
NEAB, stressed to the committee that small employers
often had greater difficulty with losing staff on
deployments than large ones. He further observed:
“… The pattern of work over the next 15-20 years
is likely to be multi-structured. Working practises
will change with more work being carried out in the
home. There will be few gold watch retirements in
most areas of employment.”

Frank Cook MP examines some hardware on a visit to Afghanistan

As Reservists change employers, and other employees
join the reserves there is a constant requirement to sell
the idea over and over again. The danger of employer
dissatisfaction if Reservists are mobilised too often is
also very real. Goodwill can be easily destroyed,
especially when no direct threat to National Security is
obvious. Local RFCA knowledge should be able to
advise the chain of command if a problem is developing,
working in parallel with NEAB and SaBRE.
Cadets are seen to be an important part of the RFCA
responsibilities. Whilst the Army Cadet Force (ACF) is
now under the Chain of Command, much of the dayto-day running including the employment of full time
staff and property management remain the responsibility
of the RFCA. Commander Regional Forces has
indicated that he would like to see more ACF cadets
join the TA. Whilst many cadets join the Regular Army,
by comparison relatively few join the TA, although a
number of ex-Territorials become ACF and CCF
instructors. This is a welcome aspiration.
Having been a valuable, inexpensive and underused asset
for years, the RFCAs face a combined threat. On the
one hand is the general lack of understanding about
what the RFCA can achieve. This ranges from the MoD
and all levels within the Armed Forces to the General
Public. On the other is the loss of the central function
of responsibility for recruiting. Representation of
‘Defence in Society’ is, in principle, an important new
21
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is seen in its recruitment, employer support and the
maintenance of its property. Their expert local
knowledge and ability to tap into all levels of society
from the Lord Lieutenant to community editor to
foreman of a factory is irreplaceable. Most RFCAs have
contact with employers, local government, universities,
magistrates, ABF, RBL, schools, college of further
education and sports clubs. The expertise within the
RFCA volunteer membership on finance, building, land,
law and business (provided mostly on an unpaid basis)
make them an asset that should not be allowed to wither.

role, but it needs to be resourced, something which is
not happening yet. Having in the past attracted some
very high calibre individuals onto its regional councils
and county and metropolitan committees, a shortage is
emerging of good quality younger officers, having retired
from the TA, joining the RFCA.
There is a danger of a vicious cycle developing with the
reserve forces and cadets losing important links into
the local media and community. The regular armed
forces could lose this opportunity before they had barely
begun to use it. One sensible internal step the RFCAs
are taking to counter this is their plan to divide the post
of national chairman, delegating much of the committee
work to a new deputy chairman and thus improving the
prospect of attracting a high-profile candidate for the
chairman’s post to provide national leadership.

To complement the local capabilities of the RFCAs, the
organisation needs a strong central presence, led by the
chairman, able to command national attention in the
media and provide a strong intellectual input to the MoD
on the strategic development of Reserves policy.

The RFCAs provide the essential local knowledge that
is so important to a territorially recruited reserve. This

Pictures supplied by DNA, recruit marketing agency for the SE RFCA
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Conclusions

T

to allow a sense of ownership, allowing junior and middle
ranking commanders to command their subunits on
interesting training. The new structure has sadly made
this considerably more difficult. While the reorganisation
of the infantry and Yeomanry is settling down well as
to location and cap-badge, in these two arms, the
structure of companies and squadrons does not allow
this critical mass - and anyway the Future Army
assumptions have been overtaken by events.

he Territorial Army has punched well above its
weight with its remarkable contribution to the
campaigns in Kosovo, Iraq and Afghanistan. The
country should be proud of its achievements. At a time
when our forces are under tremendous pressure,
volunteer reserves have shown that they offer capability
at a small fraction of the price of their regular
counterparts. They can also bring skills and approaches
from civilian life, sometimes broadening military
horizons. Despite this, the TA faces some severe
challenges with numbers shrinking and a crisis in officer
recruitment. Yet, in a number of areas, the TA offers
considerable untapped potential.

The report makes a number of suggestions which should
help overturn the officer recruitment crisis. The Officer
Training Corps based in universities across the country
are an under-used asset. A central system should be
established for keeping track of those who have recently
left OTCs, putting them in touch with local TA units
after they have settled into their civilian careers. Careful
scheduling of the extended courses for their officer
training, including special to arm courses, during the
university vacations could transform TA officer
development.

This report has looked at six key areas involving the
role, function and ethos of the Territorial Army. Over
the past few years there have been some good initiatives
in developing the reserve forces. The tri-service
mobilisation centre at Chilwell is an excellent example.
Nothing has done more to make reservists usable than
the opening of this facility, in good time for Iraq and
Afghanistan, which was purpose-designed for reservists.
Nobody would seriously suggest going back to the old
integrated mobilisation arrangements.

The report has also mooted a more radical approach to
attract students on their gap year, give them TA training,
an enhanced student loan, in return for four years’
service with the TA after graduating.

However, what became apparent throughout our
investigations was that a number of well-intentioned
moves have led to perverse consequences either because
circumstances have changed or because of the failure
on the part of planners to understand the essence of
volunteer service.

The committee believes that one of the great strengths
of the Territorial Army is its local identity. This is true
in its role as an ambassador for the Armed Forces to an
increasingly demilitarised society, and in enabling it to
provide the local knowledge essential in a civil
emergency. It is crucial that the expertise of the RFCAs’
local committees is fully harnessed as recruitment
becomes regionalised and that as much funding is
possible is devolved to individual units. Otherwise there
is likely to be a repeat of the disastrous downturn in
reserve recruiting which occurred in Australia when
regular and reserve recruiting were regionalised together.

At the heart of this is the new Future Army Structure,
which has been designed on the assumption that
Territorials will be called out only very occasionally and
then in large numbers. In reality the TA has an extremely
demanding role to support enduring operations,
excluded from the FAS design (and training resources).
One effect of this dislocation has been the heavy use
of reservists as individual replacements within Regular
units. Although officially the use of formed units and
sub-units is preferred, this is under pressure both from
overuse of Territorials on the one hand (making it hard
to get enough volunteers from any one unit) and
requirements by regular commanders in the field to
backfill understrength regular units on the other. If this
approach goes further it will deny TA officers the
opportunity to command on active service, removing one
of the prime motivations for joining in the first place.

The committee believes that the colossal difference in
cost between regular and TA units should encourage an
examination as to whether a few regular units with no
immediate operational role could be transferred to the
TA’s OrBat, releasing funds for training, and manpower
from the junior ranks which are badly needed elsewhere
in the Regular Army.
The role of the Reserve Forces as a part of the Civil
Contingencies Reaction Force is important. However,
only a small number of CCRF exercises have been held
and, within existing resources, there is little prospect of
intensified activity in this very important area. For
overstretched units to be able to participate in this, extra
man training days are needed and the infantry battalion

Back in Britain, there is an overriding need for a structure
able to provide a critical mass for effective and interesting
training. If TA service is to be satisfying for officers
and senior NCOs, the units need to be structured so as
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what is different and working with that grain, as has been
done at Chilwell. The TA is there to serve the nation
but as a junior partner - not merely as an adjunct to the
Regular Army but as a force in its own right, with its
own needs. Its relationship with the regular army is
crucial and their interaction is essential, but it can only
function properly as a reserve when the demands outside
major war are reasonable and its ethos, structure and
opportunities are framed in a way that attracts the best
and brightest from the civilian world to serve part-time,
alongside their civilian careers.

headquarters required to coordinate the effort need extra
intelligence and signals posts. More needs to be done
to standardise equipment and procedures to allow better
cooperation between the armed forces and emergency
services. Realistic exercises and a close relationship
enabled the US National Guard to work closely on
September 11th with the New York emergency services,
which had lost key elements of their command and
control in the attack on the World Trade Centre.
For the Territorial Army to fulfil its potential, it needs
to be fully Territorial, standing between the civilian world
and the Regular Army. Trying to integrate with the
regular army must never be done at the expense of
integration with the civilian world. True integration of
two very different cultures is best achieved by recognising

We believe that the recommendations in this report will
allow the Territorial Army to turn round its recruitment
and retention, greatly enhance its capabilities and develop
its position as the Army’s link to the wider community.

Summary of recommendations
1. Wherever possible, deployment of Territorials on
active service should be by formed sub-units rather
than cohorts or individual replacements. Officers
must continue to have the opportunity for command
on operational deployments.

ranks for areas of the Regular Army where it is
badly needed and releasing money for overstretched
training budgets, both regular and TA, to ensure
that units can train properly for their roles.
6. We strongly welcome the creation in 2004 of the
first part-time reservist two star post, Assistant
Chief of Defence Staff Reserves, and call for more
opportunities for command by reservists at
regimental level and above. We believe, however,
new Brigadier’s posts in regional divisional HQs,
should be reconsidered if they are to have no staff
and little function.

2. One year in five is a practical maximum for
compulsory call-out. The Committee believes the
Government should consider revising legislation on
reserve deployments to take this into account.
3. While locations (and cap-badges) for sub-units set
out in the Future Army Strategy should be allowed
to settle down, the new structure, for infantry
companies and yeomanry squadrons should be
revisited in the light both of the actual demands on
the TA - for enduring operations - and the
overriding need for a structure able to provide a
critical mass for training which is challenging at all
levels.

7. We believe that the value of the RFCAs in
maintaining links with the civilian community
should be recognised and believe that their new
representation role should be funded.
8. Regional brigades should be strongly encouraged
both to keep the regular and TA brands distinct
(recognising that very different forms of service
are required) and to delegate as much of their
budget for reserves as possible to the level of
individual TA units and to RFCAs’ devolved
committees. The essentially local nature of territorial
service and the need to maintain and build local
media and employment relationships should be
recognised as paramount for recruiting citizensoldiers.

4. We welcome the MoD’s pledge to the Public
Accounts Committee to provide comparative
costings between regular and TA units; this should
include pension costs. We believe that statistics for
ethnic minorities in the Regular and Reserve Forces
should be kept on a comparable basis so that the
equivalent ability to attract recruits from ethnic
minorities in Britain can be analysed.
5. The MoD should consider some rebalancing
between the regular army and the TA, moving a
small number of units in areas with no immediate
operational roles from the OrBat of the Regular
Army to the TA, thus freeing manpower in junior
24

9. We urge the government to reconsider plans to
change the name of the Territorial Army to Army
Reserve. The importance of maintaining a
distinctive identity should be recognised as central
to the volunteer ethos, without which the best of
the TA would wither.

appreciate the value of a member being a part of
the Reserves should be supported by all the relevant
government departments. In particular the MoD
and the DoH should help to persuade the Royal
Colleges of the value of operational tours for young
doctors.

10. A central system should be established for keeping
track of those who have recently left University
OTCs, putting them in touch with local TA units,
after they have settled into their civilian careers.

15. The ban which prevents those medical students
who enjoy cadetships from the regular medical
services from serving in the volunteer reserves
should be lifted immediately.

11. The scheduling of officer-training courses should
be arranged to encourage students to carry out all
the extended courses for their officer training,
including special to arm courses, during university
vacations - without compromising the opportunity
for others to apply.

16. A database of civilian skills held by members of
the reserve forces should be developed, on the basis
that no reservist would be compulsorily mobilised
to use these skills, but some serving and exreservists might wish to make themselves available
where opportunities arise.

12. A more radical approach should be examined to
attract students on their gap year, give them TA
training, an enhanced student loan in return for four
years’ service with the TA after graduating.

17. The MoD and the Department for Transport
should find an early resolution to the problem,
which arose in April, of European legislation on
drivers’ hours preventing civilian drivers from
serving in the TA .

13. The most important stakeholders locally are the
employers who have employees in the TA. The
plans to extend the excellent work of NEAB and
SaBRE to smaller businesses should be supported.

18. The flow of problems of dental health among
mobilised reservists should be tackled. This should
be addressed by employing a dental practice at
Chilwell, facilitating referral to NHS dentists who
can undertake the work in time, or paying for private
treatment.

14. The RFCAs’ planned initiative to try to ensure that
professional bodies, such as the Royal Colleges,

Surgeon Commander Andrew Murrison MP takes a break on deployment in Iraq
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