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Executive Summary

Following a motion by Full Council and in recognition of the valuable contributions made
by long-serving employees, North Lanarkshire Council is proposing to introduce a Long
Service Recognition Scheme. As this year also marks the 30" anniversary of North
Lanarkshire Council, since its inception on 1 April 1996, it is intended to launch the scheme
in line with our wider celebration of this historic milestone, and to recognise all the many
employees who have contributed to the Council’s success in the intervening years.

As of the 15t April 2026, the council has approximately 1,208 employees who have 30 years’
service or more across a range of services and at all levels of the organisation. Currently,
the majority of these staff sit between 30 and 39 years, with less between 40 and 49 years
and one employee within the 50 years category. Several other public sector organisations
currently operate long service recognition schemes, including comparator local authorities,
and such initiatives are well known to foster a culture of appreciation and respect.
Accordingly, the Council is keen to progress with the establishment of its own Long Service
Recognition Scheme to ensure that we are contributing positively to staff morale and
retention and fully recognising the considerable dedication and loyalty of our long serving
employees.

The remainder of this report sets out the rationale for introducing the scheme, outlines the
proposed approach and presents the preferred scheme for approval and implementation.

Recommendations
It is recommended that Full Council:

1. Agree to the introduction of a Long Service Recognition Scheme within North
Lanarkshire Council that recognises loyalty and commitment, fosters a sense of
value among employees, and supports engagement and retention across the
organisation.

2. Acknowledge that a range of different options have been carefully evaluated,
drawing on best practice, with additional consideration given to all financial,
motivational, and operational implications.




The Plan for North Lanarkshire
Priority Improve North Lanarkshire's resource base

Ambition statement

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

Programme of Work  All Programmes of Work
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Background

On 2nd October 2025, at Full Council, a motion was agreed to research and establish
a long service scheme to recognise employees for their loyalty and commitment to
the Council and the communities of North Lanarkshire. The motion was well
supported by Elected Members and requested as follows:

“North Lanarkshire Council acknowledges and values the dedication of our staff, many of whom
have given long and committed service to the residents of North Lanarkshire through the wide
range of services delivered by the Council.

Council agrees that consideration be given to the formal recognition of long-serving employees,
with the appropriate length-of-service milestones to be determined as part of this and reflecting
common practice, as appropriate, across the public sector.”

Prior to the establishment of North Lanarkshire Council in 1996, it is known that some
long service schemes did operate within antecedent local authorities including
Monklands District Council, Cumbernauld & Kilsyth District Council, Motherwell District
Council and Cumbernauld Development Corporation. Notably Strathclyde Regional
Council did not operate a long service recognition scheme.

Although North Lanarkshire Council itself has never operated such a scheme since its
establishment in April 1996, a small number of employees who joined previous
antecedent authorities did transfer, under local agreements, with contractual long
service entitlements and they continue to receive milestone awards in line with these
contractual entitlements. Previous scheme recognition periods typically ranged from 20
to 40 years and awards varied in nature, ranging from financial gifts to the purchase of
items of a specified value.

In drafting the proposed scheme set out within this report, and as per the wording of
the motion, we have fully considered other more current local authority schemes to
establish how these are structured, and to determine what type and level of recognition
awards are typically applied. A key part of the scheme is also the requirement to clarify
what scope of continuous service should be applied to determine eligibility, particularly
for those in the categories at 30 years and above, reflecting on how other local
authorities have approached this and acknowledging the history and evolution of the
Council’'s own workforce.

Eligibility and Continuous Service

Establishing eligibility for long service recognition requires first determining the right
scope and nature of continuous service that should be adopted. In doing this it is
important to pay due regard to how the Employment Rights Act 1996 defines the way
in which continuous service must be calculated. The principal rule is that every week,
running from Saturday to Sunday, in which there is a contract of employment between
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the employee and employer counts as continuous service. Weeks can also count
towards continuous service without a contract in place if:

» The employee cannot work because of illness or injury.

» There is a temporary cessation of work.

» There is an arrangement or custom that regards the period as counting towards
continuous service.

One example of this is an employee who is employed in a school until the end of a
school term and is then given another contract at the start of the next term. Under the
Employment Rights Act, the entire period of employment under both contracts, and the
school holiday period between contracts, counts as continuous service.

Furthermore, the Red Book and the associated Redundancy Payments (Continuity of
Employment in Local Government, etc.) (Modification) Order “the Order’1999, both
determine the Council’s usual method of calculating continuous service and set out a
clear consistent definition across local government in Scotland. This mandates for all
SJC aligned staff that employees who have joined from other councils or any other
organisation specified in “the Order” have the right to have their previous service
recognised by the Council for specific purposes, namely redundancy, sick pay, annual
leave and maternity pay.

Additionally, North Lanarkshire Council’'s Schedule A Local Agreement, provides that:

“for the purpose of calculating entitlement to redundancy, occupational sickness, occupational
maternity payments and annual leave includes all continuous service with any employer
contained within the Redundancy Payments (Continuity of Employment in Local Government,
etc) (Modification) Order 1999 as amended”.

With regards to staff on SNCT terms and conditions, where it is more common for
individuals to have worked for more than one local authority in the course of their
career, North Lanarkshire’s Schedule of Terms and Conditions of Employment for
Teachers and Associated Professionals in Education and Families requires that:

“For the purpose of Section 1 (3) and Section 211 of the Employment Rights Act, 1996, the
Council does not recognise service with any previous employer(s) as being continuous service
with the Council. However, it does recognise continuous local government service for the
purpose of, and as defined in, the Redundancy Payments (Local Government) (Modification)
Order 1983 and subsequent Amendments Orders thereto.”

Although none of these definitively or legally specify that standard definitions of
continuous service should automatically apply for the purposes of recognising of long
service, they are known and understood by staff and trade unions to be the council’s
normal approach to continuous service. They also define the information held within
our HR systems as applied to all other employment matters outlined above and
encompass the primary definition on which we normally report staff length of service to
Committee.

We have also reviewed the scope of continuous service eligibility position taken by
other local authorities who have long service awards, including within our comparator
group, and have established that there are some differences between local authorities
who have long service awards in place, however in the main their approach tends to
specify one of the following:
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e all continuous service under a contract of employment between the Council
and the employee including continuous local government service for the
purpose of, and as defined in, the Redundancy Payments (Continuity of
Employment in Local Government, etc) (Modification) Order 1999 as
amended”.

¢ all continuous service under a contract of employment between the Council
and the employee including service with that Council and any of its
predecessor (antecedent) authorities.

e in recognising antecedent authorities, some specify a particular geographic
boundary, such as Highland Council who specify that only predecessor local
authorities within the boundary of the Highland Council area will qualify and
service with associated public bodies or local authorities out with the Highland
Council boundary do not count towards continuous service within their
scheme.

e others specify only predecessor authorities that transferred on 1 April 1996 for
example West Dumbartonshire recognises Strathclyde Regional Council,
Dumbarton District Council, and Clydebank District Council. Similarly, Argyll
and Bute Council recognise its predecessor authorities that transferred in 1996
(Argyll and Bute District Council, Dumbarton District Council and Strathclyde
Regional Council).

e itis also common to specify ALEO’s or other relevant public body entities who
are associated with or may have transferred into the Council since its inception
and to recognise the prior service of these. Importantly, where these are
specified, they are likely to be linked to TUPE transfers or other local trade
union agreements, for example, Aberdeenshire recognises The North East of
Scotland Water Board Prior to 16 May 1975.

A material workforce consideration for North Lanarkshire Council, would be the
importance of recognising the service of staff from previous ALEO’s which have now
transferred into the Council including former CLNL staff, some of whom remain on
legacy terms and conditions under TUPE, or have already been harmonised with their
service recognised under normal provisions for continuous service entitlements under
the Redundancy Payments (Continuity of Employment in Local Government, etc)
(Modification) Order 1999 as amended.

Taking into account all of the above, it is recommended that eligibility for the proposed
North Lanarkshire Council Long Service Recognition Scheme is based on all unbroken
service under the employee’s current contract of employment with North Lanarkshire
Council and/or any previous employer contained within the Redundancy Payments
(Continuity of Employment in Local Government, etc) (Modification) Order 1999 as
amended.

Recognition Levels

With regards to recognition levels and types, our review of other relevant local authority
long service recognition schemes has established that the most common features are:

e atwo orthree stepped milestone structure for long service recognition, starting
at either 25 or 30 years and rising to 40 and 50 years.

e an increasing award for each of these milestones, which differs in nature
between councils but increases in size or value with each milestone.



e awards which range from annual leave to monetary gift or voucher values that
vary widely between different local authorities in terms of maximum value.

¢ a certificate and/or celebration event for all staff who qualify.

The remainder of this report outlines the options considered and provides a
recommendation on the preferred approach for the newly established scheme. A draft
scheme has also been included for review and approval.
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Report

A Long Service Recognition Scheme offers significant benefits by recognising and
rewarding employee loyalty, which helps improve retention and reduce turnover costs.
It fosters a sense of value and appreciation, boosting morale and motivation while
promoting a positive workplace culture.

Additionally, such a scheme enhances the organisation’s reputation as an employer of
choice, supporting recruitment efforts and reinforcing the message that long-term
commitment is valued. The scheme must, however, be meaningful, cost-effective, and
sustainable for both the Council and the employees it serves and therefore several
different types of recognition award have been given full consideration in the
preparation of the proposed scheme set out below.

It is understood through recent dialogue with Trade Union colleagues that for long
service awards to be seen as meaningful, they must reflect genuine appreciation, offer
tangible value, and be perceived as fair and relevant to the level of commitment shown
over many years.

Additionally, recent feedback through the staff survey has indicated that staff greatly
appreciate the many benefits and rewards that the Council offers and would like to see
more of these. Trade Unions have also indicated their view that staff are likely to react
most favourably to a scheme that provides a tangible benefit either through a financial
reward or additional time off.

Our review of other local authority schemes has established that financial awards
(including vouchers) vary widely, with maximum awards for the longest service ranging
from £250 to £800. Given the Council’s known financial challenges, and the risk in this
context that any award may be perceived as too little or too much, it is thought that
additional time off would be a better approach for the Council to take at this time.
Informal consultations with Trade Unions have also indicated that this approach would
be received favourably by employees.

Whilst full consideration has been given to other low-cost approaches to recognising
service milestones, such as commemorative pins, badges for each milestone year, or
certificates, these options alone are not considered attractive to employees, and they
are unlikely to significantly encourage engagement or convey meaningful appreciation.

It should be noted that any Long Service Recognition Scheme introduced by the
Council will be applicable to all employees who are currently on North Lanarkshire
Council contracts of employment. This includes staff on both SJC and SNCT terms and
conditions.
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Recognition Award Structure

Based on all of the considerations set out above, and to align with the Council’s
celebration of its 30" year anniversary it is proposed that long service recognition
awards be given as annual leave across a three-milestone structure and as follows:

30 years’ service — 1 day of additional leave
40 years’ service — 2 days of additional leave
50 years’ service — 5 days of additional leave

The numbers of staff currently at and between categories as of 15! January 2026 is as

follows:

Service 30-39yrs | 40-49yrs | 50 plus TOTAL
Adult Health and Social Care 117 10 0 127
Chief Executives 143 27 0 170
Education and Families 322 23 1 346
Enterprise and Comms 462 102 0 564
NL Properties 1 0 0 1
TOTAL 1045 162 1 1208

All numbers are based on milestone eligibility for continuous service as recommended
above (and aligned to the Red Book and SNCT Handbook) and it is recommended that
this is the eligibility criteria adopted for the reasons outlined in paragraph 1.5 -1.12
above.

All leave awarded will be non-contractual and deemed as special leave and will not be
added on a permanent basis to the employee’s annual leave entitlement. Additionally,
the leave must be taken in the year in which it is awarded and cannot be exchanged
for pay or carried into the next leave year.

It should be noted that in the first year of implementation, and as outlined in the above
numbers, there will be staff who technically qualify, but fall between the agreed
categories. Itis proposed that all staff who fall between categories are given the award
at the lower end of the category in the first year of implementation which will be deemed
as eligible from the 1! January 2026.

There will be some staff at the top end of the category (e.g. 39 years) who will be
subsequently awarded additional leave in year two from 1%t January 2027 (e.g. at 40
years) however this cannot be avoided, and expected numbers of staff in this position
are likely to be very small. The same principle would apply in the event that a financial
award was being proposed for staff in these categories.

Additionally, as any long service award scheme must apply to all Council employees,
consideration needs to be given to how those on term-time contracts, such as teachers,
school cleaners, clerical, and catering staff, will accommodate additional leave when
their working patterns are already fixed and do not allow for self-selected annual leave
days.

Given the numbers between categories as outlined above, including a substantive
number of term time workers, and the fact that the Council is implementing the scheme
part way through the year, there will be an impact expected in the first year, and this
will need to be managed in agreement with key services during the remainder on 2026.
Thereafter the impact of numbers of staff moving into categories is expected to be
significantly smaller.
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It is also recognised that there will be an impact in some service areas with known
workforce pressures who already find it difficult to accommodate regular annual leave
without there being additional leave to consider and accommodate. As outlined above,
however, the main impact will occur in the first year, with the requirement to
accommodate all staff between categories, with much smaller numbers thereafter
reaching milestones on an annual basis.

Certificates for Milestones

Work has been undertaken in partnership with the Council’s communications team to
develop certificates for employees who reach milestone service anniversaries of 30,
40, or 50 years by 31 December of the preceding year. These certificates will be issued
in January.

Wherever possible, certificates will be hand-delivered by a senior member of the
relevant management team, accompanied by a letter of appreciation from the Chief
Executive thanking employees for their long service and outlining how their reward will
be applied. Chief Officers may also choose to recognise these milestone achievements
at team meetings or other appropriate forums. Sample certificates are provided as
Appendix 2 of this report.

In a similar vein, to ensure that all employees who retire from the Council are
appropriately recognised and thanked for their service, regardless of length, a
retirement card will be issued from the Chief Executive. This card will convey the
Council’s appreciation and acknowledge the individual’s contribution during their time
in service. A sample card is provided at Appendix 3 of this report.

Additional Considerations

As with any new policy, scheme, or initiative, consideration must be given to the wider
legal and equality context. In particular, long service recognition schemes may give
rise to differential impacts in relation to age and potentially other protected
characteristics where employees with longer service are more likely to qualify for
benefits or recognition. It is also important to confirm that the awards do not
inadvertently create contractual obligations or affect existing terms and conditions of
employment.

The Council nevertheless considers that the proposed scheme pursues legitimate
organisational aims, including recognising loyalty and commitment, improving
employee engagement and morale, supporting workforce retention, encouraging long-
term service, and positively reinforcing organisational culture and values. The proposed
scheme has been designed to represent a proportionate means of achieving these
aims, having regard to the modest and non-contractual nature of the awards, the
relatively limited financial value of the benefit, the consistency of application across all
employee groups, and established practice across the wider local government sector.

Therefore, while options have been considered and a preferred approach identified,
rigorous checks will be carried out before the scheme is finalised and published to
ensure full compliance with legislative requirements and to minimise any risk to the
Council and its reputation.

It is anticipated that the one-off cost to implement the Long Service Recognition
Scheme could be in the region of c. £0.150m to £0.250m (Financial Year
2026/27). However, as conveyed within preceding sections of the report, the actual
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costs associated with the scheme will be wholly dependent on the nature of the service,
and any cover-based requirements resultant from employees utilising their award
allocation.

Notwithstanding, it is anticipated that costs of the scheme can be managed and
accommodated within existing employee cost budgets of respective services. This
pertains to both the one-off costs of implementing the scheme coupled with the limited
effects of such thereafter. In addition, via established practice in managing contractual
annual leave entitlement, and indeed other entitlements, the operational and financial
impacts of the scheme can be further mitigated.

Next Steps

Upon approval, the Long Service Recognition Scheme will be implemented with
immediate effect. Trade unions and employees will be notified accordingly, and
appropriate measures will be taken to ensure all eligible employees are informed of
their award and how it can be accessed and utilised.

3. Measures of success

3.1 Employees feel valued and view North Lanarkshire Council as an employer of choice
that recognises loyalty, dedication and service in a meaningful way.

3.2 There is an increase in average length of service and reduction in turnover rates
allowing employees to reach milestone years.

3.3  The scheme is delivered within budget constraints and demonstrates savings through
reduced recruitment and training of new employees.

3.4 The scheme is administered successfully, and all eligible employees are able to
access and benefit from the scheme.

4. Supporting documentation

4.1 Appendix 1 — Long Service Recognition Scheme

4.2 Appendix 2 — Long Service Certificates

4.3 Appendix 3 — Retirement Card

i
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Fiona Whittaker
Chief Officer (People Resources)




5. Impacts

5.1 Public Sector Equality Duty and Fairer Scotland Duty
Does the report contain information that has an impact as a result of the Public
Sector Equality Duty and/or Fairer Scotland Duty?
Yes O No
If Yes, please provide a brief summary of the impact?
If Yes, has an assessment been carried out and published on the council’s
website? https://www.northlanarkshire.gov.uk/your-community/equalities/equality-
and-fairer-scotland-duty-impact-assessments
Yes O No O

5.2 Financial impact
Does the report contain any financial impacts?
Yes No O
If Yes, have all relevant financial impacts been discussed and agreed with
Finance?
Yes No
If Yes, please provide a brief summary of the impact?
Discussion has still to take place regarding the financial impact of any long service
award scheme and how this will be funded.

5.3 HR policy impact
Does the report contain any HR policy or procedure impacts?
Yes No O
If Yes, have all relevant HR impacts been discussed and agreed with People
Resources?
Yes No O
If Yes, please provide a brief summary of the impact?
This is a new scheme for the Council and will need to be assessed to ensure
compliance with legislation and equalities.

54 Legal impact
Does the report contain any legal impacts (such as general legal matters, statutory
considerations (including employment law considerations), or new legislation)?
Yes U No
If Yes, have all relevant legal impacts been discussed and agreed with Legal and
Democratic?
Yes U No O
If Yes, please provide a brief summary of the impact?

5.5 Data protection impact

Does the report / project / practice contain or involve the processing of personal
data?

Yes O No

If Yes, is the processing of this personal data likely to result in a high risk to the
data subject?

Yes O No O

If Yes, has a Data Protection Impact Assessment (DPIA) been carried out and e-
mailed to dataprotection@northlan.gov.uk

Yes O No O
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5.6

Technology / Digital impact

Does the report contain information that has an impact on either technology, digital
transformation, service redesign / business change processes, data management,
or connectivity / broadband / Wi-Fi?

Yes O No

If Yes, please provide a brief summary of the impact?

Where the impact identifies a requirement for significant technology change, has
an assessment been carried out (or is scheduled to be carried out) by the
Enterprise Architecture Governance Group (EAGG)?

Yes O No O

5.7

Environmental / Carbon impact

Does the report / project / practice contain information that has an impact on any
environmental or carbon matters?

Yes O No

If Yes, please provide a brief summary of the impact?

5.8

Communications impact

Does the report contain any information that has an impact on the council’s
communications activities?

Yes O No

If Yes, please provide a brief summary of the impact?

5.9

Risk impact

Is there a risk impact?

Yes O No

If Yes, please provide a brief summary of the key risks and potential impacts,
highlighting where the risk(s) are assessed and recorded (e.g. Corporate or
Service or Project Risk Registers), and how they are managed?

5.10

Armed Forces Covenant Duty

Does the report require to take due regard of the Armed Forces Covenant Duty (i.e.
does it relate to healthcare, housing, or education services for in-Service or ex-
Service personnel, or their families, or widow(er)s)?

Yes O No

If Yes, please provide a brief summary of the provision which has been made to
ensure there has been appropriate consideration of the particular needs of the
Armed Forces community to make sure that they do not face disadvantage
compared to other citizens in the provision of public services.

5.11

Children’s rights and wellbeing impact

Does the report contain any information regarding any council activity, service
delivery, policy, or plan that has an impact on children and young people up to the
age of 18, or on a specific group of these?

Yes O No

If Yes, please provide a brief summary of the impact and the provision that has
been made to ensure there has been appropriate consideration of the relevant
Articles from the United Nations Convention on the Rights of the Child (UNCRC).

If Yes, has a Children’s Rights and Wellbeing Impact Assessment (CRWIA) been
carried out?

Yes O No O
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INTRODUCTION

North Lanarkshire Council is committed to recognising and valuing the
contribution of employees who demonstrate long-term commitment and service
to the Council.

This Long Service Recognition Scheme has been introduced to acknowledge and
celebrate employees who reach significant service milestones, reflecting the
importance of loyalty, experience and dedication to the Council.

The scheme provides a consistent and meaningful approach to recognising long
service and reinforces the Council’s commitment to valuing its workforce.

SCOPE

This Scheme applies to all Council employees, except for casual workers; agency staff
and those who remain on TUPE terms and conditions with organisations that are out
with the Redundancy Payments (Continuity of Employment in Local Government, etc)
(Modification) Order 1999 as amended.

Staff who have existing contractual long service entitlements that transferred to the
Council in 1996, will continue to receive these entitlements as specified in their
antecedent authority contract provisions.

The Scheme does not form part of an employee’s contract of employment and may be
amended or withdrawn at the Council’s discretion.

ELIGIBILITY

Employees who have completed 30, 40 or 50 years’ continuous service as at 31
December in any given year will be recognised by North Lanarkshire Council, with the
award being granted in January of the following leave year. All awards must be used
within the year in which they are granted.

Awards will not be granted to employees who are suspended from duty or who have
an active disciplinary warning on their personnel record. Once the suspension has been
lifted or the disciplinary warning has expired, the award may be granted, subject to the
circumstances and the approval of the Chief Officer (People Resources).

Employees on long-term sickness absence will continue to receive their award.

However, depending on the circumstances, it may be appropriate to extend the period
during which the award can be used.

Long Service Recognition Scheme 3



CONTINUOUS SERVICE

For the purposes of eligibility for the scheme, continuous service will be recognised as
all unbroken service under the employee’s current contract of employment with North
Lanarkshire Council and any previous employer contained within the Redundancy
Payments (Continuity of Employment in Local Government, etc) (Modification) Order
1999 as amended.

Staff who have transferred to the Council and remain on the terms and conditions of
their previous employer under TUPE, are eligible for the scheme if their previous
employer was listed on the Redundancy Payments (Continuity of Employment in Local
Government, etc) (Modification) Order 1999 as amended.

The following will not be regarded as a break in service for the purposes of this
scheme:

e Sick leave, annual leave or public holidays
e Authorised leave of absence or secondment
e Maternity leave, adoption leave or special leave

Full-time and part-time employees will receive the same recognition under the scheme.
Where an employee works part time, the value of the award will be applied on a
pro-rata basis in accordance with their contracted hours.

Any concerns regarding the eligibility of an employee for an award should be directed
to the Chief Officer (People Resources).

AWARD

Employees who have achieved the required continuous service milestone as at 31
December in any year will receive the corresponding award in January of the following
leave year.

On achieving 30 years continuous service at the 31 December in any year, employees
will be given a certificate and granted one additional day of leave to take in the following
leave year.

On achieving 40 years continuous service at the 31 December in any year, employees

will be given a certificate and granted two additional days of leave to take in the
following leave year.

Long Service Recognition Scheme 4



On achieving 50 years continuous service at the 31 December in any year, employees
will be given a certificate and granted five additional days of leave to take in the
following leave year.

All additional leave granted under this scheme must be taken within the leave year in
which it is awarded. There is no entitlement to a payment in lieu of this additional leave
and, where the leave cannot be taken for any reason, the entitlement will be forfeited.

PROCESS

In November each year, the Employee Service Centre will produce a report identifying
employees who have met the required service milestones by 31 December. This report
will be issued to Service Managers, who will be asked to review the information and
highlight any potential inaccuracies, including identifying employees who may be
eligible but are not listed. Once this review has been completed, the verified list will be
submitted to the relevant Chief Officer for approval.

Employees who have reached a service milestone under the scheme as at 31 December
will be contacted in January of the following year. They will be issued with a certificate,
notified of the corresponding award, and advised that the award must be used within
that leave year.

Any employee who believes they have attained the required length of service to qualify
for an award, but has not been contacted, should write to the Chief Officer (People
Resources) outlining the reasons why they consider they have met the relevant service
milestone.

Employees who qualify for a recognition award but leave the service of the Council
before the award has been processed will not receive the award. However, in
recognition of their service, they will be issued with a certificate. Requests for additional
leave days will be subject to the normal authorisation process and must be approved
by the employee’s line manager, taking account of service requirements.

Additional leave awarded under this scheme will not be consolidated or represent a
permanent increase in the employee’s contractual annual leave entitlement and as
such will not show on the employee normal leave balance on iTrent. Each award must
be recorded separately under the appropriate Special Leave category and must be used
within the leave year that it is awarded.

REVIEW

The scheme will be subject to regular review to ensure continued alignment with the
Council’s culture and business requirements.
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This certificate is proudly presented to

In recognition of 50 years of dedicated service, commitment,

and outstanding contribution to North Lanarkshire Council,

Your loyalty, professionalism, and hard work
have been invaluable to the successful delivery of services.

Your commitment to the Council, and the passion and integrity you bring to your role

every day, are greatly appreciated.

With heartfelt thanks and best wishes for your continued success.

e

Des Murray
Chief Executive
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CERTIFICATE OF
LONG SERVICE APPRECIATION

This certificate is proudly presented to

In recognition of 40 years of dedicated service, commitment,
and outstanding contribution to North Lanarkshire Council.

Your loyalty, professionalism, and hard work
have been invaluable to the successful delivery of services.

Your commitment to the Council, and the passion and integrity you bring to your role

every day, are greatly appreciated.

With heartfelt thanks and best wishes for your continued success.

o

Des Murray
Chief Executive
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CERTIFICATE OF
LONG SERVICE APPRECIATION

This certificate is proudly presented to

In recognition of 30 years of dedicated service, commitment,
and outstanding contribution to North Lanarkshire Council.

Your loyalty, professionalism, and hard work
have been invaluable to the successful delivery of services.

Your commitment to the Council, and the passion and integrity you bring to your role

every day, are greatly appreciated.

With heartfelt thanks and best wishes for your continued success.

yd

Des Murray
Chief Executive
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Wishing you all the very best in your retirement
and a heartfelt thank you for the many
years of dedicated service.

Your hard worR, loyalty, and positive influence
have meant a great deal to the organisation
and to those who have had the
pleasure of working alongside you.

You leave with our genuine gratitude
and warmest wishes for a happy,
healthy, and fulfilling retirement.

Enjoy every moment of
the well-deserved time ahead.

Des Murray
Chief Executive
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