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HMAS BRISBANE departing for the Gulf war.
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ACPERS-N
INTRODUCTION

You may be wondering why we have 

gone for a larger special edition of 

SEATALK for the Christmas issue? For 
this edition I felt there was a need to 
identify to you the directions in which 
the Personnel Division is heading. That 
is, present our goals, our priorities and 

our major issues that we are working 
towards for your benefit. In a way you 

may class this edition as a shareholders' 
report, for you the shareholders.

Before reading this edition it may help 

you to understand the broad structure 

of the Personnel Division. The Personnel 
Division comprises four main areas of 
responsibility, Manpower, Service 
Conditions and Health Services and 
Chaplains. In addition to these areas I 

also have a group of smaller areas such 

as Legal Services, Reserves, Officers' 

Postings and Finance. The following 

chart will help:

ACPERS-N

SERVICE HEALTH
CONDITIONS SERVICES

M/WPCWER OTHERS: CHAPLAINS
Office rs  Postings 
Reserves 
Legal 
Flnarvce

This edition has been set out to give you 

an overview of the objectives of each of 

these areas and what major issues they 
are working on. However, to give you 
an indication of our long term goals I 

have also included the Division's 
strategic plan.

The Naval Personnel Division is 

managing Navy's most important asset 

-its people. Over the past 12 months a 
number of changes have taken place in 

the Defence Force with the emphasis on 

achieving greater efficiency, particularly 
in the use of manpower, both uniformed 

and civilian. You will see in this edition 

where many of the initiatives being 
addressed in the Personnel Division are 
aimed at improving the service we 

provide towards the management ofour 
personnel. This can only be of benefit 

to you, and of course the well being of 
families.

While we are talking about families, lam 
very much aware of the pressures and 
stresses being placed on families as a 
result of separation and the demands of 

naval service. To this end I am initiating 
new initiatives within the Personal 
Services Organisation to improve their 

support mechanisms for families that 
may be having difficulties. The article 

on Personal Services expands on these 

initiatives.

With the introduction of the Collins Class 
submarine, Seahawk helicopters and the 
Anzac Frigate the Navy is entering an 

era of technology which will impact on 
the future training and category 
structures of the Navy. The Personnel 
Division has the responsibility to balance 
all these needs.

My time as ACPERS-N, regrettably, 
comes to an end in mid January when I 
will move to Headquarters ADF and 
take up the position as Assistant Chief of 
Defence Force (Personnel) to the Chief of 
the Defence Force. In my new position 
I will be able to continue to provide 

improvements in conditions of service 

and policies aimed at meeting your needs 
and those of your families.

I wish you all a very Merry Christmas. 
For those who are separated from loved 

ones due to service requirements, our 

thoughts are with you.

I hope you enjoy this special edition of 
SEATALK.

Regards.

GRAHAM STUB1NGTON

RADM, RAN
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NAVAL PERSONNEL 
DIVISION 

STRATEGIC PLAN
GOALS
★ Provide PNF, reserve and civilian manpower to ensure the most cost 

effective balance is achieved to meet Navy's corporate goal.

★ Provide Reserve Forces within current policies to meet Navy's expansion 

requirements in escalated low level conflict and more substantial conflict 

within warning times consistent with strategic guidance.

★ Develop policies to provide the most cost effective means of training to 

meet Navy's requirements noting that some training will be joint and 

require a rationalisation of training establishments.

★ Develop cost effective policies on support for Naval families that promote 

Navy as a caring employer.

★ Maintenance of conditions of service to best promote the recruitment 

and retention of trained manpower within the Navy.

★ Integrate, as far as practicable, the management of Navy's civilian 

personnel w ithin the Naval personnel organisation.

★ Develop initiatives to enhance the management of Navy's personnel 

(Service and civilian) to promote retention of trained manpower.

★ Review manpower structures and training to ensure professional 

recognition of Naval Service at all levels.

★ Provide quality and timely health services to support maritime operations.

★ Promote a corporate culture in which the legitimate rights and 

entitlements of Naval Personnel are respected and applied free of fear or 

favour and according to law.
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TO ACHIEVE THE CORPORATE GOALS THE 
NAVAL PERSONNEL DIVISION HAS 

ADOPTED THE FOLLOWING STRATEGIES

Adopt more efficient and effective management practices by:

a. introducing Navy Quality Management concepts and practices;

b. employing program management and results orientated style of 

management;

c. exploiting modern technology computer based management 

information systems;

d. developing a Navy corporate culture which fosters unity, effective 

communication and encourages innovation; and

e. optimising career management of all personnel.

Demonstrate progressive and caring employer attitudes by:

a. adopting a pro-active approach with Navy's manpower;

b. communicating effectively with personnel;

c. effectively integrating Navy civilian personnel;

d. providing conditions of service at least commensurate with 

community standards and where appropriate cognisant of the 

particular circumstances which apply to military life;

e. being committed to the personal development of Navy's uniformed 

and civilian personnel;

f. recognising performance; and

g. providing personal services to meet the needs of Navy personnel 

and their families.

Ensure the Division outputs meet the needs of Navy’s manpower 
by:

a. regularly auditing policy;

b. maintaining effective feedback loops with personnel and authorities;

c. providing positive leadership and forward planning; and

d. providing statistical data to measure the effectiveness of policies 

and objectives.
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NAVAL MANPOWER 
BRANCH

INTRODUCTION FROM

COM M ODORE R.J.LETTS MVO, RAN

During 1991 in line with Naval Quality Management the 
Naval Manpower Branch has developed our Branch Mission 
and then specific Directorate Missions.

Our mission is to develop policy for the planning, 
development and management of Navy's Service and civilian 
manpower. This is a clear statement and one which we shall 
keep in focus.

As the year draws to a close we have had the opportunity to assess our progress 

towards achieving this goal. Plans have also been made for further efforts in 1992 
and beyond.

Much needs to be done but the way ahead is charted. My team, along with the 
remainder of the Naval Personnel Division is all too aware that manpower is 
precious, costly and Navy's most important resource. We are part of it and know 
that we like everyone else in the Navy is at the whim of the Posting List so we can be 
very much here today and posted tomorrow.

The year has seen significant change in emphasis in the Directorate of Sailors' 
Postings where career management has replaced the posting process as our primary 
function.

Our manpower planners have been wrestling with the best way to shape the 
size of the Navy of the future following the Force Structure Review.

Development of Critical Incident Stress Management Teams has occupied the 

Directorate of Psychology which has also been busy with support to the Recruiters 
in addition to the normal range of Psychological services provided to Navy.

Our Personnel Computing Directorate has fast tracked the acquisition of a local 
area Network throughout D Block in Navy Office concurrent with providing 
significant user input to the Services 
Manpower and Pay Project which is 
intended to be the common personnel 
computing system for the future.

And finally our Trainers and 
Educators have been grappling with a 
myriad of Training and Education matters 

as we strive to better prepare our officers 

and sailors for their careers .

So 1991 comes to an end and 1992 

looms on the horizon. On behalf of the 
Manpower Branch I wish our readers a 
Happy and Safe Christmas and a 
successful 1992.
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SAILORS POSTINGS
PREPARING FOR CAREER COUNSELLING

The Director of Sailors' Postings' mission 
is to fill authorised billets in ships and 
establishments with sailors who hold 

the correct rank and skill level. Plan 

Green sets the priority with ship's 

operational units. The Director of Sailors'
Postings is responsible for the overall 
management of PNF and ANR sailors' 
careers as well as the formulation and 
implementation of posting and 
promotion policy for sailors.

To this end, DSP has five major 
objectives which are:

* Develop and manage careers for all 

sailors based on a career profile from 
entry over a period of 20 years service 
and beyond.

* Develop the sailors promotion 

system to better meet the needs of the 
Navy whilst still providing equitable 

opportunities.

* To improve the retention of trained 
manpower through effective career 
management.

* Acquire computer support to aid 
decision making for postings and 
promotions.

* To ensure a successful transition of 

female personnel into seagoing billets.

CAREER COUNSELLING

One of DSP's highest priorities is to 
implement career management for every 

sailor. This major task involves Career 
Counsellors (Posters) interviewing 
individuals to discuss aspirations, career 
paths and plans. Many ships and 
establishment have already had visits 

from career counsellors and the results 

have been most positive. DSP's view is 
that without full recognition of 

individual aspirations, policies relating 
to training and employment of Navy's 
manpower will not achieve maximum 
effectiveness. However, one important 
fact which must be recognised, is that 

there will sometimes be a conflict 
between the need to fill billets to meet 

Navy's requirements and the wishes of

DSP promotion staff at work.

individuals. In such cases the Navy's 

requirements must come first. But DSP 
will always look for the best solution 

taking into account longer term planning 

as well.

Career management responsibilities do 

not lie solely with DSP. Effective career 
management requires participation by:

SAILORS

setting personal goals

completing all essential training 
prerequisites for promotion

evaluating own progress

performing their duties to the best of 

their ability

requesting advice on advancement

DIVISIONAL OFFICERS

knowing and having the confidence 

of their sailors

providing challenging employment 
for sailors

employing sailors according to rank, 
qualifications and ability

seeking advice of Career Counsellors 
on career plans of sailors

counselling, motivating and 

evaluating sailors towards their 

career goals
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CAREER COUNSELLORS

initiating career plans for sailors

provid i ng career advice by interview 

or in writing

reviewing PERS1

considering DO's advice

providing comment and 
recommendations on requests for 
postings

Effective career management is regarded 
as the most important tool in ensuring 
that DSP's mission of providing 
appropriately qualified personnel in the

right billet at the right time will be Career counsellors, 
accomplished.

RECORD OF TRAINING AND EMPLOYMENT

IMPORTANT POINTS FOR PERSONNEL APPLYING

The RTE Office receive daily requests from personnel either wishing a Final Issue or Initial Issue of their 
RTE. Whilst this is our primary objective it needs to be highlighted, that certain actions by the 
individual member may enhance the document presentation. These are:

At approximately seven months prior to your RTE Book requirement, call for (see address 
following) and proofread your PH4 (Plain English computer printout of Service history). Any 

necessary amendments to your PH4 should be authorised by your Ships/Personnel Office and 
forwarded on the Form PR139 to Navy Office DPCS-N (Russell Offices D-4-19) for action.

-#• Forward appropriate Divisional Record type photo (two in number) with your application for RTE 
at least six months prior to book requirement.

*  Highlight walkout date in conjunction with discharge date to enable prioritisation for book 
manufacture. It is important to enclose a forwarding address for any follow up action as required. 
Target date for book dispatch is normally set at six to eight weeks prior to your walkout date.

*  All courses which are non EDP recorded should be mentioned with completion certificates enclosed 
outlining the course syllabus.

Please note your Certificate of Service will be sent to your address on discharge by DSP (Staff Officer 
Records) approximately two weeks after your Final Discharge date.

Whilst the present format for RTE documentation has been around for a considerable period now, the

(continued over)
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RTE Office appreciates feedback as to the usefulness of the RTE Book in seeking employment or for 

professional accreditation. Recently a survey has been conducted by this office to draw in broadly based 

information for possible formatting changes in the future. An example of this may be a more precise 
and concise resume style for our different categories.

Another major problem with RTE documentation is the lack of course completion reporting and 
authorisation on the Form PE5. It should be noted that it is the members responsibility to ensure all 
successfully completed courses are reported. An appropriate time to check this would be at your 

Divisional Meetings.

Apart from the issue of RTE Books the RTE Office also coordinates all Apprenticeship accreditation 

which allows us to issue certified true copies of Trade/TAFE Certificates whilst the member is still in 

Service. These certificates may be of great value for course criteria exemptions to members who wish 

to complete external courses. On discharge all relevant Trade/TAFE Certificates will be enclosed with 

RTE documentation. Failing this all relevant certificates will be forwarded as soon as they are received.

Following is the address and contact number for anyone wishing to contact this office for assistance:

RTEO

Russell Offices 

D-l-26

(06) 2654503 DNATS 8-654503 

PLEASE REMEMBER 'YOU ONLY GET OUT OF IT WHAT YOU PUT INTO IT'.

The RTEO office gathered to say farewell to WOMTP SM Ian Prodger 

and to welcome the new 'boss' WOMTP SM Bill O'Brien.
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SUBMARINE ARM
MANPOWER RESTRUCTURE

IDENTIFYING THE PROBLEM

Since the 'MacDougall Report' in 1979 
there have been many studies into 
submarine arm manpower. All of these 
studies pointed to the arm's manpower 
structures as a cause of billet rank and 
skill grade imbalances with 
consequential, slowed promotion in 
some categories, combined with 
inequitable sea shore rations. Attempts 
were made to adjust the structures but 
because many of the effects of these 

adjustments could not be identified in 
the short term some changes were for 
the worse.

The recurring billet structure problems 
and the need to identify the manpower 
implicationsoftheimpending transition 

from the Oberon to the Collins Class 
d ictated that structures again be revisited 

and redefined so that appropriate skills 
and ranks would be available during the 
transition period (1992-1999).

NEW BILLET STRUCTURES

The restructuring process was completed 
on 1 August 1991 and involved all areas 
of the Submarine 'community'. 
Sophisticated manpower modelling 

software combined with liberal doses of 

common sense and experience provide a 

high expectation that the new structures 

will provide competitive, motivating and 
equitable promotion opportunities and 
set the necessary baseline for transition 
planning from the Oberons to the Collins 
Class.

The new structures are derived from the 
needs of the Oberon Class Submarine. 
An example of why the changes were 

necessary is outlined in the first table, 
and an obvious point is that under the 

old structure there were only three Able 
Seaman ETC billets, therefore, there was 
little chance of 'growing' a full ETC 
branch in the Submarine Arm.

In the past structures have changed, in 
dynamic environment, through 

complement submissions, however, in

ETC STRUCTURE

OLD NEW CHANGE

WO 0 2 2
CPO 5 5 0
PO 12 9 -3
LS 1 1 1 6 5
AB 3 23 20

ETS STRUCTURE

OLD NEW CHANGE

WO 2 3 1
CPO 1 6 1 0 -6
PO 1 3 14 1
LS 1 6 29 13
AB 1 9 39 20

ETP STRUCTURE

OLD NBA/ CHANGE

WO 3 2 - 1
CPO 6 6 0
PO 1 4 1 1 -3
LS 22 20 -2
AB 24 26 2

MTP/MTH STRUCTURE

OLD NEW CHANGE

w o 5 5 0
CPO 24 26 2
PO 56 39 -1 7
LS 59 57 -2
AB 89 95 6
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the future they will remain intact through 

careful management between the 

Submarine Arm and the Personnel 
Division.

FLEXIBILITY

The most important aspect of the new 

structures, for the Submarine 
Community, is the ability to move billets 
to positions where they are required. 

For example, if during the transition 

phase to the Collins Class Submarine a 

Chief Petty Officer was required in South 

Australia for an important position; the 
submarine community would identify a 
position of the same rank/category as 
an offset. That position would then be 

established in South Australia. The 
Directorate of Naval Manpower 
Planning would be provided with a job 
description for the new position; and 

informed of the old billet which could be 
disestablished. Net result, no increase 
in the Navy's manpower ceiling and the 
Submarine arm is happy as they have 
people where they want them. In other 
words the customers make the decisions 
within Personnel Division guidelines, 
efficiently and effectively.

We of the Submarine Community are 
looking forward to the transition to the

UC STRUCTURE

OLD NEW CHANGE

v\o 3 3 0
CPO 8 9 1
FO 1 2 1 1 - 1
LS 27 23 -4
AB 51 48 - 3

RO STRUCTURE

CLD NEW CHANGE

VJO 1 1 0
CPO 2 5 3
FO 9 6 -3
LS 1 3 1 3 0
AB 24 23 - 1

New Collins Class Submarine as 
informed manpower managers. 

Although there are shortages of trained 
submariners, we are now formulating a 
transition plan to cope with them and 
manage our people effectively whilst 
meeting all of our objectives.

Postings to the new structures will be 
phased in gradually to ensure turbulence 

is minimised.
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NAVAL TRAINING

When one thinks of training in the Navy, the first authority 
that immediately comes to mind is Commodore Training, 

HMAS CERBERUS (COMTRAIN). There is however, a 

small and dedicated band in Navy Office which is 
coordinating new training for the future as well as 

administering Navy's part of Defence Education and 

Resettlement Schemes. This is the Directorate of Naval 
Training and Education (DNTE).

Key objectives of the Naval Training and Education 
Directorate include ensuring that:

a. all Naval Education and Resettlement Schemes are 
properly budgeted and soundly managed,

b. training policies meet the future needs of the ADF and 
the RAN,

c. Naval Training meets the National Training Board 
Accreditation Training requirements, and

d. Naval Training meets National Training Board 

Accreditation requirements and that maximum 
accreditation is obtained for all categories within the 10% 

training penalty guidelines.

Training for the This article will deal with a number of new initiatives in the Education and 
future. Resettlement Schemes which will benefit many personnel.

EDUCATION ASSISTANCE SCHEMES

Each ship and establishment has an often 
forgotten, but very important person 

who holds a magic key to personal 

improvement. The keeper of the key is 
the Education Officer (EDO) who can 

help you apply for educational 
assistance.

Three assistance schemes are available:

a. Civil Schooling Scheme (CSS) for 

courses directly and specifically related 

to current and future employment.
DI(N) PERS 20-4

b. Defence Force Assisted Study 
Scheme (DFASS) for courses which 

contribute to improving educational and 
professional skills. DI(N) PERS 20-5

c. Services Vocational and Educational 
Training Scheme (SVETS) is for personal 

development or getting ready to go to 

the good ship 'citizen' (resettlement). 
DI(N) PERS 20-12

The DIs show the levels of assistance 

available, both in time and money, which 
can be significant. You should apply for 

sponsorship under the appropriate 
scheme after identifying the courses you 

want to do. Remember that your 
Divisional Officer or career manager are 

valuable sources of guidance in making 
the course selection, particularly if you 

intend to improve your professional 
capabilities.
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NEW INITIATIVES FOR 
BETTER SERVICE

The following changes have been 

introduced to streamline and improve 
the service given under these schemes:

a. SVETS and DFASS approvals also 
give financial authority for 
reimbursement after the EDO has 
checked results (now you know why 
they're so important!).

b. For CSS, funds are advanced where 

possible to ensure personnel are not out 
of pocket. This will soon also apply to 

textbooks as well. A stationery 
allowance of $25 per semester unit will 
be introduced from 1992.

c. DNTE has introduced a monthly 
EDRES Bulletin which is being 
forwarded to all EDOs to give regular 
updates on education and resettlement 
matters.

All current and future changes are 
designed to give you better service. Help 

the process by making sure your 

application is correct and as 

comprehensive as possible. Checking 

the details only delays matters!

The RAN certainly benefits from having 
more capable and better skilled 
personnel, so do yourself and the Navy 
a favour and have a chat to your EDO.

HIGHER EDUCATION  
CONTRIBUTION SCHEME 1992

The decision to revert to deferred 

payments under HECS in 1992 has been 

confirmed. To ensure ADFA gets 
maximum benefit under the Scheme 
members there will pay up front. All 
other CSS students which includes 

Undergraduates (UV's), those at RMIT 
and at AMC must go deferred in 1992. 

Those under DFASS can still choose 

either method.

NOWRA TAFE EDUCATIONAL COURSE (NTEC)

The NTEC was established to provide a means of qualifying sailors academically for a commission. 

For various reasons it needed a minimum class size of 15 members. Originally it was five months 

long and led to a year 11 (SCCE) standard.

In 1990 the standard was raised to HSC (year 12) in line with new requirements for a commission, 

and the length was increased to 10 months.

The increase in course length led to most students removing their families to Nowra at the start of 
the year, and away from Nowra at the end of the course, since postings over six months attract a 
removal entitlement. This has greatly increased the course costs and created posting turbulence.

At the same time, there has been an increase in the number of sailors qualified for a commission 
while the various reviews into Navy structure have resulted in a reduced officer intake from all 

sources, including promotion from sailor ranks.

All of these pressures led to questions about the sense of qualifying 15 more sailors at NTEC each 
year when their early promotion is unlikely. In September 1991 ACPERS-N accepted advice not 

to run the NTEC in 1992 or for the next few years.

In making this decision ACPERS-N directed that a policy be established to provide an opportunity 

for sailors to gain educational qualifications for promotion. The draft policy is in the process of 

being refined before approval.

In any case, personnel are reminded of the existing education schemes through which all members 

are encouraged to improve their qualifications. For further details on these, see your Education 

Officer.
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RESETTLEMENTS
KNOW YOUR ENTITLEMENTS

DISCHARGE RESETTLEMENT 

TRAINING AND  

RESETTLEMENT SEMINARS

Navy has developed an extensive 

package of entitlements to assist you in 
making the transition from Service life 

to civvy street.

These entitlements include:

★ attendance at a Resettlement 

Seminar,

★ discharge training,

ik Services Vocational Education 
Training Scheme (SVETS) sponsorship 

for resettlement, and

★ financial assistance towards resume 

preparation.

While you normally have to do your 20 
years for on the job training and formal 
courses anyone can attend one or even 
two of the 23 Resettlement Seminars 

conducted around Australia each year. 
If you are contemplating the move into 
the civilian world any time in the next 

five years, think seriously about 
attending a seminar, and don't forget 
that your spouse may attend as well. 

After all, they are sure to be affected by 
the momentous lifestyle change that you 

are considering.

Discharge Training can be a formal 
course, on the job training or a 

combination of both for up to 20 working 

days. There is no cost ceiling, but you 

must justify why this training is essential 
to your proposed employment after 
discharge.

You can use SVETS for resettlement 
NOW. From the day you join the Navy 

you should be thinking about what you 
wish to do when you finish your 
engagement ( there is life outside of the 

forces). Talk to your Education and 
Divisional Officers who can assist in 

identifying courses that would benefit 

you.

One of the recent additions to the 

Resettlement Package is assistance 
towards the cost of resume preparation. 

If you have completed 15 years service 
you are entitled to be reimbursed 75% of 
the cost of resume preparation up to 

$150.00. This entitlement, like formal 

courses, can be taken up to six months 
after discharge if approved prior to 
separation.

Your Resettlement Officer would only 
be too pleased to give you more details 

on how to make the most of your 
resettlement.

’I ’m torn between economics and brain surgery for my resettlement course.'
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NAVAL MANNING POLICY
LOOKING TO THE FUTURE

ANZAC SHIP, SEAHAWK 
HELICOPTER, COLLINS CLASS 

SUBMARINES, MINEHUNTER 
COASTAL. Everyone is familiar with 

these names if only through the media. 
These major re-equipment programs 
costing millions of dollars willbe useless 

without the personnel to man them.

What will the Navy of 2001 look like in 
people terms? How may Able Seaman 
Cooks for each Anzac Ship? How many 
crew will the MHC require? These are 
some of the many questions requiring 
answers, and these answers are needed 

now, not when the ships enter service.

The Manpower Futures cell within 
DNMP is tasked with examining Navy's 

future manning requirements and 
maintains up-to-date information 
regarding the rank and category of all 
people needed for the navy of the future.

It is not sufficient for Navy to merely 
predict future manpower requirements. 
Navy's managers must carefully balance 

the Service's needs against the 

aspirations and needs of individuals.

DNMPs Strategy section, using custom 
built computer software designed for 
the purpose, is able to answer 
Management's 'What will happen if....?' 

questions which look at such scenarios. 
The article below gives you an insight 
into this new software. This activity is 

vital as it affects the promotion intervals 

within each category. From this, annual 

recruiting targets and viable category 
structures are determined and 

promotion points and sea/shore ratios 
are carefully monitored.

These computertoolshaveallowed Navy 

to make enormous advances in 
manpower planning, which has the 
potential for significantly improved 
manpower productivity throughout the 

RAN. Accurate predictions now of 
future manpower requirements means 

better management of individual 
categories, which in turn means less 
posting turbulence and a more 
meaningful career path.

The Directorate of Naval Manning Policy 
(DNMP) is responsible for planning 
Navy's manpower and the distribution 

of this asset.

MANPOWER 
MODELLING

The Modelling of Manpower Systems 
(MOMS) involves the collection and 
manipulation of manpower data for 
the Royal Australian Navy. The 
system consists of a suite of 
spreadsheets, databases and purpose 
written programs used to analyse and 

predict Naval Manpower 

requirements. The predictive 

manpower information enables upper 
level management to make effective 

and informed decisions on a wide 

variety of manpower and force 
structure issues. CPO Emerson (left) and WO Johnston discussing 

technical training using manpower models.
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REVIEW OF OFFICERS 
CAREER STUDY

(ROCS)
In July 1989 the CNS established the 
ROCS team, consisting of eight officers 
led by a Commodore, to identify the 

most appropriate means of identifying, 

selecting, educating, training and 
managing the careers of RAN officers for 
the next 30 years. ROCS was the first 
study ever of the unique officer 
requirements of an Australian Navy. The 

ROCS report was considered by CNSAC 
in November 1990. Implementation of 

approved ROCS initiatives has been 
undertaken by the ROCS Implementation 
Team (IT) which also further developed 

a number of ROCS proposals.

The major ROCS outcomes are:

u  Three guiding principles relating to 
progress through and development and 
management of the officer corps and 
based on equity to underpin the 'all of 
one company' principle.

G  Re-affirmation of the requirement for 

specialist officers who, through initial 
education, training and experience, 
develop a deep knowledge of principles 

and practices in one particular field 
directed towards the primary purpose of 
operating the force-in-being.

O  Initiation of a billet prerequisite 

review (BPR) to enhance matching the 
right officer for the right job (based on 

experience, training and education, 
collectively termed competence), to allow 
a fresh look at the specialisation mix and 

numbers required and allow some 
civilianisation and rationalisation.

O  Formalisation of the 'dual stream' 
whereby officers are firstly employed in 

the operational area and then, if selected, 
and after a process of functional 

education, training and experience 
(FETE), are employed on corporate 

management tasks in the functional area.

w For administrative purpose there will 
be four operational specialisations; 
Seaman (SMN), Aviation (AVN), 
Engineering (EN) and Supply (SU).

O Introduction of flexibility into the 
career management process by allowing 
cross-specialisation opportunities for 

selected officers to broaden their career 
opportunities.

£5 Confirmation of the need for a 
computer based interactive officer 
manpower model to allow manpower 
planning to take account of numbers 

required, specialisations, sea/shore 
ratios, average promotion times and 
wastage rates.

Implementation of these matters has been 
undertaken to accord with the 

undertaking by CNS that 'no currently 
serving officer's tenure nor retiring age 
will be affected by any such change'. In 

the case of the change to officers' retiring 

ages, officers affected have the 
opportunity to reject the new provisions 
if they so wish.

A number of other developments for 

the officer corps have flowed on from 
ROCS. They include:

★ Increased flexibility for Reserve List 
Officers to serve on continuous full time 
service including the option for these 

officers, under certain conditions, to 

transfer to the General List and, if in the 
promotion zone, be considered for 
promotion.

★ Associated with the Maritime 
Strategic Studies Project and Project 

MAINSTAY, a study into leadership and 
management training for both officers 
and sailors to ensure compatibility and 
coherency.

★ Development of an enhanced posting 
system for officers, based on billet and 

officer competence data.

★ Resource savings resulting from the 

civilianisation of a number of billets, as 
prescribed by the Wrigley Inter

departmental Committee and the 

Defence Regional Support Review.

Reduced officer Lists from seven to 
two (General and Reserve) and a
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simplified specialisation and sub

specialisation structure.

★ Introduced a number of recruiting 

and training initiatives.

Whilst largely endorsing the status quo 
for RAN officer career management, the 
ROCS proposals have introduced a 
welcome degree of flexibility into the 

process of officer career management, 
formalised a number of matters 

previously handled on an informal and 
sometimes ad hoc basis and simplified 

some of the more complex procedures 

and structures that had developed over 

the years. The result should be that 
officers will have a clearer 

understanding of the career 
management process and their career 

prospects as well as increased 

opportunities in both the operational 
area, by cross-specialisation, and the 

functional area. In addition ROCS has 
contributed to a more efficient Navy by 
allowing DNOP to match officers with 
jobs more effectively and by identifying 
billets suitable for civilianisation.

The present DI(N) PERS 42-1 which deals 

with Officer Career Planning and 
Management will be replaced in early

1992 by a new and more comprehensive 
version for the post-ROCS era. A FETE 

directory, detailing the tasks that are 

carried out in the Functional Area and 
the education, training and experience 
required for employment in each area of 
Navy Office will also be promulgated 
widely. A Navy List, formatted with 
two Lists only and the new specialisation 

and sub-specialisation structure, will be 
published in January 1992.

The ROCS team from left: CMDR 
Garnock, Mrs Andrews and CAPT 

Mitchell. Missing is LCDR 
Siegmann.

DEVELOPMENT IN PERSONNEL MANAGEMENT SUPPORT

The computer support for Personnel Division is provided by the Directorate of Personnel Computer 
Support - Navy (DPCS-N) which resides in Navy Office in Canberra. The directorate manages the 

computer services that stores all information concerning naval personnel. It also provides a data 
punching service that enters information into the computer that is sent to the Directorate on the copious 

forms that are in use in the Navy.

The Directorate is providing a new service which will streamline the management of personnel in the 
Navy. It is the Personnel On Line Establishment System (POLES). This project will provide all Navy 

establishments with terminals for acccss to the central computer in Canberra. It will enable all 
establishments to query personnel details and enter information directly, thus saving time and paper. 

This technically demanding project is due for completion by the end of this financial year.

The Directorate is also currently installing a local area network in Russell D block to support office 
automation and other user support systems. The net effect will mean an increase in efficiency enabling 

staff at Russell Offices to spend less time gathering information. This will ease and enhance the workload 

of personnel staff.
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PERSONAL SERVICES 
AND CONDITIONS 

BRANCH
INTRODUCTION  FROM  

CAPTAIN J.C.L. FOOT RAN

Conditions of Service is a frequently misunderstood term; 

within my Branch of the Personnel Division it embraces 
not only financial conditions such as pay and allowances, 
but also those non-financial conditions which are so 
important to serving personnel and their families such as 
leave, housing, Personal Services (ie family support), social 
work and childcare.

Pay and Allowances is, of course, everybody's favourite 
subject and we are constantly trying to provide 
improvements in this area. The ADF have received the 

2.5% National Wage Increase this year, which is also 

applied to pay-related allowances such as Service 

nd Submarine Service Allowances. In addition the
2 per week back pay from May to August in line with

Our next major undertaking is a request to the Defence Force Remuneration 

Tribunal (DFRT) for a fundamental review of the ADF pay structure to correct the 
many anomalies and inconsistencies which have crept in over the years.

As part of a major review of Service Allowance, the whole ADF will be conducting 

an Activities Survey next year of about 30% of all serving personnel to show just how 
hard our people work.

1991 has been a busy year in other areas too - a major review of COS for Members 

Without Family is underway, MSBSand the ADFHLAS schemes are off and running 
successfully and we are now conducting a House Hunting Trip Trial (HHT) between 

Sydney and Canberra; this allows a couple to travel to the new posting area at the 
Navy's expense to find a suitable MQ or TRA house in advance. This will hopefully 
make the actual move and settling in easier.

Family Support has been the flavour of the year in 1991, with the Directorate of Naval 
Personal Services, CPSO and PSO 

organisations providing outstanding 
support during a difficult period to the 

families of members serving in the Gulf; 
our congratulations go to CMDR Tim 
Bloomfield (DNPS) on his award of the 
AM for his work in this area -he would be 
the first to say his whole team deserve the 
award.

We have also conducted the first ADF 
Families Census this year, improved on 

the Family Support Funding Program 
and will be developing further work- 

related childcare facilities for Navy 
families.

Finally may I wish all of you and your 
families a very Merry Christmas and 

Happy New Year.

k, ' ' 5

V

Allowance, Seagoing 
Government granted 
Accord Mk VI.
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NEW MARRIED QUARTERS 
CLASSIFICATION

The two systems of Scales and Standards 
currently used to classify married 
quarters (MQ) are about to be replaced 

by a single system called SMQ90.

How are married quarters categorised?

SMQ90 does not classify MQ according 
to size. Provided a dwelling meets the 
m inimum size for the number of 
bedrooms it contains, there is no longer 

an upper size limit for each rank group. 
The classification is determined by the 

level of amenity it contains. All MQ will 
provide the basic functional areas of 

lounge, kitchen, bedrooms, laundry, 
bathroom/toilet, car accommodation 

and storage facilities plus other 

functional areas according to the 
accompanying table:

* The two B level Groups have been 
designed to allow allocation flexibility. 

The occupant will pay rent according to 
the classification oftheMQoccupied. In 

this way a B2 house can be allocated to a 
Petty Officer with a large family, 
although he/she will be required to pay 

B2 rent for the extra amenity enjoyed.

** Meals Area-Part of kitchen but with 

sufficient space for table and chairs

*** Ensuite - Will not count as an extra 

functional area if house has four or more 

bedrooms.

Consequently, it will now be possible to 

allocate a large house to a relatively junior 
member with a large family. Under the 
old system the general rule was the larger 
the house the more senior the occupant.

When will SMQ90 come into effect?

Implementation of SMQ90 is planned 

for early February 1992.

SMQ90
How will it affect you?

You will probably not notice the effects 

of SMQ90 until your next posting when 
you will be entitled to married quarters 
that better suit your family's needs. 
Members on TRA will be required to pay 
the Group Rent for their rank (B1 for PO, 
B2 for CPO-LEUT) upon their next move 

or FEB94 (whichever is the sooner) but 
will also then be entitled to the equivalent 

ceiling.

Two Bedroom Minimum Entitlement

SMQ90 introduces a two bedroom 

minimum entitlement for couples 
without children which will replace the 
previous three bedroom entitlement.

Implications for Home Owners

The two bedroom entitlement also means 

that members with only one dependant 
(a spouse) will be expected to occupy 

their 'own home 'two bed room d welling 
if it is considered suitable. That is, 

roughly equivalent to MQ Group Rank 
Entitlement (GRE ) in accordance with 
INDMAN 1 Volume 1 Instruction 0503 

Paragraph 19.

SMQ90 - THE DOCUMENT

Full details of SMQ will be promulgated 

to Ships and Establishments once they 

have been finalised.

Rank Group SMN - LS PO - LEUr LC D R - CMDR CAPT

Housing Group A B 1 -B 2 C D

M eals Area** YES Optional for these Groups

Separate Dining 1 2 3 4

E n s u ite * * * NO 0 0 0 0

Family Room N N N N

E n te r ta in in g / 
Rumpus Room

L L L L

S tudy Y Y Y Y



Personal Services 20

SERVICE CONDITIONS 
POLICY

The Directorate of Naval Service 
Conditions - Policy (DNSC-P) comprises 

the following four sections:

- Salary and Related Allowances,

- Allowances not related to Salary,

- Benefits, and

- Superannuation.

Initiatives arising from each of these 
sections is covered in this article.

★ A review of Seagoing and Hard Lying 
Allowances.

★ A review of Other Ranks Categories 

with the purpose of evaluating work 

value and other data to all category 
sponsors to seek, where applicable, 
increases in pay level.

★ Initial work has commenced on a 12 
month Activities and Working Hours 

study which has been contracted to a 

private sector industrial relations 
consultant, INFUSE Pty Ltd to conduct 

the study. The purpose of the study is to 

provide baseline data concerning work 
in the ADF context. The results, among 
other things, will be used in the Review 
of Service Allowance.

"A1 Work has also commenced on a 

Fundamental Review of the ADF salary 
structure.

The objectives of the DNSC-P are to 

develop and maintain policies on 
financial conditions of service in line 

with general community standards and 
promote greater awareness of financial 
conditions of service amongst members 
and families.

SALARY AND RELATED 

ALLOWANCES

Initiates, examines and reviews policy 
matters relating to salary and salary 
related allowances. 1991 has been a 
busy period in this regard with the 
following notable initiatives currently 
being progressed:

LEUT Watson handing over the staff officer pay 3 position 

to LEUT Smith. WO Marshall and LS Muir are looking on.

ALLOWANCES NOT RELATED 

TO SALARY

Develops and reviews policy relating to 
non-financial conditions of service (apart 
from HPSEA and Overseas matters for 

RAN members). These include Living 
Allowances, Removal matters, Travel 
and Leave. Matters which have been 
under review recently or are currently 

being considered include:

Members Without Family (MWOF)
Review of Conditions of Service. A full 
time Review Team is currently working 

on all the details associated with the 
subsumption of MWOF conditions into 

M WF conditions of service. The Review 
Team is expected to produce its report 
by the end of 1991.

HQADF, in conjunction with the Service 

Offices, is currently conducting a review 
of removal entitlements. This has 
resulted in members on Intermediate 

Term Posting now being entitled to full 
removals where no furnished 

accommodation is available in the 
gaining locality. Other matters to be 

considered (as other priorities permit)
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include removal following 
Administrative discharge and removal 

of a second motor vehicle on posting 
overseas.

HQADF and Service Offices are also 
reviewing Isolated Establishment 
Allowance with a view to restructuring 

the allowance. A review is also being 
undertaken of Commonwealth 

Indemnity on Removals at Public 
Expense. These reviews are currently in 

the early stages of consideration. 

Additionally a number of other matters 

are being considered by the Department 
of Industrial Relations.

BENEFITS

Develops and reviews policy relating to 
Maternity Leave, Leave Without Pay and 
Long Service Leave. Examines and 
comments on legislation relating to the 

Defence Service Home Loan Scheme 
(DSHL) and the Australian Defence Force 
Home Loan Assistance Scheme 

(ADFHLAS), Veteran's Entitlements Act 
1986 (VEA) and the Commonwealth 

Employees' Rehabilitation and 
Compensation Act 1988 (CERCA). Brief 
details of some of these benefits are:

Defence Service Home Loans provides 
a subsidised housing loan of $25,000.00 

at an interest rate of 6.85% to members 

whose enlistment in the RAN was prior 

to 15 May 1985. In cases where the 

spouse of a member is also an entitled 
member the loan amount is $50,000.00.

Australian Defence Force Home Loan 

Assistance Scheme provides a 
subsidised housing loan of $40,000.00 

($80,000.00 for couples) repayable at an 
interest rate calculated at 40% below the 

prevailing rate over the period of the 
loan. This subsidy is linked to the 

number of years served past the six year 

eligibility point. For members who 
served in the Persian Gulf the six year 
eligibility point is waived and there is a 
minimum subsidy period of 16 years. 

Both the above housing loans are

portable, ie may be transferred from 
dwelling to dwelling.

CERCA covers members for illness or 
injury arising out of or aggravated by 

their employment in the RAN. 
Important points to remember are:

a. Report your injury and initiateclaim 

for compensation as soon as the illness 
or injury becomes apparent. In the case 
of an accident a PM 278 (report of injury 
form) MUST be completed.

b. Members with more than three years 

service are also covered for illness or 

injury for peacetime service under the 

VEA (this offers dual eligibility) members 
on Operational Service have 24 hour 
’any occurrence coverage’ which replaces 
cover under the CERCA for all members 
regardless of length of service. Once 

again claims should be submitted as soon 
as injury or illness becomes apparent.

Maternity Leave/Paternity Leave.
Maternity Leave allows 12 weeks leave 

on full pay - six weeks prior to birth and 

six weeks after birth of a child. Paternity 
leave is leave without pay available 
within the first 66 weeks following the 
birth of a child to enable the father to 

share the parenting of the child.

The Superannuation and Benefits Team. From left is Ms 

Eldridge, Mrs Pettet, Mr Silver and Mrs Quigley.
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SUPERANNUATION

Monitors developments in ADF 

superannuation policies, in particular 
ensures smooth transition to the Military 
Superannuation and Benefits Scheme 
(MSBS).

The introduction of MSBS was one the 
most significant events in conditions of 
service matters to have occurred over 

recent years. This new ADF specific 
scheme is both revolutionary and 

contemporary in its design. From the 

outset of the Review of the DFRDB 
Scheme during 1990, it was clear that the 
ADF, as an employment group, needed 

to be more closely aligned with 
superannuation standards prevailing in 
the community at large.

Despite the legislative requirements of 

the Superannuation Standards Act, the

outcome for the ADF in terms of a new 

superannuation scheme proved to be 
more satisfactory than was first 
anticipated during the initial stages of 

the Review. Whilst losing certain aspects 
contained within the DFRDB Scheme, 
there were significant gains, for example, 
interest on contributions and the 
availability of a years salary at the 15 
year point for selected personnel. 

Thiswas a hard won concession from the 

Government.

There will be great interest in the final 

analysis to see just how many DFRDB 
contributors will transfer to MSBS during 
the transition phase. Initial indications 
are that the decision to transfer or not is 

bynomeansblackand white. However, 
the general impression of many DFRDB 

contributors regarding the MSBS has 

been most favourable.

COMPENSATION FOR LOSS OF OR DAMAGE TO 
CLOTHING OR PERSONAL EFFECTS

In the last year or so there have been a number of claims for compensation for loss of expensive, 
attractive items such as jewellery, cameras, sound equipment and leather clothing.

Members, including living in members, are reminded of the advisability of insuring such items.

Personal Belongings/Contents Insurance Packages are available from some commercial companies 
at competitive rates. These include QBE Insurance Ltd. 'Defence Force Personal Lines', 'Defence 
Pak' managed by Alexander Stenhouse and Defence Service Homes Branch (Insurance). Members 
however, are free to choose any Insurance Company they wish.

Information on QBE Insurance is available from their 'Hotline' 008 020010, Defence Pak ring their 

hotline 008 331371 for the address of an office nearest to you and the Defence Service Homes 

package may be obtained from any of the regional offices of Defence Service Homes. Not all 
companies offer cover for personal effects in a 'barracks' situation (Defence Service Homes do not) 
and members should check the conditions of their existing or intended policies carefully.

Under the terms of Instruction 2802, loss or damage must be directly attributable to a member's 
employment in the RAN and not a loss sustained merely as a member of the RAN. The 
responsibility to take reasonable care to protect personal belongings also rests with the member.



SERVICE CONDITIONS 
IMPLEMENTATION

The Directorate of Naval Service 
Conditions - Implementation (DNSC-I) 
comprises the following four sections:

★ Salaries and related allowances;

★ Home Purchase or Sale Expenses 

Allowance (HPSEA);

★ Removals; and

★ Overseas allowances.

The objectives of DNSC-I include the 
development of improved 
administration procedures - for 
example, by early 1992 the authority to 
approve removals in most cases is to be 
devolved to the local level. This will 

eliminate a number of steps in the 
decision making process and result in 

quicker decisions.

HOME PORT

There have been a number of cases 
referred to Navy Office lately which 
indicate there is a misunderstanding of 
the 'home port’ provision. The home 
port policy is set out in DI (N) PERS 
47-2. Following is an outline of that 

policy, with reference to other related 
areas of personnel administration.

ON ENTRY INTO SERVICE

On entry into the Navy, members are 

allocated a home port, which is normally 
in the State or Territory where they 
resided on entry. Home port localities 
are: Cairns, Brisbane, Sydney, Nowra, 
Canberra, Melbourne, Hobart, Adelaide, 

Fremantle and Darwin.

(CONTINUED OVER)

Staff officer removals Des March (right) with one of his staff Rick Wallace
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WHY IS IT ISSUED

The allocation of a home port is to allow 
a member posted to sea or to a remote 
locality to effect a removal of his/her 
family to a locality where family support 
is available. This is generally the place 

where they resided on entry. Home port 

removal entitlements are detailed in 
INDMAN Instructions 1703 and 1704.

WHEN CAN IT BE CHANGED

After entry into the Navy, a member's 

home port may be changed by the 
Commanding Officer when the family is 

residing in the proposed home port. For 
example, a member who is posted to 

HMAS COONAWARRA and whose 
current home port is Sydney, may have 
a request to change his home port to 

Darwin approved by the Commanding 

Officer after the member's family has 
been removed to Darwin. Requests for 

a change of home port in other 
circumstances are to be referred to Navy 
Office (DNSC-I) with full supporting 
details.

FINAL REMOVAL LOCALITY

It is not necessary for a member to change 
his/her home port in order to generate a 

final removal entitlement to another 
locality. INDMAN Instruction 1707 

which covers final removal provisions, 
generally allows a final removal to any 
locality in Australia provided the

removal approving authority is satisfied 

that the member intends to permanently 
settle in that locality.

POSTING PREFERENCE 

IMPLICATIONS

For posting purposes, guidance on a 

member's preferred posting locality is 
normally taken from posting preferences 

(Form PE42) and any other formal 
request for posting submitted by the 
member. A request by a member to 

change a home port for no other reason 
than to emphasise a posting preference 
would not be approved.

LEAVE TRAVEL AND NOK  

LOCALITY

The locality of a member's home port is 

not necessarily the same locality where 
his/her nominated family for leavetravel 

purposes (INDMAN Instruction 2605) 
or next of kin for casualty notification 
purposes reside. For example, a single 
member may have entered the Navy in 

Perth and therefore Perth is recorded as 
the member's home port. But after 

marriage, the member's family could 
move on posting between other States or 

Territories. The change in place of 

residence of the member's nominated 
family for leave travel purposes or the 

address of his next of kin for casualty 
reporting purposes are therefore not 
necessarily related to his/her home port.

DISCLAIMER
SEATALK contains information about conditions 
of service, pay allowances that was correct at the 
time of going to press. However, this magazine 
cannot be quoted as an authority in Services 
correspondence - you must consult your ship's 

office and your Divisional Officer for the official 
reference.



NAVAL PERSONAL SERVICES

The objectives of the Directorate of N aval 
Personal Services and the Directorate of 

Naval Social Work involve:

* Responsibility for the administration 
and development of policy on non- 
financial conditions of service.

* Aiding retention and operational 
effectiveness through enhancement of 

family support services, and promoting 

Navy as a caring employer.

* Providing Navy with a uniformly 
high standard of Social Work, and 

obtaining research data to aid the 
provision of optimum welfare and 

community services for Naval Families.

AWARD TO 
DIRECTOR 

NAVAL 
PERSONAL 
SERVICES

CMDR Tim Bloomfield 

receiving his award as a 
member in the Military 

Division of the Order of 
Australia (AM) from his 
excellency the Governor- 
General. He received this 

honour for his dedication to 
the service in coordinating the 

many aspects of family support 

for the ships deployed during 

the Gulf War.

WORK RELATED CHILD CARE

On the 1 May 1991, the Government 

gave approval for the public sector to 
extend public monies on work related 

childcare.

Defence recognised the demand 
childcare responsibilities place on its 
personnel and acknowledged that it has 

a role to play in assisting its personnel 
through the provision and support of 

childcare services. A childcare policy 
has been formulated and the 
administrative guidelines are currently 

being developed.

The provision and cost of work related 

childcare in Defence will be on a cost 
recovery basis, the users being charged a 
fee comparable to those charged in the 

general community. However, the 
Government's fee relief subsidies will 

enable eligible childcare centres to offer

reduced fees to families on lower and 
middle incomes. Defence work related 

childcare services will be open to all 

Defence personnel. Where demand 

exceeds spaces available, priorities will 

be applied, with these being determined 
by the local management committee.

Childcare services best suited to work 
related needs are:

a. Long Day Care - centre based care, 

either full time or permanent part time 
care;

b. Family Day Care - when used by 
working parents;

c. Vacation Care;

d. Outside School Hours Care; and

e. Childcare Referral Services.
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PERSONAL SERVICES 
ORGANISATION

I am sure you have heard of the Personal 
Services Organisation, but do you really 

know what it does?

The Naval Personal Services and 
Conditions Branch is responsible for the 
combination of policies and programs 
which assist members to achieve 
personal satisfaction from their 
employment in the RAN. The Navy 
recognises the demand and the 

responsibility placed on its personnel 

and their families and acknowledges that 
it has a role to play in providing advice, 

assistance and support to meet the needs 

of todays families.

The Command Personal Services 

Organisation (CPSO) or Personal 
Services Organisation's (PSO) primary 
function is to provide advice, assistance 

and support in matters relating to 

housing, removals, entitlements and in 
all issues relating to the welfare of 
members and their families.

They are responsible for the 
implementation and administration of 

the Australian Dangerously 111 List 
(AUSDIL) scheme, notification of next- 

of-kin and Service funerals. PSOs also 
have access to specialist advice on 

resettlement, education, RAN Relief 
Trust Fund and legal matters.

Part of the Naval Personal Service team: from left LCDR 

Smibert, Miss Lane and CPO Makin.

REMOVALS OFFICER

The PSO removals officer is responsible 

for briefing personnel and their families 
on all issues relating to removals, and for 
arranging service removal be it overseas, 
interstate or within the locality. They 
will also calculate and inform the pay 
office of your entitlement to disturbance 

allowances.

HOUSING OFFICER

The housing officer/family services 
officer are responsible for housing 

allocations and for the provision of 
temporary accommodation (TAA) for 
members and their families when posti ng 
in or out of the locality. If you are 

moving to a new locality and require 
housing, you must promptly lodge your 

housing application form with your local 

PSO to establish your entitlement, you 

will then be advised of the availability of 
a Service house. Should no Service 

housing be available, you may be 

required to find a rental house within 
the gaining locality and be paid a 
'temporary rental allowance (TRA) 

equivalent to your entitlement'.

BRING YOUR SPOUSE

Members are encouraged to bring their 

spouse along to the PSO when arranging 
a Service removal or if applying for 

Service housing. In fact, when it comes 

to packing and overseeing a removal, it 
is usually the spouse who is most 
involved. If you are a single member, 
you are also entitled to effect a removal 

and receive disturbance allowances. Just 

remember removals take time to arrange, 
so don't leave it to the last minute, ring 

early and make an appointment to see 

the removals officer.

It is important that you read and 

understand your removal guide-book 
(issued by PSO). Should any problems 

occur with your removal, breakage or 
losses, read the relevant section in the 

guide book and complete the required



Personal Services 27

paper work and return it to the address 
provided for action. Should the issue 

remain unresolved it may then be 

forwarded to an Appeals Committee for 
a decision.

FAMILY SUPPORT

Another major responsibility of the PSO 
is to provide assistance, advice and 

support to personnel and their families, 
with special attention being given to the 
difficulties experienced by families 

during the members absence at sea. This' 

is a specialist function and is provided 
by social workers and a family liaison 
officer working in the family service area 
of PSO. The naval social worker is also 
involved in the clinical and 
administrative processes for 

compassionate postings, discharges, 
referrals, AUSDILS, RTAs and provides 

individual or if required group 
counselling, financial guidance and 

support for members and their families 
at timesof hospitalisation, illness, marital 
discord and crisis situation. Social 
workers also provide stress and 

bereavement counselling as required, 
and are particularly involved in the 

encouragement of group and community 
activities for wives and dependants. 

Social worker always treat any 

discussions in strictist confidence.

FAMILY LIAISON OFFICER

The Family Liaison Officer (FLO) 

complements the work carried out by 
the social worker and is responsible for 
welcoming new families and providing 
them with relevant information about 
the availability of community services, 
bus services and with any other special 
information that may be required. The 
FLO is also involved with the social 
worker in the encouragement of group 
and community activities for wives and 
dependants.

CHAPLAINS AND  

PSYCHOLOGISTS

Asa means to providing a more beneficial 
utilisation of specialist expertise, the 

services of chaplains and psychologists 
will soon be available for members and 

their families from the PSOs. The 

provision of psychologists counselling 
and support services for members and 
their families is a totally new concept.

It is envisaged that the chaplain and 
psychologist will provide a broader 
approach to problem solving and crisis 
management, and form an extension to 
the specialised skills already provided 

by the social worker.

ADF FAMILY CENSUS
On the 12 March 1991, 69,275 full-time serving members of the Australian Defence Force (ADF) 
participated in the first Families Census. The census aim was to collect data which in time would 

assist in developing family support services as well as reviewing and developing conditions of 
service for single members.

The analysis of all the census data is not yet complete, however, data available indicates that:

* One serving member in eight is female, 49.4% of serving members are aged between 20 and 29, 
Navy having the largest number, 49% of serving members are married, and 4.1% are in recognised 

de facto relationships some 26,809 families have 55,918 children.

* One in 58 of the children have some form of physical disability, and of that number one in 111 have 

intellectual disabilities.

Further analysis will compare ADF data with the Australian population as a whole with a focus on 

Service related mobility.



HEALTH 
SERVICES

BY COMMODORE M. H. DOWSETT

The provision of health care to the Navy is much more 
than 'free medical and dental care' as a condition of 
service package for those in uniform. This is undoubtedly 

a benefit and indeed is presented by our recruiters as one 

of the advantages of naval service. In these days of co
payments for medical treatment, ambulance charges 

and Medicare levies the fact that the Navy meets the 
costs of hospitalisation, medical and dental outpatient 
services and ambulance charges represents a saving in 
the individual household budget.

Health services are primarily in place to ensure that 
Navy's operational needs can be met. Simply, this 

means that only fit people are posted to sea so that they 

can perform their tasks effectively and that casualties 

can be treated on board when ships go 'in harm's way'.

The achievement of fitness at sea starts in the recruiting 

process whereby applicants with specific medical 
conditions or disabilities are rejected. This rejection is based on the inadvisability 
or unsuitability of such people serving at sea where they may be remote from 
specialised health support which may be necessary to control their illness. The 

posting availability of serving personnel who may be injured or develop illnesses is 
managed by the medical survey system. In this way the health services advise the 

posting authorities of individuals who are unfit to serve at sea or in remote localities. 
The medical confidentiality of the individual's condition is not disclosed in this 
process - merely the posting restriction and the likely duration.

As for entry standards new treatment regimes are continually under review which 
can influence posting restrictions. Likewise other factors must be addressed in terms 

of a changing Navy - we no longer have aircraft carriers with operating theatres 
whereby we could cope with a wider variety of conditions and decisions have to be 
made about the suitability of a member to remain at sea when his or her ship may not 
be carrying a medical officer on a full time basis.

Likewise changing social conditions in the Navy now mean that more and more 

women are serving at sea. The risks to women associated with the early stages of 
pregnancy and the ability to provide the necessary treatment at sea is but one issue 
which needs to be addressed in the manning of today's Navy.

The medical aspects of modern warfare are also the province of the Health Services 

Directorate and indeed are one of the main reasons for a requirement for health 
personnel in uniform. The Gulf War with its frightening threats of nuclear, chemical 

and biological warfare meant that our ships had to be supplied with the right 
medications and all personnel trained to treat casualties which could have arisen 

from battle other than the usual range of medical conditions faced in peacetime 
practice.

The development and refinement of treatment protocols for the care of casualties at 
sea is a major part of the Directorate activities.

Recent initiatives by the Directorate have highlighted the continuous need for 
'quality' health care and the 'O' of 'NQM' is being particularly addressed. Health 

Service personnel are encouraged to participate in regular refresher training at civil 
hospitals or universities and next year will see our largest health facility, the hospital
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at HMAS PENGUIN being assessed for accreditation by the 

Australian Council on Health Standards. The lessons learnt during 
this lengthy accreditation process will be adopted throughout the 

Navy. In its role as a caring employer Navy has always had a 

responsibility to provide a safe working environment for its 
personnel. The recent passing of the Occupational Health and 

Safety Act in the Commonwealth Parliament has given added 
emphasis to Navy's responsibilities in this area particularly towards 
its civilian employees. Organisational change within Navy Office 

has seen the combining of functions previously undertaken by two 
directorates into a unified Directorate of Occupational Health and 

Safety and Naval Medicine. For some time Navy has trained some 

of its medical officers to an advanced level in occupational medicine 
and the combination of this expertise with some of the functions of 

the previous Director of Naval Safety has resulted in a coordinated 

approach to OH & S.

Diver suffering from the 'bends' 

being placed in the re-compression 

chamber at HMAS PENGUIN.

ASBESTOS
The issues of asbestos and its effects on 
the health remain prominent in the Naval 

Community and are the subject of many 

enquiries to the Personnel Liaison Team 
and to Navy Office.

The Report of the Independent Review 
of Asbestos in Defence (Enfield Report) 
was tabled in Federal Parliament in June 
this year by the Minister for Defence 
Science and Personnel, Mr Gorden 
Bilney. (For anyone wanting a copy, it is 

available from OHS Subsection, DEEOP, 
FASHR&M Division, Department of 

Defence, Canberra ACT 2600 

Ph. (06)2668642

A summary of the Report's findings was 
publicised in Navy News on 21 June 

1991. It is worth highlighting some of 
Mr Enfields comments.

Asbestos poses a risk when exposure to 

airborne fibres occurs.

All asbestos-related illnesses have a long 

latency period'. That is, there is a long 
time between sufficient exposure to 

airborne asbestos fibres and the 

manifestation of the illness. The latency 
period may be as long as 50 years for 

mesothelioma.

The current cases of asbestos-related 

illnesses are a legacy of the past'. They

have been caused by exposure to levels 
of airborne asbestos fibres many times 

higher than the levels regarded as 
tolerable in the workplace today.

On the 'outlook for the future' Enfield 
concluded: 'Given the standards of 
occupational health and safety that have 
applied since the 1960's, it is most 
unlikely that any of the asbestos-related 
illnesses caused by maintained exposure 
to high levels of airborne asbestos fibres

- namely asbestosis, asbestos-induced 

lung cancer, pleural plague and pleural 
effusion - have been contracted by 
anyone in Defence in recent years, or 

will be in the future. (Because of the 
latency period, there may be some people 

still to be diagnosed as having these 
illnesses). That leaves mesothelioma as 

the long-term problem, with deaths form 
it occurring into the first decade of next 

century as a result of occupational 
exposure in the I960's. There is no 

means of predicting the onset of 
mesothelioma.’

Any currently serving or past members 

who consider that they may have an 
illness related to asbestos should initiate 
compensation claims through the usual 

channels.
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THE CHAPLAINS
BY PRINCIPAL CHAPLAIN 

IAN DEMPSEY

Like everyone else in the RAN, the Chaplains have been 
affected by the ongoing process of review. Some would be 

aware that, as a result of a long and detailed examination of 
Chaplains in the three Services, the Navy formulated a new 

Chaplaincy Structure base upon the normal principals of a 

Branch Organisation. There is now some recognition that 

only a relatively small percentage of the Chaplains time is 
spent doing those specific things his denomination requires 
(Church Services, marriages, funerals,baptisms, etc.). Most of 
his time is spent in what might be called general chaplaincy 
duties (counselling, Character Training, assisting Divisional 

System, etc) with a greater profile in the Fleet. The new 
structure enables the Chaplain's Branch to be better organised, 

coordinated and efficient in supplying these general matters. 

Everyone knows how competitive resources are in these days of economic restraint 
and this coordination and organisation is no w more important than it was previously.

The new structure also give some recognition to the experience of the various 

Chaplains and allows the Service to more readily employ the special skills each 
Chaplain may have (some are better at character training than others, some are better 

at sea than others, some are better family counselling than others, etc). The purpose 
is to provide a better service to you the 'parishioner'.

The Navy can now more specifically identify the special chaplain skills needed to 
complement the various areas of personnel management and set about providing 
'the right person for the job'. You can expect that the chaplains will have a higher 
profile than they have had before.

The adaptability of the Chaplains Branch to change and restructure will more 
effectively achieve the objectives of the Directorate which are to better coordinate 

with other Directorates, effect a more comprehensive chaplaincy ministry through 
integration of PNF and RANR resources, and implement programs of professional 
training for chaplains.

With a Director General of Chaplains situated in the Personnel Division in Canberra 

and a coordinated structure of five Divisions, Chaplaincy looks well placed to 
respond to the challenges of the Navy of the nineties.

•Do you ever get a bit curious as to what goes L "15‘S ^“7* °f r " * * ^ aPPens! Chaplain

on here between eastcrs?1 8 ° °
______________HMAS SUCCESS during the Gulf conflict.



THE CHANGING FACE OF THE 
AUSTRALIAN NAVAL RESERVE

The past year has been characterised by 

the most far reaching changes to affect 

Reserves in the last 40 years. The Wrigley 
Report (and others which preceded it) 

sharpened the focus on reserves as a 
'less costly' alternative to permanent 
forces. The consequent advent of the 
Ready Reserve coincided with the 
restructure phase of evolution of the 

whole Australian Naval Reserve (ANR). 
This re-structure was an inevitable 

consequence of the promulgation of the 
'AUSTRALIAN NAVAL RESERVE 

POLICY'in June 1990. The main thrust 
hasbeen to minimise differences between 

the ANR and the Permanent Naval Force 
(PNF) in order to facilitate the continuing 
process of integration of the ANR with 
the PNF. During the year the 
Directorate's personnel management 

functions and those of the former 

Directorate of Naval Reserve Personnel 

(DNR-PERS) were devolved to the 
Directorates of Naval Officers' Postings 
(DNOP), Sailors Postings (DSP) and 
Naval Manning and Policy (DNMP). At 

the same time the 'final' version of the 

Australian Defence Force reserve pay 
system (CENRESPAY II) was 
implemented as an on-line system for all 

naval reserves.

ACHIEVEMENT OF SPECIFIC 
OBJECTIVES

* Ready Reserve Introduction: The 

Directorate was represented on the 
Ready Reserve Implementation Team. 

A common ADF policy has been 
developed and the Ready Reserve 
Scheme launched in October 1991. Navy 

is seeking ex PNF and ANR personnel to 

be shadow posted to a range of combat 
billets in the Fleet; commencing with 48 

in the latter half of this Financial Year.

* Training D a / Management: In 
line with Program Management and 
Budgeting (PMB) principles steps are 

being taken to ensure that all Commands 
bid for Reserve support days. 

Allocations of training days to ACTIVE 
ANR administrative authorities will

reflect the need for PNF support and 
supplementation whilst maintaining 

budget integrity. This system is evolving 
as Navy gets used to the 'user pays' 

effects of PMB.

* Devolution of Naval Reserve 
Management: The process of devolution 
of all except reserves policy development 
and advice was accomplished during 

the year with the handing over of career 
management and posting of all naval 

reserves to DNOP/DSP and schemes of 

complement (and associated manning 

policy) to DNMP. All reserve recruiting 

is now managed by the Director of Naval 
Recruiting (DNR) through the ADF 
Defence Careers Reference Centres.

* Naval Reserve Cadets (NRC) Policy 
and Procedures: The NRC Policy Paper 

is due for release in November. This 
paper will provide guidance on the value 

of the NRC as a whole to the Nation and 
in particular to Navy.

* Value of Naval Reserve Cadets: Part 

of the on-going evaluation of NRC 
performance identified that some 7% of 
NRC members join the RAN directly 

from Cadet Units. This represents and 
average of 5% of Navy's annual new 
entry intake with 12% of serving 
personnel being former cadets.

* NRC Recruiting and Promotional 

Material: The first issue of NRC 

promotional and recruiting material has 
been successful in creating a greater 

awareness of the NRC both within and 
outside Navy and has helped maintain 

strong nucleus nationally.

’ Gee, if you’re in the Reserves, what’s 

the first team like.’
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OFFICERS POSTINGS

Captain O'Hara, Director of Naval 

Officers' Postings.

DNOP'S OBJECTIVES

Within the Personnel Division, the 

Director of Naval Officers' Postings is 
responsible for the management of 
overall career planning of officers up to 
and including the rank of Captain, both 
Permanent Naval Force and Reserve. 
This translates into a number of 

objectives, the more important of which 
are:

OFFICERS SHORT SERVICE 

APPOINTMENTS AND THE 

MILITARY SUPERANNUATION  

SCHEME

With the Military Superannuation and 
Benefits Scheme (MSBS) election period 

now upon us (during which time all 
serving ADF members must make a 

decision whether to stay with the present 

superannuation fund (DFRDB) or 
transfer to the new MSBS), one glitch 

which could act to disadvantage officers 

electing to transfer to MSBS and whose 

present short service appointment (SSA) 
completes before the expiration of 30 

September 1993, has become apparent. 
That is, a MSBS member in this situation 
will receive an employee benefit less 
than that payable had service ceased 
after this time. This situation occurs 

because members have access to the 

notional interest component of their 
DFRDB transfer value phased in on a 

daily basis with the full amount normally 
only becoming available to members 
who complete service after 30 September 
1993.

To overcome this problem, those officers 

who find themselves in the situation 
described will, in most cases, be provided 

with the opportunity to continue serving 
until at least the expiration of 30 

September 1993. In other words, an 

extension to their present SSA will be 
offered to permit avoidance of a position 
of detriment.

This situation is described in greater 

detail in the DEFNAV CANBERRA 
message WBF/WB0301045ZSEP91 and 
in letters to those officers affected.

ENHANCED POSTING SYSTEM

It is anticipated by mid 1992 a computer 

aided enhanced posting system will be 
operational. This system is intended to 
replace the existing manpower intensive 
card system and will provide posting of 

officers with manpower options for 
particular jobs by matching candidates

a. To develop career path models for 

all officers encompassing a period of 

service from entry to 20 years and 
beyond.

b. To employ officers to meet the needs 
of the Service and, where possible, the 
desires of the individual.

c. To make use of automatic data system 
to aid decision making for posting and 
promoting officers.

d. To ensure a successful transition of 
female officers into seagoing billets.

e. To improve the retention of trained 
manpower through effective career 

management and the engendering of 
commitment through confidence in 

personnel management.



LCDR Roger Norton (right) discussing career options with LCDR Glenn 

Smith.

to the job on the basis of requirements of 
the job, candidates qualifications, family 
circumstances and training 

requirements, etc.

Final selection of officers for a particular 
job will still be made by the career 
managers. This function will not become 

completely automated.

OFFICERS ' PROMOTION  

CERTIFICATES

Commencing from the end of 1991 all 
officers will be presented with a 
certificate on promotion. The certificate 
will be printed on quality paper and be 
suitable for framing. It will be signed by 

the Chief of Naval Staff for all officers 
promoted to the rank of Captain and 

above and by the Assistant Chief of Naval

Staff - Personnel for officers promoted 
up to the rank of Commander.

OFFICERS' APPOINTMENTS 

AND COMMISSIONS

Persons entering the Navy as officers are 
appointed to be officers of the Navy by 

the Governor-General and are 
subsequently issued with a commission. 

The term 'commission' has incorrectly 
been used in place of 'appointment' for 

some time. Examples of incorrect use 
are the terms 'Permanent Commission' 
and 'Short Service Commission'. The 
correct terminology in these cases is 
'Permanent Appointment' and Short 
Service Appointment'. Just another 

change most of us will have to become 
used to !

• We've had a warning that the room might be bugged.'
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NAVAL LEGAL SERVICES

Captain Earley, Director of Naval 

Legal Services.

Many Service members and their 
dependants may not be aware that the 
Navy has uniformed lawyers who apart 
from their Service functions are available 
to provide advice to serving members 
and in some circumstances their 
dependants.

ADMINISTRATION

The Naval Legal Service is administrated 
from Canberra by the Director of Naval 

Legal Services (DNLS) located within 
the Naval Personnel Division. Legal 
support is provided to the Navy by the 

Directorate in Canberra and regionally 
to major headquarters and principal units 

by outposted PNF Legal Officers and the 
Capital city Reserve Legal Panels.

DNLS' functional responsibilities lie 

principally to the Assistant Chief of 

Naval Staff - Personnel (ACPERS-N) but 

include responsibilities for providing 

advice direct to the Chief of Naval Staff 
and other Division Heads.

LEGAL OFFICERS

Legal Officers are employed in a variety 
of tasks stich as providing advice in 

relation to policy, International Law and 
Law of the Sea, Discipline law and 

general legal advice to serving members 
and their dependants. To achieve this 

aim, uniformed legal officers are located 
in Navy Office Canberra, Maritime 
Headquarters, Naval Support Command 
Headquarters and HMAS KUTTABUL 
in Sydney, HMAS CERBERUS the 
principal Naval Training Establishment 

in Victoria, the Naval Air Station HMAS 
ALBATROSS, Nowra NSW and HMAS 

STIRLING in Western Australia. In 
addition the services of Reserve Legal 

Panel Officers are utilised in all capital 
cities primarily for the provision of 
counselling to Service members and their 
dependants or as counsel in disciplinary 

proceedings such as Court Martial or 
Defence Magistrate Hearings.

ASSISTANCE OFFERED

Serving members may seek the assistance 
of a full time Service Lawyer in relation 

to any matter at any time. Generally the 
assistance provided by the Service lawyer 
will be restricted to advice and in some 

cases initial action. Some examples of 
assistance to serving members include 

advice concerning administrative 
matters such as Redress of Grievance, 
reply to Notice of Cause for discharge 

and wills. While full legal representation 

is provided free of charge to members 
appearing before court-martial, it is not 

normally possible for legal officers to 

represent individuals at summary 
proceedings, that is, at the Captain's or 

XO's 'table'. However, advice may be 

provided to members and their

The aim of the Naval Legal Service is to 

provide a cost effective and efficient legal 

service to meet the needs of the 

management of the Navy and naval 

personnel.
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Divisional Officers in preparing a 
defence against disciplinary charges or 

in relation to any other personal matter 

which may require legal input.

DISCIPLINE MATTERS

A large part of a Naval Lawyer's 
employment is spent providing advice 
on disciplinary matters and ensuring 

that the Disciplinary Law for the Defence 
Force is applied in a fair and just manner.

Of interest the Navy during the past 12 

months conducted some 3300 trials. Of 

these 12 trials were Courts Martial or 

Defence Force Magistrate Trial. A total 
of $175,000.00 was collected in fines at 
an average of $200 per person fined. All 
of these trials are reviewed in Law by 

Naval Lawyers to ensure that on all 
occasions of a Service member being 
convicted for a Service Offence, the 
conviction and punishment imposed are 

both fair and lawful.

RESERVE LEGAL PANEL

In localities where no full time uniformed 
lawyer is available, serving members on 

approval by their Commanding Officer 
maybe referred to a Reserve Panel Legal 

Officer. Officers of the Reserve Legal 
Panels are practising barristers and 

solicitors in civil life who are also 

members of the Naval Reserve.

Similar facilities are available for the 
dependants of serving members to seek 
advice on legal matters from Reserve 

Panel Legal Officers when no full time 
uniformed lawyer is available. Requests 

for assi stance should be directed through 
the local Personal Services Organisation 

or Commanding Officer. The extent of 
free advice provided is limited to initial 

advice and identification of any legal 
problem which may require further 

action. Reserve Panel Legal Officers 

will usually be able to recommend a law 
firm or solicitor expert in the relevant 
subject matter should further legal action 

be deemed necessary.

WHEN DO  YOU HAVE TO PAY 

FOR LEGAL ADVICE

In instances when either a serving 

member or a dependant on referral of a 
Reserve Panel Legal Officer after 
receiving initial free advice wishes 
further legal action and retains the 
services of the Reserve Legal Officer, 
then any costs incurred by the Reserve 
Legal Officer are the liability of the 
serving member or dependant. In such 

cases it is best to discuss the question of 
costs with the Reserve Legal Officer 

before committing yourself to further 

actions. In some cases Reserve Legal 

Officers by their connection with the 
Navy are able to provide services at a 

discounted cost.

The facility for serving members and 
their dependants to seek legal advice, 

without cost, is an important condition 
of service and if sought may at times 

save either the member or his/her family 
considerable cost and anxiety.

Service Lawyers are always available 
and keen to provide ad vice or assistance. 
All you need do is make an appointment.

LEUT Hassell (left) and LCDR Cornish discussing Naval 

Quality Management as it applies to Legal Services.
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NET PAY DEPOSIT (NPD) 
AT SEA

Implementation of the Net Pay Deposits 
(NPD) into the Fleet will commence on 5 

December 1991 with all personnel 
transferred by 27 February 1992. This 

phased implementation will allow 

personnel sufficient time to ensure that 
their personal financial situations are 
altered to meet the requirements of NPD 

and to ensure that Pay Accounts are 
reconciled prior to transferring to NPD. 

General payment in cash will no longer 
exist. Members posted to Fleet units 
will be able to obtain cash onboard 

through the Commonwealth Savings 

Bank Agency or Cheque Encashment 

facilities. Cheque encashment is new

and allows the member to obtain cash by 

presenting a personal cheque to the 

Supply Officer Cash on Major Fleet units 

or the Executive Officer on Minor Fleet 

units. A note of warning however, in the 

event of a personal cheque being 
dishonoured, the value and associated 
charges are recoverable from the 

member's pay account as a single 
deduction or as a number of deductions 

if there are insufficient funds to cover a 
single deduction. Personnel wishing to 

avail themselves of the encashment of 

personal cheque facilities are to complete 

the necessary proforma which will be 

available from the Pay Office.

DEFCOM SCHEME BENEFITS NAVY 
WELFARE

Alan Edwards the Chairman of Defcom Pty Ltd visited Canberra Thursday 17th October and handed 
Navy a cheque for $1326.00 to be used for Navy Welfare projects.

The money is a result of Navy members bringing their spouses and parents into the Defcom Scheme 

as Associate Members.

Navy has been most supportive of the Defcom Scheme said Edwards and this cheque brings the Navy 

total so far to $2777.25. Navy support is not confined to buying Associate Memberships. Defcom 
receives pro-active support at all Navy bases and as such the Defcom Scheme has grown quickly in 
those areas and as Navy families are reaping the benefits, Edwards continued.

Navy wives have also made good Defcom Sales Representatives. Two are currently working as Sales 

Team Leaders. One in Cairns and the other around HMAS CERBERUS on the Mornington Peninsular.

LCDR Smibert receives a cheque for $1326.00 from Mr Alan Edwards the chairman of 

Defcom.



LIFECOVER
COMPETITIVE RATES FOR RAN PERSONNEL 

AND THEIR FAMILIES

f  NAVAL^ 
HEALTH 

BENEFITS 
^SOCIETY;

A REGISTERED 
HEALTH BENEFITS 
ORGANISATION

NHBS Lifecover is a life insurance policy 
specially designed for RAN personnel, 

NHBS members and their families. It is 
underwritten by one of Australia's 
largest insurers, National Mutual Life 

Association.

Lifecover ensures that your spouse and 

dependants are financially protected in 
the event of your death. For a low 

fortnightly premium, you and your 
family can have peace of mind. Lifecover 
is administered by the NHBS and no 
medical examination is needed for cover 
up to $150,000. Cover beyond this 

amount may require medical 

examination.

Lifecover suspends and so do 

contributions while members are 
engaged in war (whether war be declared 

or not) or other armed hostilities.

LIFECOVER'S FEATURES

* Lifecover offers financial security to 
your spouse and dependants in the event 
of your death.

* Lifecover is available to all serving 

RAN personnel (including air crew) and 
NHBS health insurance members. 
Policies to cover spouses are also 
available if they are NHBS members.

* Lifecover is underwritten by 
National Mutual Life Association.

* Lifecover pays only in the event of 
death.

PREMIUMS

The tables below illustrate fortnightly 
premium rates for each sum insured, 
payable only on death. The NHBS will 
advise the premium for other amounts 
insured. A minimum of $50,000 
insurance applies and the maximum sum 

insured without medical examination is 
$150,000. Cover is available for members 
aged between 60 and 70 at individual 

rates subject to medical evidence.

HOW  TO APPLY FOR 

LIFECOVER

Serving naval personnel should decide 
on the amount of Lifecover required and 
complete the application form and brief 

health statement. Applications are 
available from your pay office. You 
should commence an allotment through 

the pay office by having them certify the 
Pay Allotment Certification before 
forwarding the form to NHBS.

Non-serving NHBS members should 
decide on the amount of Lifecover 
required and complete the application 
form and brief health statement and also 
the continuing automatic credit card 
deduction authority before forwarding 

the form to NHBS.

A3E NON-SMOKER

$50,000 $100,000 $150,000

40 or less $2.26 $4.52 $6.78
41 -45 $4.61 $9.22 $13.83
46-50 $7.65 $15.30 $22.95
51-55 $13.04 $26.08 $39.12
56-60 $20.89 $41.78 $62.67

A3E SMOKER

$50,000 $100,000 $150,000

40 or Ies6
41 -45
46 -50
51 -55
50 -60

$3.61
$7.85

$13.77
$23.54
$37.66

$7.22
$15.70
$27.54
$47.08
$75.32

510.83
$23.55
$41.31
$70.62

$112.98



ANZAC SHIP
HOW WILL YOU LIVE ONBOARD

Future crews on the new ANZAC 

Frigates can look forward to being well 
treated. Their accommodation will be 
equal to or superior to conditions on 
other ships in the fleet, and the 

commissary and medical facilities will 

be first class. The Frigates will also be 

fitted with pollution control equipment 

to comply with the latest international 
regulations.

ACCOM M ODATION

Accommodation will be provided on 

the frigates for 163 people, and all living 
spaces will meet or exceed current RAN 

habitability standards. The CO and 

Heads of Departments will have single 
cabins with ensuite facilities, with the 

remaining officers being accommodated 

in twin berth cabins. Senior Sailors are 
provided fourand six berth cabins, while 
Junior Sailors will be accommodated in 

berthing spaces with a maximum 
number of 15. No provision has currently 

been made for accommodating females,

although the segregated arrangement of 

the living spaces does provide some 

flexibility and lends itself to being 
modified to accommodate female crew 

in the future.

FOOD SERVICES

The ships will be provided with a number 
of commissary spaces to ensure that 

gastronomic needs of the ships company 

will be well served. In addition to the 

large galley, generous space is provided 

for the separate ready use provision 
room, bakery, scullery, food preparation 
room and waste food handling room, 
and the total area allocated is significantly 

larger than that provided on an FFG. 
Each space will feature a comprehensive 
outfit of all electric galley equipment 

and an extensive arrangement of stainless 

steel work tables. The ship is designed 
to operate around a single galley, located 
adjacent to the Junior Sailors dining hall, 
with food for the Senior Sailors dining 
space and the Wardroom to be 
transported by hot boxes to therespective 

pantries for final distribution. This 
arrangement has been demonstrated to 
work successfully on the very similar 
Portuguese MEKOFrigates. In addition, 

the ships company will be able to buy all 

their normal snacks and supplies from 

the ships canteen.

MEDICAL FACILITIES

In the unfortunate circumstances that a 

crew member should require medical 
attention, the facilities provided will 

ensure that their needs will be well met. 
The ship will be fitted with a fully 

equipped operation theatre, a ward with 
two double berths, a separate medical 

examination room and a sickbay 

bathroom. These medical spaces will 
occupy an area about twice the size of 
the sickbay on an FFG. As is normal 
practice, provision has also been made 

for an emergency operating station in 

the Junior Sailors dining hall.
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LAUNDRY FACILITIES

The laundry space will be fitted out with 

a full outfit of all electric equipment to 
provide the crew with a complete 
(washing, drying, pressing and ironing) 

laundry service.

OUT G A S H !

A garbage compactor and garbage 
comminuter will be installed to ensure 

that waste disposal on the ANZAC 
Frigates will comply with the latest IMO 

environmental pollution regulations. 
Dry garbage from provision rooms, and 

other solid waste, will be flattened by 
the compactor, and the resulting 

compacted garbageblocks willbe stored

for disposal ashore. A garbage 

comminuter is fitted to shred food waste, 
with any remaining solids collected for 
disposal. Also, all waste water from the 
galley spaces, wash spaces, toilets and 
the sickbay will be collected for treatment 
in the sewage system. The ANZAC 
Frigates will be the first ships in the RAN 
(or RNZN) to be fitted with a vacuum 
sewage system. The major advantage of 

this system is that there is a significant 
reduction in the quantity of fresh water 
required for flushing, with a consequent 

reduction in the quantity of waste water 
requiring treatment. These are also 
other pollution control equipments fitted 
in machinery spaces to prevent the 
discharge of oily water.
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LEUT Gudgeon writes stating that she remained 

with the Defence Service Homes Loan (DSHL) 
Scheme. She now finds that she cannot use her 
entitlement on a property that she purchased with 

her husband, a number of years ago, using his 
DSHL entitlement.

Before answering this question I will firstly clarify the 
rule for duel eligibility for Service couples; that is 
married Service couples are entitled to use their individual 
Defence Service Home Loan entitlements combined to a 
total o f $50,000.00 and use them concurrently on the 
same property. The catch word is concurrently which 
means both home loan entitlements must be taken out at 
the same time on the same property. To return to the 
situation as outlined in this question; if a married Service 
couple have duel entitlement but one member has already 
taken out his/her loan the other member's entitlement 
cannot be used and combined with their partners 
entitlement on that property, ie the loans were not taken 
out concurrently. If the couple were to sell the property 
and purchase another property, under this circumstance 
the couple would be able to use their duel entitlements on 
the new property , ie. the amount ported over from  the 
first entitlement can be combined with the other member's 
unused entitlement therefore giving duel entitlements.

LEUT Parkin writes stating he has been baffled for 

some time in respect of the issue of Record of 

Training and Employment (RTE) Books. These

books are designed to assist sailors to gain suitable 

civilian employment. His question is, why isn't this 

condition of service also extended to officers who 
must also eventually find civilian employment? 

Much effort appears to be expended in maintaining 
records of courses completed and subsequent 
employment but, for officers at least, the only output 
is a PH13.

Theproduction of an officers 'Record of Qualification and 
Experience (RQE) ' is currently being investigated. Two 
additional billets in the Personnel Division would be 
required to produce such a docum ent. The priority to be 
assigned to this task (and therefore whether or not the 
personn el are assigned) is yet to be decided  by 
ACPERS-N.

LEUT Longley recently attended a lecture on 
Bushfire Fighting. As Naval personnel may be 

involved in supporting this activity under the 

provisions of Defence Force Aid to the Civil 

Community (DFACC), his question is To what 
extent are we covered for injury or death by the 

Commonwealth Government Employees 
Compensation Act, whilst involved in operations to 
assist the Civil Community'.

/4s with any 'Occurrence', the decision on whether 
liability is accepted under the CERCA lies with the 
D elegate fo r  the C om m ission  fo r  E m ployees  
Compensation. However, any activity ordered by the 
Commanding Officer is considered to be part o f RAN  
Service and therefore is eligible service under the Act.
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