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A s  I am sure you all know, the Personnel 
Liaison Team (PLT) and the Staff of SEATALK 
are one and the same people. That Team now 
comprises, LCDR Steve Mullins, SBLT Frances 
Waddingham, WOWTR Leigh Doak and 
LSWTR Andrea Brown. WO Doak joined us 
on 31 January and LS Brown replaced LS Debby 
Banfield on 28 January. LS Banfield's 
outstanding contribution to both SEATALK 
and support of the travelling PLT was 
recognised on her departure when she was 
presented with a commendation by RADM 
Oxenbould.

Recent feedback has indicated that there may 
be some misunderstanding of the purpose of 
the PLT and SEATALK. Our 'Charter7 is 
contained in DI(N) PERS 38-2, but in a nut 
shell, the job of the PLT is to act as a pipeline for 
the two way flow of information on Personnel 
related matters between Senior Management 
and Policy Makers (mostly in Canberra) and 
You, the people at the sharp end and your 
families. We do this by visiting ships and 
establishments for face to face discussions and 
also through SEATALK, letters and telephone. 
In all circumstances, our policy is not to judge 
but to provide factual information in both 
directions. We are the messengers, but 
unfortunately we are sometimes shot in error,

a bit like Gengis Kahn's time. The PLT and 
SEATALK are constantly seeking ways to 
improve feedback, especially getting it to the 
people at both ends. If at any time you have a 
suggestion or commen t please let us kno w - we 
can handle criticism.

W e  distribute a full written report to all 
relevant Directorates and Commands, 
including units visited, after each tour. We 
also brief the Chief of the Defence Force and 
the Chief of Naval Staff and his Advisory 
Committee every six months.

There has been some criticism that SEATALK 
only covers good news but never bad news, or 
even anything controversial. The bottom line 
is, that SEATALK will publish fact whether it 
is controversial or not. Certainly we like to 
bring you good news, but if the facts are bad 
news then that's what we print. Take the 
challenge; ask us a tough one!

Christm as edition typographical errors 
included: Page 16, margin comment, delete 
'fornt', insert front; Page 39, reference 
INDMAN 1705, add 1908; Page numbers 
generally cut off, regretable, but that problem 
has now been rectified.
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ACPE%$-9l
I  take great pleasure in presenting 
this foreword to SEAT ALK as the new 
Assistant Chief of Naval Staff - 
Personnel and look foreward to the 
challenges of leading the Naval 
Personnel Division for the next couple 
ofyears. After only a few months I am 
im pressed by the diversity of 
personnel issues and, perhaps just as 
you are, a little frustrated by the time 
it takes to change even something 
quite simple.

In  no way do I underestimate the 
challenge ahead of personnel 
managers in the ADF. As Australia 
recovers from its recession Navy has 
to present itself as a highly desired 
vocation in which Australia's better 
young men and women are motivated 
to serve long term. To do this we need 
fair remuneration and equitable 
conditions of service that create an 
attractive environment in which 
people want to work. In achieving 
this we should not forget the prime 
requirement to produce the personnel 
for a highly professional and 
operational Navy of which we are all 
proud to be members.

T h e  recently announced total pay 
increase of 5.5% between December 
1993 and December 1994 is a 
reasonable start to the year. The Good 
Working Relationships Project has 
made a significant step forward in 
providing a harmonious working 
environment and equal employment 
opportunities for all. Service 
Allowanceisbeingreviewed and after 
an initial hearing it will be back before 
the Defence Force Remuneration 
Tribunal in mid-April. At this stage it

is too early to speculate on the 
outcome. Group Rental Scheme 
contributions will also be reviewed 
next month and will realistically result 
in an increase to members' rent 
contribution. This provides a mixture 
of some good and not so good 
information but be assured that Naval 
Personnel Division will be striving 
hard in a difficult and bureaucratic 
environment to achieve a fair and 
reasonable outcome and maximise the 
benefit to you.

T o  assist in this goal I seek your 
assistance and feedback. I intend to 
travel widely and discuss personnel 
issues with you and look forward to 
hearing your opinion and ideas on 
how we might improve. The 
Personnel Liaison Team and 
SEATALK are both valuable means 
to keep you updated and, importantly, 
provide feedback to the Personnel 
Division. Please use them sensibly so 
that the planners, policy makers and 
manpower manager can remain 
aware of the important issues that 
confront them.

My Best Regards

Chris O ênboutd



Manpower
Manpower Planning

During PLT tours in the latter half of 
1993 some people expressed 
misgivings with the way Navy 
manages its manpower and how it 
impacts on people at the establishment 
level. The Directorate of Naval 
Manning Policy has provided the 
following article to help you 
understand what is happening with 
some of those contentious issues.

Doing More/Getting Less

Some people commented that they 
are doing more but are being paid 
less. While it may be true that people 
are doing 'more', they are not being 
paid less. Over recent years the ADF 
has received a number of pay 
increases, as have some employees in 
the private sector. For some time now 
the Government has had a policy 
aimed at increasing the efficiency of 
the standing workforce. It must be 
recognised that whilst we are expected 
to be more efficient we have also 
received extra remuneration for this 
in line with the general community.

There is No Fat Left to Cover 
Contingencies

The overall manpower ceiling for the 
Navy includes an allowance for 
advanced training and ineffectives (eg 
sick). This is based on the training 
requirements of each category (for 
category courses in excess of 12 weeks), 
and includes an historic allowance for 
extended sick leave, leave without 
pay, etc. The allowance of additional 
people forms part of the total manning 
level authorised by the Government.

Whilst it helps to fill billets vacated for 
trainingpurposes, postings for periods 
of less than 12 weeks, such as loan 
postings, cannot be catered for.

Continuity in Training

Various comments were made about 
manpower training including the need 
for ship's staff to continue training 
after equipment application courses, 
people arriving onboard ships without 
having completed all of the necessary 
Pre-Job Training (PJT), and the 
difficulties with having to loan people 
for other courses, etc. It is recognised 
that this can cause difficulties 
particularly in minimum manned 
ships, but there will always be a need 
to continue training people, and this 
should be regarded as beneficial to 
both individuals and the Navy in the 
long term. Training is beneficial 
because it provides additional skills 
and qualifications that assist us to meet 
the demands of changing standards 
and technology, and it provides for 
our workforce to become increasingly 
multiskilled. This is currently being 
compounded by the need for 
alignment training for TTP'92 and 
cross training for SCRS purposes. This 
short term 'hurt' was forecast and 
found acceptable. However, the 
degree of 'hurt' has been aggravated 
by new manpower demands, such as 
the Training Helicopter Support Ships 
(THSS) and the high personnel 
separation rate.

Insufficient Training

Notwithstanding this, if supervisors 
believe that equipment application 
training is lacking they should take it 
up with the appropriate technical and 
training authorities. Similarly, if 
people joinyour ship or establishment 
without having completed all of the 
necessary PJT their supervisor should 
take the matter up with the Directorate 
of Sailors Career M anagement
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(DSCM), or the Directorate of Naval 
Officers Postings (DNOP) in the first 
instance. For example, the problem 
could be that the billet statement does 
not have the necessary prerequisites 
listed against it. If people have to 
attend, say, TTP' 92 Alignment 
Training it is in the greater interest of 
the individual and the Service to 
manage this difficulty within current 
constraints, thereby receiving 
beneficial qualifications under the new 
national training scheme.

Approved Levels

In general terms, manpower planning 
has to be conducted within the 
manning level approved by the 
Government. Within this level the 
Navy implements various changes 
depending on need. These influences 
include such things as changes to 
category structures, the phasing out 
of categories, changes to the manning 
level, governm ent policies on 
productivity in the workforce or 
national training standards and the 
introduction of new ships and 
submarines. It is inevitable that 
difficulties will be created when 
implementing changes. We must 
remember however that these sorts of 
changes are to the long term advantage 
of the Service and the individual. For 
example, changing category structures 
assisted in providing manpower 
efficiencies and the award of a 
productivity pay increase, and the 
implementation of TTP' 92 Alignment 
Training will facilitate civil recognition 
of qualifications.

State of Manpower

The RAN's requirem ent for 
manpower is calculated taking into 
account all known factors and 
commitments. In the current Financial 
Year (FY 93/94), it is 15,059 people.

Manpower planning for the Navy is 
computer based, using modelling 
techniques developed in-house over 
the past 18 months. The capacity now 
exists to predict and correct structural 
deficiencies in officer and sailor 
categories. This allows decisions on 
recruiting, manning and restructuring 
to be made with a greater degree of 
confidence. The system is well 
developed for modelling manpower 
strength, with the manpower models 
constantly being reviewed and 
enhanced for optimum performance.

Category Restructuring

Seaman. The Seaman Category 
Rationalisation Study (SCRS) 
recommendations were implemented 
on 1 August 1993 reducing the Branch 
from 14 to 7 categories. The QMG, FC, 
FF, SE and GD categories were 
amalgamated to form the Boatswain's 
Mate (BM) category and the RP, UC, 
MET and EWS categories were 
amalgamated to form the Combat 
Systems Operators (CSO) category. 
The CD, PT and NPC categories 
emerged from the review without 
fundamental change, whilst the SR 
category has been restructured to form 
the Marine Science (MS) category. 
Mine Warfare (MW) sailors now 
stream from CSO after at least 18 
months sea experience and they 
become members of the new

The capacity 
now exists to 
predict and 
c o r r e c t  
structural 
deficiencies

SEATALK is Published by Authority of ACPERS-N  
EDITOR LCDR Steve Mullins RAN



CSO(MW) category. Cross training 
for all Junior Sailors has commenced, 
limited only by the capacity of the 
Seamanship School, while Senior 
Sailors in the UC, UW and EW 
categories will commence in March 
1994. The bulk of the cross training 
load is programmed for completion 
by early 1996.

Electronic Warfare (EW). The
restructuring of the EW Branch is in 
its early stages with the Branch to be 
reduced to the EWL and EWT 
categories only. The role of operator 
previously performed by the EWO 
sailor will be carried out by a new 
multiskilled EWL sailor. The new 
EWT sailor will be better trained to 
meet Navy's operational needs and 
offer more posting flexibility for those 
people. A WOEWO has been 
appointed to implement the 
restructuring over the next 12 months. 
The EWSM category has not been 
included in the restructuring.

Technical Training Plan (TTP' 92). The 
TTP'92 review of the technical 
categories identified the need for 
change in structure and training. The 
following categories were 
amalgamated:

ETP, MTH, MT 
ETC, ETS, ETW 
ATC, ATWL 
ATA

into MT 
into ET 
into ATV 
remains ATA

Training for these new categories will 
see a shift in emphasis away from 
trade training and towards diagnostic 
and logic skills.
Submarine Manpower

The Submarine Arm continues to 
experience manpower shortfalls due 
to a variety of factors including, high 
wastage, particularly in the technical 
categories, a high rate of trainee 
failures, constricted training pipelines 
and an increased manpower

requirement associated with the 
introduction of the COLLINS Class 
submarine. In the ETCSM, EWSM 
and SMN SM+ categories/ 
specialisations the shortfalls have 
reached critical proportions. A 
number of steps have been taken to 
alleviate the situation in the recruiting 
and training area, including improved 
medical screening, visits of 
prospective recruits to PLATYPUS 
and using OTWAY as a training aid, 
post decom m issioning. Such 
measures will however require time 
to work.

The 'Subm arine M anpower 
Transition Plan', which details the 
transition of SM manpower from 
OBERON to COLLINS Class 
operations was recently endorsed by 
Chief of Naval Staff and his Advisory 
Committee (CNSAC). It does not 
provide a solution to the manpower 
shortfalls but is a planning tool for 
their management, showing when 
shortfalls will occur. The plan has 
been used to prioritise all SM billets to 
ensure the most efficient use of the 
available SM manpower resource and 
to show how manpower shortfalls 
will present themselves in the various 
SM functions, both at sea and ashore.

ChangeofAddress
SEATALK staff cannot 
change your Next of Kin 
address, you, the 
member, must see your 
Coxswains or Personnel 
Office so that action can 
be taken to alter the details 
on the data base in 

^Canberra.
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Future Direction of the 
Navy Commercial 

Support Program (CSP)

Which Activities can be Tested

The key in determining what can be 
tested for commercialisation under 
the CSP is what proportion of the 
activities in the particular function or 
operation do not need to be performed 
by uniformed people and are suitable 
for commercialisation.

Manpower Required in Uniform

Of course, all seagoing positions must 
be filled by uniformed people, and to 
these must be added others ashore in 
billets such as Headquarters, Diving 
Teams and parts of Navy Office, this 
total of uniformed people required is 
called the Core Force. Over and 
above Core Force is the Manpower 
Required in Uniform (MRU), this has 
already been worked out by applying 
the following procedure to each sailor 
and officer category:

* identification of the number of 
billets at sea required for each rank;

* application of the sea/shore ratio 
to provide the number of shore 
billets required to allow for relief 
of personnel at sea;

* comparison of the total number of 
billets required with each category 
structure, promotion and wastage; 
and

* adjustment of the final numbers 
in each category to ensure that 
their individual structure is 
workable.

Three Tiers

CSP will be implemented in three 
phases called Tiers ; Tier 1 has been 
completed and included Catering at 
PENGUIN and CRESWELL and 
Helicopter Maintenance and Base 
Support at ALBATROSS. Tier 2 has 
already begun with Base Support at 
PENGUIN and CRESWELL. Further 
candidates for Tier 2 are currently 
awaiting approval within Navy Office 
and will be advised after the necessary 
protocols have been observed.

Redeployment and Redudancies

It isimportantto remember thatunder 
CSP there will be no loss of uniformed 
jobs and therefore no redundancy 
packages. Those affected by CSP will 
be redeployed (posted) however, 
posting turbulence is a factor which 
career managers have been specifically 
tasked to avoid wherever possible. 
For civilian members, all 
redeploym ent and retraining 
prospects are explored. Where 
redeploym ent prospects are 
considered to be poor, or employment 
is not obtained with the contractor, 
voluntary packages may be 
considered.

no loss of 
uniformed 
jobs

Cartoonist G. Larson Printed by  perm ission of U niversal Press Syndicate
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Getting the Message 
Across

The Problem

There hasrecentlybeenagood deal of 
discussion about the quality, 
tim eliness, effectiveness and 
appropriateness of the processes used 
to disseminate information within 
Navy. Concerns have been raised by 
the Personnel Liaison Team (PLT) as a 
result of their visits to ships and 
establishments, Gender Awareness 
Focus Groups, and have also surfaced 
at Chief of Naval S ta ffs  (CNS) 
Exchange of Ideas session across 
Navy. In general, although the basic 
systems appear to be in place, much of 
the information is simply not getting 
through to the target audience - you.

Feedback

Consistent feedback from people at 
all levelsin Navy, Serviceand civilian, 
is that their needs and expectations 
are not met despite a conscious effort 
by Navy's senior managers to meet 
those needs. Unfortunately, the 
current system rarely, if ever, 
considers the needs of the customers. 
Vast amounts of information are 
disseminated, leaving people to select 
what they want from the mass, and of 
course not all of it is always relevant. 
Often, valuable information can be 
hidden by the sheer volume produced.

Your Needs

Over the last 20 years, peoples' 
expectations and inform ation 
requirements have changed but 
Navy7s system has not kept pace. In 
particular, as a result of changing 
community expectations and the

adoption of Naval Quality 
Management (NQM), Navy's people 
now want more information than has 
ever been made available in the past. 
They need and want to know reasons 
behind decisions which affect them; 
to understand them, and not just have 
to accept them.

A Large NQM Project (Ben Hur)

In trying to address this matter, CNS 
commissioned a paper on the 
problems encountered and 
opportunities for improvement. After 
CNS Advisory Committee (CNSAC) 
endorsed the recommendations in 
September 1993, CNS then established 
a Navy wide NQM project.

The project is meant to identify 
improvements to the processes used 
for:

* the dissemination of 
information to Navy's people, 
both Service and civilian, from 
Navy Office and 
Headquarters; and

* ensuring peoples' access to, 
and understanding of, 
information that has been 
received at the local level;

and to recommend practical solutions.

The work will be undertaken by 
Process Action Teams (PAT), which 
started to form in most organisations 
around Australia from October 1993 
with a view to presenting a paper on 
achievements and opportunities by 
the end of July 94 for CNSAC.

Action Already

Some early action has already been 
taken with the publication of the 
brochure titled , Top Level Decision 
Making Arrangements', meant to 
explain how decisions are made, and 
the commissioning of the regular 
SCUTTLEBUTT video.
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Not a Job Cutting 
Exercise

From the outset the Chief of Naval 
Staff has always made it clear that the 
Functional Exam ination Naval 
Manpower (FENM) is a manpower 
RETEN TIO N , not a reduction  
exercise. Despite this, comments 
made to the Personnel Liaison Team 
indicate there is still some concern 
that the information obtained through 
the FENM could be used against 'us' 
at some stage. There are also those 
who still see it as simply a job cutting 
exercise.

It is important that you all understand 
that the FENM is not directed at job 
cutting, much the reverse. To meet 
the needs of the future we must have, 
at the very least, all the manpower 
we've got. What we have to do is 
ensure that all of us are properly 
employed doing things which 
contribute to the organisation. Just 
like any other organisation Navy 
cannot afford to waste effort on things 
we need not be doing because that 
buysup valuable personnel who could 
be employed doing those things we 
must do but currently are unable to 
because there's nobody available to 
do them. (Now read that sentence 
again slowly.)

Not one 'cut' has been made as a 
result of FENM, what you will begin

to see is a gradual redistribution of 
effort to meet the requirements of 
today and the future and continuing 
improvement of processes, using 
Naval Quality Management, which 
you have determined to be necessary 
through the FENM.

It is noticeable that the areas where 
management support the FENM 
things always go much better. Like 
most things, unless the level of support 
given to the FENM is good enough it 
will be very hard for the people 
involved in the processes to make 
much progress.

The results of the FENM are not 
published to anyone other than the 
Chief of Naval Staff, Assistant Chief 
of Naval Staff - Personnel, Director of 
Naval Manning Policy and the 
organisations concerned as it is a Navy 
initiative. The concerns some of you 
may still have that you may be 
providing information which could 
be used to our disadvantage either 
now or later are unfounded.

What you are experiencing is a culture 
change in the way we are doing 
business and some reaction to that is 
not surprising because this may be the 
first time you have been given the 
opportunity to have your say on how 
best your job should be done.

The FENM is developing into a better 
manpower management tool than 
expected. If we make it a success, and 
it is only you who can do that, the old 
Establishment Inspections should 
finally become a thing of the past.

Disclaimer

SEATALK contains information about conditions of service, pay and 
allowances that was correct at the time of going to press. However, this 
magazine cannot be quoted as an authority in Service correspondence - 
you must consult your ship's office and your Divisional Officer for the 
official references.

we must 
h a v e . . . .  
all the 
manpower 
we've got



A Passion for 
‘fashion

Uniforms - General

Clothing Trials

The primary aim of conducting a trial 
is to assess suitability and get a 
customer response before placing 
large scale production contracts and 
so trial items are produced in small 
numbers and distributed to specific 
groups. The decision concerning who 
gets to trial what, is based on the 
requirement to see how the item fares 
in specific environments.

The Navy's small Clothing Design 
and Development Group in 
Maribyrnong, Victoria (don't ask me 
where the big clothes are designed) 
develops a questionnaire for every 
trial participant to gauge just how the 
users of the trialled item feel about it.

For a variety of reasons not every trial 
garment comes into service.

Trials usually last from six months to 
a year; then six months to analyse the 
results and seek approval and a further 
six months to choose a manufacturer 
using com petitive tendering 
techniques. Supplies should reach 
clothing stores, or be issued within 
three to 12 months after that.

Forthcoming Clothing Trials

This year, the Navy is intending to 
trial: a tarnish resistant cap tally; a 
white short sleeve tropical shirt, with 
epaulets for soft rank insignia, for all 
ranks; a cold weather coat to replace
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the 'foulie' and Tarmac jackets; and a 
new style of both black and white 
leather shoes for females.

Disruptive Pattern Camouflage 
Uniform (DPCU)

DPCUs seem to be the most sought 
after fashion accessory this season. 
Perhaps it is because 'cams' (as those 
in the know call them) don't require 
ironing, are replaced on a one-for-one 
basis and are very comfortable that so 
many groups of people throughout 
the RAN feel a need to wear the 
working rig of our sister Service. Only 
a few groups and individuals in the 
RAN are entitled to wear DPCUs and 
generally our own existing RAN 
uniforms are adequate for most 
specified tasks. All requests for DPCU 
and associated accoutrements outside 
the allowances should be forwarded 
to DLS-N for consideration.

Female Uniform Regulations

Dress S6 (White Short Sleeve Shirt 
and Blue Skirt for informal evening 
wear in summer). Female uniform S6 
has been amended to permit 'Slacks, 
Blue' and 'Shoes, Dress, Leather, Black' 
to be worn in training establishments 
and by duty personnel in other 
establishments.

Dress S7C (White Dress for non
ceremonial occasions in lieu of white 
skirt and white shorts on some semi- 
formal or social occasions). The white 
dress remains a legal uniform when 
authorised locally, and there is no 
intention to make the dress obsolete 
in the near future.

Shorts for Females

Production of a range of blue shorts 
and white shorts for females will 
commence shortly. The shorts will be 
the same style as the existing male 
shorts, but they will be cut to suit the 
female figure.



Medals on ANZAC Day

Navy, Army and Air Force have 
recently held discussions concerning 
the wearing of a relatives's medals by 
serving members, in uniform, on 
ANZAC Day. The existing RAN 
policy remains:

'Members of the RAN and 
ANR (active/inactive) are not entitled 
to wear medals or ribbons of another 
person, whether deceased or not, 
whilst in military uniform. Such 
medals and ribbons may be worn on 
the right breast whilst in civilian attire, 
when the occasion so warrants, eg 
ANZAC Day.'

Belt Buckles for Warrant Officers

The Warrant Officer of the Navy has 
reported that there is some confusion 
about which type of belt buckle should 
be worn by male and female Warrant 
Officers. Approval has been given for 
Warrant Officers to wear gilt buckles 
with both blue and white belts from 
26Apr94. Details will be promulgated 
shortly.

Trial of Mail Order Repayment 
Clothing Service at HMAS 
KUTTABUL

KUTTABUL will be cond ucting a trial 
of mail order repayment clothi ng until 
31 Jan 95. During the trial you can 
order and receive clothing and other 
items without having to leave your 
place of work. Payment for goods 
will be by pay-debit only, with items 
being forwarded by Service mail.

All of you in the Sydney area will be 
able to make use of the service. Even 
if you are seagoing you will be able to 
utilise the system, whether alongside 
or deployed overseas. The system 
will also be used to provide clothing 
support to people located in Adelaide, 
Brisbane and Hobart.

If you want to use the system you 
must use the special form which has 
already been distributed to the 
relevant ships and establishments and 
simply address the envelope to the 
Clothing Store, HMAS KUTTABUL.

Work Related Expenses - Keep Your 
Records (page 19 of The Tax Guide)

The Australian Tax O ffice has 
determined that employment related 
records must be retained on 
completion of your tax return.

* Salary and wage earners 
retain pay information for 
three years and six months.

* Business related expense 
records retain for five years.

* Self employed retain records 
for seven years.

'I judge a man by the shoes he wears, Leigh.'

Cartoonist G. Larson Printed by  perm ission by  Universal Press Syndicate
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no intention 
at the 
moment to 
change to a 
s i n g l e ,  
'uni form'  
p r i c i n g  
policy

Uniform (Bricing ToCicy

WOCSM R. Thomas from HQADF, 
Canberra has done a comparison of 
the prices of a few similar clothing 
items available through the three 
Services' clothing stores, and provided 
the following table.

ITEM NAVY ARMY RAAF
Hat Fur Felt $42.35 $35.00 $40.20
Chin Strap $ 2.45 $ 2.00 $ 2.00
Pugaree $11.15 $10.50 $ 6.80
Shoes(Black) $44.85 $48.00 $34.70

The final paragraph of his letter states, 
'The only sensible explanation for this 
pricing disparity that conies to mind is 
that the individual Services have contracted 
differen t man ufacturers. If this is the case, 
it would appear to be in contravention of 
TQM (NQM) principles and would 
warrant a review of both Uniform 
Maintenance Allowance and the Clothing 
Store Pricing System.'

The disparity stems from each Service 
having a unique method of 
determining the selling price of 
repayment clothing items.

ARMY. Army's policy is that 
the price charged in the clothing store 
reflects the price paid for the last 
delivery, regardless of how long the 
item has been stored in the Army 
warehouse.

NAVY. Navy calculates the 
prices for the Clothing Price List each 
year by averaging the price of items 
already in store and the goods 
purchased during the past year. This 
means that the Navy's price takes into 
account the age of the stock, theamount 
of stock on hand, the volume of new 
purchases and the new price paid for 
each item.

RAAF. RAAF uses a more
complicated system which averages 
the prices paid for the latest purchase 
and the previous three purchases. 
RAAF does not currently include the 
value of the material used in the 
manufacture of some items and hence 
does not reflect the real cost of the 
garment.

Hat Fur Felt (Navy Wide Brimmed 
Hat)

Navy's stock of the Navy Wide 
Brimmed Hat was purchased against 
a Tri-Service standing offer and 
reflects the price current at that time. 
Army has since negotiated a lower 
price and it is anticipated that future 
purchases by Navy and RAAF will be 
made at more advantageous prices. 
Army also purchases second grade 
hats for field use, thus reducing the 
financial liability to the contractor 
caused by the rejection of non- 
conforming orbelow standard goods. 
As a general principle, Navy 
coordinates purchases of identical 
items with other Services to maximise 
cost savings.

Conclusion

The Navy operates a pricing policy 
based on a system of historical 
calculation using average prices of 
old and new stock, once a year. There 
will continue tobe apparent anomalies 
in the prices of seemingly similar items 
because of the di ffering pricing policies 
outlined above and other factors such 
as volumeof purchasesand individual 
Service variations in design, etc. There 
is no intention at the moment to change
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Uniform Maintenance, 
Aftozvance

INDMAN 1 VOL 1 0601

ABRO Burger of HARMAN dropped 
a suggestion into the NQM suggestion 
box and it was passed to the PLT for 
advice. He has suggested, 'Havingan 
annualpaymentofUniformMaintenance 
Allowance (UMA) deposited into an 
individual' saccount at the clothing store, 
in lieu of fortnightly payment. This could 
then be drawn against when purchasing 
items of clothing. At the end of each 
financial year unused portion is returned 
to Department of Defence (Finance) and 
New Years allocation deposited. These 
restrictions on UMA would encourage 
personnel to maintain a higher standard 
of dress, rather than lose their UMA.'

UMA is paid to assist Army, Air Force 
and Navy members to maintain an 
approved scale of uniforms in good 
order and condition. Any alternative 
to this allowance must be approved 
and adopted by all three Services.

Past Suggestions

Similar suggestions were rejected in 
1989 and 1993 on the grounds that 
such a credit system could prove 
prejudicial to junior, lower income 
members and would be perceived as 
a further reduction in 'take home' pay 
(1989) and an alternative system in 
the form of the Royal Navy's one-for- 
one exchange system was believed to 
provide a more viable option (1993).

UMA, whilst not salary as such, is 
paid to all members as part of 
fortnightly pay. Rightly or wrongly, 
it is perceived as part of their take 
home pay, and any changes to 
allowances which affect take home 
pay are covered by the current ADF

Productivity Pay Agreement which 
concludes in December 1994.

Perception of UMA as Part of Salaiy

ABRO Burger has identified a valid 
issue that addresses the way in which 
we spend UMA. Although UMA is 
seldom fully spent it nevertheless 
provides us with the means to 
maintain our uniform at the required 
standard while allowing us to choose 
how the money is spent. If UMA is 
not spent on uniforms it is taxed as 
additional income. Less than 25% of 
Navy UMA is spent in Navy clothing 
stores. Amounts spent elsewhere, eg 
Red Anchor, cannot be determined.

Many of us wear protective clothing, 
which is exchanged at public expense, 
for performing normal work tasks 
(cooks, engineers, medical personnel, 
etc). These members spend far less on 
uniform maintenance than personnel 
who wear uniform everyday (eg office 
workers), which reinforces the 
perception of UMA as take home pay 
and occasionally arouses the envy of 
those less fortunate'.

Credit Facility

The suggestion to establish a credit 
facility for members in clothing stores 
has merit, however, such a system 
would require establishment of a 
financial link between stores and 
salaries accounting systems with 
consequent problems of control of 
access. A complicating factor is the 
possible future commercialisation of 
clothing stores.

RAN clothing stores do not provide 
the only source of uniforms for RAN 
members. A facility must also exist to 
allow members access to funds to 
purchase uniforms at stores like Red 
Anchor, if such uniform s are 
considered acceptable alternatives to 
RAN uniforms, and if particular items

LIMA not 
spent on 
uniforms is 
taxed as 
additional 
income
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one-for-one 
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are not available from RAN sources. 

One-For-One

The Royal Navy has recently ceased 
payment of Kit Upkeep Allowance in 
favour of a one-for-one exchange 
program. DLS-N is currently 
investigating this option to determine 
if it can be applied to the RAN.

For these reasons, the introduction of 
a credit facility is once again rejected.

The Decision

The development and establishment 
of a credit system is not agreed due to 
the complicating factors of the current 
perception of UM A as take home pay, 
the lack of a financial link between the 
stores and salaries accounting systems 
and the possible future 
commercialisation of clothing stores. 
In addition, the concept of one-for- 
one exchange for clothing is 
considered to provide a better 
alternative to the payment of UMA.

The DLS-N contact on this matter is 
Staff Officer (Uniform Policy), 
Lieutenant Steve OKeefe, Telephone 
(06) 2664590, Facsimile (06) 2662388.

Just Say CC

Combat Coveralls

Experience has shown that Action 
Working Dress (AWD) is no longer 
suited to the combat environment and 
discussions with Fleet representatives 
indicated that coveralls (overalls) were 
the preferred design option for combat 
wear. Thus, the Combat Coverall 
(CC)wasborn. CCs are a functionally

designed item of protective clothing 
for wear in ships and submarines. 
There have been two CC designs so 
far with the third, and hopefully final 
version, currently under redesign 
prior to large scale manufacture.

Protection Versus Comfort

For reasons of comfort and protection 
CCs must be made from heavy duty 
fabric of 100% cotton drill which has 
been made 'durable fire retardant' (ie 
not affected by washing) But the 
decision on fabric weight must draw 
a balance between maximum flame 
and radiant heat protection on one 
side and durability and comfort on 
the other. Earlier models tested in the 
Fleet were found to be too hot and 
uncomfortable due to the fabric 
weight.

Colour

Unfortunately, the PROBAN fire 
retardant process limits the colour 
choice markedly and grey was the 
only option other than blue (which 
would have led to confusion with non 
fire retardant garments) and bright 
colours such as yellow.

Boxer Shorts

Although the PROBAN process will 
prevent the fabric from sustaining a 
flame, the reduced thickness of the 
lighter weight material now being 
used will allow a greater transfer of 
heat and therefore more chance of 
burning the skin underneath. So, it 
will now be strongly advisable for 
users (that's you) to wear additional 
underclothing, such as cotton T-shirt 
and boxer shorts as the minimum, 
when involved in high risk situations 
such as firefighting or on wartime 
operations.

User Friendly

The Maritime Commander's Chief of 
Staff has now endorsed CCs as a
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general purpose sea-going uniform 
and a few modifications will be made 
to adapt them to their new peacetime 
role, these include; a lay back type 
collar that can be worn comfortably 
without anti-flash, strengthening of 
the stitching of the shoulder straps, 
and cosmetic details such as the type 
and positioning of pockets and 
reflective strips. A proposal to attach 
an Australian National Rag motif to 
the right shoulder and a ships badge 
to the left breast is being investigated. 
Also under consideration is a brassard 
(a badge worn around the upper arm) 
to identify emergency parties and key 
personnel at Action Stations, and a 
uniform /bum-bag/ style belt carrier 
for your anti-flash gear. (What, no 
sequins?)

When to Wear

It is anticipated that, at a minimum, 
CCs will now be worn when the ship 
is in Defence Watch routine or higher 
and when conducting evolutions in 
Cruising Watches. There may also be 
merit in standardising wear whilst 
alongside. Members of the Standing 
Sea Fire Brigade (SSFB) and Harbour 
Duty Watch will be required to wear 
CCs throughout their period of duty. 
CCs will be issued as a personal loan 
item at the rate of three sets per person 
when first posted to a seagoing unit. 
Replacement of items damaged 
through fair wear and tear will be 
made at departmental expense. Naval 
Supply Centre, Zetland does not yet 
have enough stock so issue will be 
strictly controlled until full stocks are 
available.

Fashion Will Live On

The competition to see who can come 
up with the fanciest pair of cotton 
boxer shorts is going to make the old 
'jockettes of the month' look like a 
banyan (picnic).

Stitch This!!
Feeling hemmed in about your 
uniform? Now is the time to get it all 
off (your chest).

The 'STITCH THIS!!' scheme has been 
introduced to give you, the customer, 
a way of telling the appropriate 
directorate in Navy Office what is 
wrong with your uniform and the 
opportunity to suggest a constructive 
solution.

How does 'STITCH THIS!!' system 
work?

Fill out the 'STITCH THIS!!' form over 
the page or copy it and send it to 
DLS-N. Official 'STITCH THIS!!' 
forms will be available from Ship's 
Offices by the end of March 1994. 
Send in as many forms as you want 
but please, use a new form for each 
different garment or idea.

Is 'STITCH THIS' anonymous?

Yes, you are not required to put your 
name on the form. But please tell us 
your rank, sex and posting area so 
that a statistical database can be 
maintained. STITCH THAT!!

'Well, there goes my appetite.'
Cartoonist G. Larsen Printed by perm ission o f U niversal Press Syndicate
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Clothing Servmarts

CPOCSM S.P. James of Navy office, a 
regular contributor, has written. 'The 
article in the latest edition of Navy News, 
discussed the installation o f the 
SERVMART FACILITY at HMAS 
KUTTABUL and the subsequent 
introduction of additional facilities of this 
type at other RAN establishments. These 
SERVMARTs should prove beneficial to 
naval personnel in obtaining uniform 
clothingparticularly as these stores appear 
to be embracing an ethos of client service 
with the introduction of improved change 
room facilities, extended trading hours 
and better presentation of stock.

Visual Presentation

The visual presentation of stock could be 
further enhanced by the addition of 
mannequins of mixed gender, strategically 
placed in these stores. These mannequins 
could then be dressed correctly in various 
uniforms worn by naval personnel 
appropriate to that season. This would 
provide SERVMART clientele with a 
visual reminder of items required to be 
purchased to maintain particular uniforms 
as well as displaying how uniforms are 
correctly worn.

Training Establishments

This type o f display could prove 
particularly useful in establishments such 
as HMAS CERBERUS where personnel 
under training represent ahighproportion 
of the ships company.'

Looks like CPO James is unloading all 
his good ideas before he pays off in 
April (or perhaps he's just spat the 
dummy!). This one certainly has 
merit and has been forwarded to 
Director of Naval Logistic Services - 
Navy (DLS-N) for appropriate action.

RAN Holiday Centres

Nearing Retirement after 20 Years 
Naval Service?

Retired RAN personnel (20 years or 
pensionable Service time) are eligible 
for full Service discounts to all RAN 
Holiday Centres. To obtain your 
RAN Holiday Centre Discount Card, 
simply write to the address below. 
You will need to supply the following 
details: name, rank, rate, Service 
number, entry date, discharge date 
and forwarding address.

SBLT E.J. Watermeyer

SO (ADMIN)

Naval Support Command

Locked Bag 12

PYRMONT NSW 2009

Ph: (02) 266 2026

Discounts

Frances loved her little pets, and dressed them  
differently every day.

Cartoonist C. Larson Printed by  perm ission of U niversal Press Syndicate

Correction to previous SEATALK 
articles on the topic of RAN Holiday 
Centre discounts. Discounts of up to 
40% are available, the amount of 
discount may vary and depends
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Career Matters
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Leading Seaman 
Leadership Training

The requirement for leadership 
training prior to promotion to the rank 
of Leading Seaman was identified in 
the M ainstay review of 1991. 
Superiors have always expected a 
great deal more from a sailor once he 
was promoted to Leading Seaman but 
there was never any specific training 
to equip him fbrthisadjustment. Some 
revelled in the new found 
responsibilities and excelled, a few 
failed and the majority coped, but 
only after a considerable period of 
adjustment during which they were 
unable to perform to their full 
potential. Thisprocess was frustrating 
for the sailor and superiors and had a 
de-motivating effect on the sailor.

Leading Seaman Leadership Course

The Leading Seaman Leadership 
Course (LSLC) will address this 
deficiency in the current training 
system. The LSLC will define the 
leadership responsibilities of the 
Leading Seaman. It will identify 
where the Leader fits into the overall 
management strategy of the ship and 
at what stage situations exceed the 
authority of the Leading Seaman and 
need to be passed on to higher 
authority. The course will also include 
a component on Service knowledge 
and procedures at a level appropriate 
for the Leading Seaman.

Communication Skills

Having attained the right level of 
Service knowledge the Leading

Seaman needs to have well developed 
communication skills to be an effective 
leader. Various exercises will be used 
to illustrate d ifferent leadership styles 
and how their effectiveness will vary 
depending on the situation, the leader 
and the leader's ability to 
communicate. The course is very 
much an interactive one and students 
will participate in planning the 
exercises and debriefing the exercises 
on completion. The exercises are fun, 
interesting,physically demandingand 
intellectually challenging. All 
students will have the opportunity to 
'take charge' whilst on course, and 
trial and refine their own personal 
leadership style.

Where will it be Conducted?

The course will be run in Sydney, at 
Garden Island and at HMAS 
STIRLING and may be presented at 
other locations where numbers 
warrant it. It is a three week course 
and students will be assessed by 
written examination and general 
participation. The course will be a 
prerequisite for promotion to Leading 
Seaman; the phasing in of the 
'prerequisite' requirements will be 
determined by Director of Sailors' 
Career Management (DSCM) and 
promulgated soon. Able Seaman 
who are fully passed out and 
competitive for promotion will be 
eligible for the course and the selection 
process will be administered by 
DSCM.

What else is in the Course?

The course will also cover motivation, 
team building, problem solving, 
performance appraisal, decision 
making, NQM, the Divisional System, 
the Defence Force Discipline Act 
(DFDA), Occupational Health and 
Safety (OH&S), Drug and Alcohol 
Awareness, behavioural change and 
Good Working Relationships (GWR).
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Provisional Protection

A BR 10 paragraphs 236-241

What is Provisional Protection?

Provisional Protection is the system 
which exists to protect sailors who 
have been unable to obtain a 
promotion qualification due to the 
requirements of the Service or other 
circumstances beyond your control. 
All applications for Provisional 
Protection are considered on their 
merits. Provisional Protection:

* may be given for more than 
onequa lification,

* may be given if you start a 
course or test but are unable to 
complete it due to circumstances 
beyond your control (eg removed 
from course for medical reasons), 
and

* takes effect from the 
completion date of the actual 
course which you were 
initially selected for.

To be eligible for Provisional 
Protection:

* you must be initially selected 
for the course or test;

* you must be a recommended 
volunteer for the course or 
test;

* you must be recommended for 
promotion;

* you must be a volunteer to re- 
enlist if required; and

* the course must actually take 
place, ie Provisional Protection 
will not be given for courses which 
are cancelled.

Reasons for which Provisional 
Protection maybe given are:

* Serving outside Australia.

* Home service, ie service 
within a ship or establishment 
from which you cannot be 
spared.

* Hospitalisation/Medical, ie a 
period spent in hospital as a 
result of illness or injury, and 
consequent sick leave. Self 
inflicted injury or illness is 
excluded.

* Special Cases, ie special cases 
may be reported to Navy 
Office for consideration.

Provisional Protection for Courses 
Which Attract Pay Level Increases

Where a course which attracts a pay 
level increase on successful 
completion cannot be undertaken for 
service or other reasons, and 
Provisional Protection is approved, 
the approval advice will indicate any 
pay level adjustment applicable and 
the date from which that adjustment 
will apply (effective date).

Not Automatic

Courses which attract a pay increase 
will not autom atically receive 
approval of Provisional Protection for 
both promotion and pay purposes. 
Each request will be considered on its 
merits, egProvisional Protection for 
pay may not be approved when the 
reasons relate more to personal 
circum stances than to Service 
requirements.

Competency Log

Where a Competency Log is required 
to be completed after completion of 
the course and a pay level increase is 
provided on completion of that 
Competency Log, Provisional

A I I 
applications 
f o r  
provisional 
protection 
a r e  
considered 
on their 
merits
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w h e r e  
p o s s i b l e , 
n a t i o n a l  
accreditation 
should be 
sought

Protection may cover the Competency 
Log as well as the course. In this case, 
the approval advice will also indicate 
whether the pay level increase in 
respect of the Competency Log 
completion may be given, and the 
effective date. The nominal date for 
CompetencyLog completion will be 
tw elve months after course 
completion. This qualifying period 
will be reviewed when average 
completion times for Competency 
Logs become evident.

Effective Date

Payment of the higher pay level will 
cease if Provisional Protection for a 
course or Competency Log is lost or 
withdrawn. The effective date is the 
date of loss or withdrawl.

Promotion for Personnel 
Provisionally Protected

Those who have been provisionally 
protected may be provisionally 
promoted to the next higher rank. 
You will remain provisional until 
successful completion of the 
qualification for which you are 
provisional.

Reversion

If provisionally promoted you will be 
reverted if you:

* fail to gain the appropriate 
qualification within 12 months 
of being promoted,

* subsequently fail the course or 
test for which you were protected, 
or

* refuse to re-enlist for the 
appropriate course.

More Civil 
Accreditation

A question often posed to the PLT has 
been 'W hy isn 't Navy training 
designed so that we all end up with a 
qualification at the end of our service? 
The answer is, because the Navy 
cannot afford, inboth time and money, 
to provide the amount of training that 
would be required to achieve such a 
goal.

Navy Policy

Instead, Navy policy is that where 
possible, national accreditation should 
be sought for competencies achieved 
as a result of naval training and 
experience. Such accreditation may 
be in the specific area in which training 
and experience was given, or in a 
more generic form such as 
qualifications in management, 
administration, etc.

Accreditation Where Possible

Navy has no obligation to ensure all 
courses are accreditable, although as 
a caring employer it will strive to 
achieve accreditation in one form or 
another where it can. In cases where 
a small increase in training can make 
a difference between accreditation or 
not, it is permissible to restructure a 
course to achieve the accreditation 
requirements. A figure of 10% is 
given as the absolute maximum of 
additional training allowable. 
However, in these times of financial 
constraint this should not be viewed 
as a 'blank cheque' to proceed with 
such increases. In all cases, the bench ts 
of giving additional training need to 
be weighed against costs, and 
alternative paths explored (such as 
negotiation with the accreditation



agency) to determine if an alternative 
solution can be found.

Own Cost or Navy Sponsorship

In cases where additional training is 
excessive, Navy has undertaken to 
identify where the 'shortfall' exists 
between the conclusion of its own 
training and the requirement to 
achieve accreditation. People can 
then determine if they wish to 
undertake external courses to achieve 
the accreditation requirements, either 
at their own cost or by seeking 
sponsorship under one of the 
education schemes, egDFASS, SVETS

Senior Sailors 
Advanced Staff Skills 

Course

(or 'Yesterday I couldn't spell Staff 
Officer, now I are one')

A Two Phased Course

The Senior Sailors Advanced Staff 
Skills Course (SS ASSC) is a new course 
designed, as a direct result of Project 
Mainstay, to improve the staff skills of 
Senior Sailors. The course is 
comprised of two phases, with the 
successful completion of both phases 
being a prerequisite for promotion to 
Warrant Officer from 1996. Phase I is 
a 24 week correspondence course 
conducted from the Staff Training 
School (STS) at CRESWELL. Phase II 
consists of a three week residential 
course conducted at the STS. A 
satisfactory pass on Phase I will be 
required in order to be considered for 
a position on a Phase II course.

Phase I of the SSASSC aims at the 
development of w riting skills 
focussing on both the fundamentals 
of the English language and Service 
writing conventions.

Phase II

Phase II will concentrate on a broader 
range of staff and management skills 
including oral com m unication, 
problem solving, logical argument 
and Naval Corporate Management 
issues. It will also consolidate what 
was taught on Phase I and further 
develop those skills.

Already Started

A pilot course for Phase I commenced 
on 6 December 1993 with 20 CPOs 
drawn from a wide selection of 
branches and serving at sea and shore. 
Course 1/94 commenced on 14 
February 1994 with a 'class' of 120 
CPOs. Course 2/94 commences on 
16 May 1994 with 180 students. The 
present aim is to train 300 Phase I 
students per year, on two separate 
courses. A pilot course for Phase II is 
due to commence in September this 
year. Regular Phase II courses of of 
up to 20 students per course will be 
conducted thereafter.

Phase I

Practising his skills wherever possible,Zorro's 
younger and less astute brother, Gomex, had a 

similiar career cut short.
Cartoonist G. Larson Printed by  perm ission of U niversal Press Syndicate
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Naval Ready Reserve

DI(N) ADMIN 6-3

Up To 50 Days A Year

The Naval Ready Reserve is part of 
the Australian Naval Reserve but 
requires a personal commitment from 
the 'part-time' sailor of approximately 
50 days service per year for five years. 
In recognition of the constraint that 
this form of service may impose on an 
individual and his or her employer, 
the Naval Ready Reserve has a unique 
set of conditions of service.

Its Up To You

As a Naval Ready Reservist you may 
volunteer for tasking whenever your 
personal circumstances permit and 
work during mutually agreeable 
periods. You can do as little as one 
day per week (depending on where 
you live) or subject to Service 
requirements may work up to 90 days 
annually. If you complete 50 days or 
more service in any year you will be 
eligible for the Ready Reserve 
Commitment Bonus of $1500. This is 
calculated to the anniversary of your 
Naval Ready Reserve engagement 
date and is paid in addition to other 
pay and allowances which are all TAX 
FREE.

Employer Support

Government and civilian employers, 
as well as self-employed members, 
may also be entitled to a financial 
Employer Support Scheme when 
Naval Ready Reserve service is 
undertaken. There is an Education 
Assistance Scheme that is proving 
popular amongst those pursuing a

diploma or associate diploma or 
alternatively, a professional 
Employment Assistance Scheme 
(placement) for those who are still 
uncertain of the 'civilian' way ahead.

Shadow Postings

Billets available for Naval Ready 
Reservists have recently been 
increased to include shadow postings 
to all Fleet units including CDTs, 
FIMAs, FA A Squadrons, RANTEWSS 
and many others from in Maritime 
Command.

Requirements Similiar To PNF

All applicants are processed against a 
suitable Naval Ready Reserve billet 
matching their rank, qualifications 
and experience. Ideally an applicant 
would have previously served in the 
billet or a similar one in the previous 
five years. If selected for a billet in the 
Naval Ready Reserve, transfer or entry 
is subject to full RAN entry medical 
standards and satisfactory security 
checks.

Sea Service

You should note that as the Naval 
Ready Reserve is primarily in support 
of the Fleet, Naval Ready Reserve 
service may require members to be 
posted for sea service.

Inquire Before Discharge

Initial inquiries from Permanent 
Naval Forces (PNF) members should 
be directed through their resettlement 
officer (for immediate transfer on 
discharge from the PNF) and for ANR 
and ex-PNF members, application is 
made via their nearest Australian 
Defence Force Recruiting Unit or 
Defence Force Careers Reference 
Centre.
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ETP/MT 
Amalgamation

More Flexibility

The amalgamation of the MTP/ 
MTH/ETP categories into a single 
Marine Technical structure has 
commenced across the Fleet with all 
Junior Sailors in all classes of ships 
required to cross train. The 
amalgamation will provide a more 
flexible technical workforce and 
enable the integration of currently 
serving Junior Sailors with new sailors 
joining throughthe Technician stream.

Liaison Officer Appointed

To assist with the final transfer of 
Electrical Technical Power category 
into the Marine Engineering Branch, 
WOETP Brian OMahony has been 
appointed MHQ Liaison Officer. 
While the amalgamation may be seen 
as a difficult period, honest liaison 
between Fleet units, establishments, 
MHQ and the relevant functional 
directorates is of paramount 
importance. This should ensure 
problems encountered in the early 
stages are quickly identified and 
actioned.

Visits In The Near Future

The Liaison Officer will visit all ships 
and establishments in the near future 
for discussions with Head of 
Departments (HODs) and Senior 
Sailors and is available to all personnel 
with any concerns on amalgamation 
issues. Follow up visits will be 
conducted throughout the year to 
audit amalgamation progress.

WOETP O'Mahony is located in 
Maritime Headquarters, Sydney Ph 
02 5634433. DNATS 8-2-34433

Navy’s Personnel 
Information Data Base

Naval Personnel Establishment and 
Manpower System (NPEMS) is the 
repository for personal data of all Navy 
personnel including those personnel 
who have served in the Navy since 
1986 including pre 1986 information. 
The system also contains information 
on all Service billets within the Navy 
which allows the posting organisation 
to match personnel to billets and for 
the Navy to manage its manpower 
structure.

The system is available Australia wide 
and is accessed at the Establishment 
level by Personnel Offices, Movement 
areas, Pay Sections and the Personnel 
Services Organisation ,etc. There are 
currently 450 registered users.

The present System's hardware and 
software is reaching the end of its life 
and is currently being redeveloped to 
take advantage of the changes in 
technology since the original design. 
The interface between the user and 
the system will be 'Windows' based 
which will allow for an increase in 
efficiencies in the workplace. The 
System will be integrated with other 
Windows products such as 
wordprocessors, spreadsheets, etc. 
This will allow the transfer of 
information electronically using 
familiar commercial software without 
the need for retyping.

Future plans include distributing the 
system to all ships which currently 
receive paper copies of personal 
information on personnel serving in 
that ship. To update data they are 
required to fill in forms and send them 
to Canberra by mail. The ability to 
update the database by landline if 
alongside or via satellite at sea is not 
far away.

transfer of 
information 
electronically 
without the 
need for 
retyping
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NSW Bushfires

There were many Defence Force 
people involved in fighting the 
devastating bushfires which swept 
eastern NSW from the Shoalhaven 
area to the Northern Rivers district 
earlier this year. In case you were 
unaware of just how much help the 
Navy provided you may find the 
following summary useful.

How Many and Where

More than 500 Navy personnel 
(including400officers and sailors from 
Sydney based ships and 
establishments), 11 helicopters and a 
variety of naval establishments were 
involved in the NSW bushfire crisis 
during the period 5-11 January 1994. 
They were involved in support and 
firefighting duties throughout the 
course of the emergency and were 
deployed for duties in the Grays Point, 
Jannali, Menai, Elanora Heights and 
Terry Hills areas.

HMAS ALBATROSS was warned to 
standby for duty on 4 January 1994, 
and helicopters from the air station 
began work the following day as part 
of an Australian Defence Force (ADF) 
contingent being tasked from the fire 
control headquarters at Rose Hill. By 
Friday 7 January 19 94 over 200 ADF 
people had been deployed in support 
of firefighting operations, and another 
200 had been placed on standby by 
the NSW State Emergency 
Management Centre. By Thursday 
13 January 1994 there were in excess 
of 1000 personnel assisting in the fight 
to control the fires.

Significant Air Support from  
ALBATROSS

The Navy contributed 11 of the 31 
ADF aircraft used in the emergency. 
About 120 air and ground crew from 
Nowra operated four Sea King, four 

Seahawk and three Squirrel 
helicopters in the Blue Mountains, 
Gosford and Terry Hills danger areas. 
The aircraft flew over 317 hours in 
these and other areas and were tasked 
at fire spotting, assessing traffic flow, 
reconnaissance of fire boundaries, 
mapping damaged areas, inserting fire 
teams in danger areas, transporting 
people and stores and aerial water 
bombing.

Not Just Fighting Fires

A number of naval establishments 
were also pressed into service at short 
notice to assist with the emergency. 
The form er RAN apprentices 
establishment HMAS NIRIMBA 
catered for over 400 nursing home 
patients, St John Ambulance and local 
hospital nursing staff, as well as 
another 120 Salvation Army and 
Service Club volunteers.

The Navy involvement in the NSW 
bushfires should not be 
underestimated. Navy people not in 
the forefront of activity like Stores 
Naval and catering staff, Naval 
Chaplains, the Personnel Services 
Organisation, Social Workers and the 
Family Liaison Officers also provided 
invaluable support.

To all those people who were involved, 
whether at the scene, behind the 
scenes, back burning or providing 
moral support - Thanks, you did a 
great job!
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Organ Donation and 
Transplantation

The outstanding success of organ 
transplantation in the last 10 years 
has led to an increase in demand for 
donor organs. Unfortunately, there is 
a continuing critical shortage of organs 
available for transplantation. Many 
acutely ill patients diebefore a suitable 
donor can be found.

Donation

People who become donors have 
invariably died in sudden tragic and 
unexpected circumstances (mainly 
brain injury and road accidents). 
Organ and tissue donation can only 
take place under very special 
circumstances. The donor must be 
declared dead in a hospital, usually in 
intensive care and always on a 
ventilator. Death is defined as either 
irreversible cessation of circulation of 
all functions of the brain (brain death
- the brain stops forever), or 
irreversible cessation of circulation of 
the blood (cardiac death - the heart 
stops forever).

How You Can Help

If you are interested in becoming a 
donor you should ensure that your 
family know what your views are. 
Carrying an Organ Donor Card or 
ticking the donation consent box on 
your drivers licence in the States where 
this is available may prove useless if 
you don't tell the right people about 
your intentions. In Australia, after a 
patient is declared dead and if 
circumstances are suitable for organ 
or tissue donation, it is routine for 
hospitals to approach the family to

find out the patient's wishes. If your 
family don't know your wishes they 
may not do as you wish.

Everyone, including people who wear 
glasses, can become a donor when 
they die, through donation of their 
corneas (eyes). Other frequently 
donated organs include kidneys, 
heart, lungs, liver and pancreas; and 
tissues such as muscle and heart 
valves. There is no age limit for eyes, 
but for other organs both the donor's 
age (usually less than 70 years) and 
medical history are considered before 
transplantation is contemplated.

The Future

The Director of Naval Personnel 
Services (DNPS) is currently 
investigating a proposal to provide 
an organ donor consent on Navy 
Identity Cards. Until a decision is 
made about this you can obtain further 
information on this issue from the 
Australian Kidney Foundation, 
National Heart Foundation or relevant 
State Departments of Health.

Remember: Itmaybeyouorsomeone 
you know whose life could be saved 
through this scheme; give it some 
thought now.

Everyone, 
including  
people who 
w e a r  
glasses, can 
become a 
donor when 
they die

Stress Survival Tips
Start the day with an exercise you enjoy - keep 
it up for 20 minutes.
Avoid Caffeine-containing foods and drinks 
after 3pm.
Have your main protein meal for lunch and eat 
a light evening meal.
Eat more complex carbohydrates (fruit, 
vegetables, wholegrains) and less sugar and 
refined foods.
Try a warm, scented bath before bed to help 
wash away the stress of the day.
Wind down with a good book or some restful 
music once you get into bed.
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whether 
there have 
been any 
changes of 
sufficient  
magnitude 
to justify an 
increase in 
pay level

Review of Pay Levels

The Defence Force Remuneration 
Tribunal (DFRT) has directed that all 
'O ther Ranks' Employment 
Categories (ie other than officers) be 
reviewed by the Australian Defence 
Force (ADF) to ensure that sailors are 
being provided with an appropriate 
pay level for the work they do and 
responsibilities they have.

The other ranks Employment 
Category Review Committee (the 
Committee) has been set up with Navy 
represented by the Director of Naval 
Service Conditions (DNSC), and a 
representative of each of the various 
Category Sponsors may be invited to 
attend relevant meetings to provide 
expert category advice.

How the Review will be Done

A review of the pay level is initially 
undertaken by DNSC, in conjunction 
with the Category Sponsor. This 
review considers whether there have 
been any changes of sufficient 
magnitude to justify an increase in 
pay level. Changes may occur in 
training, technology and work value, 
which can arise from variations to our 
job through:
* nature of the work,
* skill requirement,
* working conditions, or
* level of responsibility.
Same Criteria for all Services

To ensure that all similar Other Rank 
Categories within the three Services 
are evaluated according to the same 
criteria the Committee reviews all the

single Service assessm ents of 
categories, and each Service must 
contribute to the Com m ittee's 
decision.

When the Committee considers that 
the existing pay level is appropriate 
the DFRT is advised that no action is 
necessary. If the Com m ittee 
recommends a change in the pay level, 
a case is prepared by HQADF and 
presented to the DFRT.

The Com m ittee usually meets 
fortnightly, with a timetable set at the 
beginning of each year and its agenda 
decided by single Service 
requirements. For example, the 
Committee was required to provide 
recommendations on the pay levels to 
be sought for both the new Navy 
technical (TTP'92) and seaman (SCRS) 
structures last year.

Categories for 1994

The following Navy categories are 
expected to be reviewed during 1994.

* The existing Electronic Warfare 
categories of EWS, EWL, EWO 
and EWT, which still do not appear 
in the determination of salaries 
(June 1992). Later this year the 
new 1995 EW structure will also 
be reviewed.

* Aircrew undertaking EW 
employment.

* Cook/Stores Naval as a result of 
the amalgamation of SN/SV, plus 
review of si milar categories within 
Army and RAAF.

* FC/UWSM not included in SCRS.

* NPC/PT not included in SCRS.

* PHOT.

DNSC also expects to commence late 
this year reviewing the decisions and 
pay levels provided by the DFRT for 
TTP'92 and SCRS.



Qmt Smoking
Naval Health Circular 23/88

CPOETC S.J. BEAL from the Mobile 
Operational Technical Unit (MOTU) 
has written, 'I would like to know what 
course of action I could take to be refunded 
the cost of smokers cessation course 
completed over twelve months ago....I 
undertook the program for both personal 
and Service reasons. Having successfully 
stopped smoking for over a year now, the 
benefits to both myself and the Service are 
obvious. As far as I am aware, the RAN 
hasnopolicy regarding the reimbursement 
of such course costs.'

The Navy does have a reimbursement 
policy for successful completion of a 
'Q uit' course provided you can 
reasonably guarantee that you have 
not smoked in the workplace for 12 
months from the course completion 
date. Reimbursement is limited to 
$100.00 and can only be authorised by 
a Medical Officer in accordance with 
DGNHS Naval Health Circular 23/88 
dated 12 April 1988.

Military Compensation 
Scheme

DI(N)s PERS 9-1,64-1 and 
INDMAN 2801

Legislation for Military Compensation 
Scheme (MCS) is currently before the 
Parliament but has not been debated 
in the Senate. The MCS will enhance 
your current cover for peacetime 
service under the Safety, 
Rehabilitation and Compensation Act 
(SRCA), with regard to the unique 
nature of military service.

Once legislation is enacted, coverage 
for peacetime service to personnel who 
enlist after the enactment date, will be 
confined to the MCS.

For other personnel there are complex 
translational arrangements mainly 
based on pre or post May 1986 
enlistment (the date of enactment of 
the VEA) and those will be detailed 
later. There will, however, be no loss 
of existing entitlements.

For operational, hazardous or 
peacekeeping service personnel will 
have a choice between V EA and SRCA. 
The choice will depend on which 
benefits you wish to receive, either a 
pension or lump sum payment as 
benefits under the two Acts differ 
greatly.

Further information on the MCS will 
be provided by letter, signal or 
SEATALK article as it comes to hand.

'N o w !... That should sort out a few things 
around here!'

Cartoonist G. Larson Printed by  perm ission of Universal Press Syndicate
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Saving is 
not as 
difficult as it 
seems

Managing Your 
Money

Saving money is difficult in the best of 
times with bills to pay, school fees, 
rent or mortgage, food, shoes for the 
children, it often seems impossible. 
The most depressing thought of all is 
that savings are essential to buy all the 
things that make life better, like 
owning your own house, buying a 
reliable car, and going on a holiday.

Don't despair

Saving is not as difficult as it seems. 
The easiest way to start is with a 
budget. Just keep a little notebook 
and write down everything you 
spend. You will be surprised at the 
amount you spend on things like that 
Mars Bar at lunchtime and the drinks 
after work. Much of this money is 
really wasted when you think it could 
be buying you a holiday or going 
towards that new car.

Easy to Start

One of the easiest ways to start saving 
is to put 10 percent of your salary each 
fortnight into a separatebank account. 
For many that is only drinks and Mars 
Bar money. 10 per cent may not seem 
much but it is a start and grows 
surprisingly quickly.

Let's take Gary who earns $850 each 
fortnight after tax, DFRDB and NHBS 
health cover. When I suggested he 
begin saving 10 per cent of his earnings 
he looked at me in disbelief. During 
the next month, Gary paid close 
attention to his budget, discovering 
he spent $3.50 each day on morning 
tea alone.

By the time he added all the Mars 
Bars, drinks, donuts, etc he bought in 
a day, he was well over $6. He then 
added the money spent on 
newspapers he didn't have time to 
read and fines on unretumed videos. 
All of a sudden Gary is 5 kg lighter, 
saved more than ten per cent of his 
income and the exercise ha s been pain- 
free; well almost.

How and where do you save?

Just use your bank account initially. 
When you have built up your savings 
to $500 or more, there are many 
investment vehicles that will enable 
you to earn a greater return than your 
bank investment. There is, however, 
a greater volatility involved in these 
investments, and you will be able to 
discuss these aspects with your 
financial planner.

The Sooner You Start The Better

Most Australians aim to own property 
during their lifetime, a worthwhile 
goal, but many don't make it or make 
it too late. The sooner you start 
saving, the more chance you have of 
buying a property early and turning it 
into an excellent investment for the 
long term.

A House is a Good Investment

Many sailors don't buy property 
because of the constant moves Service 
life imposes, which shouldn't be a 
reason to avoid saving for a deposit. 
A house is an excellent investment 
whether or not you live in it. An early 
property investment will help you 
have a mortgage-free retirement, an 
excellent goal to aim towards.

Isn't it time you spoke to a financial 
planner?

This article was provided by Ray 
Carnall of Ray Carnall Financial 
Services. It is sound advice.
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Compensation for 
Victims of Crime

Increasing Level of Violence

Unfortunately the level of crimes of 
violence is increasing in society, with 
the victims often being innocent by
standers. No amount of money can 
compensate for the pain, suffering, 
and psychological and emotional 
damage which may result from violent 
crime. However, did you know when 
the offender cannot be found, or has 
no assets or is not legally accountable 
for their actions, compensation may 
be available to a victim of a violent 
crime through the various State and 
Territory Victim Compensation 
Schemes?

Coverage

You should note that whilst no 
entitlement is automatic, such matters 
as pain and suffering, personal injuries 
including mental condition, medical 
costs as well as the cost of replacing 
clothing damaged during the incident 
may be recoverable. If as a result of 
incapacity a person is unable to work 
and suffers financial loss, this may 
also be compensated. Some of these 
provisions are not necessarily 
available to Service people; for 
instance, we continue to be paid during 
periods of convalescence and medical 
and dental treatment is provided free 
of charge.

Advice Available

The amount of compensation varies 
from State to State as does the onus of 
proof. Whilst generally a Court 
hearing criminal charges may order 
the offender to pay compensation to 
the victim, a victim should always 
contact a lawyer to ascertain their 
rights. Alternatively, advice may be

obtained from the organisations in 
the following list.

NSW Victim s of Crimes 
Compensation Tribunal

02 2877154 
VIC Crimes Com pensation 
Tribunal 03 6034111
QLD Victims of Crime Association

07 252057
TAS Attorney General's 
Department

002 306653

SA Victims of Crimes Service
08 2236038

WA The Assessor of Criminal 
Injuries Compensation (Office of the 
Assessor) 09 3211656
ACT Registrar of the Supreme Court 

06 2672700 
NT Department of Law 

089 897030

Home Owner Top Up Loans
PORS Davis' good news in our last edition about 
interest rates charged by Westpac on DSHL 'top 
up' loans prompted many calls to SEAT ALK HQ.

LSWTR Taylor from CERBERUS has asked 
whether the same conditions apply to the Defence 
HomeOwner $40,000 subsidised loans. The Head 
Office of the National Australia Bank (NAB) has 
confirmed that Home Loan interest rates apply to 
the Defence HomeOwner subsidised loan and 
associated top-up loans even if the subject house 
is rented following a posting to another location.

Try to work things out with your local branch first 
but if that fails:

For N AB, call Ann Jenson at Defence HomeOwner 
Headquarters on 008-802763.

For Westpac, ask your branch to ring Steve 
Sulfaro at Westpac Head Office on (02) 2263952, 
or ring him yourself.
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Navy's 
Environmental Plan

The Directorate of Environmental Management 
- Navy recently took over from the Environment 
Project Cell and will now become a focal point 
for advice on a wide range of environmental 
issues confronting RAN Fleet units, shore 
establishments and facilities.

Just in case you need advice, the directorate is 
headed by CMDR C. Oyston and located at 
Russell Offices, A-2-29, Tel (06) 265 4877.

Two environmental manuals have been 
produced; ABR 6111 Volumes 1 & 2 and RAN 
Environm ental Policy Manual and 
Environmental Law Compliance Manual. Some 
explanation of these manuals was givenat recent 
environmental awareness seminars held around 
Australia late last year. These manuals will 
serve as environmental management tools to be 
used in all naval units. The manuals are in draft 
form and should be ready for distribution in 
late March.

What are the Policies about?

Within the Policy Manual you will discover the 
broadest range of environmental topics. Apart 
from pollution and waste management, issues 
like the protection of marine mammals and 
habitats, endangered species and even 
migratory birds are explained in the context of 
naval presence or activity.

An environmental video, already launched by 
CNS and titled 'Navy Clean, Navy Green', has 
also been produced as part of the Navy 
Environment Plan. The video highlights some 
of the very good environmental initiatives under 
way in our shore establishments and Fleet units
- from innovative energy saving measures at 
HMAS ALBATROSS and waste management 
programs in HMAS HOBART to, believe it or 
not, worm farming at HMAS WATSON! The 
video will soonbe distributed to all naval units.

A Growing Plan

The Navy Environment Plan will provide the 
basis on which Navy will be able to improve 
upon its already good environm ental 
performance. The Plan is new and does not 
pretend to be perfect, but it will be a much 
better Plan if all of us are environmentally 
aware. Therefore, any suggestions or 
observations you may have on ways of 
improving our environmental performance 
in the RAN will be welcome. These 
suggestions should in the first instance be 
addressed to your Commanding Officer who, 
depending on the issue, may refer them for 
further consideration to the new Directorate 
of Environmental Management - Navy.

HECS Debt

Some people will be wondering why their 
spouses received a Minute in the post last 
January, explaining the changes to the Higher 
Education Charge System (HECS), and what 
to do if you have a HECS debt.

The Ministerial decision to change how we 
deal with HECS was made late in 1993, and a 
very tight deadline given to implement the 
system. Directorate of Training and Education 
Policy - Navy (DTEP-N) im m ediately 
implemented a program to inform people 
with a HECS debt what their responsibilities 
were.

Despite these efforts, it became apparent in 
January that some members were still not 
aware of the requirement and stood to lose a 
considerable sum of money. Accordingly, 
DTEP-N elected to send a Minute with the 
January edition of SEATALK, however 
distribution of this edition was postponed at 
short notice and so, in view of the tight 
deadline, the HECS Minute had to be sent out 
alone.

Readers might like to know that Navy Office 
did have numerous positive responses as a 
result of the HECS Minute, and that it therefore 
served its purpose well.
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Single ftccomnwdatioti 
ftsfore - ‘The *Big Picture
PO Jeppesen of HARMAN believes that he 
found a slight error in the article on single 
accommodation, he writes,

'It was with great amusement that I read the article 
on page 21 of the Christmas edition on single 
accommodation, as I presently reside in the Senior 
Sailors' accommodation at HMAS HARMAN.

The article lists the accommodation at HARMAN 
for SS as 'relatively new, 52 refurbished single 
cabins'. I fail to understand how a building that 
was opened by the Princess Alexandria of Kent in 
1959, and has had no major reconstruction since, 
can be classed as relatively new?

The building in question, the SS block, was the 
WRANS Quarters until 1987 when some 
(relatively) minor internal refurbishment to single 
cabins took place before the SS moved in, sections of 
the carpet appear to have been in place when Princess 
Alexandria trod the exalted floors.

The cabins remain as small airless boxes with a 
fixed bed base (with ill fitting mattress), a small 
fixed desk, badly designed wardrobes of insufficient 
size with 12 cabins (only) having the luxury of a 
small sink and running water. The cabins are hot 
and stuffy in summer, cold and stuffy in winter, 
with insufficient powerpoints that have been placed 
so they are virtually useless without extension 
cords snaking around the cabin. The combined 
heads and showers remain unchanged from the 
days of the WRANS,anda laundry with 4 washing 
machines for the entire building.

The SS use the JS galley, a charming stroll across 
half the depot in the cold and rain, with the only 
allowance for SS being a small separate dining room 
(seating 24 only, for accommodation that houses 
52) off the L shaped galley.

In the 14 months I have resided at HMAS 
HARMAN the only changes to the SS block have 
been replacement of ripped and moth-eaten curtains. 
The huge structural cracks in the walls and ceilings 
remain as does rotting woodwork, ancient carpet 
and the choice of open carparks between one that 
floods (only when it rains of course) or the one under 
the gum trees (wonderful for the paint work).

The SS accommodation at HMAS HARMAN 
remains a very poor cousin to the Wardroom and JS, 
but it was with interest that I read that the Wardroom 
and JS have planned new accommodation being 
built. Does this mean that the SS will again get a 
cast off old JS or Wardroom block in order to call the 
SS accommodation relatively new, again?

SEATALK has been advised that the building 
in question was extensively renovated in 1987 
when it was converted to Senior Sailor 
accommodation. The existing four berth cabins 
were divided in two and made single berth 
which exceed current Scales and Standards 
(although only slightly). The renovation 
included such things as new carpet, a complete 
refit of the heads and showers and a full internal 
paint. Given the extent of the renovation and 
the fact that it was completed only six years 
ago the description given in SEATALK 4/94 is 
considered justified.

In regard to the other matters, SEATALK 
suggests that they be raised through the 
Divisional System for resolution at the local 
level. There is an ongoing plan for further 
Major and Minor works in all establishments 
and it is possible that some of the other points 
raised could be included in those plans if they 
were considered of higher priority than items 
that may already be on the plan. In any case it 
is always worthwhile alerting your CO to any 
concern you may have so that he or she can do 
something about it or at least tell you why he
cannot.
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