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My several gratuitous remarks 
relating to subm arines and 
subm ariners in the last edition 
attracted a criticism. I wish to 
assure everybody that no offence 
was intended and that I have the 
greatest respect for all submariners 
and the job that they do.
Uniforms has been a very popular 
topic of d iscussion with many 
people expressing very strong 
view s about various aspects 
particu larly  Square Rig. 
Regrettably, only 384 people have 
so far actually sent in a Stitch This 
form with a suggestion or criticism, 
that is out of a total Navy 
population of about 15,000. What 
happened to all those people who 
so often say to the PLT '...why don't 
the people in Canberra ever ask us

at the sharp end what we think? Is 
it apathy? Does it matter?
The number at the top of this page 
is the International Standard Serial 
Number (ISSN), which indicates 
that SEATALK is now registered 
w ith the N ational Library of 
Australia. So if you ever lose your 
copy you can always drop into the 
National Library for a quick read.
You will all remember that excellent 
article on the SWIM Line in the last 
edition, but who can remember the 
phone number - it is 1-800- 064957, 
if family or friends want up to date 
info on a deployed ship's activities.
Finally, several people have asked 
that we include the names of the 
people who appear in the cover 
photograph and the PHOT who 
took the shot. Regrettably, that is 
not possible because the photos are 
sim ply drawn from the many 
general 'PR' slides at the Navy 
Photographic Unit in Sydney and 
such detail is not available.
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ACPERS-91

Since the last edition of SEATALK I 
have had the chance to visit Cairns, 
Darwin and Adelaide. I have 
enjoyed the opportunity to talk to 
some naval people in these areas 
and discuss personnel issues with 
them. The most striking impression 
I have gained is an affirmation of the 
quality of our people and the very 
good job that they are doing in such 
a wide variety of circumstances. I 
have also noticed that many 
advances have been made in areas 
such as accommodation and 
personal services. Invariably some 
glitches do occur but overall there is 
a lot for which we can all be proud 
and a steady improvement on what 
was available a few years ago.
The past quarter has been very 
active in the personnel area. A lot 
of effort has been expended in 
examining the submarine arm and 
its manpower issues and how we 
can improve the life of the 
submariner and his family. CAPT 
Bill Dovers and a small team 
produced a very thorough review 
which was considered by CNS and 
his Advisory Committee in mid 
August. The key results are that a 
retention bonus will not be pursued 
further but a comprehensive 
strategy will be put in place to ease 
the current pressures on submarine 
manpower. More details are 
provided in an article in this edition. 
On 25 August the findings of the 
Senate Committee’s investigation

into Sexual Harassment in the ADF 
were tabled in Parliament and 
included 42 recommendations or 
actions that need to be taken. The 
Committee was critical of some 
preparations made by Navy in 
preparing for women serving at sea 
but was very supportive of recent 
developments and the Good 
Working Relationships Project. The 
recommendations will be 
thoroughly examined and Navy has 
to report back tothe Government of 
the actions being taken by 
November 1994.
Another significant activity is an 
initiative to develop a Naval 
Manpower Strategy to 2010 (NMS 
2010). An often heard complaint 
that there is a major disconnect 
between the manpower planners 
and the operators - Navy is asked to 
do more with fewer people. The 
whole issue is very complex with 
many competing pressures placed 
on manpower and a wide range of 
influences from the general 
Australian society. CAPT Russ 
Shalders is heading a small team 
that will start to address some of 
these issues and produce the first 
part of a long term manpower 
strategy before the end of 1994.
I hope you enjoy this issue of 
SEATALK and please submit a 
contribution to the Editor if there is 
a matter you would like to raise.

My !'Best Regards

Chris 0?(enSou[d

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



‘Brilliant

Manpower

Recent PLT feedback has 
highlighted that there may be some 
misunderstandings about the way 
manpower planning is conducted in 
Navy Office and it is hoped that this 
article may go some way to 
overcoming those misconceptions.
At the outset, it must be stated that 
even if manpower planning did not 
involve human behaviour, it would 
still be a complicated business! To 
add the human element to anything 
is to invite unpredictability and it is 
with a very deep understanding of, 
and empathy for the human issues 
that m anpower planning is 
conducted in DNMP. The 
directorate is staffed m ainly by 
Navy people and there is a good mix 
of ranks, branches, specialisations 
and sea/shore experience amongst 
them.
M anpower planners fully 
understand that there is a shortage 
of trained people in some branches 
and categories in the Fleet. The 
Navy is undergoing rapid change in 
capital equipm ent, sk illing and 
manpower profiles and these 
changes have a personnel cost, 
which at the end of the day, falls 
principally on the people involved. 
As a result of the Force Structure 
Review, which was conducted in 
1991, Navy was required to rapidly 
downsize in order to achieve the 
new, lower manpower ceiling that 
was imposed. There were two ways 
we could have gone about this; one

was to in itiate a redundancy 
program  and the other was to 
reduce recruiting. For a lot of very 
good reasons, Navy chose not to go 
down the redundancy path but to 
reduce recru iting , specifically  
targeting those categories that were 
likely to be most affected by the 
Commercial Support Program.
Reduced recruiting meant that the 
number of people required in the 
Trained Force (Navy comprises two 
parts, that which is Trained and that 
which is under Training) would not 
be fully achieved because wastage 
would continue even after the the 
new, lower manpower ceiling had 
been reached. On top of this it 
would take some time before the 
replacement trainees being entered 
would mature into the Trained Force 
(eg the Fleet). And this is essentially 
the situation we find ourselves in 
today.
We are a little further below the line 
than we thought we would be and 
certainly further below than we 
would like to be, however there is at 
least one factor that the manpower 
planners cannot control and that is 
wastage. At the moment wastage is 
a little over 12% where last financial 
year (when plans for this year had to 
be made) the manpower planners 
anticipated only 11.5%. With the 
best will in the world and even with 
the best com puter based tools 
available, it is near impossible to 
anticipate when someone will leave 
the Service, since that is a personal 
choice and therefore influenced by 
many factors such as the state of the 
economy, employability, housing 
affordability, business confidence 
and so on.
When it became apparent that the 
actual wastage figures were higher 
than anticipated, recruiting targets 
were maximised to grow the Trained



Force back to the size it needs to be 
so that sea/shore ratios are 
maintained and there are enough 
people available to meet all of our 
commitments. Growing the trained 
force is exactly that and it takes time. 
The 'average' sailor takes one year 
to grow and the 'average' officer 
takes four years - just to get into the 
Fleet.
In summary then, regardless of how 
bad the shortages may look 'at the 
coalface', alignment training won’t 
last forever and the cavalry is on the 
way so the shortages should 
gradually disappear. If all goes 
according to plan, the trained force 
should be back to 'normal' by the 
end of 1996.

Promotions

The RAN prom otion system  for 
sailors up to the rank of Chief Petty 
O fficer (CPO) is a m erit based 
system, with the order of merit being 
determined by averaging specific 
numbers of PERSls.To achieve this, 
each PERS1 is converted into a 
numeric score to enable a number of 
past and present reports to be 
averaged, this process of averaging 
scores is known as the: Moving 
Average Total (MAT). For 
prom otion to LS, the MAT is 
calculated by the average of the last 
four reports, and for promotion to 
PO and CPO, the MAT is calculated 
by the average of the last eight 
reports. Should a sailor not have 
received the required number of 
fully assessed reports, then the MAT 
is calculated utilising all reports 
available at the present rank. Where 
a sailor is unable to be reported on 
during the reporting period due to

posting or training, etc and the sailor 
receives a succession of 
Employment Only reports, the score 
to count is the average of the last two 
full reports, with this score being 
subsequently adjusted by the next 
two full, assessed reports.
The follow ing is a step by step 
account of how prom otions are 
determined, using the Engineering/ 
Electrical Promotion List effective 
1 Oct 94 to 31 Mar 95 as an example:
. JUNE 94 - PERS1 report of 

31 May 94 computer scanned 
and its score added to 
individuals reporting history to 
enable calcu lation  of a new 
moving average total (MAT).
JULY94 - Sailors who will attain 
the required seniority by the 
effective date of the new 
promotion list, and who have 
com pleted any outstanding 
prom otion qualifications for 
which they are responsible, eg 
M achinery W atchkeeping 
C ertificates (MWCs), Engine 
Room Watchkeeping Certificates 
(EWCs), Auxiliary Machinery 
Operating Certificate (AMOC) 
Com petency Logs before the 
qualification cut off date of 31 
May 94, are identified  for 
inclusion on the Oct 94 
Promotion List.
AUGUST 94 - Sailors who will 
attain the required seniority by 
the date of the new promotion 
list and who are scheduled to 
com plete prom otion
prerequisite courses, for which 
they are posted, before the cut off 
date of 31 Oct 94, are identified 
for inclusion on the Oct 94 
Promotion List.
AUGUST 94 - The existing 
prom otion list together with 
newly qualified people are 
arranged in MAT score order.



SEPTEMBER 94 - Promotion 
categoriesA, B or C are allocated 
according to known vacancies 
during the life of the new 
promotion list.
SEPTEMBER 94 - StatusAdvice 
Notes (SANs) are compiled and 
dispatched to HMA Ships and 
Establishments.
OCTOBER 94 - Subject to 
vacancies, first promotions are 
authorised by DSCM from the 
new promotion list.

Cut off dates for all types of 
promotion qualifications are inABR 
10, Paragraph 232.
With the significant changes to 
sailors' categories arising from 
TTP92 and SCRS, many sailors are 
now competing for promotion on 
new promotion lists which reflect 
the new categories under TTP92 and 
SCRS. Generally, the restructuring 
of sailors' categories has not resulted 
in any significant disadvantage to 
promotion prospects or promotion 
throughput. Any comparison of 
promotion numbers before and after 
TTP92 and SCRS implementation 
shows that prom otion num bers 
have not markedly altered.
Although promotion numbers in 
seaman categories have remained 
mostly constant, those sailors who 
previously belonged to smaller pre 
SCRS categories now have the 
opportunity to compete for a greater 
number of billets in the higher rank 
by virtue of those categories being 
amalgamated into larger post SCRS 
seaman categories.
Historically, reporting trends vary 
from category to category. Hence, 
with the amalgamation of seaman 
categories into SCRS categories for 
a short period there will be some 
disparity  betw een the MATs of 
people from different pre SCRS

categories, who now appear on the 
same prom otion list. This 
phenomenon is unavoidable and 
will cure itself as the number of 
sailors who have completed 'cross 
training' to the new SCRS category 
increases. In the interim , the 
opportunity  for sailors to be 
disadvantaged for promotion by 
appearing on com bined SCRS 
prom otion lists is reduced by 
DSCM's ability to, where necessary, 
'stream' promotions based upon pre 
SCRS categories.

What are Billet 
Prerequisites?

DI(N) PERS 43-12
Most billets in the RAN for officers 
and sailors have billet prerequisites. 
But what are they and what do they 
achieve? A billet prerequisite is a 
requirement for a person to have a 
unique skill or qu alification  
applicable to that billet. However, 
this should not be confused with 
qualifications or skills associated 
with rank, for example the basic 
Cooks' course is associated with 
being a Cook and is a requirement 
for promotion while an equipment 
course would be required for a 
particular billet only.
In the past it was common practice 
for ships to write direct to the 
D irectorate of Naval M anning 
Policy to suggest that a particular 
course should be added to a billet as 
a prerequisite. Over the years this 
caused im balance in the 
prerequisites of billets across ships 
of one class. It is reasonable to



expect that the prerequisites for a 
greenie (electrician) in one Guided 
Missile Destroyer (DDG) should be 
the same for a greenie in another 
DDG, in the same billet.
The Sailors' B illet Prerequisite 
Review commenced in Oct 92 with 
the aim of standardising  bille t 
prerequisites both ashore and afloat. 
All ships and establishm ents 
submitted a 'wish list' of what they 
believed their billet prerequisites 
should be. A data base was then 
compiled incorporating this with 
data the Navy already had on each 
billet. This data was then submitted 
to each C ategory Sponsor for 
comment and validation before final 
validation by the D irectorate of 
Sailors C areer M anagem ent. 
D irectorate of Sailors Career 
Management then liaised with the 
Category Sponsors to settle any 
disagreement.
A standardised and validated billet 
prerequisite data base for the Navy 
now exists and a simple procedure 
has been devised to maintain it. To 
change a ship billet prerequisite you 
must submit the change through the 
Class Coordinator who will then 
forw ard it on to the M aritim e 
Commander Australia for comment 
and forw arding to the category 
sponsor and Flag O fficer Naval 
Training Command before it is 
subm itted to D irector of Naval 
Manning Policy for approval and 
implementation.
As no two establishments are the 
sam e, standardisation  is not 
necessary. Establishments should 
forward their request through Flag 
Officer Naval Support Command 
for comment and forwarding to the 
Category Sponsor and Flag Officer 
Naval Training Command before it 
is submitted to the Director of Naval 
Manning Policy for approval and

implementation. The process may 
sound longwinded but by following 
these steps it will ensure that billet 
prerequisites are kept relevant and 
not get out of hand as they did in the 
past.
Not all b ille ts need b ille t 
prerequisites for the incumbent to be 
able to perform  the duties and 
functions of that b illet. B illet 
prerequisites are only required if 
there is a justifiable need for that skill 
or qualification. In this way the cost 
of unnecessary train ing can be 
avoided and the num ber of 
personnel made ineffective while 
under-training, is minimised.
How do you find out who your 
category sponsor is? There is a list 
of Category Sponsors in DI(N) PERS 
43-12, Annex A.
A revised DI(N) ADMIN 4-3 which 
will reflect the changes to Ad Hoc 
C om plem ent Subm issions, 
including billet prerequisites, will be 
issued in the latter half of 1994.

Midway through the e^am, Mien putts out 
bigger Brain.

Cartoonist G. Larson Prined by perm ission by Universal Press Syndicate



‘Rgviezus, H(£zHezirs

PO I.V.A. Review of no fixed address 
has written 'I read with interest the last 
SEATALK, but was alarmed at the fact 

| that on every second page a word kept 
repeating itself. REVIEW. I f it was 
not uniforms being reviewed , it was 
Fam ily Support Service Review or 
MW OF Review  and even our 
wonderful Divisional System is under 
review.
The cost involved in all these reviews 
has me amazed. We are all told to do 
more with less, but I would like to know 
out of the 15,000 odd in the RAN, how 
many people are:

solely working on a review of some
sort;
the numbers involved on a part time
basis (ie dual hatted); and
the average manhours per review.

I am not saying that reviews are a bad 
thing, how ever it appears that the 
'Canberra click' are always members of 
these reviews. Why not use people in 
M aritim e H eadquarters A ustralia  
(MHQ) or Stirling, who could then 
report back to the 'Big House' in 
Canberra periodically?
I believe our reviews need to be reviewed 
as to who is on the reviewing teams, 
where the reviewing teams come from 
and who reviews these reviews when 
com pleted. M aybe this could be 
another review?'
What can I say, you've discovered 
our gravy train. In many cases the 
'Canberra Clique' involved in 
reviews simply add the time onto 
their day job; what heroes, but quite 
often people selected are between 
postings. This could be posting 
from sea or to sea so there is a 
diversity  of experience and 
generally people are selected for 
their suitability to the task.

Weight Standard
vs

Promotion

ABR 10 Paragraph 242, DI(N) PERS 
31-24
DEFNAV CANBERRA signal 
010451Z DEC 93
A M edical sailor from address 
withheld has asked ‘As one o f the 
m edical sa ilors at sea , I have had 
personnel from various ranks (senior 
and junior sailors) complain to me and 
I have noted m yself that the rules 
applying to weight standard  3 still 
appear not to be applied equitably and 
perhaps unfairly between officers and 
sailors.
An example of this is an officer onboard 
was recently promoted whilst being on 
WS3, which he/she has been on for some 
LARGE amount of time (over 10 years) 
and yet a LS onboard who is competitive 
for promotion was denied a prerequisite 
promotional course due to also being 
WS3. General conversation with other 
medical sailors elsewhere also receives 
similar comment.'
ABR 10 clearly states that personnel 
categorised  W eight Standard 3 
(WS3) are ineligible for promotion.
Sailors
D irectorate of Sailors Career 
M anagem ent (DSCM) releases a 
monthly promotion authorisation 
message which carries the caveat 
'DSCM is to be advised if personnel 
are allocated WS3' this is considered 
necessary to ensure that advice, with 
respect to WS3, remains current for 
people authorised for promotion 
prerequisite courses. Since this 
policy was introduced DSCM has



had to rescind a num ber of 
prom otion au thorisations and 
course selections.
Officers
O fficers may be provisionally  
selected for promotion while WS3, 
but in such cases, the officer is 
required to attain WS1 or 2 prior to 
actual promotion.
In the past, officers who have been 
WS3 may have been promoted if 
D irectorate of N aval O fficers 
Postings (DNOP) was not notified 
that the officer failed to meet the 
criteria for weight. To avoid such 
situations in the future, DNOP now 
writes to the Commanding Officers 
of all officers selected for promotion 
to LCDR, CMDR and CAPT. 
Commanding Officers are required 
to confirm  that the officers 
concerned are m edically fit and 
comply with the appropriate weight 
standard. Officers who do not meet 
the standard will not have their 
selection confirmed.

Transferring to the 
Ready Reserve

Perm anent N aval Forces (PNF) 
people should now be aware that the 
Federal Governm ent's increased 
emphasis on the use of Reserves to 
contribute to the effectiveness of the 
force-in-being has m eant that 
everybody considering resigning 
from the PNF should seriously  
consider transferring to the Ready 
Reserve or at least the General or

Standby Reserve. While you may be 
leaving the Service to allow yourself 
more time at home and feel as if you 
never want to go to sea again, 
rem em ber that circum stances 
change. You should always keep 
your options open.
It is in your own interest to consider 
transferring  to one of the three 
categories listed above, particularly 
if you are leaving the Service and do 
not have a job lined up or are 
contemplating being self-employed. 
It will cost you nothing to join the 
Ready Reserve and if you are unable 
to meet your commitment, the Navy 
u nderstands that civ ilian  
circum stances will d ictate your 
availability, thus if you continue to 
be unable to make your required 
days attendance, you will simply be 
rem oved from the Naval Ready 
Reserve (NRR) and if agreeable 
placed on the General Reserve list. 
The important thing to remember is 
that the Navy w ill not fine or 
imprison you if for some reason you 
cannot meet your commitments to 
the NRR.
The NRR is for service with Fleet 
units or Fleet Interm ediate 
M aintenance A ctivity  (FIM A); 
General Reserve people serve in 
Training and Support billets. Some 
of the benefits and obligations of the 
NRR scheme are:

pay is approx 80% of PNF 
equivalent rank and 
pay is tax free
50 days or more part-time service 
for a minimum of 2 years 
$1500 tax free on completion of 
each year
transfer to General or Standby 
Reserve is at your request.

Keep your options open and 
consider transfer to the Reserve 
before you resign from the PNF.
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Compulsory 
Retirement Ages

Rear Adm iral Hunt, the Naval 
Support Commander has written,
'During my recent inspection  o f 
HMAS CRESWELL, I was approached 
by several members interested to know 
whether rules regarding Compulsory 
R etiring Age are likely  to change 
because o f discrim ination laws. I 
wonder if it would be w orthw hile  
putting an article in the next issue of 
SEATALK to allay  som e o f their 
concerns.'
Developments in the discrimination 
law have caused speculation about 
their effect on com pulsory 
retirement requirements.
The relevant laws are the Human 
Rights and Equal O pportunities 
Commission Act (HREOCA) and 
the Industrial Relations Reform Act 
(IRA).
The HREOCA prevents any 
distinction, exclusion or preference 
on the grounds of age which has the 
effect of nullifying or im pairing 
equality of treatment or opportunity 
in employment or occupation.
The IRA provides that an employer 
must not terminate an employees' 
em ploym ent by reason of age, 
unless being a particular age is an 
inherent requirement of a particular 
job. However, m em bers of the 
Australian Defence Force (ADF) 
appear to be specifically exempted 
from the provisions of the IRA. 
Indeed, it is doubtful if either Act 
affects the provisions for 
compulsory retirement of members 
of the RAN made pursuant to the 
Naval Defence Act.

Nevertheless, careful consideration 
will be given to the issue and an 
interdepartmental working group 
has been formed at Headquarters 
ADF level to investigate, on a Tri- 
Service basis, age discrimination at 
all levels, including recruitment, in- 
service transfers and retirement.
Due to the unique requirements of 
serving in the ADF there are many 
arguments in favour of compulsory 
retiring ages, not the least of which 
is providing opportunities for 
advancem ent and m aintaining 
operational effectiveness.
The w orking group does not 
anticipate that current ADF policies 
in relation to ages for recruiting and 
retirement will be altered, if at all, 
within the next 12 months.

Sea Time

The follow ing is an extract of a 
report to ACPERS-N on questions 
he was asked during his recent visit 
to Cairns and Darwin. 'A common 
complaint was the amount of time spent 
at sea and back-to-back postings at sea 
folloiuing promotion. Is it policy for  
sailors to forego a shore promotion and 
for their sea time credits to be reduced 
to zero? '
It is not the Directorate of Sailors’ 
Career M anagem ent policy for 
sailors to forego their shore service 
on promotion to their next higher 
rank, nor is it policy for sa ilor's  
service to be reduced to zero as a 
result of their promotion. A back- 
to-back posting at sea may occur if 
a sailor is identified for promotion 
whilst at sea and after promotion 
still 'owes' the remainder of his or 
her sea service. Likewise, if a sailor 
identified  for prom otion w hilst



ashore, will remain ashore until he 
or she is next due sea service. A 
sailor's forego status (either to sea or 
to shore) may effect back-to-back 
sea postings. Promotion will not 
autom atically  alter your forego 
status, only a new PE42 will do that.

Your Category 
Sponsor

DI(N) PERS 43-12
The PLT has often been asked - 
'who is my category sponsor?'
Each category in the Navy is 
sponsored by a Directorate which is 
responsible for initiating proposals 
for the development and revision of 
appropriate trade structure, 
qualification, standards and course 
objectives. These responsibilities 
include:

advising on the correct and 
effective employment of sailors 
in their sponsored category;
form ulating plans and 
proposals to develop the 
category to meet changes in 
technology, organisation and 
Navy requirements; and
providing specialist advice to 
ACPERS-N on; trade
specifications, technology 
levels, career planning, modes 
of entry, safety and education 
standards.

Sponsorship of a category does not 
confer on the sponsor any special 
authority  for executive action 
affecting that category, but rather 
responsibility to initiate and staff 
matters such as those listed above,

to and through the appropriate 
Personnel channels.
The annex to the reference has a 
comprehensive list of all categories 
and their sponsors.

Officer Career 
Management Survey

The Directorate of Naval Officers 
Postings (DNOP) recently  
conducted a survey of all officers, of 
Captain rank and below, of their 
perceptions and expectations for 
career management. About 60% of 
Permanent Naval Force officers and 
40% of Australian Naval Reserve 
officers responded to the survey.
Some m ight think DNOP was 
courageous to ask officers what 
they thought of the way their 
careers are managed! However, the 
responses showed that in fact most 
people recognised the limited 'sea 
room ' enjoyed by DNOP when 
manoeuvring postings. Most were 
satisfied  with the job done by 
DNOP though most also wanted 
more inform ation regarding 
alternative options available.
The results were considered 
extensively within DNOP and a 
number of initiatives developed. 
Some of these include improving 
career m anagem ent education, 
im proving the availab ility  of 
relevant career information, specific 
changes to appraisal management, 
and some internal changes to 
processes within the Directorate. 
Full details of the results and the 
subsequent initiatives developed 
have been forwarded to each officer, 
and are also available at ships' 
offices.



Conditions o f 
Service

(Render V'feurosis ?

SURG LCDR D. W. M cK enzie, 
recently returned from 'up top', has 
written, " I  feel inclined to express my 
observations as Perm anent N aval 

\ members, fearful of jeopardising career, 
are reluctant to even discuss the matter 
except in hushed tones amongst friends.
There appears to be a slow but inevitable 
shift o f Navy gender aw areness to 
gender neurosis, such that the slightest 
dissatisfaction expressed by a fem ale 
sailor (especially if tears are shed) evokes 
an excessive sympathy response from 
senior sa ilors/o fficers, lest they be 
accused of discriminatory behaviour or 
lack o f sym pathy. A sim ilar  
performance by a male sailor may elicit 
a less concerned response, more likely a 
'Stop woozing on'.
Whether one admits it or not there can 
never be a com pletely  unbiased, 
im partial management o f male and 
female sailors while living together. For 
as long as men are men there will always 
be an inherently instinctive tendency 
for men to be more protective o f and 
empathic (understanding) towards 
women.
Attempting to legislate against sexual 
differences is to deny the law of nature. 
U nfortunately the more adverse  
publicity the Navy receives in the lay 
press, from headline seeking editors not 
interested in a balanced presentation of 
the facts, then the more the Navy will 
be coerced by the 'sacred' dictates of the 
... affirm ative action lobby residing 
comfortably in Canberra.'
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The Good Working Relationships 
Project (GWR) in itiated  a 
comprehensive program of change 
to recognise, value and manage 
diversity in the Navy's workforce 
and m inim ise inappropriate 
workplace attitudes and behaviours 

including all form s of 
d iscrim ination , harassm ent, 
fraternisation and anything else 
w hich underm ines cohesion, 
discipline, command relationships 
and operational effectiveness in the 
work unit. W hilst m ost of the 
measures have been implemented 
reasonably quickly, the strategy is 
aimed at achieving cultural change 
and thus significant improvements 
in Navy w ide attitudes and 
behaviour may not be seen for a 
number of years.
The strategy is to create a worklife 
quality and environm ent within 
Navy w hich provides every 
individual with an opportunity to 
develop, participate and contribute 
to the best of their ability.
The GWR C ell recognises that 
significant attention has been placed 
on wom en w ithin the Navy, 
however the intention is to educate 
and work tow ards a more 
harmonious working environment 
where every member is of equal 
im portance. Treating people as 
equals does not mean treating them 
as identical. D iversity  and 
recognition of difference is part of 
the strategy. It is also tasked with 
assisting all members in coming to 
terms with the dramatic change in 
culture.
Some people may think the extra 
effort is unnecessary and that 'if we 
did not have women and 
homosexuals in the Navy we would 
not need to change'. The simple fact 
is that as society changes so does the 
Navy and we need an action plan to



cope w ith all changes, not just 
gender directed changes.
O peration Lifeguard is a 
confidential to ll-free telephone 
service that provides an information 
and referral service to any naval 
person who considers he or she has 
been subjected to, accused of, or 
w itness to any form of 
discrimination or harassment. It is 
NOT Big Brother tracking 
everything and everyone. It is 
simply an information and referral 
service for all people, including 
those supervisors who may be 
confused with how to react when 
dealing with certain problems. If 
you are concerned about how your 
disciplining behaviour is going to be 
perceived then you can use 
LIFEGUARD to talk this over, or find 
other options. LIFEGUARD has 
already received such calls from 
supervisors.

Vehicle Allowance 
or Air Fare ?

INDMAN 2001 
(Determination 0402)

CPOUCSM S. A. Wood of COLLINS 
has asked, in reference to a PLT 
presentation , ' As with your 
presentation, primary mode for removal 
is Private Motor Vehicle (PMV). But 
when moving from Sydney to Adelaide 
Jan 93 calculations were made on cost 
o f Travel A llow ance and 
Accommodation as against Airfare and 
Freight, the lesser of the two were paid 
to me for driving. The difference of 
amounts was in the vicinity o f $500.
I f the primary method o f removal is 
PMV should we not be paid the amount 
related to the travel undertaken.'

The question seeks the rationale 
behind the payment of the lesser of 
Vehicle A llow ance (VA) and 
Travelling Allowance (TA) against 
Air Fare and PMV Freight when 
calculating removal allowances. 
The allowances currently payable 
are designed to assist in the 
economical transport of a member, 
dependants and PMV from one 
posting to another. It is not the 
intention that a m em ber should 
make a profit from such travel nor is 
it the intention that he or she should 
be out of pocket. In cases where a 
member is out of pocket then he or 
she may subm it a claim  to have 
allow ances payable increased to 
cover those out of pocket expenses.
Earlier this year, the Department of 
Industrial Relations was working on 
a revision of Determination 0402 
(INDMAN articles are supposed to 
be sim plified versions of these) 
regarding full payment of VA/TAto 
members required to drive their own 
vehicles on removal. Hastening 
action has been taken to determine 
the status of this action but no 
further information has yet been 
forthcoming.

Cartoonist G. Larson Printed by Permission by Universal Press Sydnicate
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Removal Entitlements
(So you think you know them!)

INDMAN 0401, 0402, 0505, 1501- 
2103
As you will appreciate, the 
application of removal entitlements 
can be a complicated issue because 
people have different requirements 
and personal circum stances to 
consider.
It may be useful to discuss some 
basic rem oval entitlem ents 
beginning with an explanation of the 
effect different posting types have on 
our removal entitlements.
There are 3 main posting types in the 
Navy. These are referred to as:

T billet (temporary) - less than 6
months
S billet (short) - 6 to 12 months
N billet (normal) -1 2  month or
more 

T Billet
T bille t postings and loan 
movements do not attract a removal 
entitlement. In the majority of cases 
people are posted for these periods 
to complete a course or special duty 
and they usually return to their 
parent ship or establishm ent on 
completion.
Having said that, if single people 
living in Service accommodation are 
required to vacate their cabin for the 
duration of their absence, and there 
are no su itable secure storage 
facilities available onboard, the 
removal regulations provide an 
entitlement to store cabin effects at 
Commonwealth expense. If you are 
in receipt of Living Out Allowance

(LOA) you may be given the option 
of retaining your accommodation or 
if the posting was long enough you 
could elect to move out and have 
your furniture and effects placed in 
store.
Married people posted T billet or 
loaned for short periods would 
norm ally leave their fam ily and 
effects in their residence in the old 
locality, and 'live in' at the new 
locality. Under these circumstances 
they may be entitled  to receive 
SeparationAllowance and would be 
exempt from paying rations and 
quarters charges.
S Billet
For single people, an S billet posting 
attracts an entitlement to remove 
your cabin effects, Private Motor 
Vehicle and towable items to the new 
locality of posting.
For married people, it attracts an 
entitlement to remove your family 
and effects, excluding furniture, to 
the new posting locality. Your 
furniture is placed in store at 
Commonwealth expense in the old 
locality, and you would normally 
occupy furnished accommodation 
in the new locality. However, if there 
is no furnished accom m odation 
available, your removal approval 
will normally be extended to include 
the transfer of your furniture to your 
new locality.
Alternatively, on an S billet posting 
married people may elect to leave 
their family in the old locality and 
proceed on posting unaccompanied. 
If a removal is not effected then 
rations and quarters charges are 
waived and you are paid Separation 
Allowance.
N Billet
This is the most common type of 
posting and indicates that under 
norm al circum stances you can



expect to spend a minimum of 12 
months in the new posting locality, 
however most N billet postings are 
for two to three years.
An N billet posting attracts a full 
removal entitlement, which in the 
case Of a single 'live in ' person 
entitles you to remove your cabin 
effects to the new locality. The same 
rules generally apply to people in 
receipt of LOA.
Storage of effects may also be 
involved. If you were posting to sea 
you may have some items which 
you cannot remove onboard the 
ship. For example, you may have a 
bookcase or small refrigerator which 
you need to store.
For m arried people, an N bille t 
posting ashore entitles you to 
remove your furniture and effects to 
the new posting locality. 
'M arried ies' posted to sea are 
entitled to a removal to their home 
port, the ship's home port or the 
ship's refit port. This can become 
quite a complex issue so you should 
seek further advice from your Ships 
Office.
Private Motor Vehicles (S and N 
Billet Only)
Single people are normally entitled 
to remove one private motor vehicle 
and two towable items on S and N 
billet posting.
Married people can remove up to 
two private motor vehicles and two 
towable items.
You are normally expected to drive 
your car on removal, however the 
removal approving authority can 
give approval to freight vehicles and 
tow able item s in certain  
circumstances. For example if the 
duty travel distance between your 
posting localities is greater than 
1288 kms you can request approval

to freight. Freight could also be 
approved if there was a m edical 
problem  w hich made driving 
significant distances inappropriate. 
Removal Allowances
There are a number of allowances 
associated with removals. The main 
ones are:
Disturbance Allowance - paid to 
assist with the un-reimbursed costs 
associated with a removal, and the 
accelerated  d epreciation  of 
furniture and effects caused by 
repeated movement (removals). 
The am ount of D isturbance 
Allowance paid to married people 
varies according to the number of 
previous removals, and the number 
of fu ll-tim e student children 
involved in the removal. The rate 
paid to single people varies 
depending on the type of the 
removal. For example, LOA to Live 
In (LI) or LI to LI.
Travelling Allowance - paid to 
m eet the reasonable costs of 
accom m odation, m eals and 
incidental expenses incurred when 
a person m akes an authorised 
journey as a consequence of a 
posting. It is assessed by the 
accounts office staff, and you must 
apply for it as part of the removal 
process. Travelling Allowance is 
calculated on the anticipated length 
of your approved journey.
How do you get more information?
The most important thing is to find 
out what your removal entitlements 
are as soon as your posting is 
promulgated. Don't leave it all to the 
last m inute. Speak to your 
D ivisional O fficer and rem ovals 
staff to ascertain  what your 
entitlements are and to find out what 
you have to do to apply for your 
removal.



Discharge 
Resettlement 

Assistance

INDMAN 2903
As an em ployer, the A ustralian 
D efence Force (ADF) offers 
assistance to long term (generally 
over 20 years) and m edically 
discharged members to make the 
often difficult transition to 'civvy 
street'.
This assistance takes many forms, 
the two most im portant being 
absence of up to 20 days away from 
the w orkplace to attend form al 
courses or to undertake on-the-job 
training in a particular profession or 
industry, and leave to attend 
Resettlement Seminars. Both these 
activities are determined as duty, 
and compensation cover applies in 
the normal way.
Tri-Service resettlement seminars 
which take place over three days are 
held throughout the year in all 
capital cities and major centres such 
as Townsville. It is recommended 
that when you are contemplating 
discharge you attend a sem inar 
within the last couple of years before 
discharge and if possible attend a 
second one closer to discharge. The 
seminars are available to everyone, 
with places being offered to long 
term members before others. These 
sem inars em brace a variety  of 
subjects including superannuation, 
taxation, job seeking skills, medical 
m atters, legal m atters, and 
investment advice.
Other assistance is in the form of 
reimbursement for a professionally 
written resume, a comprehensive 
Resettlement Handbook, and short 
periods of 'time off for interviews 
and appointm ents at the

C om m onw ealth Em ploym ent 
Service (CES) and other agencies.
So! you are contem plating  
discharge, what should you do?
First up see your R esettlem ent 
Officer, there is one in every ship 
and establishment. He or she will 
interview  you, explain what is 
available, give you the Resettlement 
Handbook and all the appropriate 
forms. You should also spare some 
time to read through INDMAN 2903 
and Adm in Instruction  2903 to 
fam iliarise you rself with the 
guidelines. W hen in doubt on 
whether your choice of training fits 
the guidelines the Resettlem ent 
Officer will ring Navy Office.
Do yourself a favour. It is your 
future, and it is a tough world out 
there. Do not waste this unique 
opportunity; tailor your training to 
provide you with the best 
qu alifications to help your 
competitiveness in the job market. 
Rem em ber, the most expensive 
course available is not necessarily 
the one that will make you the most 
employable.

Exit Surveys

LSNPC M.A. White from HMAS 
DERWENT has written 'Will data be 
collected as to why people are getting 
out o f the Navy so that in the future 
management changes may be put into 
place to retain personnel ie common 
reasons found on the ship are 
commpassionate/welfare, remunertion, 
postings, branch sructure reviews, 
lifestyle.'
ACPERS-N has approved the 
development of an exit survey for 
members leaving the RAN. The 
survey is likely to be administered



by resettlement officers as part of the 
d ischarge proce'ss, and the 
Directorate of Psychology - Navy 
has been asked to take the lead in its 
development and analysis.
The content and form at of the 
survey have yet to be determined. 
M eetings w ill be held betw een 
interested directorates to identify 
these requirements. In general, 
however, the survey's aim will be to 
monitor reasons individuals give for 
leaving the RAN and it is expected 
that issues such as those raised by 
LSNPC White will be addressed, 
along with others considered 
relevant.

Long Term Posting 
Overseas Less than 12 

months

INDMAN 3701 - 3751 
If you are posted overseas for 
between six and 12 months (what 
used be called Intermediate Term 
Duty) there is no entitlement to have 
your fam ily accom pany you at 
Government expense. This means 
that any fares and accommodation 
charges incurred by you in taking 
family members overseas are your 
own responsibility.
Efforts to have Long Term Duty 
entitlem ents approved for such 
duty have not had any success but 
some assistance is available through 
the RAAF. Current RAAF policy is 
that the dependants of an ADF 
member proceeding on overseas 
duty of at least six months will be 
granted C om passionate Space 
Available Travel (COMSAT) status 
for travel on B707 overseas flights. 
There are usually five flights 
scheduled to the US and UK each

year and while the RAAF cannot be 
responsible if costs are incurred due 
to off-loading or seat unavailability, 
COMSAT status is a significant 
advantage when m aking flight 
bookings.
Bookings are to be made by signal to 
AIR FORCE OFFICE, A ttention: 
Director General Support Services - 
Air Force (DGSS-AF). See your 
C oxsw ains O ffice for more 
information.

Dog Tags

The following is in response to the 
question often asked of the PLT. 
The introduction of Personal 
Identification Tag, or 'Dog Tags', 
into service results from the Second 
Geneva C onvention, The 
International Conference of the Red 
Cross (Nov 1981), and 
Quadripartite Standard Agreement 
850 (Qstag 850). These conventions 
essentially require that military 
forces of signature nations must 
provide means of personal and 
blood group identification.
Hazard from firefighting  and 
w orking ad jacent to rotating 
machinery whilst wearing tags is 
considered minimal as the tags are 
to be worn under normal working 
rig, com bat coveralls and 
firefighting dress as applicable. 
The potential to save life via blood 
transfusion and to ease fam ily 
anxiety  and adm inistrative 
procedure in tim es of conflict 
ju stifies  the w ell considered 
decision to 'Dog Tags'.
Look at it this way, now you don't 
have to waste m oney on those 
expensive gold chains. Contact is 
LCDR N.R. Galletly (02) 563 4912.
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Maternity & Paternity 
Leave

INDMAN 2604, 2608 Paragraph 10 
This is absolutely, positively the last 
time we 'do' this topic for at least a 
year. The application of Maternity 
and Paternity Leave is a complex 
area. Here are the basics, but 
remember you must consult your 
Divisional Staff and the INDMAN 
when considering your options.
Maternity Leave
Generally a Service woman who is 
pregnant is entitled to apply for 52 
weeks leave from duty in respect of 
pregnancy and child birth. This 
leave usually  com prises 
Recreational Leave, A dvanced 
Recreational Leave, Long Service 
Leave (if applicable ), Leave 
Without Pay (LWOP) and Maternity 
Leave. The M aternity  Leave 
component provides an entitlement 
for a maximum period of 12 weeks 
paid leave. For the remainder of 
the leave period the member may, 
at her discretion, use the other 
com ponents m entioned. The 
commencement date of Maternity 
Leave can vary depending on 
individual circum stances. For 
example, the member may wish to 
commence her M aternity Leave 
prior to the estimated date of birth 
or, if certified medically fit to do so, 
she may work up to the date of birth 
and commence M aternity Leave 
from that date. Alternatively, she 
may wish to split her entitlement 
and take a period of her Maternity 
Leave before and after the birth. 
The return to duty date is also a
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matter for the individual to decide. 
She may elect to return to duty 
follow ing the 12 w eeks paid 
Maternity Leave provided the baby 
is at least six weeks old or if not, a 
medical practitioner has certified 
that it is appropriate for her to do 
so. Alternatively, she may decide 
to take more leave and use one or 
a combination of the other leave 
com ponents provided the total 
absence does not exceed 52 weeks. 
Promotion Eligibility Whilst On 
M aternity  Leave (ABR 10 
paragraph 237)
People who proceed on Maternity 
Leave w ill rem ain elig ible for 
prom otion during periods of 
R ecreational Leave, M aternity 
Leave and Long Service Leave. 
However, they will be ineligible for 
promotion during any period of 
LWOP associated with Maternity 
Leave. Should you be identified 
for promotion during an eligible 
period, as stated above, the 
promotion will be deferred until the 
month of your return to duty. On 
promotion no retrospective rank or 
pay seniority will be afforded.
Paternity Leave Without Pay
Yes fella's there is provision for us 
to help care for a new baby. Whilst 
we are not entitled to Maternity 
Leave because we do not physically 
have the child, there is scope for 
Service Dads to take Paternity 
LWOP.
How it works?
To be eligible for Paternity LWOP 
you must be the father of the child 
and your spouse m ust be the 
mother of the child. This form of 
LWOP entitles Dads to take up to 40 
weeks off during the 66 week 
period immediately following the 
birth of the child. This leave may be 
taken in any of the following ways:



continuously,
interspersed with periods of 
duty, or
concurrently, if both you and 
your spouse are members of the 
ADF (or your spouse is an 
Officer of the Australian Public 
Service). This means both you 
and your spouse can have 
LWOP together provided the 
combined period does not 
exceed 66 weeks.

The approving authority for 
Paternity LWOP is DNOP for 
officers and DSCM for sailors. 
Approval is not autom atic and 
factors such as the requirements of 
the service must be considered.
Paternity LWOP - Effects on 
Promotion Eligibility
It is important to remember that 
during a period of Paternity LWOP 
you will be ineligible for 
promotion, and the period will not 
count as time in rank for promotion 
purposes.
A detailed article on LWOP will be 
included in the Summer 1994 
edition of SEATALK.

Disclosure of Records 
of RAN Personnel

DI(N) PERS 47-1
The Privacy Act 1988 requires 
Federal Government departments 
and agencies to follow strict 
guidelines when collecting, storing 
and using personal information. 
D epartments are no longer 
perm itted to disclose personal 
information about you unless : 

you consent,
disclosure is required or 
authorised by or under law, or
disclosure is necessary for the 
enforcement of law.

Ships and establishm ents quite 
often receive requests from family, 
relatives and other sources seeking 
information from the personal 
records of members, including  
financial information. Whilst it is 
appreciated that there may be a 
genuine need for information being 
sought by relatives, it unfortunately 
cannot be provided unless the 
conditions mentioned above are 
met, either in person or in writing. 
This policy may appear restrictive 
but it has been put in place to 
protect both past and present 
serving members and the 
Commonwealth.
If a member of the public seeks 
information to which the member 
does not consent, application may 
be made to the relevant naval 
authorities or through the Freedom 
of Information Act for that 
information. This does not 
guarantee that the information will 
be provided but if it is not, an 
explanation of the reason for refusal 
will normally be given.

fCHANGE OF 1 
ADDRESS

SEATALK is sent to the Next of 
Kin (NOK) address of married 
and defacto members. This 
address is obtained directly 
from the central personnel 
com puter data base in 
Canberrra. SEATALK staff 
CANNOT make changes to 
that data base or your NOK 
details. You, the member, must 
ensure such details are kept up 
to date through your 

^ CoxswainsorPersonnelOffice. J A
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Every effort was made to keep the 
rent increases to the absolute 
minimum, but the following factors 
contributed to the increase:

The ongoing program  by 
Defence H ousing A uthority 
(DHA) to replace sub-standard 
housing with com m unity 
standard housing. 2,347 new 
houses were brought on line 
during the period Jul 93 to May 
94 and 2,087 poor quality houses 
disposed of. (This program is 
not yet finished).
C ontinuation of a phased 
reduction to a 50% subsidy level. 
(FY94/95 - subsidy reduced 
from 57.2% to 55.5%).
A predicted inflationary (CPI) 
increase in rent levels over 
FY 94/95 of 1%.

A dditional inform ation on the 
housing program, rent and subsidy 
issues is contained in the recently 
distributed  booklet 'D efence 
Housing Update' which is available 
from Service HousingAuthorities or 
DHA R egional M anagem ent 
Centres.

GROUP RANK OLD
RENT

NEW
RENT

INCREASE % '

1AA $118.90 $124.30 $5.40 4.6

1A $135.80 $142.00 $6.20 4.6

A SMN/LS $152.00 $159.00 $7.00 4.6

B1 PO $182.00 $190.60 $8.60 4.7

B2 CPO/LEUT $205.20 $216.20 $11.00 5.3

C LCDR/CMDR $230.40 $239.50 $9.10 4.0

D CAPT & ABOVE $274.90 $293.30 $18.40 6.7

New Rents for 94/95

Im plem entation of this year's 
annual rent review was delayed 
due to negotiations at ministerial 
level on the handling of housing 
subsidies for Social Security Family 
Payments. Consequently, Group 
Rent Schem e (GRS) rents were 
increased with effect from 28 Jul 
94, one month later than normal. 
The increases flow on to 
Temporary Rental A llow ance 
(TRA) contributions.
The Excess Water Charge (EWC) 
levy to members occupying Married 
Quarters (MQ) will also increase by 
60 cents to $2.80 per fortnight.
Previously announced amendments 
to SMQ90 (see page 16 of Winter 
SEATALK) will now be effective 
28 Jul 94 to coincide with the rent 
increases.
The new GRS rates per fortnight, 
excluding EWC contributions, are 
shown in the table below.



Amendments to MQ Scales and 
Standards (SMQ90)
Recently approved amendments to 
SMQ90 (effective 1 Jul 94 and 
available from PSO/ 
Establishments' Housing Officers) 
may cause some dwellings to be 
reclassified  with consequential 
rental adjustments. This reference 
advised that these amendments and 
any consequential rental 
adjustments would be effective from 
1 Jul 94. This date has now been 
amended to 28 Jul 94 to coincide with 
Ministerial approval for the new rent 
levels. Rent adjustments, where 
necessary, are to be implemented as 
follows:

If a dwelling is downgraded, the 
occupant is to pay the rent of the 
new GRS grouping as from 
28 Jul 94.
If a dwelling is upgraded, and 
the m em ber's GRS requires a 
higher rent to be paid, the rent is 
to remain at the present level 
until the occupant is posted or 
for a period of two years from
28 Jul 94 whichever is the earlier.

Cash Subsidy for 
Housing

Consultants have been engaged to 
examine the possible adoption of a 
cash subsidy to replace the current 
m ethods of providing housing 
rental assistance and home 
ownership assistance to ADF 
people. The study w ill be 
conducted from 4 Jul -16 Dec 94 and 
the consultants are required to:

Look at replacing the Married 
Quarters (MQ) and Temporary 
Rental A llow ance (TRA) 
schemes with a cash subsidy for 
Members With Family (MWF).
Look at replacing MQ & TRA 
and home ownership assistance 
schemes for MWF 
Look at other options which 
might increase the level of home 
ownership amongst MWF.
Provide a cost com parison of 
any proposed new schemes with 
the current MWF housing 
assistance schemes.
Examine the effect of each of the 
options above on the possible 
future extension of MWF 
entitlem ents to M em bers 
Without Family.

Rationalisation and/or integration 
of current MQ & TRA and home 
ow nership assistance schem es 
could provide benefits to both 
Defence and ADF members. For 
example, adoption of a cash subsidy 
could lead to an increase in home 
ownership if members were free to 
expend that cash subsidy either to 
rent or purchase a home. In this 
regard, it is anticipated that the 
consultancy will provide valuable 
insight and assistance in planning 
new options for the future 
developm ent of ADF Housing 
Policy.
Any proposals for change to current 
ADF H ousing Policy  w ould, of 
course, be subject to the usual 
approval processes and subsequent 
negotiation with the Department of 
Industrial Relations before they 
could be effected. Therefore, the 
outcome of the consultancy and 
possible changes to ADF Housing 
Policy should not be predicted or 
anticipated.
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Service Allowance

The Defence Force Remuneration 
Tribunal (DFRT) review of Service 
Allowance took seven hearing days 
during March and April, with the 
decision being handed down by the 
Tribunal on 20 Jul 94.
As already prom ulgated, an 
increase of $800 per annum (before 
tax) was provided by the Tribunal, 
payable from 28 Jul 94.
This amounts to an increase of 16.6% 
of the allow ance, on that date. 
However, w hat m ust also be 
borne in mind is that Service 
Allowance has been increased by 
6.9% since Dec 92, with a further 2% 
increase in Dec 94, as part of theADF 
Productivity Pay Agreements. In 
effect, Service A llow ance has 
therefore been increased by 25.5% 
over two years, and in anybody's 
language, this is a good result. 
Service A llow ance is paid to 
compensate for the exigencies of 
Service life, with the following four 
factors:

The need to observe a strict code 
of discipline and to accept the 
necessarily regimented nature of 
Service life.
The liab ility  to be moved 
frequently, and often at short 
notice to meet the needs of the 
Service.
The requirements at times to live 
and work in uncom fortable 
conditions.
The requirement of all Service 
personnel to be on call at all

tim es, to work shifts in some 
cases and to work beyond 
normal hours in many cases.

The case put forward by the ADF 
was based on the working hours 
data produced by the ADF Activity 
Survey undertaken in 1992/93, 
which showed an increase in the 
average hours worked across the 
whole ADF; as well as evidence 
being presented to convince the 
Tribunal that all the criteria for 
Service Allowance were still valid.
In its decision, the DFRT 
acknowledged the liability to work 
longer than normal hours and the 
need to be on call. However the 
Tribunal did not agree that hours 
being w orked, as shown in the 
Activities Survey, were proved to be 
longer than those worked in 1981. 
The DFRT further stated that they 
did not accept that there should be 
a direct relationship between the 
number of hours worked and the 
level of Service Allowance.
The Directorate of Naval Service 
Conditions is now developing cases 
for Seagoing A llow ance and 
Submarine Service Allowance.
Watch this space!

REVS - Correction

Line 8 in the second paragraph of 
page 15 in SEATALK 2/94, states 
'R eg istrable in terest that is 
acceptable to REVS' in lieu of 'The 
registrable interest that can be 
registered m ust be a security  
interest'. The Editor's amendment 
has ignored the legal concept that an 
interest can be lodged but not 
registered due to either 
administrative delay or due to the



fact that the in terest is not a 
registrable form. The certificate 
received by an inquirer of REVS, 
only states that at the tim e of 
checking the register, there was no 
encum brance on the vehicle. A 
lodged interest capable of being 
placed on the register but as yet 
unregistered, will not appear on the 
certificate , yet it is an interest 
acceptable by REVS. Additionally, 
in the Directorate of Naval Legal 
Services' view the content of the last 
paragraph detracts from the legal 
quality of the advice provided in the 
article on a subject, that for some, 
may help to avoid serious financial 
and legal detriment.

ADF Pay Structure

The Defence Force Remuneration 
Tribunal (DFRT) is undertaking a 
review of the pay structure which 
has been in place for many years.
Follow ing discussions and 
negotiations between the ADF and 
Department of Industrial Relations, 
the Tribunal convened two 
conferences on 22 March and 2 May 
during w hich the review  was 
divided into four key elements, and 
hearing dates reserved, in order to 
finalise the matter before the end of
1994.
The first two stages have been 

_ heard, and these were:
Pay Levels 20-23 Jun:

Are the current seven sufficient, 
too few or too many?
Are there sufficient increments? 
R elativ ities of other ranks 
salaries as measured against 
other categories and comparable 
employments outside the ADF.

Ranks and other issues 9-12 Aug:
Is the current rank structure 
correct?
A dequacy of increases for 
promotion.
Evaluation of the work value of 
ADF unique employment.

The third stage will be heard on 
12-15 Sep and will deal with officers' 
salary in the context of:

Level at w hich other ranks' 
salary may exceed that of some 
junior officers.
Com pression of pay between 
LCDR and CMDR, as the latter 
does not receive Service 
Allowance.
Level of salary for direct entry 
and Australian Defence Force 
Academy graduates.

The final hearing is scheduled for 
10-14 Oct and w ill com prise a 
sum m ary of the issues in the 
previous three hearings and look at 
the implications of any changes to 
trainees and reserves.

Okay, okay, ofay ... 'Everyonejust cairn dozim 
and tve 'CC try this tfling one more time.'

Cartoonist G. Larson Printed by permission by Universal Press Syndicate
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DFRT Visits

The members of the Defence Force 
R em uneration Tribunal (DFRT) 
recently made separate visits to a 
number of Navy establishments, as 
well as Army and RAAF bases, as 
part of their ongoing self -education 
process. They are keen to hear first 
hand the concerns that you and your 
spouses may have about your 
financial conditions of service. 
These visits began in late 1993 when 
the President of the DFRT visited 
STIRLING and another member 
visited KUTTABUL. This visit was 
m ainly in relation to Service 
Allowance, but not restricted to that 
subject.
In these early visits the Tribunal 
m em bers were accom panied by 
officers from the Pay and 
Conditions Branch of Headquarters 
ADF, as well as officers from the 
Department of Industrial Relations 
(DIR). The visits took the form of 
open forum s with four d istinct 
groups - officers, senior sailors, 
junior sailors and spouses; with 
each forum taking approximately 
one hour.
In July  this year they visited 
COONAWARRA and WATSON. 
HQADF, DIR and Director of Naval 
Service C onditions staff also 
attended both these visits.

The visits were mainly in relation to 
the review of the ADF Pay Structure 
currently being undertaken by the 
DFRT, but again were not restricted 
to that subject.
If you are around during a DFRT 
visit take the opportunity to attend 
the forum so that you can put your 
own point of view across. It will 
also provide a good opportunity to 
be updated on pay and conditions 
issues and gain an understanding 
on these important aspects.

NHBS - Can We 
Afford Not to Belong?

Private health insurance was 
facilitated by the Navy in 1955 with 
the advent of the N aval H ealth 
Benefits Society (NHBS) which was 
introduced to fill the gap between 
what was provided by the other 
health funds and the public system. 
Now, with Medicare promoted as 
the universal healthcare system for 
all Australians, it is proper to look at 
the relevance of private health 
insurance in todays environment. 
In doing so it is necessary to assess 
the importance to the Navy family 
of those health services that are not 
covered by Medicare, in much the 
same way as the architects of NHBS 
looked at the prevailing system in 
1955.

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



m em bers is provided by the 
Services. Added to this is the fact 
that we pay only half the Medicare 
levy. This is a saving of $223.88 for 
a Leading Seam an (level 4) and 
$286.90 for a Lieutenant w hich 
makes it an important part of our 
conditions of service.
Taken together the NHBS and 
Medicare savings effectively make a 
major contribution to the cost of our 
fam ilies' health insurance, 
particularly when compared to the 
civilian population who pay higher 
premiums plus the full Medicare 
levy.
So can we afford to join NHBS or can 
we afford not to? Clearly this is up to 
each individual to decide but, 
bearing in mind the substantial 
benefits, it would seem logical and 
sensible to take advantage of our 
special circumstances to provide our 
families with the best health cover 
we can afford. Certainly we should 
think twice before cancelling health 
insurance, no matter how tempting 
this may be when money is tight, 
because this could well be a false 
economy in the long run and we 
would probably do better looking 
elsew here for savings if at all 
possible.

Choice of Doctor. To begin with, 
Medicare does not allow for the 
right of choice of doctor if a family 
member has to go to hospital, but 
is this really important? In some 
cases it may not be, but if we have 
a spouse or a child who is seriously 
ill, or a wife who is pregnant or who 
has gynaecological problems, this 
could well become a significant 
consideration.
Elective surgery. As members of 
the ADF we do not expect to have 
to w ait for elective surgery 
ourselves, but what about our 
fam ilies, should they suffer the 
inconvenience, discomfort or pain 
som etim es associated with 
prolonged waits for care in the 
public hospital system?
Medicare. We receive dental and 
optical treatment but Medicare does 
not provide this for our families nor 
does it provide services such as 
Physiotherapy, Audio Therapy or 
Speech Therapy for public patients 
other than when they are in hospital. 
It also fails to provide a whole range 
of other health related services such 
as those delivered by dentists, 
opticians, chiropractors,
psychologists, etc all of which can 
prove rather expensive if needed.
Private Health Insurance. This can 
provide cover for all of these items 
of course, making it highly desirable 
and some might say essential, but 
can we afford it? In reviewing this 
we each need to look at our own 
particular circum stances but we 
should also take into account the 
advantage we have in the Navy in 
that NHBS 'premium to benefits' 
costs are several hundred dollars 
low er than can be obtained 
elsew here. This is because the 
premiums make allowance for the 
special circumstances in the ADF 
whereby health care for serving '‘you're not drinking your water!'
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<MS‘BS Retention 
'Benefit & famUy 

ACCoivance

LEUT R. Cook of Navy Office has 
written 'You may like to investigate 
and p u blic ise  the im plications o f  
receiving the Retention Benefit on a 
member's family allowance payments. 
After receiving mine I  contacted the 
Department o f  Social Security (DSS) to 
advise a change in incom e status, 
assuming I would lose family allowance 
as I now exceeded the set limit for the 
F/Y.
I was informed verbally (and by note) 
that receiving a one o f f  lump sum 
payment did not impact (on) eligibility 
criteria for receiving family allowance 
under the terms o f  the Act. 
Consequently, the DSS have not been 
sent a variation advice and I continue 
to receive family allowance.' 
Entitlement of Family Allowance 
payments is based on an income and 
assets test. Payments are assessed 
each calendar year on the basis of 
the preceding financial year's 
combined taxable income of the 
parent(s). Additionally, if the 
income of the parent(s) in the 
current financial year is 
substantially different from the 
previous financial year, the 
parent(s) is obliged to notify the 
DSS.
The Military Superannuation 
Benefit Scheme (MSBS) Retention 
Benefit is assessed as taxable income 
and is therefore taken into account 
when determining an entitlement to 
Family Payments. This information 
was widely disseminated at the time

of the introduction of the MSB 
Scheme and was certainly referred 
to at MSBS presentations given prior 
to 1 Oct 91.

Loss or Damage to 
Clothing or Personal 

Effects

INDMAN 2802
During PLT presentations last year 
several people asked what 
provisions were available to them to 
claim for the cost of replacing an 
item that was lost or damaged at 
work. To be claimed, 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.
Items stolen from married quarters 
or barracks blocks are not 
necessarily covered, nor are 
expensive and attractive items like 
sound equipment, personal 
computers, cameras and jewellery 
because in all of these cases it is 
reasonable to expect members to 
take special care of those items and 
carry insurance for them.
Personal effects generally refers to 
tangible property that may be worn 
or carried on your person, for 
example, brief cases, handbags, 
wallets, watches, clothing, pens, 
dentures, hair pieces and spectacles. 
If a personal item of yours is 
damaged and it can be 
demonstrated that there is a causal 
connection between your 
employment and the loss or damage 
and that you were not negligent you 
will normally be entitled to 
compensation.
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Uniforms which suffer wear and 
tear in the normal course of your 
duty are not normally covered but if 
they are damaged in unusual or 
extrem e conditions you will 
norm ally be elig ible for 
compensation, for example, if you 
were the QM or OOD standing at the 
gangway and your uniform was 
ruined by accidental paint splashes 
generated from nearby work.
The loss or damage sustained is 
calculated in monetary terms by 
determining the value of the items at 
the tim e that loss or damage 
occurred, for example, items such as 
jew ellery  and stam ps may have 
increased in value while other items 
such as electrical goods or clothing 
may have decreased in value. 
Likewise a pair of socks may have a 
useful life of one year, whereas a 
television set may have a useful life 
of five years.
If you believe you are eligible to 
claim for compensation for loss or 
damage under these provisions you 
should submit an application in 
w riting to your Com m anding 
Officer. A copy of the application 
form appears in INDMAN 2802, 
Annex A which can be found in all 
Accounts Offices.

‘Dream Sfieet

(Posting Preference Form PE42)

LSEWS McLaughlin of PLATYPUS 
has written I have decided to bite the 
bullet and contribute an article to 
SEATALK on the revised PE42 
'dream sheet'. Like a lot o f other 
service personnel, I was very gratified 
that finaly a more comprehensive form 
was devised in order to keep ahead of

current trends and situations within 
the RAN. What concerns me, 
however, is the obvious problem of 
wastage of these forms due to incorrect 
fillin g  out. The sim ple fact that 
accidentially placing more than one 
mark in the appropriate colomn renders 
the form null and void, and accounting 
for the number o f personnel in the 
RAN and the frequency at which they 
submit these forms to DSCM, then 
w astage is certa in ly  a concern, 
especially in these times o f budget and 
product management.
My suggstion is that perhaps a means 
o f developing a computer program, 
which could be tailored for installation 
of all computer types currently utilised 
within the RAN, with an inbulilt 
function similar to 'spellcheck' to allow 
personnel to quality  control their 
posting preferences, and make any 
necessary corrections prior to printing 
a hardcopy form for submission to 
DSCM. This system could effectively 
eliminate the costs of printing specific 
forms, and assist in utilisation of RAN 
resources. On a lighter note, it would 
also eliminate the requirements for  
'colouring in the spaces.'

I agree with your idea and think 
that it has merit. The Directorate 
of Sailor's Career Management has 
advised that they are alw ays 
exploring ideas to im prove the 
style, content and m ethod of 
delivery of their posting preference 
and personnel evaluation 
proformas and have noted your 
suggestion for future reference. 
They added that development in 
these areas was currently 
constrained by the lack of 
commonality in local area networks 
across the Navy program (eg most 
ships still do not have access to the 
Naval Personnel and
Establishm ents M anagem ent 
System (NPEMS).
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Update from Staff 
Officer (Uniforms)

Uniform Team's OZ Tour
The U niform  Team recently 
completed an Australia wide tour, 
which enabled the 'Navy Office 
Jockies' to get out and speak to some 
real people. Many thanks to those 
who took the time to attend the 
presentations and provide the team 
with their opinions. There were 
some great ideas, many of which we 
hope to be able to act on and some 
which are addressed in this article.
Uniform Specifications.
White Stockings (Long Socks) -
specification changed to remove the 
wool content and replace it with 
cotton. Should stop them going 
grey/yellow when washed. New 
version should be available by the 
end of the year and (don't worry) the 
old stock will be returned.
Cap Tallies - specification changed 
to use a synthetic thread. To be 
introduced gradually over the next 
few years which should also assist 
MM(V) (the people at Zetland who 
buy our uniforms) to fix the current 
supply problem with this item. 
Elastic Sided B oiler Boots - 
successfully trialled in HOBART. 
To be phased in over the next 
18 months as stocks of the current 
boots are exhausted.
Female Shorts- new items designed 
and being ordered by NSC Zetland

now. Similar cut to female white 
trousers but w ithout belt loops. 
Available in white and A ction 
W orking Dress (AWD) colours 
within six months or so.
M ale Black Trousers - many 
complaints for many years about 
black trousers. Specification  
recently changed to allow more 
thigh room (is that a thigh of relief 
I hear out there?!). To be 
introduced gradually as current 
stocks are used.
Problems with Supply. 
Unfortunately NSC Zetland have 
trouble with suppliers from time to 
time, eg the item ordered is not 
produced to the correct 
specification or no manufacturer is 
willing to make the item. Rate 
badges are affected at the moment, 
particularly the new categories. 
MM(V) and Directorate of Logistic 
Services - Navy (DLS-N) uniform 
team are working hard to solve the 
problem, but in the meantime some 
of you are left without a rate badge. 
We are experim enting with 
synthetic lace and canvassing other 
suppliers to help resolve the 
problem. Rest assured we are not 
sitting on our hands.
Buzzes.
Tricorne Hat (Fem ale Senior 
Sailors/O fficers Cap) - like 
everything in uniforms it is open to 
debate, but there are no plans at this 
stage to replace it with the male cap. 
Female White Dress - is alive and 
well and is available for wear. No 
plans to discontinue it.
Cut Off Dates
Soft Rank Insignia - problems with 
supply have been fixed. Now you 
have no excuse! All other SRI are 
illegal from 1 Oct 94. You've had 
three years to change over and at



under $4.00 a throw the price of the 
new items is reasonable.
Female Junior Sailor Caps - Just a 
reminder that you have until Jul 95 
to change your caps over to the 
male versions.
There are NO other cut off dates for 
existing uniforms!
Cold Weather Coats
The trial of the Cold Weather Jacket 
is underw ay in M ELBOURNE, 
PROTECTOR, CERBERUS and 
ALBATROSS. The jacket is 
designed for wear with working rig 
and the trial jacket appears to be 
filling the need nicely. Next year 
it is planned to develop a formal 
cold weather coat for use with W l- 
7. Bear (polar bear?) with us while 
we develop these coats which , if 
successful, should be available 
within the next 12 to 18 months.
Combat Coveralls (CC)
AF M em orandum  29/94 dated
29 Jun 94 has made the CC standard 
wear at sea. All seagoing units 
should have received, or be in the 
process of receiving, outstanding 
demands. Uniform Policy staff 
often hear complaints that non
w oollen uniform  socks are 
unsuitable for wear in com bat 
conditions. There are, in fact, grey 
woollen CC socks available in the 
inventory. These form part of the 
'Combat Ensemble' (and what a 
fashion statement they truly are!).

Uniform Feedback

The follow ing com m ents were 
received from D irector General 
Naval Logistics Policy (DGNLP) in 
response to m atters raised in a 
recent PLT visit report.

Uniform Survey
Accepting that current uniforms can 
always be improved to meet wearer 
and Navy expectations, it is 
nonetheless intended to conduct a 
percentage survey, covering all 
categories, both sexes and all ranks 
in a broad range of employment 
areas to determine the perceptions 
and expectations of what our people 
would prefer to be w earing for 
ceremonial and work purposes.
One of the m ajor areas to be 
surveyed will be whether there is a 
need for d ifferentiation  of a 
members rank and sex by different 
uniforms. Included in the survey 
will be a chance to have a say on the 
em otive issue of a round rig for 
junior sailors.
The first phase of the survey has 
already commenced with the 'Stitch 
This' program. The comprehensive 
survey will commence in Sep 94 
with the aim being to present the 
findings and recommendations to 
C hief of Naval S taff A dvisory 
Committee (CNSAC) in the last part 
of 1994.

Cartoonist G. Larson Printed by perm ission by Universal Press Syndicate



Trial of W hite Short Sleeve  
Tropical Shirt for Junior Sailors
The trial of the white short sleeve 
tropical shirt for junior sailors was 
prompted by the previous Chief of 
Naval Staff (CNS) and A ssistant 
Chief of Naval Staff - Personnel 
(ACPERS-N), based on information 
obtained from a PLT survey. The 
trial of a modified tropical shirt for 
all ranks, to gauge user and 
m anagem ent popularity, is 
underway. The benefit of 
conducting such trials is that if the 
item (s) proves unpopular to the 
people trialing it, the item will not be 
introduced into the inventory and 
costly errors can be avoided.

Introduction of Uniform Items for 
Female Junior Sailors
Significant changes were made to 
female junior sailors' uniforms in 
1991 so that the white 'bowling' 
dress was no longer the only 
uniform  available for w orking, 
cerem onial and night wear. 
Fem ales now have a range of 
uniforms for all occasions which are 
both stylish , practical and 
comfortable, with a range of options 
to suit personal taste and the 
working environment.
Number of Uniforms
Due to the 1991 changes in the 
traditional nature of the male junior 
sailors' uniforms, these people have 
fewer uniform options than their 
female counterparts. The number 
of options of uniform s w ill be 
addressed in the uniform survey.
As a separate exercise the current 
review of ABR 5762 (NAVSUPMAN 
18) - RAN Scales of Uniform  
Clothing, is intended to rationalise 
many of the differences in uniform 
clothing issues to both males and 
females.

ABR 81 Update
Unfortunately ABR 81 is out of date 
in a number of areas and DLS-N is 
working to update it as quickly as 
possible. In the meantime here are 
some valuable references:

New Fem ale U niform s - 
ACMAT-N m inute 449/91 
dated 26 Jun 91
Positioning of Medal Ribbons 
and M edals on U niform s - 
ACMAT-N m inute 252/93 
dated 24 May 93
R e-Introduction  of the 
Sleeveless V-Necked Sweater - 
DLS-N M inute 654/93 dated 
4 Aug 93
Female Grooming Standards - 
DLS-N minute 351/91 dated 
20 Mar 91
Fem ale Shorts and Working 
Dress Trousers - DLS-N minute 
183/94 dated 23 Mar 94 
Gratuitous Issue of Maternity 
U niform s - DLS-N m inute 
545/93 dated 29 Jun 93

Reducing Sugar in 
Your Diet

Many Australians eat too much 
refined sugar, on average 1 kg per 
week - an extra 16,300Kj. Most of 
this sugar (70%) is in foods such as 
soft drinks, sw eets, breakfast 
cereals, beer and wine. Sugar has 
no useful amounts of vitamins or 
minerals, just 'empty calories'. It 
may replace other more nutritious 
foods in the diet or provide energy



that is not used, which becomes 
excess weight. About 15% of the 
energy we eat is provided by sugar. 
For some children and teenagers 
this may be as high as 50%. Eating 
foods with a high sugar content is 
also an important factor in tooth 
decay All forms of sugar: white, 
brown or raw sugar, honey, sucrose, 
glucose, molasses and syrups, act 
in the same way.
We should all use sugar sensibly.

Submarine 
Manpower Review

On 19 August 1994 CNS and his 
Advisory Committee considered 
the report of the Subm arine 
Manpower Management Review. 
The report examined the scope and 
nature of the manpower problem, 
including the causes of 
d issatisfaction, and proposed a 
comprehensive strategy to build up 
the number of submarines in the 
coming years and to sustain a force 
of trained , experienced and 
com m itted subm ariners in the 
future.
While there are a number of areas 
in the Navy that are suffering 
serious shortages the introduction 
of the C ollins class and the 
progressive move by the submarine 
squadron to the West add to the 
challenges faced by the submarine 
community.
A num ber of in itiatives have 
already been taken by the Maritime

Commander to reduce sea time and 
provide dedicated leave periods. 
The Committee considered a range 
of further m easures, including 
improved career management, that 
are aimed at correcting causes of 
dissatisfaction. The most difficult 
aspect to correct is the poor sea/ 
shore ratios affecting most 
submarine categories, which will 
require an increase in the numbers 
in each category
In seeking to address the overall 
problem the Committee considered 
a wide range of m easures, 
including some that affect financial 
conditions of service. CNS directed 
that a case for an urgent review of 
Submarine Service Allowance be 
developed, and ACPERS-N is to 
advise when it should be put 
forward (with a view to being able 
to achieve the best possible 
outcome).. CNS decided that a 
retention bonus was not 
appropriate and would not be 
considered further.
The volunteer status of the 
submarine arm is to be retained, but 
there w ill be an em phasis on 
encouraging selected service 
personnel to transfer to submarines. 
The use of Reserve personnel will 
be pursued to provide additional 
support to subm arines, and to 
relieve critical shortfalls ashore. 
Additionally, manning policies are 
to be adjusted to facilitate transfers 
betw een general service and 
submarine duties.
The policy of introducing women 
into the C ollins class was re 
affirmed and the earliest practicable 
date for this to happen is being 
studied. Measures will be put in 
place to allow  women to be 
integrated  in the C ollins class 
without unacceptably degrading 
individual privacy.
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bosun 's Mate Pay Level

A Petty O fficer wrote the follow ing in a 
comment sheet at a recent PLT presentation. 
'No feedback in regards to BM pay level. I  feel 
our case was not represented fully because we 
dropped a pay level at the Seaman and Able 
Seaman level (and) remained the same in other 
ranks. The CSO branch increased a pay level at 
all ranks. But (in) the Bosun M ates' branch the 
work load has increased, so it only means one 
thing, not properly represented.'
The Seaman Category Review Study Team 
provided many opportunities both prior to 
the report being accepted by CNS, and after, 
to explain fully to all Seaman Category 
sailors the full impact and ramification of the 
Seaman Branch Restructure (SCRS).
The Defence Force Remuneration Tribunal 
(DFRT) was asked to provide pay levels (PL) 
3,4 and 5 for the Bosun's Mate (BM) category 
(against the recommendation in the SCRS 
report of PLs 2, 4 and 5). In providing PLs 
3 and 4 for SCRS, the Tribunal was providing 
PLs for the new categories and the new 
recruits who would be the Navy's Seamen of 
the future. This left the implementation of 
transferring pre-SCRS sailors to the new 
structure to Navy, based on the PLs 
provided.
The PLs set were based on the SCRS Report, 
the evidence and submissions provided at 
the DFRT H earing, as w ell as DFRT 
inspections onboard a number of different 
classes of ships.
The Seaman Bosun's Mate (SMNBM) and 
Able Seam an Bosun's M ate (ABBM) 
(without specialist training) were placed at

PL3, with PL4 being afforded on completion 
of Intermediate Training. Sailors who hold 
that sp ecialist qu alification , as w ell as 
Quarter M aster Gunner (QMG) and Fire 
Control (FC) category sailors, transfer to the 
BM category at PL4.
That different PLs were afforded to different 
categories (eg BM /Com bat System s 
O perator (C SO )), is ind icative of the 
Tribunal's consideration of the relative work 
value of each category.
On completion of the DFRT hearing, the 
Directorate of Naval Service Conditions 
(DNSC) sought comment from category 
sponsors to ascertain whether PLs provided 
were considered appropriate, and if not, 
what information could be put towards a 
request for reconsideration of the DFRT 
decision. The only response received was in 
relation to the CSO category, which, after 
further consideration  by the Tribunal, 
resulted in an increase in PL for the CSO 
Grade 2 sailors from PL4 to PL5.
The PLs for SCRS are to be considered by 
DNSC in con junction  with category 
sponsors, who w ere contacted during 
Aug 94. If this shows that the PLs are not 
appropriate, then the matter will be put 
forw ard to Headquarters ADF for a 
submission to the DFRT Any review by the 
DFRT will not occur until the first half of
1995, due to the Tribunal's current schedule 
and the need to ensure that sufficient course 
data and results are available in Navy to 
provide the background to any case.
It has always been the plan that the new 
SCRS structu re be reviewed som e 
12 to 18 months after implementation, which 
was 1 Aug 93.
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