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I  met a person earlier this year who said 
she really liked SEATALK, especially  the 
Christmas Bumper edition. I'd like to thank 
my wife for those kind words. A nyw ay 
here is another Bumper edition.

% u  will notice that most articles now finish 
with a POC (Point Of Contact) the purpose 
of which is to acknowledge the contributions 
of the authorising Directorate or authors, 
and where considered useful, to provide a 
person to contact for further inform ation. 
To avoid overloading the contact person 
with telephone calls you should direct all 
queries through your Divisional Officer in 
the first instance.

f b s o ,  we no longer devote the back page to 
letters to the editor because they are now 
included in the m ost appropriate section 
according to their topic.

‘The reply to LEUT Cook on page 26 of the 
S p rin g  ed itio n  w as n o t in ten d ed  to be 
offensive. The author simply believed that

it was important to point out to all readers 
that there had not been a plot to hide the 
information during the MSBS campaign. As 
a final word on 'offensive journalism ', I have 
to say that the purpose of the magazine is to 
inform  people and as editor I am acutely 
aware that if the m agazine or its articles 
offend people then I will have failed to meet 
m y m ain  o b je ctiv e , w h ich  is to get the 
information to as many people as possible. 
And the big guy on the opposite page would 
be pretty swift to remedy the situation.

7f you have any input for the magazine by 
way of a letter to the editor, an article or any 
suggestions for im provem ent just write to 
the address on the back. Letters do not need 
to be in accordance w ith Service w riting 
in s tru c tio n s  and m ay be co m p le te ly  
informal. But please, no more letters about 
hats, caps or head dress. There must be 
more important issues out there!

Have an enjoyabCe Christmas.

<Ed
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A C F E !K S -9l

I am astonished at the pace with which this 
last year has passed since I took up my duties 
as Assistant Chief of Naval Staff - Personnel 
(ACPERS-N). I never underestimated the 
challenges ahead of personnel managers in 
the ADF and this past year has confirmed 
that there are certainly many challenges in 
managing our finite manpower resources, at 
all levels.
I have made a point of talking to as many 
p eo p le  as p o ss ib le  d u rin g  v is its  to 
establishments and ships this year and have 
observed that the issues which seem to be 
m ost con cern  are com m on to all areas. 
Unfortunately, nothing is ever as ' black and 
w hite' as it seems at first glance and often, 
changing things for the better, takes a long 
time and a lot of effort from a lot people. To 
achieve a balance that minimises the 'hurt' 
associated  w ith som e change requires a 
difficult juggling effort and we do not always 
get it right. But that does not mean that the 
Naval Personnel Division is unaware of the 
predicament and where able, we will provide 
relief.
By far the most often raised concern was the 
increasing number of hours worked and the 
shortage of people available in ships and 
establishm ents to do the same amount of 
w ork. The extra load im posed on the 
Trained Force by Technical Training Plan 
(TTP) a lig n m en t and Seam an C ategory  
Review Study (SCRS) conversion training, 
in addition to the normal demands of leave, 
illness, continuation training and the high 
cy clica l w astage rate, have a sign ificant 
combined effect on the amount of work that 
each individual m ust shoulder. We are 
taking every possible step to increase the 
n u m b er o f p eo p le  recru ited  and the 
throughput of the training pipeline. In

ad dition , we are trying to do all that is 
practical to make the Navy a desirable place 
to work and serve long term.
I have heard comments that the Navy does 
not care that it is losing so many of its trained 
people, and in particular senior sailors. This 
is simply not the case. The Navy spends a 
lot of money and effort to train its people 
and the Navy strives hard to retain good 
officers and sailors. Many of our conditions 
of service are designed to encourage people 
to serve to 20 years and beyond so we are 
naturally concerned when we start to lose 
experienced people prematurely.
Looking to the brighter side of things, this 
y ear has seen  a n u m b er of good 
achievements coming to fruition and others 
gaining momentum for the future. This year 
we received a number of pay benefits - these 
w ere the p ro d u ct o f the W ork P lace  
B a rg a in in g  w h ich  o ccu rred  in 1993. 
Considerable effort is being expended in 
preparing our cases for negotiation with the 
DFRT in 1995. I cannot predict an outcome 
and will not raise any false expectation. We 
have a good team who represent our cases 
in the best possible way, but the process is 
slow and drawn out. I expect movement 
on pay relating to SCRS, Submarine Service 
Allowance(SSA) and Seagoing Allow ance 
(SGA) to nam e a few. In ad d ition  the 
outcome of the Pay Structure Review should 
be phased into place in 1995.
Now it is Christm as, a time to share with 
family and friends and to relax. If you drive 
p lease be carefu l and if trav ellin g  long 
distances do take regular breaks; the signs 
'Drive, Revive, Survive' serve a meaningful 
purpose. Have a pleasant holiday and have 
a well earned break.

My best ivisfiesfor a prosperous 1995

Chris OxpiBouCd

SEATALK is Published by Authority of ACPERS-N, EDITOR LCDR Steve Mullins
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Naval Manpower Strategy 
2010

As ACPERS-N noted in his introduction to 
the Spring issue of SEATALK, a small team 
began work on a Naval Manpower Strategy 
(NMS 2010) in late August 1994. Part 1 of 
the Study was presented to the C hief of 
Naval Staff in early December and work will 
continue throughout 1995.

The Royal A u stralian  N avy faces a real 
challenge to ensure our ships and systems 
will be adequately manned into the 21st 
century. The current difficulties in attracting 
sufficient recruits and the increasing wastage 
rate has highlighted the need for us to have 
a com prehensive M anpow er Strategy in 
place to meet these and other challenges. 
NMS 2010 was instigated to examine and 
report on these problems. A key objective 
is to provide a plan which will ensure that 
enough people are available to meet all our 
requirem ents for the future cap ab ilities 
com ing on line in the years ahead. In 
addition to this, the study will investigate 
o th er facto rs  w h ich  a ffect the to ta l 
m anpow er equ ation  such as recru iting , 
tra in in g , em p loy m en t p a ttern s  and 
retention.

Part 1 of the study verified that we face a 
significant shortfall in the years ahead and 
confirmed the need for careful management 
of our existing personnel base. NMS 2010 
Part 1 actually unearthed more questions 
than it answered and it is these questions 
which will hopefully be answered during 
Parts 2 and 3. Som e of the areas being 
investigated are:

• What type of skills will be needed by the 
year 2010?

• W hat ca teg o ry  and q u a lif ica tio n  
structures will be needed?

• What is an acceptable or optimum sea/ 
shore ratio?

• What should the uniformed, civilian and 
Reserve mix be?

• What will the average length of service 
be for officers and sailors?

There are many competing pressures placed 
on our manpower planners and the complex 
situations confronting them are never easy - 
always difficult and sometimes impossible 
to resolve. NMS 2010 will help to develop a 
plan which minimises the pressures while 
maximising the effective utilisation of the all 
important manpower resource - YOU.

POC CA PT P. O ates (06) 265 3646 Head 
Naval Manpower Strategy 2010

I'Boatswain's Mates
CPO B' Hodges at Maritime HQ in Sydney 
has advised SEATALK that ‘the true definition 
o f the term Boatswain M ate...is not common  
knowledge and the rumblings this name change 
caused may have been avoided if  the recipients 
were better informed.' The following article 
has b een  com p iled  u sing  in fo rm a tio n  
forwarded with his letter.
H istory  has show n that se le c tin g  new  
category names has never been easy. It was 
no d iffe ren t in 1962 w hen the Seam an 
Gunners were replaced by Quarterm aster 
G unners, Fire C ontro llers and W eapons 
Mechanics. In 1983, the seaman categories 
were reviewed under SEASTRUCT 83. One 
of the major recommendations of this review 
was the form ation of the Bosun category, 
however this was rejected by the Chief of 
Naval Staff Advisory Committee (C-NSAC) 
because it was considered that 'the Bosuns 
would be regarded as general hands and would 
take on a second class citizen status.'
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In 1992 , the Seam an  C a teg o rie s  
R ationalisation Study (SCRS) selected the 
term 'Boatsw ain 's M ate' (BM) as the new 
category  title. The reason b eing  that it 
emphasised seamanship as the primary role 
of the category and was considered the most 
technically accurate description for seaman 
specialist sailors.

B o a tsw a in 's  M ates h is to r ic a lly  w ere a 
separate category com prising of seam an 
specialists who worked for the Bosun. One 
of the jo b s  u n d e rta k e n  by a ju n io r  
B oatsw ain 's M ate sailor, w as the job  of 
Q u a rterm a ster 's  A ss ista n t or b rid g e  
messenger. Unfortunately, over the years 
tra d itio n s  fad e , term s are lo st or 
misunderstood and yesterday's BM was seen 
as the Q uarterm aster's or bridge 'g o fe r '. 
Boatswain's Mate is an accurate description 
of junior sailors specialising in seamanship.

So there you have it. The terms Bosun and 
B o a tsw a in 's  M ate h ave an h is to rica l 
significance as seaman specialists which all 
seaman should be aware of, and hopefully 
proud of. Thanks to CPOB Hodges for the 
information.

Those 1 ‘IecfinicaC Sailors 
(Promotion
AB A. Techo has w ritten  '...in  regard  to 
promotions from  AB to LS. Since TTP92 started 
there have been quite a few  Phase 1 sailors being 
promoted to LS. I think the Navy has created 
enough animosity throughout the Fleet with the 
introduction  o f  TTP92, let alone prom oting  
Phase 1 sailors that undergo a college course fo r  
fou r months.

/4s a P hase 3 I refuse to let an ex Phase 1 
provisional LS (TTP) supervise me. ...the Navy 
...(has) tradesmen being supervised by a person 
with a certificate in electronics and very little 
practical experience.
It is d ifficu lt  to com prehen d  w hy N avy is 
wondering why so many people are applying fo r

elective discharge. This entire situation  is 
completely ridiculous and yet so simple to correct. 
The Navy must stop promoting Phase 1 sailors with 
apparent disregard fo r  its trade persons and  
ensure that the TTP aligned sailors compete on 
the promotion roster.

Sadly it will most likely take the Navy at least 
another 12 months to realise its predicament and 
by then it will be bound by its actions. The 
resulting outcome will no doubt be a glut o f  trade 
persons disheartened with promotion prospects, 
their w orking conditions and the N avy as a 
whole. A person cannot help but wonder i f  this 
has been the intention o f  the designers o f  TTP 
from  the beginning.'

Under SAILSTRUC, Able Seam an Phase 1 
sailors were not eligible for promotion until 
they had completed Phase 2 training, gained 
two years seniority as an Able Seaman and 
com pleted Com m and Test Parts 1 and 2. 
U nder TTP92, a Phase 1 A ble Seam an is 
eligible for promotion on attaining two years 
seniority as an Able Seaman and completing 
Command Test Parts 1 and 2 or the Leading 
Seaman Leadership Course.

The appropriateness of aligned SAILSTRUC 
Able Seaman Phase 1 sailors being promoted 
to Leading Seaman was considered by the 
TTP92 Steering C om m ittee on 11 Apr 94 
when it was decided that promotions of these 
sailors should continue under the existing 
provisions of TTP92. This decision was 
made in light of the following factors:

from 1 Jan 94 all ET and MT Able Seamen 
appeared on the one promotion list; 
under TTP92, com pletion of alignm ent 
training acknow ledges that the sailor, 
regardless of SAILSTRUC Skill Grade, 
has acquired  the n ecessary  technical 
know ledge required to m eet the naval 
requirement for a MT/ET Technician; and

. few  M T SA IL ST R U C  P h ase 2 and 3 
sailors will remain on the promotion list 
to Leading Seaman after Sep 94, leaving 
only Able Seaman Phase Is  available for 
promotion.

PO C W O  AT A R u sse ll (06) 265 2800 
Directorate of Sailors Career M anagement
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Sea/Shore Rosters

In recent General Entry recruit intakes there 
has been  a su b sta n tia l in crease  in the 
percentage of fem ale sailors jo in ing  the 
Navy. This will require amendment to the 
Women at Sea Im plem entation Plan and 
care fu l m an ag em en t of the in creased  
num bers by both the D irector of N aval 
M an p ow er P lan n in g  (D N M P) and the 
D irector of Sailors' C areer M anagem ent 
(DSCM). This Plan allows for the gradual 
increase of female positions at sea to reflect 
the overall proportion of w om en in the 
Navy.

Both DNMP and DSCM are well aware of 
the requirement for sailors' sea/shore rosters 
to be the same for both males and females 
in any category. In reality this may not 
always occur due to the fluctuations in the 
number of male or female sailors available 
for sea service in any one rank and category. 
Some sea/shore rosters will probably be 
different for males and fem ales until the 
Women at Sea Implementation Plan is fully 
im p lem en ted  (an tic ip a te d  end 1997). 
During this period of transition, females in 
some categories will generally spend less 
time at sea due to limited availability of 
bunks and the need to complete at least 12 
months for promotion purposes; all of which 
must be shared equitably.

When it is possible and there is significant 
disparity between sea service for males and 
females, DSCM will take posting action to 
help even out the sea service obligation. For 
exam ple, there are fem ale A ble Seam an 
C om bat O p erators (A BC SO s) cu rren tly  
awaiting sea service which depends on a 
bunk becoming available in a suitable ship. 
DSCM  staff have taken action to post a 
number of female ABCSOs to sea in other 
category billets which have a shortage of 
female sailors. This action then allowed the 
reduction of male CSOs in that ship which 
then balances the sea service ob ligation

overall for male and female CSOs. As you 
can appreciate this involves a significant 
amount of effort to achieve the fairest balance 
across all sailor categories and it does keep 
DSCM 's Staff Officer Coordination on his 
toes! (he moonlights with the Australian Ballet)

In recognition of the increased percentage of 
female sailors joining the Navy, the Women 
at Sea Implementation Plan is being updated 
by DNMP. As a result, it is most likely that 
FFGs will receive their female complement 
at an earlier date. HMAS ADELAIDE has 
female sailors posted to join the ship during 
June 95 and it is likely that another FFG 
(possibly HMAS NEW CASTLE) will have 
female sailors in July 95.

POC CPO  C h ris B askett, D irecto ra te  of 
Sailors Career Management (06) 265 1916

Loan & Temporary Postings 
- What’s The Difference?

DI(N) PERS 42-1, 50-1 (O fficers, Sailors), 
INDMAN 0205, 0401, 2501

This is a question often asked of the PLT, so 
here's ’the drum’.
If you are required for a short period of duty 
in another ship or establishment, or required 
to undergo courses for periods of 12 weeks 
(84 days) or less, you will normally be loaned 
to the receiv ing  unit. Being loaned  is 
technically  a Loan M ovem ent and not a 
Posting. If the period is more than 12 weeks 
but less than 6 months you would normally 
be posted  T B ille t (Short term  duty for 
officers). If the period is for more than six 
months but less than 12 months the posting 
would be S Billet (Intermediate term duty for 
officers) and if the posting is for 12 months 
or more it would be N Billet (Long term duty 
for officers).

So what are the implications of loan versus 
T posting? Basically, it's all a question of 
money.
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If you are loaned away from your normal 
place of residence you are entitled to be paid 
the Incidental rate of Travelling Allowance 
(TA), which is currently $10.95 per day for 
the first 21 days, then $38.30 for married, and 
$19.15 for single people per week thereafter. 
If you are loaned from a ship and you are 
returning immediately on completion of the 
loan, then you are entitled to retain your 
Seagoing Allowance (SGA) and receive the 
Incidental rate of TA.

Loan to Shore Establishments
To qualify for the Incidental rate you must 
be away from the accommodation that you 
normally live in at your normal place of duty. 
For example, if you were serving in a Sydney 
based ship or establishment and were loaned 
to another unit in the Sydney geographical 
area, you w ould  not be en titled  to the 
In cid en tal rate becau se it w ould not be 
unreasonable for you to travel to and from 
your normal accommodation to your place 
of temporary duty on a daily basis. On the 
other hand, if you were loaned from a unit 
in Syd n ey  to C a n b e rra , you w ould  be 
entitled to the Incidental rate because you 
are away from your normal accommodation 
and it would be unreasonable for you to 
commute daily.

Loan to Ships
W hen loaned to a seagoing ship you are 
entitled to the Incidental rate as described 
above provided you are accommodated in 
the ship and you are not on board to perform 
a duty necessary to the proper functioning 
of the ship. For example, a sea rider who 
was on board for the purpose of observing a 
particu lar aspect of the ships operations 
would be entitled to receive the Incidental 
rate, w hilst a person who was loaned to 
work in the Engine Room or Galley would 
be paid Hard Lying Allowance, in lieu of the 
Incidental rate.

Payment Of R & Q Whilst On Loan Posting
Liability to be charged R & Q when you live 
in S e rv ice  acco m m o d atio n  ash ore  is 
determ ined by your R & Q category. In

relation to loan m ovem ents there are two 
main categories.
Category MS - M arried Separated. Not 
liable to pay R & Q as you maintain a home 
for your dependants at your normal place 
of duty.

Category O - Single. If you are single and 
live in Service accommodation you will be 
required to pay R & Q. The only exceptions 
are:
• If you  are re ce iv in g  L iv in g  O ut 

A llow ance (LOA) then you w ould be 
paid  an a llo w an ce  to re ta in  y ou r 
accom m odation in the old locality and 
you would be required to pay R & Q 
w h ils t you o ccu p ied  S e rv ice  
acco m m o d atio n . O u tsid e  th ese  
c ircu m stan ces your R & Q charge is 
included in the LOA calculation.

If you are not rece iv in g  LO A , have 
approval to live out (at your normal place 
of d u ty) and you re ta in  that 
accommodation whilst 'loaned' then R & 
Q is waived for the first 21 days after 
which you are required to pay R & Q.

.  If you remain eligible to receive SGA for 
the duration of the loan then you are

7 to [d you guys to sCozv down and tafte it easy 
or something fife this zuoutdhappen.1

Cartoonist G. Larson Printed by permission of Universal Press Syndicate



exempt from paying R & Q for the first 
72 hours only.

S u b m a rin e rs  p o sted  from  a seag o in g  
submarine to a shore establishment, eg for 
course, who are provided with R & Quarters 
are liable for the charge for the duration of 
the posting.
Your R & Q category is normally assessed 
by the Naval Police Coxswain (NPC) staff 
at the gaining unit.
Temporary Postings
Postings in excess of 12 weeks do not attract 
an entitlement to be paid the Incidental rate 
of TA. T, S and N billet postings also affect 
payment of allowances such as SGA. For 
example, if you are serving in a seagoing 
ship and receive a T billet posting to a shore 
establishment then your eligibility for SGA 
ceases from the date that you join your new 
establishment.

Note: Regardless of the duration, if you 
are Posted rather than Loaned, there is no 
entitlem ent to Travelling A llow ance and 
therefore  the In cid en ta l e lem ent is not 
payable.

More Information

The above inform ation  is intended as a 
general guide only. For m ore detailed  
information read the references and check 
with Divisional and Ship's Office staff.

Holiday Safety Hints

Animal Bites should be washed thoroughly 
to clean away saliva. Do not use strong 
antiseptic. Dry and cover the wound and 
seek medical help immediately, (shark bite?)

Mosquitos will be here in hordes with the 
warm weather. You can stop the itch by 
applying a paste of b i-carb  of soda and 
water. O ther rem edies are - an asprin 
dissolved in a teaspoon of water, methylated 
spirits, (the metho is rubbed on, not taken) 
Even a raw onion rubbed on the bite will 
relieve the itch.

PERS1 Indexation

This a rtic le  p ro v id es an ov erv iew  of a 
nu m ber of im p o rtan t ch an g es recen tly  
introduced to the Personnel Perform ance 
E v a lu a tio n  R ep o rtin g  System  (P E R S1). 
These changes concern greater em phasis 
p laced  upon the proper co m p ila tio n  of 
PERS1 reports and the substantiation  of 
extrem e g rad in g s b efo re  the rep o rt is 
forw arded to the D irectorate of S a ilo rs ' 
Career M anagement (DSCM).

Flow charts have been included to illustrate 
the process of com pleting the PERS1 and 
what happens to a performance report once 
it reaches DSCM . The key points of the 
revised reporting process are:

• The PERS1 completion process is now a 
once only process and the report cannot 
be altered in any material way once it 
leav es the sh ip . T h is in clu d es the 
addition of any further substantiation.

• D SC M  w ill now  m o n ito r o v e r
assessment of reports through computer 
a n a ly sis  w h ich  w ill be fed b ack  to 
Com m ands for use as a m anagem ent 
tool.

• DSCM will apply a plus or minus index 
error of one point on the grading scale in 
the relevant criteria in cases where it is 
assessed that the narrative comments do 
n ot p ro p erly  su b sta n tia te  extrem e 
gradings.

• A system has been introduced to enable 
the review  of any in d e x a tio n  of an 
extreme grading by DSCM.

The soon to be promulgated policy changes 
reflect the intention of the Navy to protect 
the in teg rity  of the PERS1 system  thus 
ensuring the most com petitive sailors are 
identified for promotion.

A revised Annex A and a new Annex B to 
ABR 10 will soon be forwarded to all ships 
and establishments.

POC CPOWTR K. Stevenson (06) 265 1278 
Directorate of Sailors' Career Management.
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The Facts About Manpower 
Wastage, Shortages & 

Promotions

PLT feedback indicates that many people 
believe that personnel are leaving the Navy 
at an 'u np reced ented  rate '. A lthough  
p eop le  are leav in g  the N avy in larg er 
numbers than we would like, it has been 
stated before in these pages and is probably 
worth saying again; wastage is cyclical in 
nature. G en erally  sp eak in g  w hen the 
external economy picks up, so does wastage 
and w hen the ex tern a l econ om y  is in 
recession wastage declines. This can be seen 
from the graph below which is mapping the 
five year seasonally adjusted wastage rate 
from Jul 86 until now. You can see that in 
early 1991 when the country was entering 
recession, wastage began to fall and in late 
1993 w hen th in gs g rad u a lly  b eg an  to 
improve, our wastage rate went up.
It was not so long ago that the PLT was 
fie ld in g  q u estio n s ab ou t the lack  of

promotion opportunities. As you can see 
by the graph, the reason that prom otions 
slow ed dow n at that tim e w as that less 
people were leaving and so there were less 
promotion opportunities. It may well be 
that during the course of the recession Navy 
was 'saving up' its normal wastage as people 
who would have left in the ordinary course 
waited for a better job selection before taking 
the plunge into civvy street. Now that there 
are more jobs, there is a 'bow wave' effect as 
that wastage is now being spent along with 
a return to the historical wastage rate. 
C learly  there m ust be a happy m edium  
somewhere between the two extremes and 
the m an p ow er p lan n ers  b e lie v e  th a t a 
wastage rate of 11% is about right. 11% 
w astage allow s a reasonable num ber of 
prom otions w ithout d ilu ting  experience 
lev els and at the sam e tim e allow s the 
training system to operate efficiently. An 
unfortunate fact of life is that the N avy 
cannot control wastage; it controls us. This 
simply means that the decision on whether 
to stay in or leave the Navy is entirely a 
decision for each individual and, while the 
Navy can try to influence that decision by 
striving to be an attractive place to work, it 
does not actually have control.

5 Year Seasonally Adjusted Wastage Rate Jui 86 - Oct 94 (Smoothed Trend Line)
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W hen there were complaints about the lack 
of promotion opportunities in the last few 
years, wastage was less than 10%. It is now 
expected to be about 13.5% for this financial 
year - so stick around because your chances 
of promotion have never been better! 
Whatever the reasons for high wastage, the 
fact is that it is high at present and there are

This increases our total requ irem ent for 
personnel to 13,838 which translates into an 
underbearing of 1,159. A gainst this we 
cu rre n tly  h ave 1 ,729  p e rso n n e l u n d er 
training who will gradually trickle through 
to fill the gaps.
A d d itio n a lly , w h ile  the m o st sev ere ly  
affected areas are submariners, the current

CATEGORY BORNE REQUIRED SHORT
Electrical Technical Communications SM 28 60 -53%

Naval Police Coxswain SM 19 37 -49%

Electronic W arfare SM 24 42 -43%

Radio Operator SM 33 51 -35%

Electrical Technical Systems SM 63 96 -34%

Cook SM 26 35 -26%

Underwater Control SM 76 102 -25%

Electrical Technical Power/W eapons SM 49 64 -23%

Boatswains Mate 760 966 -21%

Electronic W arfare Technician 51 64 -20%

Marine Technical SM 178 217 -18%

Air Technical Communications 137 167 -18%

Electronic W arfare Linguist 46 55 -16%

Musician 83 99 -16%

Marine Technical Hull 377 447 -16%

CSO (Electronic W arfare) 72 85 -15%

BM (Fire Fighter) 120 139 -14%

Marine Technical Propulsion 1068 1222 -13%

Signalman 260 292 -11%

shortages in some categories. The above 
table shows those categories where shortages 
are currently greater than 10%.
These shortages are being addressed  as 
rapidly as the training pipeline allows. At 
present there are 12,415 billets in the Navy 
and 12,679 trained personnel available to fill 
them; an overbearing against billets of 274 
trained personnel. However there is also a 
requirement to provide people for Advanced 
Training and to go on leave and to allow for 
people who are unavailable to the Career 
M anagers for m edical reasons and so on.

su b m arin e  m an p o w er stu d y  b ein g  
u n d e rtak e n  by C a p ta in  B ill D o v ers  is 
looking at sorting out these problems.
The m anpow er planners are in a unique 
position in that they monitor the numbers 
leav in g  the Serv ice  and they  also  sta ff 
applications for re-entry. They would like 
to take this opportunity to remind you that 
if you are thinking about leaving the Navy 
you should seriously think about joining the 
Reserves. Quite often applications for re
entry from civvy street cannot be approved 
but at the sam e tim e the op portunity to
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undertake continuous full time service for 
up to tw o years m ay be p o ss ib le  for 
members of the Reserves. You don't actually 
have to do any service in the Reserves; you 
could join the Standby Reserves to start with, 
and later on, if you want to see what's going 
on in the Navy you could increase your 
commitment by transferring to the General 
or Ready Reserve. These periods of General 
or Ready Reserve Service may be useful in 
helping you get over a temporary period of 
unemployment and also helps the Navy to 
keep the Fleet fully manned. Finally, if your 
skills are still up-to-date you may be able to 
return to the PNF if it suits your employment 
needs.

What Ever Happened to the 
Commercial Support 

Program

Rem em ber in the last episode where the 
Force Structure Review of 1991 identified a 
need to m in im ise  the p ro p o rtio n  of 
resources, eg dollars and manpower, used 
by the su p p o rt fu n ctio n s  (ie b lu n t as 
opposed to sharp) across the ADF. In order 
to achieve this the Department of Defence 
established a Commercial Support Program 
(CSP) with the aim of transferring support 
a c tiv itie s  to the c iv il secto r w here 
operationally feasible, practicable and cost 
effective. There is also the 'in-house option' 
where local teams (formed from existing 
Defence personnel) can bid for a contract 
which will be assessed in the normal tender 
process.

For Navy, the in -hou se op tion  for base 
support at HM AS A LBA TRO SS was the 
successful tender and that function is now 
being run as a com m ercia l co n tract by 
uniform people.

The first phase of CSP has been completed 
and the following outcomes were achieved 
(across the ADF):

• 34 decisions, of which only 23 (68%) went 
to commercial bids,

• $52 m illio n  in long  term  recu rren t 
savings, and

• $350 million dollars worth of new work 
has been awarded to industry.

In the second phase of CSP the follow ing 
areas are planned to be reviewed:

• Meteorological Services

NAS NOWRA Ju l 95

• Maintenance

NAVCOMMSTA Canberra Ju l 95

.  Naval Stores HMAS CERBERUS Dec 95

• Base Support HMAS CERBERUS Dec 95 
.  Catering HMAS KUTTABUL Dec 96

• Naval Stores HMAS KUTTABUL Dec 96

• Base Support HMAS KUTTABUL Dec 96

• Jervis Bay Range Facility Dec 96

• Catering HMAS ALBATROSS Jun 97

• Naval Stores HMAS ALBATROSSJun 97

The majority of shore positions in Cairns, 
D arw in  and W estern A u stra lia  w ill be 
pro tected  from  the CSP p rocess so that 
workable sea/shore ratios can be retained in 
those locations.

The targets set by the Government suggest 
that the CSP has travelled only about one 
third of its course. The D epartm ent of 
Defence is looking very closely at the number 
of people required in uniform across all three 
Services and Navy is currently participating 
in a review of the number of people required 
in uniform.

There will be no redundancies as a result of 
CSP. Any people who may be affected by 
CSP will be posted in the normal course so 
as to avoid posting turbulence. For civilians, 
all redeploym ent and retraining prospects 
are exp lored  and w here p ro sp ects  are 
considered to be poor, or employment is not 
obtained  w ith the successful contractor, 
volu ntary  redundancy packages m ay be 
considered.

POC LCDR T. Kinross (02) 359 2341, Project 
Director - Navy CSP.
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The Future for Electronic 
Warfare Specialists

ABR 10 Chapter 4

As a consequence of SCRS, a Working Party 
was formed to develop a way ahead for the 
E le c tro n ic  W arfare O p era to r (E W O ), 
E lectro n ic  W arfare L in g u ist (EW L) and 
E le c tro n ic  W arfare T ech n ical (EW T) 
categories.

The recommendations of this Working Party 
have been endorsed by the Deputy Chief of 
Naval Staff, Assistant Chief of Naval Staff - 
Personnel and the Director General Naval 
M anpower after consultation betw een the 
Directorate of Naval M anpower Planning, 
Directorate of Sailors' Career M anagement 
and the Electronic Warfare Category Sponsor 
- CSO C3I (don't ask! just pretend you know  
what it means)

From  1 Jan  95 the E le c tro n ic  W arfare 
Operator (EWO) category will cease to exist 
and all EWO junior sailors were required to 
notify DSCM  by Septem ber 1994 of their 
preferred option for future employment. The 
options offered were:

• transfer to Electronic Warfare Linguist 
(EWL),

• transfer to Electronic Warfare Technical 
(EWT),

• transfer to any other approved category, 
and

• a fin a l o p tio n  of D isch arg e  at O w n 
Request (DAOR).

A ll EW  sa ilo rs  now  have a Sea Serv ice  
obligation, except those females who joined 
before 14 Aug 84.
A ll EW O  p referred  o p tio n  ca teg o ry  
n om in atio n s have been  approved w hile 
applications for transfer to another branch 
and DAOR are currently being processed. 
EW O senior sailors have been offered an 
additional option of remaining in the EWO 
category on the condition that promotion to

C hief Petty O fficer w ill cease 31 Jan  2000 
and p ro m o tio n  to W arran t O fficer w ill 
cease 31 Jan 2005. A separate prom otion 
roster is to be maintained and a number of 
billets have been identified as EWO until 
p ro m otion s or d isch arg es red u ce these 
numbers. As these numbers are reduced 
those billets will be transferred to the new 
categories.

E n try  in to  the 'n e w ' EW L and EW T 
categories will be at the Recruit level through 
CERBERUS however, lateral transfer from 
other RAN categories will remain an option 
under tran sfer p rovision s set out in the 
reference.
POC W O EW O  S.F. D rake (06) 265 3015 
Directorate of Naval Manpower Planning.

'Loo/{at that! ...give me the good ofd days 
zuhen a man carried a c[u6 and had a 6rain the 

size of a zvafnut'
Cartoonist G. Larson Printed by perm ission of Universal Press Syndicate
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Did You Get Married 

Between 9 May 86 and 
10 May 94

MCS
Military Compensation Scheme 

At Your Service

By now every PNF and Reserve member 
should have received their own copy of the 
com prehensive booklet entitled 'At Your 
Service'. Extra copies will be held in the 
Ship's Office, or may be obtained from the 
Compensation Contact Officer in all ships 
and establishm ents. Should difficulties 
occur, copies are also available from  the 
D irectorate of N aval Personal Services, 
(06) 2652171. The Personnel Liaison Team  
(PLT) will also have a small supply with 
them as they go around the country.

A 'Su pervisor Pack ' w hich contains the 
booklet, single sub ject leaflets, relevant 
INDMAN article and DI(N) will be posted 
to every D iv isional O fficer or potential 
D ivisional O fficer betw een the ranks of 
W arrant O fficer and L ie u ten a n t 
Commander.

There will also be at least two 'Training 
Packs' in each ship and establishment. The 
training packs contains training material, the 
material from the supervisors pack, as well 
as a 10 minute video entitled 'Just in Case, 
MCS - At Your Service'. Each ship and 
establishment will arrange showings of the 
video and you should make time to see it.

The b o o k le t co n ta in s  q u ite  a lo t of 
information. It also lists the Compensation 
Toll Free Hotline number 1800-624-761 or 
DNATS 8668627. If you need help (I know I 
do) feel free to contact these numbers during 
working hours if there is anything you are 
unsure of.

INDMAN 0505

W hen calculating the rate of D isturbance 
Allowance payable for a member with family 
on rem ov al to a new  lo ca lity , sp ecia l 
circum stances apply to anyone who got 
married while in the Service between 9 May 86 
and 10 May 94. If you were single and got 
m arried  d u ring  that p eriod , any fu ll 
removals (as a single member) prior to that 
m arriag e  are to be cou n ted  w hen 
d eterm in in g  the lev el of D istu rb an ce  
Allowance for your subsequent removals as 
a 'M em ber w ith Fam ily - New L ocality '. 
This provision applies because there was an 
anom aly in the D eterm ination w hich has 
now been changed.

If you believe that you have an entitlement 
to an in creased  rate  of D istu rb an ce  
A llow ance because of this provision you 
must seek clarification through your Ship's 
Office by 30 Apr 95.

Defence Driver's Licence 
Scheme

DIN(N) PERS 40-6

All you avid SEATALK readers out there will 
recall the article on this subject on page 14 of 
the Winter edition. We should also have 
mentioned at the time that it is important to 
remember that you must carry certification 
at all times to establish your right to drive 
on an interstate licence. This certification is 
in the form  of a docum ent titled 'D river 
Id e n tifica tio n ' w hich  is issu ed  by your 
gaining unit. If in any doubt you should 
read the reference and discuss the m atter 
with your Divisional staff.
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Leave Without Pay
(But Could You Handle the Pace?)

INDMAN 2608

As p ro m ised  in the S p rin g  e d itio n  of 
SEATALK, here is the 'good oil' on Leave 
Without Pay (LWOP). W hat is it? How 
does it work? And when can we take it?

The purpose of LWOP is to provide people 
w ith a m eans of being absent from  duty 
when no other leave entitlem ent (ie Basic 
R e crea tio n a l L eav e, E xtra  R ecrea tio n a l 
Leave, Long Service Leave or Sick Leave) is 
sufficient or appropriate.

As the title suggests, salary and allowances 
are not payable during periods of LWOP and 
because of this people norm ally  elect to 
exhaust other leave options first. Here are 
som e exam p les  of w h en it m ay be 
appropriate to consider LWOP.

Posting. If you and your spouse are both 
m em bers of the AD F and you receive a 
p o stin g  to a lo ca lity  w here no su itab le  
posting is available for your spouse, then it 
may be appropriate for your spouse to apply 
for LWOP to enable him or her to accompany 
you on posting.

Parental Purposes. As detailed in the Spring 
edition, LWOP may be taken in conjunction 
with Maternity Leave and is to be used for 
Paternity Leave purposes. You can also 
apply for LWOP if you are legally adopting 
a child who has not previously lived with 
you. There are lim its to the am ount of 
LWOP you can take for parental purposes 
and if you w ant m ore in form ation  you 
should ask your Divisional Officer.

Other Circumstances. There are no hard 
and fast ru les w h ich  d eta il w hen it is 
appropriate to apply for LWOP and the 
Directorate of Sailors' Career Management 
and the D irectorate of O fficers' Postings 
consider each case on merit. For example, 
if you want to go on an extended overseas 
holiday or undertake a period of private

study which is not sponsored by the Navy 
then  it m ay be w o rth  you r w h ile  
in v e s tig a tin g  LWOP. O f co u rse  y ou r 
personal requirem ents must be considered 
in conjunction with the Navy's requirements, 
such as your current posting and category 
strength. LWOP is not designed to allow 
you to take an extra couple of w eeks off 
whenever you feel the urge, and a common 
sense approach should always be adopted. 
Having said that, where you can demonstrate 
that sufficient compelling or compassionate 
grounds exist, and LWOP is considered the 
only appropriate means, up to a maximum 
period of two years may be granted.
Effects of LWOP

LWOP has a num ber of effects and it is 
im p o rtan t th at you u n d erstan d  a ll the 
ram ifications before you proceed with an 
ap p lica tio n . For e xam p le , it a ffects  
promotion, superannuation, pay increments, 
recreation al leav e, rem oval and storage 
e n title m e n ts , h o u sin g , LO A and 
com pensation for personal injury, ju st to 
mention of few. The bottom line is, make 
sure you are fully aware of all the pros and 
cons.

Medical and Dental Treatment. Your free 
medical and dental cover continues while on 
LWOP.

More Info. In the first instance ask your 
Divisional Officer for assistance.

/  — ! n r  / M -------—----/  I /  I

'tybu tqwzv, zve're just not reaching that guy.'
Cartoonist G. Larson Printed by permission of Universal Press Syndicate
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Alcohol and Drug Research 
Project

Outline

The Alcohol and Drug Research Project is the 
first major research initiative implemented 
to collect detailed inform ation on alcohol 
and drug use by RAN people. External 
co n su lta n ts  from  the A u stra lia n  D rug 
Foundation in Melbourne were tasked by the 
Chief of Naval Staff to design and carry out 
the research. The Project com menced in 
April this year and will present its findings 
in late December.
Aim

The aim of the Project is to provide detailed 
inform ation on the extent of alcohol and 
drug use by N avy p eop le , p articu larly  
alcohol, tobacco, illic it and p rescrip tion  
drugs. This information will then be used 
by the Consultants to provide the RAN with 
the means of addressing alcohol and drug 
related issues through its Alcohol and Drug 
Program.

Two Main Phases

The C onsultation  Phase involved  group 
discussions and interviews across all ranks 
and categories to give the consultants an 
overview of living and working conditions 
and attitudes of Navy people to alcohol and 
drug use. The Project Team visited most 
areas of the Navy including a week at sea in 
five ships. A lot of valuable data was 
gathered during the Consultation Phase as 
most people seemed very willing to express 
their opinions openly and honestly.

The Survey Phase of the Project involved the 
distribution of a questionnaire to 10% of our 
people randomly selected by the consultants. 
Inform ation from the questionnaires will 
provide the 'facts and figures' needed to 
address the aim of looking at the extent of 
alcohol and drug use. The Project Team has 
rep o rted  th a t it rece iv ed  an e x ce lle n t

response to the questionnaires and that this 
part of the Project was more successful than 
had been originally anticipated.

Stay tuned to SEATALK for the results. 

POC LEUT S. Hart (02) 2662070,
Naval Support Command.

1995 ADF Census

A second census of ADF members and their 
fam ilies will be conducted in March 1995. 
All ADF members serving on full-time duty 
on 14 M arch 1995 w ill be req u ired  to 
participate in the census. Rest assured, your 
responses will be completely anonymous.

In recent years there have been a range of 
initiatives to improve the overall lifestyle of 
ADF members and their families. However, 
issues such as children's education, child 
care, spouse employment, health, housing 
and access to com m unity facilities are all 
matters that affect Service families but which 
are, to varying degrees, the responsibility of 
F e d e ra l, S ta te  and L oca l G o v ern m en t 
agencies. When trying to improve access for 
Service families to these services, experience 
has show n that the A D F m u st have 
authoritative facts and figures to assist in 
n e g o tia tio n s  w ith  o th er G o v ern m en t 
authorities and agencies.

A lso , in a d ifficu lt  fin a n c ia l c lim ate  
judgem ents have to be made on the level of 
resources that the ADF can and should 
provide to its personnel and family support 
functions. Detailed planning needs accurate 
information to ensure that scarce resources 
are used to the best advantage and aimed at 
areas of greatest need. It was for this reason 
that the ADF conducted a census in 1991. 
The 1995 census will ensure that the census 
d atab ase  rem ain s a valid  and cred ib le  
planning tool for developing ADF personnel 
and family support policies.
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Transfer Jmm 2W J to WPS

WOSN T.W. Ritchie of HARMAN has asked 
'Why are transfers from  the ADF to the APS- 
Defence Department so difficult? Basically, the 
only positions available to ADF members are 
those positions advertised on the "open m arket”. 
I'm sure many would argue that ADF members 
are really defacto Public Servants. The only 
difference is that ADF members wear uniforms 
and are subject to more rigid constraints. It 
would seem to me that the provisions fo r  transfer 
to the APS-Defence Department shoidd be eased 
to facilitate easier transfer. After all, apart from  
being members o f  the Service, ADF members are 
members o f  the greater Defence Department. I 
don't envisage an opening up o f  the total Public 
Service system  to retired or in tended A D F  
retirees. However, I would think that ADF  
members should be entitled to compete fo r  any 
position available in the Defence Department, 
perhaps w ith the prov iso  that i f  they w ere 
successful they could not transfer to another 
Government Department within, say 5 years. 
Is any action being taken that would enable this 
to occur?'

WO R itchie's assertion that 'm any would 
argue that ADF members are really defacto 
Public Servants' would not necessarily be 
broadly accepted by ADF members. Quite 
separate identities are often d eliberately  
retained, while practically the two groups 
are em ployed under different A cts w ith 
different conditions of service. We should 
also remember that the civilian element of 
the D efen ce org an isa tion  is part of the 
broader Australian Public Service (APS) and 
that, as WO Ritchie has correctly noted, ADF 
members can only apply for positions which 
are advertised outside the APS and which 
are available for 'all comers'. ADF members 
are, in this regard, in the same position as 
o ther people w ho are em ployed by the 
Government but not under the Public Service 
Act.

The idea of giving favourable treatment to 
A D F m em b ers to a ss is t them  in b ein g

employed in the APS has arisen previously 
in re la tio n  to the C o m m ercia l Su p p ort 
Program . It has also arisen as a way of 
assisting spouses of ADF members to find 
em ploym ent. H ow ever the b arrier has 
always been the requirement of the Public 
Service Act that appointm ents to the APS 
should be made on merit and not under any 
other criteria.
That said, there is a legislative provision that 
allows for groups of ADF m em bers to be 
transferred to the APS where it has been 
decided that the function they perform  is 
more appropriately perform ed w ithin the 
APS. For this provision to operate it is 
necessary that the work to be performed in 
the APS is the same as the work that was 
previously performed by the ADF.

PO C M s M. D ow n es (06) 265 1092 
Directorate of Civilian Manpower-Navy.

Pet Relocation Expenses 
Allowance

INDMAN 1907 & ADMIN INST 1907

W hen you are granted a removal, you are 
entitled to be reimbursed the vouched costs 
incurred, up to $215, for the transportation 
and k e n n e llin g  of y ou r p et or p ets . 
Additionally, an amount over $215 may be 
reimbursed for additional costs incurred, but 
for one pet only. As they say in the fine 
print, 'Certain Conditions Apply'.

The additional amount for excess costs is a 
considerable enhancement to this allowance 
and in retu rn  you are expected  to keep 
transportation costs to a m inim um . For 
example, if you or any of your.fam ily travel 
by air, the pet is to be booked in as excess 
b aggage  ra th er than  sep ara te  trav el as 
airfreight with a pet removal agency If in 
doubt see your Ship's Office and READ THE 
INSTRUCTIONS.



18

CCanVhD̂
Removal From TRA or MQ 

to Your Own Home

INDMAN 1706

The PLT is o ften  asked  w hy m arried  
members are no longer afforded a removal 
at D ep artm en tal expense from  M arried  
Q u arters  (M Q ) or T em porary  R en tal 
Allowance (TRA) residence on purchase of 
their 'own hom e' in the posting locality and 
w hether they can use their final removal 
en titlem ent to m ove their furniture and 
effects on purchase of an 'own hom e' in the 
posting locality. Removal policy reflects a 
basic industrial principle that the employer 
has an obligation to remove the family when 
an em ployee is relocated in the course of 
employment. In the ADF this provides clear 
en titlem en ts to rem ovals on p o stin g  to 
another locality and within a locality when 
due to reasons beyond your control, eg 
following eviction from a TRA residence.

Also, until about 18 months ago, in localities 
where there was a shortage of MQ, when 
people purchased or built their own home, 
an eviction notice was isued because the MQ 
was usually required for use by another 
Service member. Once evicted there was 
an entitlement to a removal and associated 
allowances such as Disturbance Allowance 
(DA), and with DA, telephone reconnection. 
H ow ever som e lo c a litie s , su ch  as 
R o ck in g h am  and N ow ra, now  have 
sufficient MQ which means that the issue of 
an eviction notice cannot be justified. This 
means that in such localities, if you advise 
the Housing Officer that you have purchased 
your ow n hom e, then the MQ that you 
occupy at the time may not be required by 
another person and it could sit vacant once 
you move into your own home. The result 
is that no eviction notice would be issued

and you would have to move at your own 
expense.

A d d itio n ally , in  la te  1992 M in isteria l 
representations were m ade by a m em ber 
complaining that members in MQ were being 
granted  rem ovals to 'ow n h om es' w hile 
m em bers in TRA w ere not. This led to 
discussions between the three Services and 
the Director General of Service Conditions 
(DGSC) in H eadquarters AD F (H Q A DF) 
which resulted in the Minister being advised 
in Jun 93 that unless a very strict Service 
req u irem en t ex ists  to ju s tify  the m ove, 
mem bers are not entitled to a rem oval at 
p u b lic  exp en se  u n d er e x is tin g  p o licy  
provisions. DGSC also advised the Minister 
that the practice of members being issued 
with eviction notices to justify approval of a 
removal at Commonwealth expense would 
cease.

There has been a spate of requests from 
people not evicted from MQ on purchase of 
their own home to utilise their final removal 
entitlement to move. The problem with this 
idea is that a final rem oval can only be 
approved  w hen you are in the fin al 12 
m onths of service and your discharge or 
resignation posting has been promulgated. 
A lte rn a tiv e ly , you can do the rem ov al 
p riv a te ly  and , p ro v id in g  you e le c t to 
discharge within 12 months of that removal, 
you will be reimbursed the expenses of that 
removal.

POC D irec to ra te  of N aval S erv ice  
Conditions.

ADFILS

The Australian Defence Families Information 
and Liaison Staff (ADFILS) was established 
in March 1987 as a result of the Hamilton 
Report - 'Supporting Service Families'.
The aim of A D FIL S , a tr i-S e rv ice  
o rg an isa tio n , is to p ro vid e com m u n ity  
d ev elo p m en t su p p o rt, e d u ca tio n  
information and assistance, and information 
on general personnel m atters to Service
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fam ilies . The sin g le  Serv ices  p ro vid e 
support to individual Service members and 
their families and ADFILS supplements and 
complements that role in support of Service 
family communities.
FIND
The F am ily  In fo rm a tio n  N etw o rk  for 
Defence (FIND) is a toll free 008 telephone 
inquiry service which operates from within 
ADFILS. FIND was set up for the purpose 
of giving Defence Force families easier access 
to D efence personnel inform ation and to 
ad vise on how  to go about o b ta in in g  a 
Defence entitlement. FIND allows Defence 
fam ilies in every Defence location around 
A ustralia to have quick, cheap and easy 
access to inform ation on Defence m atters 
and important changes that may affect their 
fam ily such as the recent D epartm ent of 
Social Security  (D SS) changes to Fam ily 
Payments.
A DFILS also has responsibility for policy 
development on family matters including the 
day to day m anagem ent of the D efence 
Family Support Funding program and the 
d evelopm ent and im plem entation of the 
Defence Childcare Policy.
Community Development Activities 
Com m unity developm ent is a m ethod of 
so c ia l w ork p ra c tice  w h ich  fo cu ses  on 
working with groups or 'the com munity' to 
so lve issu es, ra th er than  w ork in g  w ith  
individuals on individual problems. Some 
of the com m unity developm ent activities 
w hich have been achieved in conjunction 
with ADFILS include:
• Programs to ensure the integration of the 

needs of Service families into local health 
care systems.

• Changes to State legislation - in particular 
school starting ages.

• Spouse employment projects.
• Wives' support groups.
• Sole parent support groups.
• Pre-vocational and recreational programs 

for youth.
• E sta b lish m en t of N eig h b o u rh o o d  

Centres.
• Playground creation and improvements.

• Community information and education 
programs, eg child rearing.

All States
In each  S tate  and Territory, a R egion al 
E d u ca tio n  L ia iso n  O ffice r (R E D LO ) 
provides Service families with professional 
advice and assistance in educational matters. 
REDLOs monitor the education needs of the 
children of Service fam ilies and represent 
th o se  n eed s to S ta te  G o v ern m en t and 
Education authorities. To supplement and 
extend the REDLO services, two Education 
Liaison Officer positions have been created 
in Townsville and Sydney.
POC FIND 008 020031

Housing - The Medium 
Density Alternative

What Is It?

Firstly, the medium density tag covers quite 
a variety of housing styles including villas, 
townhouses and units. Due to the inevitable 
differences in interpretation of what these 
terms mean it pays to be sure of just what is 
being offered. For instance not all medium 
density dwellings are in a 'block of flats' as 
som e p eo p le  m ay e x p e ct and not all 
townhouses are two storey. In fact some 
dwellings referred to as medium density are 
actually free standing. It is true that these 
dw ellings are generally sm aller than the 
traditional house on a quarter acre block, but 
that does not make them sub-standard, just 
different. So a tip for everybody is to find 
out ju st w hat m edium  density  types are 
available in an area before dismissing them 
as unsuitable.

In many locations medium density housing 
is provided closer to the city where land is 
expensive, which means that it is essential 
to achieve the best possible use of that land. 
In Sydney for example, you cannot normally 
expect a standard house on a full size block
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close to the city and your place of work. The 
more traditional houses are available, but 
they are quite some distance from the city 
and consequently involve a lot of travel to 
and from work. Factors such as your family 
com position (number and age of children), 
travelling time to and from work, transport 
alternatives (car, bus, train), number of cars 
in the family, pets, etc need to be considered 
and their priority decided if you have to 
choose betw een m edium  density and the 
more traditional style of housing.

The ADF is not unique in using medium 
density  housing and neither is it at the 
forefront of developing this form of housing. 
Medium density is now a community norm 
in Australia, it is becom ing more popular 
and increasingly necessary as A ustralia 's 
cities grow and land in inner city areas 
becomes more valuable and difficult to find. 
The three Services and the Defence Housing 
Authority are working together in finding 
the rig h t b a lan ce  of m ed iu m  d en sity  
housing. There is no intention that medium 
d en sity  h o u sin g  sh ou ld  d o m in ate  the 
h ou sing  stock A u stra lia  w id e, b u t its 
p red o m in an ce  in ce rta in  areas is 
unavoidable.

Your Choice
We m u st accep t that m ed iu m  d en sity  
h ou sin g  is p art of the Serv ice  h ou sing  
in v en to ry  and is lik e ly  to be the m ore 
prevalent style available in the city areas; for 
Navy this mostly means the Sydney area. 
What it boils down to is a lifestyle choice 
that you may have to make; do you want to 
live close to work (medium density may be 
the on ly  op tio n ) or do you w an t the 
traditional style of housing (you may have 
to accept additional travel). Of course other 
factors can also influence your choice. If 
you own two cars, a boat, box trailer and 
two large dogs, it is unlikely that medium 
density will be your best option, but if you 
do not w ant the w orry and expense of 
mowing the lawn and doing the gardens or 
if you want to be closer to the attractions 
offered in the city, then m edium  density 
could well be for you.

Tell PSO Staff Everything

You shou ld  ad vise you r lo ca l P erso n al 
Services Organisation (PSO) staff of all your 
requirem ents during your in itial housing 
interview and they will help where they can 
but sometimes the housing style you want 
may not be available where you w ant it. 
Simply saying you do not want to live in 
m ed iu m  d en sity  w ill n o t g u aran tee  
allocation of a traditional house.

Remember that medium density is not sub 
standard and it can offer certain lifestyle 
advantages. So consider medium density 
as another housing choice, it may suit your 
lifestyle.
PO C L C D R  R ay In gram  (06) 265 3247  
Directorate of Naval Personal Services.

Change to Extra Tuition 
Allowance

INDMAN 0511 

DID YOU KNOW???

...that you can be paid an allowance for your 
child(ren) to receive extra tuition where he 
or she has learning problems at a new school 
following a removal!

The child must:

• be in primary or secondary school,

• have been in full-time education at both 
the old and new schools, and

• be stu d y in g  a su b je c t w h ich  is 
compulsory at the new school.

The tuition must be carried out by a qualified 
person or an accredited college or institution. 
Payment is for a maximum of six weeks for 
the lesser of 85% of receipted expenditure, 
or $66.00 per week. The approving authority 
is your removal authority.

See the reference for more detail.
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Different Rents for Similar 
Married Quarters

During a recent visit to Sydney the PLT was 
asked why people of varying ranks have to 
pay different rents when they are occupying 
similar Married Quarters (MQ) in a medium 
density complex.

Scales and Standards for Married Quarters 
1990 (SMQ90) is the document which sets 
out the stand ard s for MQ in A u stra lia . 
SM Q 90 details the desired am enities for 
dwellings and allocates a grade according 
to the level or number of those amenities. 
The fewer amenities a dwelling has the lower 
its grade and the less rent it attracts. The 
rents levied under the Group Rent Scheme 
(GRS) are based on the grade of the MQ 
w hich in turn determ ines the rank of the 
people who are normally entitled to occupy 
them. The principle is that junior ranks 
generally pay less rent than more senior 
ranks.
In an ideal situation all ranks would occupy 
a d w ellin g  of th e ir co rrec t grad e or 
entitlement and pay the rent applicable to 
that grade. However, sometimes dwellings 
of the correct grade are not available and a 
person may be allocated a dwelling above 
his or her 'entitlem ent'. One of the basic 
rules of the Group Rent Scheme is that you 
pay rent according to the grading of the MQ 
or your rank, whichever is the lower. This 
means that if you are allocated MQ which 
are above your norm al rank entitlem ent, 
when it is due to Service reasons, (ie there 
are none of your entitlement available), you 
w ill pay rent according to your norm al 
entitlem ent rather than the grading of the 
MQ. The logic behind this is that people 
should not be financially penalised if they 
are not at fault.
Please remember that this only applies when 
the allocation of higher graded MQ is outside 
your control. If you request allocation of

MQ above your norm al rank entitlem ent 
then  you  w ill be req u ired  to pay rent 
a p p lica b le  to the g rad in g  of the M Q , 
regardless of your rank.

If a standard rent was to be charged for 
sim ilar dw ellings regardless of rank, the 
financial disadvantage would mostly affect 
people in the junior ranks because this is 
w here the sh o rtfa ll in  the M Q stock  is 
greatest (ie group A). One of the m ain 
reasons for the shortage is that when the 
Defence Housing Authority began disposing 
of all of the substandard housing back in 
1988 they were nearly all dwellings graded 
at the low er end of the sca le . T h is 
'm ism atch' of rank to MQ and the shortage 
of d w e llin g s for ju n io r  ran k s is b ein g  
seriously addressed by the Defence Housing 
Authority and the ADF, but it will take some 
time to build up the numbers, (excuse the pun)

'"Kids! ‘Kids1. ...‘The slugs are Sac{!'
Cartoonist G. Larson Printed by permission of Universal Press Syndicate
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%enumeration 
Information

Civilian & Uniformed Pay 
Ĥ ises

WOSN T.W. Ritchie of HARMAN has asked 
'Why does the uniform element o f  the Defence 
Department (approximately 92,000 including  
Reserves) receive flow  on pay rises from  the 
civilian  elem ent o f  the D efence D epartm ent 
(approxim ately 22,000), when the uniform ed  
members greatly outnumber the civilians? For 
example, the recent tier 3 pay rise which was 
granted to the APS and ADF fo r  basically the 
same reasons (eg productivity increases due to 
the Force Structure Review and introduction o f  
the C om m ercia l S u pport P rogram ), w ere  
negotiated and ratified by the APS first. On 
the surface it would seem more appropriate that 
the ADF case should precede the APS case. At 
the bare minimum ADF representatives should 
be allowed to sit at the negotiating table during 
discussions between the unions and management 
w hen a p ercen tag e w age in crease is bein g  
decided. This would ensure that any subsequent 
flow  on to the ADF would be at a level agreed 
by the ADF, rather than restricting any future  
zvage case to the percentage increase that the 
unions consider is reasonable.'

While it may appear superficially to be the 
case, the ADF does not receive flow-on pay 
increases from the Australian Public Service 
(APS) - or any other organisation. Such an 
approach is disallowed by current national 
wage fixing principles, which are set by the 
Industrial Relations Commission. Under 
these  p rin c ip le s  the on ly  avenu e for 
increasing wages generally is by enterprise 
bargaining.

The Government considered the application 
of enterprise bargaining to the public sector 
and d ev elo p ed  a p o licy  fram ew o rk  of 
W orkplace B argain ing. A p p lica tion  of 
W orkp lace  B arg a in in g  to the A D F w as 
considered separately, with Cabinet reaching 
its decision on 15 Dec 92. It was a separate 
consideration from the APS and the two 
policies are not the same.

E ssentially  this first round of W orkplace 
Bargaining has 3 major components. The 
first component was an increase of 2% based 
on p ro d u ctiv ity  in itia tiv e s  w h ich  w ere 
specific to the three Services. This increase 
was funded by Defence from the savings 
created by those initiatives. The Defence 
Force Remuneration Tribunal (DFRT) heard 
the case on 21 Dec 92, six days after the 
C ab in et d ecisio n , and the in crease  w as 
e ffe c tiv e  from  17 D ec 92. The second  
co m p o n en t co n sis te d  of tw o econ om ic 
adjustments (1.4% and 1.5%) paid in Mar 93 
and Mar 94. These economic adjustments 
were precisely the same as the APS w ith 
ad d itio n a l fu n d in g  p ro v id ed  by the 
Government.

The third component was the productivity 
based pay increase to w hich W O Ritchie 
refers. With the APS form of Workplace 
Bargaining this component, unlike the first 
tw o, is reso lv ed  on an in d iv id u a l 
department, or agency basis. Each agency 
must develop its own productivity initiatives 
and share the savings with its work force. 
The amount by which wages are increased 
must be fully funded by these savings. The 
same principle applies to the ADF. However 
in the case of the ADF and the Department 
of Defence, Cabinet recognised that to try and 
separate out how much the military and the 
civilians had each contributed to the savings 
would be extremely difficult. Recognition 
of the in tegrated  nature of the D efence 
organisation was achieved by including in 
the AD F arran gem en t that 'co m p arab le  
ou tcom es' should  be ach iev ed  betw een  
military and civilian personnel.

A ch iev in g  th at resu lt req u ired  som e 
coordination of two very different processes.
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For D efen ce  c iv ilia n s  the p ro d u ctiv ity  
initiatives to be used, and the wage increases 
which would result, had to be negotiated 
with the unions and an agreement reached. 
FIQADF had an observer present during 
these negotiations. Once an agreed position 
was reached the unions (there were some 18 
involved) each had to gain the approval of 
their executives for the deal. W hen all had 
agreed, the matter was taken very quickly 
to the Industrial Relations Commission for 
ratification. In the case of the ADF it was 
n e cessa ry  to id e n tify  the p ro d u ctiv ity  
initiatives which would provide necessary 
fu n d in g , gain  ag reem en t am o n g st the 
Serv ices and n egotiate  the p rod u ctiv ity  
package with the Department of Industrial 
Relations. Once negotiations were complete 
the ADF was able to seek a determ ination 
from  the DFRT. The tw o p ro cesses 
proceeded concurrently.

With this dual process neither organisation 
could proceed to its industrial tribunal until 
the position on productivity initiatives and 
the amount and spread of wage increase was 
agreed . O th erw ise  the o b je c tiv e  of 
'comparable outcomes' might not have been 
achieved. Whichever package was ratified 
first is not p articu larly  m ateria l in this 
situation and the same payment dates were 
achieved for both Defence civilians and ADF 
personnel.
It is probably not well known, but Defence 
and the ADF were the first 'agencies' to 
achieve a Tier 3 increase and there are a 
number of APS agencies which still have not 
achieved a Tier 3 increase. In a national 
context it is also pertinent that about one- 
third of the work force has received no pay 
increase since 1991. Since Aug 91 an ABSN's 
Military Salary has increased by $2,755, or 
10% , over a period  w hen in fla tio n  has 
increased by 4.6%.
On the final point, A ustralian industrial 
history does not support a proposition that 
unions restrict wage increases. It is at least 
arguable that non-unionised w ork-forces, 
such as the ADF, may gain advantage by 
a llow in g  unions to use their in d u stria l

pressure and establish precedents and rates 
of wage increase, rather than preceding the 
unions.
POC D irec to ra te  of N aval S erv ice  
Conditions

ADF Workplace Bargaining

Through the Defence Force Remuneration 
T ribu nal (D FRT) the A D F co n fo rm s as 
closely as possible to the method of wage 
fixation  in the w id er com m unity. The 
current method of achieving wage increases 
is through negotiations at a workplace level, 
with any increases generally based on gains 
in productivity.

The A D F firs t u n d erto o k  W orkplace 
Bargaining in Dec 92. This resulted in a 
P ro d u ctiv ity  B ased  R em u n era tio n  
Arrangement covering the period Dec 92 to 
Dec 94. This arrangem ent delivered the 
following salary increases:

for ranks up to and including CAPT

8.9% (with 2% of this to be paid on 
15 Dec 94).
for ranks CDRE and RADM

4.9% plus access to performance based
pay

It is now time for the ADF to replace this 92 
arrangement. The process to develop a new 
Workplace Bargaining arrangement involves 
three steps which includes input from YOU.

Firstly, the Government will decide on the 
scope of the proposed arrangement which 
will provide a fram ew ork for negotiation 
betw een the ADF and the D epartm ent of 
Industrial Relations. Once this Government 
position is known consultation with ADF 
members will commence. This consultation 
will be undertaken through the chain of 
command and will be based on matters that 
Navy has identified as the major elements 
to be included in the arrangem ent. The
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purpose of the consu ltation  is for N avy 
personnel to consider and comment on what 
is proposed. Every effort will be made to 
ensure that sufficient time is available for 
sh ip s and e sta b lish m e n ts  to do th is. 
Feedback from the consultation process will 
be considered to modify and identify further 
inclusions for the arrangement.

Secondly, negotiations with the Department 
of Industrial Relations on the details of the 
arrangement will be undertaken, with the 
end result of these negotiations being an 
agreement.

Finally, once the above agreement is gained 
the third step involves the ADF presenting 
a detailed Workplace Bargaining proposal 
for hearing to seek approval from the DFRT. 
It is im p ortan t to note that the AD F 
n e g o tia tin g  p ro cess  is sep a ra te  to the 
A ustralian  Public Service (APS) process 
because of the fundamental differences in 
employment conditions betw een the ADF 
and the APS. However, as the Government 
position is that comparable outcomes should 
be ach iev ed  b etw een  the m ilita ry  and 
c iv ilia n  p erso n n el in  D efen ce , the 
Governm ent approved APS fram ew ork is 
unlikely to significantly differ from the ADF 
framework outlined at Step One.
PO C LC D R  C. F ow ler (06) 265 5016 
Directorate of Naval Service Conditions

Buying and Selling Real 
Estate

The legal procedures involved in buying or 
selling property may appear simple but there 
are many pitfalls for the unwary. To be sure 
that all of the important issues are dealt with 
properly, you should consu lt a so licitor 
experienced in conveyancing procedures. 
There are many factors w hich need to be 
considered by both sellers (vendors) and

p u rch asers. D ifficu ltie s  are o ften  
e x p e rien ced  in re la tio n  to tit le , co- 
o w n ersh ip , e a se m e n ts , co v en an ts  and 
leasehold interests (confused yet?).

Title

This article will concentrate on establishing 
title to property, focusing on the law in NSW, 
which is very similar to the law relating to 
real estate in the other states and the NT. The 
ACT operates on a system  of purchasing 
leasehold interests. Future articles will cover 
o th er a sp ects  re le v a n t to v en d o rs  and 
purchasers.

Title denotes ownership and it is essential 
that purchasers verify title, as no one can give 
more than he himself has (if you don't own 
it then it is not yours to sell) .

In NSW there are three principal forms of 
title to land, namely, old system title, Torrens 
title and Crown land title. You may also 
have heard of strata, qualified and limited 
title but these are types of Torrens title land. 
It is p o ssib le  for you as a pu rch aser to 
undertake the conveyancing yourself, that 
is, to change the title deeds of a property 
from one owner to another.
Old System Title

The only way in w hich an owner of land 
under old system title can prove his or her 
ownership with absolute certainty is to trace 
in an u n b ro k en  ch a in , a ll ev en ts  and 
docum ents affecting the land, back to the 
original Crown grant of the land. If one 
document is invalid, all those which came 
after it probably are too. The events and 
docum ents relevan t to estab lish in g  title 
include such m atters as births, marriages, 
deaths, grant of probate, orders of court and 
bankruptcies. The point is, it will be difficult 
for an untrained conveyancer to establish a 
p e rfe c t old sy stem  title . O ld sy stem  
conveyancing is com plex, time consuming 
and e x p en siv e  and it is s tro n g ly  
recommended that you engage a solicitor to 
undertake such a conveyance.

Torrens Title
Fortunately, most land in NSW is registered 
under the Torrens title system. Torrens title
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avoids the need to investigate the history of 
the vendor's title by providing that everyone 
who purchases without fraud and for value, 
from a registered proprietor and enters their 
deed or mortgage on the register, acquires a 
good title . T h is d oes not n eg a te  the 
requirement to conduct a title search, as the 
purchaser still needs to establish that the 
seller is the registered proprietor and the land 
is not affected by any easem ents such as 
r ig h ts  of way, m o rtg ag e s, leases  and 
covenants.

Hopefully this short article has shown you 
that there are p itfalls in purchasing land 
unaided. Do it yourself conveyancing kits 
can be p u rch ased  and in som e s ta tes  
co n v e y an cin g  firm s w ill co n d u ct the 
conveyancing for you, but you are strongly 
advised to seek the services of a solicitor 
because he or she can also advise on the 
co n tra c t of sa le , a rran g e  fin an ce  and 
represent you at settlem ent. A further 
advantage of using a solicitor is, should you 
lose your m oney through the so lic ito r 's  
negligence, you may be able to recover your 
loss th rou g h  the s o l ic i to r 's  in d em n ity  
scheme.
POC LEUT I. Witt (06) 265 2852, Directorate 
of Naval Legal Services.

MSBS - How Much Are Yoi 
Paying?

Members of MSBS know that they have the 
option of paying two%-ten% of their salary 
as contributions, but are you paying too 
much? I regularly find many members are 
paying too much and don't consider other 
options.
I recently spoke to Paul who is paying 10 
per cent and considering a long term career. 
He is likely to have a large member benefit 
on leav in g  b u t at the m om en t he is 
struggling. He has a debt on a car and a 
stereo system totalling about $4,000.

The interest he is repaying is much higher 
than the interest he is earning on his member 
benefit.
Paul was doing the right thing but in some 
respects he was putting too much emphasis 
on the long term future. Remember that 
you cannot access the MSBS member benefit 
until you leave the ADR In many cases, 
one of the m ost urgent considerations is 
red u cin g  or p ay in g  ou t debt. 
Superannuation in its traditional form can 
come later.
Paul has agreed to prepare a budget and try 
to work within its boundaries.
He is going to reduce his MSBS to two per 
cent and the difference will elim inate his 
loan debt as quickly as possible, then he 
intends to save as much as he can in order 
to purchase a property in the next five years. 
I have encouraged him to do some research 
into buying property so that he will be well 
educated on the pros and cons when he has 
accumulated adequate funds for a property 
purchase. He will then attempt to reduce 
the mortgage as fast as possible to reach a 
debt-free environment.
Planning for the future is a most important 
step for both you and Paul. Remember: no- 
one is going to p rovid e for you except 
yourself.
A rtic le  by Ray C arn all of Ray C arn all 
Financial Services (06) 253 1244.

Cartoonist G. Larson Printed by permission of Universal Press Syndicate

T)arre[[suspectedsomeone had once again 
slipped him a spoon zvith the concave side 

reversed
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Retention Bonus 
Pilot’s vs MSBS

LEUT W. B. Potter, currently overseas, has 
w ritten  that a s ignal '...adv ised  that the 
original provisions o f  the Pilot Retention Bonus 
has been altered so that the amount o f  Pilot 
Retention Bonus received by a member after tax 
is required to be repaid. This situation removed 
the anomaly o f  having to repay the fu ll amount 
without any discount fo r  tax paid being taken 
into account, and was subject to a number o f  
complaints and representations.

As this situation is the sam e that applies to 
repaym ent o f  the M ilitary  Superannuation  
B en efit S chem e R eten tion  B en efit, is 
consideration being given to apply the same (ie 
after tax) provisions to this schem e as now  
applies to the Pilot Retention Bonus?'

The question is whether any plans exist to 
align the present 'payback' (ie payment of 
gross am ount outstanding) arrangem ent 
associated with the Military Superannuation 
Benefits Scheme (MSBS) Retention Benefit 
with the Pilot Retention Bonus repayment 
procedure. The short answer is no.

The change to the Pilot Retention Bonus 
rep ay m en t a rran g em en t (ie a fter tax 
amount) came about because the original 
promulgation of the arrangements by one 
of the service ofices continued an error , 
w h ich  w as su b seq u en tly , su cce ss fu lly  
challenged by a recipient. There was never 
any intention to allow repayment at the net 
rate.

While the Pilot Retention Benefit Bonus no 
longer exists the MSBS Retention Benefit is 
ongoing. The purpose of the Retention 
B en efit has a lw ay s b een  to e n co u rag e  
m em bers to co n tin u e  to serv e  u n til 
com pletion of 20 years. A part of that 
encouragem ent is a penalty for failing to 
fulfil the Undertaking For Further Service. 
The Benefit was never intended to be an 
interest free loan.

To rem ov e the p re sen t rep ay m en t 
arrangement and require only a net amount 
to be repaid would in effect provide a benefit 
for fa ilin g  to co m p le te  a co n tra c tu a l 
obligation without the penalties intended in 
the M ilitary Superannuation Benefit Act, the 
Retention Benefit would not fulfil its stated 
purpose. In other words, if payment of the 
b en efit provides no d irect in cen tiv e for 
further service, then pressure may well be 
applied to abolish it.

POC Directorate of Naval Service Conditions

Financial Counselling

If you are having financial problem s and 
finding it hard to make ends meet, a financial 
counsellor can help you. The action they 
can take w ill depend on your needs and 
circumstances. Counsellors can also act as 
a 'g o -b e tw e e n ' to try  and m ake 
arrangements with people or organisations 
you owe money to.
If you find bills are m ounting and cannot 
easily  be paid or you are w orried about 
future debts, a financial counsellor may be 
able to help you. There are lots of reasons 
people seek financial cou nselling. You 
might be:
• behind in loan or credit repayments;

• unfairly treated by traders or people you 
owe money to;

• in debt or have bills you cannot pay;

• facing court action because of debts;

• considering bankruptcy;

• faced with a sudden drop in income due 
to unemployment, marriage breakdown 
or illness;

• unsure about a contract you have signed; 
or

• unable to pay the rent or mortgage.

Financial counsellors will listen to you and 
provide information and support that best 
suits you. This means they can talk to the 
people or organisations you owe money to
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about your d ebts and rep resen t you in 
situations involving unfair treatment.

They can tell you about your entitlements, 
concessions and grants and also give you 
in fo rm a tio n  on con su m er rig h ts  and 
repayment plans for people or organisations 
you owe money to.
Financial counsellors can help you work out 
a b u d g et, su g g est w ays to h an d le  
ou tstand ing debts and give inform ation  
about bankruptcy.
Talking to community groups, helping with 
community projects and running courses in 
p erso n al m oney m atters  are also  w ays 
financial counsellors help to prevent trouble 
occurring.
If you want to discuss your financial position 
w ith  a q u a lifie d  co u n sello r, there are 
organisations in all States and Territories and 
you can get details from the Department of 
Social Security Telephone Service on 132468 
for the price of a local call. The financial 
advice is free. Alternativaly, there are some 
independent Financial A dvisers (private 
businesses) who do not charge for the first 
interview and this is often enough to set you 
on the right path. Do something about your 
future Today.

Plastic to Feed the Fishes

The day when disposable plastic items from 
the galleys of the ships of the RAN can be 
shredded with the food wastes and fed to 
the fish may be approaching.

Research into biodegradable plastics is being 
driven by increasing public awareness of the 
problems of plastic waste in the sea and there 
are now strict laws prohibiting the discharge 
of plastic waste.
This is causing problem s in ships. More 
than one kilogram of waste is generated by 
each person every day, including 100 grams 
of plastic, in RAN ships.
This accum ulates, is bulky and takes up 
space for storage. Some of it is contaminated

with food wastes causing odour and hygiene 
problems.
D efen ce's A e ro n a u tica l and M aritim e  
R esearch  L a b o ra to ry  (A M R L ) in 
M arib y rn o n g  is lo o k in g  at w ays of 
overcoming this problem and one possible 
approach is to replace the 'catering' plastics, 
which include packaging for food and soft 
drinks, and disposable utensils and other 
item s that b eco m e so iled  w ith  organ ic 
w astes, w ith new  p lastic  m ateria ls that 
biodegrade rapidly at sea.

The rationale is that those materials degrade 
as quickly as foodstuffs or paper if they are 
accepted into the food chain then they may 
be reclassified and legally discharged into 
the sea.
There has been considerable progress in 
development of plastics derived from starch. 
Manufacturers in Australia and around the 
world are already producing satisfactory 
items from it.
It can be prepared as film  and sheet, as 
moulded items and as foam products and 
packaging materials, garbage bags, golf tees, 
even ball-pens can now be made essentially 
from starch. (Good news fo r  those o f us who 
chew our biros.)
There is still a w ay to go before starch 
plastics can satisfy all the requirements for 
ship-board disposables. They need to be 
made resistant to hot tea and coffee and to 
have the correct physical properties for food 
storage.
AM RL is developing the test m ethods to 
show whether each new product is degraded 
by marine fungi and bacteria or eaten and 
digested by the crabs and fishes.
The global prospects for starch-plastics are 
enormous. Not only have they been shown 
to biodegrade rapidly in soil and can be 
eaten by livestock, but they are obtained 
largely  from  resources that are en tirely  
renewable and not dependant on petroleum. 
Also, their m anufacturing costs appear to 
be low. Next we'll see if the crabs like them.

Article courtesy of the Australian Defence 
Science News No 6 Winter 1994.
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Review of Allowances

INDM AN various articles
As a result of the 1994 Annual Review of Allowances, increases in a number of rates and
charges were approved by the Department of Industrial Relations. These are:

New Rate Old Rate

Rations And Quarters (Per Fortnight)
Junior Sailors/Trainees $124.60 $123.20

Senior Sailors/Warrant Officers $154.00 $151.90

Officers $165.90 $163.80

.  Indexed according to the Food component of 
the Consumer Price Index (CPI) and reviewed 
twice per year.

• Increased from 29 Sep 94.
Uniform Maintenance Allowance (Per Annum)

Junior Sailors/Trainees $390.00 $396.00

Senior Sailors/Warrant Officers $469.00 $476.00
Officers $634.00 $644.00

,  Indexed according to the Clothing component 
of the CPI. See article on page 29.

.  Decreased from 1 Sep 94.
Assistance With Resume Preparation $163.00 $160.00

• A ssistance is lim ited  to 75% of expenses 
incurred, up to a maximum reim bursem ent 
of $163.00 for members with 15 or more years 
service.

Child Care Reimbursement Allowance $34.95 $33.45

(Per Child)

• Indexed according to the Child Care sub
component of the CPI.

Extra Tuition Allowance (Per Child Per Week) $68.90 $66.00

• Indexed  according to the Edu cation  sub
component of the CPI.

Note: Casual Meal Charges, Attendance Allowance, Aide-de-camp Allowance,
Establishm ent Allowance and Maintenance Allowance have also increased. See your 
Accounts Office for details.

D isclaim er

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.
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CNS Commendation Badge

CN S C A N B E R R A  O TA /O TV /W A M  
150003Z SEP 94
The C h ie f of N aval S ta ff (C N S) 
commendation badge has been introduced 
to provide visual recognition to people who 
have received a commendation from CNS. 
The badge is gold plated, elliptical (oval) in 
shape and bears a rope border surrounding 
the RA N  crest and the w ord 
'Comm endation'. See the signal for more 
details.

DFRT

For some time now the Personnel Liaison 
Team  (PLT) has n oted  th at p eo p le  are 
generally  scep tical of the D efence Force 
R em uneration Tribunal (DFRT), w hich is 
responsible for determining the salary and 
salary related allowances of the ADF. Some 
people feel that the DFRT should spend 
more time at the coal face to get a better feel 
for what happens.
Since July 1993 the DFRT have undertaken 
18 visits to ships and establishments. These 
units inclu d ed  H M A Ships BR ISBA N E, 
SYDNEY, PERTH, GLADSTONE, IPSWICH, 
M ERMAID, ALBATROSS, COONAWARRA, 
K U TTA BU L, PEN G U IN , STIR LIN G  and 
W ATSO N . The v is its  have g e n era lly  
included a m em ber of the D irectorate of 
N aval Serv ice  C o n d ition s staff, and all 
included the Defence Force Advocate plus 
staff from Headquarters Australian Defence 
Force Pay and C o n d itio n s  B ran ch  and 
Department of Industrial Relations (DIR). 
During this period the DFRT and entourage 
have also visited similar numbers of Army 
and Air Force units. So you can see that

they definitely  have been out and about 
seeing for themselves what conditions are 
like and talking to their 'custom ers'.

PO C D irec to ra te  of N aval Se rv ice  
Conditions.

Uniform Maintenance 
Allowance

UMA used to be calculated on the cost of 
living index (CPI) for the price of items over 
the Service clothing store counter. This was 
changed some years ago to reflect instead 
the general clothing component of the CPI 
(ie in shops, etc not just the Service clothing 
stores). This produced a more beneficial 
result for many years. On the most recent 
occasion this year the clothing component 
of the CPI actually fell, which meant that 
UMA was, for the first time for many years, 
reduced by a small amount.

'•This ain't gonna (ootyood on our report, 
Leroy.'

Cartoonist G. Larson Printed by perm ission of Universal Press Syndicate
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Dhoby Dos & Dhoby Don'ts
(For White Whites)

How do we keep our whites looking whiter 
than white? This particular question is often 
asked and many solutions (no pun intended) 
have been offered - but do they work? Well, 
the Uniforms Policy Cell in the Directorate 
of Logistic Services - Navy (DLS-N) suggest 
the following:

• Do Use Napisan

• Do Use a Cold Water Wash

• Do Wash After Every Wear

• Don't Use Bleach

• Don't Wash With Coloureds
• Don't Use Boiling Hot Or Warm Water

• Don't Put Away Wet Or Damp 

Mike's Comments

Mr M ike M cAvoy (C lothing D esign and 
Development Group - Navy) has provided 
the following advice in regard to washing 
instructions for Trousers (Black and White), 
Shirts and Skirts:

Cold wash. Give the items a short spin (30 
seconds max) and then tumble dry on cool 
or warm. W hen pressing or ironing, use 
heaps of steam. The short spin assists by 
ensuring that the natural fibres contained in 
the fabric retain an amount of moisture that 
can naturally dry out - too much spinning 
reduces this m oisture content and m akes 
items more difficult to iron. Although they 
can be washed, it is probably better to have 
black trousers and skirts drycleaned.

Note that it is reasonable to expect that 
whites will only last two seasons wear. (One 
fo r  one exchange is looking better!)

B eret B ad g es. A re u n d erg o in g  a 
specification change to upgrade the quality. 

Officers' Cap Badge. A high quality alloy 
badge is being produced so that it can be 
trialled  at the sharp end, w ith a view to 
replacing the gilt wire type currently in use.

F em ale  Ju n io r S a ilo rs ' C aps. Ju s t a 
reminder - the Female Junior Sailors' cap is 
obsolete from Jul 95.
S h ort S leeve W h ite  S h irt. The tr ia l, 
outlined in Spring SEATALK continues, with 
feedback yet to be received. Due to finish 
Mar 95.
Short Sleeve Working Dress. A number of 
'Stitch This' responses have brought to our 
attention that buttons kept coming off this 
item. Material Manager (Victualling) staff 
advised that a random check of stock in store 
indicated that the buttons on the shirts were 
attached in a manner which meets normal 
com m ercial standards for work garments. 
Defective shirts should therefore be returned 
to Clothing Stores so that buttons can be re
sewn at Commonwealth expense.

M aternity Cardigan. This garment should 
be on the shelves during the first quarter of 
1995.
S leeveless V-N eck S w eater O fficers & 
S enior S ailors. The sp ecifica tio n s are 
cu rrently  being am ended to incorporate 
epaulettes so that SRI can be w orn. A 
decision will be made shortly as to whether 
or not Junior Sailors will be allowed to wear 
the new garment.

Jackets
Male, Winter Ceremonial. Specifications 
have been changed to allow  for shanked 
buttons with split rings or pins to be used to 
facilitate button rem oval for drycleaning. 
Synthetic lace will also be trialled shortly to 
replace the 0.2% gold wire lace.
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Cold W eather. In itia l tria l com pleted . 
Further refinements are to include provision 
of a b elt and m ore p ad d ing to increase 
warmth.
Fem ale Style Shorts. Are cu rrently  in 
production - Clothing Design advise that this 
item (in both AWD and White) will be on 
the shelves within the next quarter. 

Stockings - W hite. As foreshadow ed in 
Spring SEATALK, the new cotton/polyester 
blend stockings are in stores now! - they 
don't go yellow - trust me!

Parade Boots. Two different styles of Parade 
boot are currently being trialled by Parade 
and Recruit Training Staff at CERBERUS - 
one style is elastic sided; the other is the 
current Boot Light w ith a synthetic sole 
instead of leather. Stay tuned. (Does your 
boot light stay on when you close the boot?) 

PT Shoes. Material Manager (Victualling) 
is negotiating to allow Physical Training (PT) 
instructors to local purchase two pairs of 
sports shoes six monthly, allowing a total of 
$250.00 each six months. Shoes will have to 
be white or blue in colour. This new scheme 
is expected to be introduced shortly and 
ap p rov al w ill be p ro m u lg ated  w hen 
received.

RAN Uniform Survey

By the time this SEATALK goes to print the 
results of the RAN Uniform Survey will have 
been finalised . Due to the anonym ous 
n atu re  of the su rvey  and the nu m bers 
surveyed, Directorate of Logistics Services - 
Navy (DLS-N) is not able to individually 
thank everybody associated with its conduct 
so he w ould like to extend his gratitude 
through this article. The results of the 
Survey are expected to go before the Chief 
of N aval Staffs' A d v isory  C o m m ittee  
(CNSAC) early in 1995. Once again, every

endeavour will be made to have the results 
promulgated.

In the wake of the RAN Uniform Survey, the 
'Stitch This' forms have enjoyed a resurgence 
in popularity. Each form is read by the 
Uniform Policy Cell staff and there appears 
to be a trend for people to identify areas that 
have b een  p re v io u sly  ad d ressed  in 
p u b lica tio n s  su ch  as N avy N ew s and 
SEATALK. Please consider checking back 
issues of these publications to see whether 
or not they have answered your concerns 
before committing yourself to paper.

POC LEUT M. M cCorm ack (06) 266 4590 
Directorate of Logistic Services - Navy

Earrings & Hair Length 
Review of Regulations

ABR 81

Over the past year the Personnel Liaison 
Team and some other D irectorates in the 
N aval Personnel D ivision have received 
queries from male sailors about hair length 
and the wearing of earrings. Some of these 
people believed that the AD F’s policy which 
p ro h ib ited  serv icem en  from  w earin g  
earrings and long hair was discriminatory 
and in contravention of anti-discrimination 
legislation. In light of this, the Navy raised 
the matter with HQADF and a review of the 
regulations was initiated.
As a result of that review, on 4 Oct 94 the 
Defence Force Personnel Policy Committee 
made the following decisions:

There was to be no change to hair length 
req u irem en ts for serv icem en  or 
servicewomen. Those who are unable to 
maintain their hair adequately at any time 
will be required to cut it to a more practical 
style.
The wearing of earrings by servicemen while 
in uniform and/or on duty would not be
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permitted and the types of earrings which 
may be worn by servicewomen was a matter 
for each Service to decide.

Only One Change
So there has been only one change to the 
p rev iou s p o licy  and that is; m ale RAN 
members may now wear earrings whilst off 
duty and out of uniform.

D iscrim ination

The Human Rights and Equal Opportunity 
C om m ission  (H REO C) A ct 1986 w as 
A u stra lia 's  ra tifica tio n  of In tern atio n al 
Labour Conventions of the United Nations 
C onference on hum an rights. The A ct 
covers 19 grounds of discrimination such as 
age, sex, race, disability, privacy, etc. The 
Sex, Race and Disability Acts were passed 
in F ed era l le g is la tio n  as sep ara te  
discrimination acts. The contravention of 
these acts, as opposed to the HREOC Act is 
illegal. The Sex Discrimination Act exempts 
m atters w hich are reason ab le  'in h eren t 
requirem ents of the job'. Dress and hair 
regulations in the ADF are just that - they 
are part of the conditions of em ploym ent 
when we join. Legal advice states that this 
issue is not a discriminatory one because it 
does not affect your opportunity, equality 
or employment.

Finally, just in case you are not sure, here 
are the current regulations.

Males - hair is to be neat, of one colour and 
clean. Hair shall be no longer than 10 cm 
and groomed so that it does not touch ears 
or collar, extend below eyebrows when head 
dress is rem oved, nor in terfere w ith the 
p rop er w earin g  of S erv ice  head  d ress. 
E xag g era ted  h a ir s ty le s , eg sh av en  or 
partially shaven heads, or unnaturally tinted 
hair are not permitted. Sample hair styles 
are illustrated in ABR 81.

Females - hair is to be clean, of one colour 
or lig h tly  tip p ed , and n eatly  arran ged . 
W hen on duty, back hair is not to extend 
below the lower edge of the buttoned shirt 
collar; those with long hair must arrange 
their hair to comply. Exaggerated styles, eg 
sh av en  or p a rtia lly  sh av en  h ead s,

u n n atu rally  tin ted  hair, and those w ith  
excessive fullness or extreme height are not 
p erm itted . The b u lk  of hair m u st not 
interfere with the correct wearing of head 
dress. Hair ornaments such as ribbons or 
scrunchies are not to be worn. Plain pins, 
combs or hair nets similar in colour to the 
hair, and rubber bands may be worn. When 
wearing sports dress 'Pony Tails' and 'Plaits' 
are p erm itted . Sam ple hair sty les are 
illustrated in ABR 81.

Je w e lle ry  - w ris t w atch es , s ig n e t, 
engagem ent and w edding rings m ay be 
worn by male and female members but not 
watch chains, neck chains or other visible 
personal adornm ents. Fem ale m em bers 
may wear plain ear studs, gold in colour, of 
4 mm or less in diameter (one in each lobe) 
or plain sleepers, gold in colour, of 1 cm 
diameter (one in each lobe). Male members 
are not permitted to wear ear adornments, 
including studs and sleepers whilst on duty 
or in uniform.

New Hats for the Navy

LCD R D uffy of M aritim e H ead qu arters, 
Sydney has w ritten  ' recen tly , it has been  
highlighted that our winter ceremonial uniform  
is not w ell com plim ented  by the traditional 
sa ilo r's  hat. Upon co n sid era tion  o f  the 
a lt e rn a t iv es , a p rop osed  rep lacem en t fo r  
cerem on ia l occas ion s is the "K angaroo fu r  
Busby", in the sty le o f  B uckingham  P alace  
guards. A picture o f  the proposal is included. 
The kangaroo fu r  cou ld  be obtained  from  a 
"culling'' to a p p ea se  an im al w elfare  
organisations.

Also, due to the lack o f  a suitable cold weather 
hat fo r  sailors whilst deployed to colder areas, a 
proposed introduction is the "Russian woolly" 
(ie deer stalker)style hat. A picture o f  proposed 
hat is also enclosed. This hat would be well 
suited to the cold weather coat being introduced 
fo r  officers, possibly with the addition o f  a cap 
badge.
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The third hat is a new style wet-weather hat, 
which currently has no equivalent in Service. 
This could be worn ashore or at sea, particularly 
w ith fo u l w eather gear, or leav in g  harbour 
during the wet season. The current service 
raincoat shoidd also have it's colour changed, 
as the current colour is not safe in crowded  
thorou gh fares or tra ffic . A p ictu re o f  the 
proposal is also included.
I would appreciate i f  you coidd draw attention 
to these new hats, as increased exposure will help 
sw ay  D LS-N . I have a lso  fo r w a r d ed  my 
suggestion to "Stitch This". I f  my suggestion 
is adopted , I propose adoption  prior to the 
Olympics in the Year 2000, as the RAN will no 
doubt have a major ceremonial role to play, and 
the busby would make our sailors look extremely 
dashing fo r  a world television audience.'

Yes, thank you Gunnery Officer for those 
very practical suggestions. Regrettably your 
shetches could not be reproduced but I'm 
sure people have a pretty good idea of what 
the various ensembles will look like. Such 
head coverings are long overdue and will 
certa in ly  be w elcom e ad d itio n s to our 
standard uniform  kit. The kangaroo fur 
Busby will be particularly useful for those 
cold and windy Force 5 gales that we often 
encounter crossing the Great A ustralian 
Bight. But my money is on submarines, 
where they will undoubtly come into their 
own. Obviously they will be stored in the 
torpedo tubes (crown facing outboard) and 
cou ld  be fille d  w ith  sand and fired  
in d iv id u a lly  (at close  range) w hen the 
submarine runs out of torpedoes.
In regard to the deer stalker, we already have 
a legionaire's cap so I guess all we need to 
do now is replace the Navy Wide Brimmed 
H at w ith  a Som brero  and th at shou ld  
complete the multi-cultural needs for head 
gear. P lease  let SEATALK know  your 
thoughts on the proposed introduction of 
blue and w hite horizontally striped fully 
zip p ered  lyca ju m p su its  to rep lace  the 
current blue overalls w orn by technical 
sailors.
Oh, what colour should the Busby fur be? 
Do you think black, or perhaps khaki!
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What Number is That Rig?

ABR 81
The Uniform Team is often asked about the 'new' rig numbers so hopefully this cunning,
simplified table will help clear up any confusion and help you choose the right rig. (Don't
you hate it when you go to a party and somebody else is wearing the same outfit!)
Number Description
W = Winter
W1 Full dress with swords and medals
W2 Full dress with medals
W3 Full dress, maybe worn with skirt*
W4 Mess Dress, long skirt for female officers*
W5 Mess Undress, short skirt for females*
W6 Junior Sailor males only (as for W3 without collar seam an's blue)
W7 Like W3 without jacket or barathea
W7A W 7 with Woolly Pullie
W9 Action Working Dress
S = Summer
SI Full whites with swords and medals
S2 Full whites with medals
S3 Full whites*
S4 Mess Dress, long skirt for female officers*
S5 Mess Undress, short skirt for females*
S6 Red Sea Rig- Long black trousers/bells, short sleeve shirt/white front
S7 Long white trousers/bells, short sleeve shirt/white front
S7B Long white trousers with bush jacket (CMDRs and above)
S8 White shorts, white skirt for females and short sleeve shirt/white front
S8B White shorts, white skirt for females, bush jacket (CMDRs and above)
S8C Females only - white shorts, short sleeve white shirt
S9 Summer working dress
* Females must wear trousers at sea with this rig

Is Your SEATALK Going 
To The Wrong Address

SEATALK is sent to the N ext Of Kin 
(NOK) address of married and defacto 
m em bers. This address is obtained 
directly from the central personnel data 
b ase  in C an b erra . SEA TA LK sta ff 
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 Coxswains 
or Personnel Office.
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