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‘Editoriat
Hello Folks, are we ready for another year 
of fun and frolicking? Right, then lets start 
with a mistake. You may remember the 
article about MSBS contributions on page 
25 of the Summer edition. The second line 
should have read 5% - 10%.
SEATALK has received several letters in 
relation to the article in the Summer edition 
about the decision on Earrings and Hair 
Length. Whilst I certainly do not want to 
discourage anybody from writing in with 
their opinions or ideas I must say that 
abuse and threats of legal action are really 
not constructive and simply will not be 
printed. SEATALK can guarantee that 
your contribution will remain anonymous 
if you request it, but letters that arrive 
without your name and contact phone 
number will not be printed; depending on 
the content they may be passed on to the

appropriate directorate. The reason for 
this is that we like to verify that the letter 
is genuine, be able to contact the author to 
clarify detail and investigate the matter 
further if necessary. The Personnel Liaison 
Team is interested in passing on 
information and aiding debate; it is not 
interested in persecuting you or 'dobbing 
you in', even if you do have a radical or 
opposing view.
As a matter of interest, regarding the letters 
on earrings etc, it was surprising to learn 
that so many of our people have relatives 
who are currently studying law at 
University.
If LS A. Mazed would like to contact the 
editor I will be only too happy to assist 
with his concerns.
If some of the articles seem to be in the 
wrong section, don't worry, they fit better 
and they are still worthwhile reading.
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1995 certainly came in fast and already we 
are at the end of the first quarter. This 
year promises to be as full and challenging 
as the last and of that I have no doubt.
Already on 1 February the Defence Force 
Remuneration Tribunal handed down an 
interim  decision on the Pay Structure 
Review  and this has provided some 
welcome improvements in the area of 'on 
promotion7 pay rates. Some may have 
been disappointed, but for others the 
results have been a positive step forward. 
We should never underestim ate the 
difficulty in inching forward in a resource 
constrained environment.
Also on the pay front, fundam ental 
review s of Seagoing A llow ance, 
Submarine Service Allowance and Flard 
Lying Allowance will be carried out this 
year along with the pay placement reviews 
of the Seaman Category Rationalisation 
Study and Technical Training Plan 92. I 
cannot predict an outcome nor do I want 
to raise any false expectation. However, I 
am confident that the Navy's point of view 
will be heard and put forward in a most 
thorough and professional fashion.
As the year progresses we can look 
forward to results from the Uniform  
Survey, the review of ADF Personnel arid 
Family Support Services, the Members 
W ithout Fam ily Review  and the 
Consultancy on Service Housing and I am 
optimistic that results will be in the form 
of actions rather than words. The 
integration of our Reserves also continues 
toward achieving full amalgamation with

the Permanent Naval Forces to form the 
'Total Force'.
The review of the Divisional System has 
now started in earnest and I strongly 
advise you to put your thoughts on paper 
for the review team and have your say. 
This edition provides an article on what 
this is all about and is well worth reading.
Further into the year there should be some 
very useful feedback from the Exit Survey 
which is designed to help find out why 
people are leaving the Service. This 
edition provides further details on this 
subject.
While mindful of today's concerns, this 
year w ill focus m uch attention  on 
manpower matters looking toward the 
future. The Naval Manpower Strategy 
(NMS 2010), now headed by CAPT Patrick 
Oates, will look at the shape of the Navy's 
manpower of the future and it is intended 
that his findings will be presented to CNS 
and his advisory committee at the end of 
this year.
Finally, I cannot express strongly enough 
the importance of each member of the 
Navy and the importance of the support 
they give to, and receive from, their family. 
The Navy cannot function w ithout 
dedicated people and to pretend otherwise 
would be foolish. I thank you for your 
support in 94 and look forward to sharing 
the challenges 95 will bring to us all.

‘My iBest iRegards

Chris O?(enbou[d

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

Promotion Board 
Feedback

For the first time ever, following the Dec 94 
Promotion Boards, Lieutenants and 
Lieutenant Commanders who are in the zone 
for promotion will receive formal feedback 
on their competitiveness for promotion. The 
feedback will be provided by way of a 
persona] letter from the President of their 
respective Promotion Boards.
In fact, by the time this article goes to 
press, feedback will already have been 
provided to Lieutenants some months 
ago and feed b ack  to L ie u ten a n t 
Commanders will be just about hitting 
the streets (due out by 31 Mar).
The aim of Promotion Board feedback is 
to provide candid advice on an officer's 
competitiveness for promotion, as viewed 
by a Promotion Board. The Promotion 
Boards have a unique position in that they 
can consider an officer's potential for 
promotion in the context of an officer's 
peers across the whole of the Navy. The 
Boards have been concerned for some time 
that many officers have formed unrealistic 
expectations of their prom otion 
competitiveness based on the assessments 
they receive on their performance reports 
and recom m endations of their unit 
commanders. There was a clear need to 
correct this situation.
Prom otion Board feedback for 
Commanders was trialed after the Dec 93 
Prom otion Boards using five 
competitiveness bands (A to E). Similar 
feedback for Lieutenant Commanders will 
be provided, albeit using only four 
competitiveness bands (A to D).
Briefly, the band descriptions are:

A Highly competitive - promotion
very likely,

B Competitive - promotion is
probable,

C C om petitive - prom otion
possible,

D Less competitive - promotion
chances are waning.

The banding of Lieutenants will be slightly 
different again in that there will only be 
three promotion competitiveness bands 
(upper, middle and lower). Briefly, the 
band descriptions are:

• Upper Chances of promotion in the
near future are very good,

• Middle Competitive for promotion
in due course,

• Lower Less competitive promotion
prospects are waning.

As it is the norm al expectation that 
Lieutenants will achieve promotion to 
Lieutenant Com m ander, only those 
Lieutenants who are banded in the upper 
and lower bands have received formal 
promotion feedback letters. This means 
that the bulk of in-zone Lieutenants who 
fall into the middle band, did not receive a 
letter. They should interpret this to mean 
that they are competitive within a tightly 
packed field for promotion in due course. 
No doubt, not all officers are going to be 
satisfied with their competitiveness bands. 
However, what should be realised very 
clearly is that promotion in the current 
climate is extremely competitive. Further, 
the expectation is that this is unlikely to 
alter in the foreseeable future.
As an illu stration , over the last four 
prom otion cycles, there has been an 
average of 360 Lieutenant Commanders 
eligible for promotion. On average, 21 
enter the zone every six months and 17 are 
promoted. Only the top five per cent 
achieve promotion.
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In this environment, failure to achieve 
prom otion should not in any way be 
equated with failure as an individual or 
failure as a naval officer (so don't slash your 
wrists!). It simply means that an officer 
was not ranked, for whatever reason, in the 
top five per cent (today's figure) of his or 
her peer group.
If an officer is dissatisfied with his or her 
ranking then the officer should discuss the 
matter, in the first instance, with his or her 
Desk Officer in the Directorate of Naval 
Officers Postings. The Desk Officer may 
recom m end the officer make an 
appointm ent for an interview  with a 
Prom otion Board member, who may 
provide further feedback on the officer's 
potential for promotion.
Prom otion Board feedback is another 
refinem ent to the officers' reporting 
system, and is an attempt to provide open 
and frank advice on potential for 
promotion. Its primary aim is to reduce 
what could be described as an 'expectation 
gap ', ie the gap betw een an o fficer's 
expectations for promotion and his or her 
'real' chances of promotion, as viewed by 
the Promotion Board. Comments on the 
Promotion Board feedback process are 
always welcome and should be forwarded 
(in writing) to Lieutenant Commander 
John Scott, Assistant Director of Naval 
Postings (PP&E), D-3-12, Russell Offices, 
Canberra.

Resume Preparation

INDMAN 2903 Para 41
Did you know that if you have served for
fifteen years or more, even if you are not
thinking of discharging, you may apply for
reimbursement towards the cost of having
one personal resum e professionally
prepared.

It is not necessary for you to seek approval 
beforehand, unless there is a possibility 
that the resume cannot be completed and 
reim bursem ent sought before you 
discharge.
How much is it Worth?
The Directorate of Naval Personal Services 
has funding to reimburse 75% of the cost 
of a resume up to a maximum of $163.00. 
As this figure is indexed in line with the 
cost of living (Consumer Price Index (CPI)) 
the rate changes slightly each year.
You should submit the original receipt, 
which identifies the provider as a bona fide 
resume writer, through the Resettlement 
Officer in your ship or establishment. 
Firms specialising in writing resumes are 
listed  in the yellow  pages and your 
Resettlement Officer will have the names 
of popular local firms.
Be Prepared!
A good resum e should begin w ith a 
personal interview in which the consultant 
is able to bring out as many positive and 
relevant aspects as possible. Long term 
(twenty year) members may use part of 
their approved absence for job seeking 
purposes for the interview. You should 
also take as much prepared material as you 
think approp riate, esp ecially  dates, 
addresses and phone numbers.
W hat should you expect from the 
finished product?
A well presented, bound document which 
covers your knowledge, skills and strong 
points. It should also cover every aspect 
of your career to date and be designed to 
'sell' you in the 'tough' job market. It 
should not contain military terms which 
are not readily understood by non military 
people and it should be inform ative 
w ithout being long and boring. 
REMEMBER: A Recruitment Officer is not 
trying to 'weed your job application in', 
he or she is trying to 'weed it out'. Make 
sure yours is the one left in the pile.
POC Mrs Val Q uigley (06) 265 2171 
Directorate of Naval Personal Services.
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Functional Examination of 
Naval Manpower

As you probably already know, the 
Functional Exam ination of Naval 
Manpower (FENM) has taken place over 
the last 3 years and is now alm ost 
complete. With both Service and civilian 
personnel from all establishments and 
D irectorates throughout A ustralia 
participating, the FENM has been an 
enorm ous task. Generally, reports 
received have been of a very high standard 
which reflects a great deal of hard work 
and considerable effort by all the people 
involved. For once it provides you, the 
people who are involved in the day-to-day 
w orking activ ities of the Navy, the 
opportunity to change things, rather than 
the bosses  in Canberra.
FENM by its very nature is a cultural 
change. Whether the FENM methodology 
will ultimately achieve its goals to improve 
the usage of the N avy's manpower 
resource will, to a greater extent, depend 
upon the com bined attitudes and 
perceptions of all Navy people. By 
working together, valuable outcomes such 
as greater job satisfaction , improved 
efficiency and training and development 
can be achieved through this management 
tool.
As FENM progressed there were several 
questions that repeatedly cropped up. The 
following is an attempt to answer the most 
significant of those.
Will the organisation submitting the 
report lose any billets from the 
information supplied? Not unless that is 
the recom m endation made by the 
organisation. Any billet identified by the 
PAT as surplus to the requirements of that 
particular organisation will be used to 
offset the establishment of higher priority 
billets elsewhere within the Navy.

Will FENM continue beyond the current 
review? Yes, but the actual format will 
depend upon the findings and 
recommendations of the final reports and 
executive sum m aries, m ost of which 
indicate that future refinem ent of the 
process is needed.
Is anything being done to improve the 
FENM software? The software currently 
in use is a vast im provem ent on the 
original. However, it should be stressed 
that every organisation was instructed that 
they were free to use any means at their 
disposal to collect and analyse the data as 
long as they could answer the questions 
asked by the CNS Directive 7/92.
Does it make any difference what the 
PATs say? After the painstaking but very 
necessary phase of data collection, the PATs 
had the challenging task of analysing the 
data and formulating their Final Reports 
which eventually arrive in Navy Offices 
completely unaltered. Through these 
reports, the PATs had the unlimited scope 
to make new proposals, suggestions, and 
recommendations.
The question is always, 'why do we have 
to do things like FENM'. The Navy is a 
dynamic organisation, so change will 
always be with us. As we undertake new 
activities the shape of our manpower 
changes - for instance we are gradually 
phasing out Steam and replacing it with 
Gas Turbine technology. Consequently the 
number of MTs we need in each ship and 
their skill base, is changing. There are two 
ways of achieving change; firstly  by 
legislating, ie imposing from above and the 
second way is by conciliating, ie managing 
change at the work place level. Ideally we 
want a combination of both legislation to 
introduce strategic guidance and 
conciliation  to make it work most 
efficiently. FENM is a process of 
conciliation using quality management 
and quality improvement methods.
In looking to the future, we have two major 
manpower challenges. Firstly, adapting 
our existing manpower to meet the new
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technologies of C ollins, Anzac, Mine 
Hunter Coastal (MHC) and Offshore Patrol 
Combatant (OPC). Secondly, recognising 
that the Defence dollar may not have the 
mileage to meet the manpower bill, we are 
going to have to employ new processes 
and techniques and identify  new 
efficiencies to meet the growing manpower 
demand. The inevitability of this should 
be recognised at both the command and 
'shop floor' level. If we do not employ 
FENM techniques, the load will not be 
evenly shared across the Navy.

All recommendations for rationalising 
existing structures and jobs are being 
progressively implemented and where new 
billets are required, these have been treated 
as Ad Hoc complement submissions or 
where possible made up from other billets 
we no longer require.
POC CPO Ominski Directorate of Naval 
Manpower Planning (06) 265 3207

RAN Promotion and 
Advancement Instructions

ABR 10
ABR 10 the Sailors Prom otion and 
A dvancem ent Instructions is being 
reviewed by the Directorate of Sailors 
Career Management (DSCM) with the 
intention of promulgating an up to date 
reference document incorporating the 
relevant Defence Instructions pertaining to 
Sailors' Career M anagem ent and 
Progression. All issues relevant to a sailors 
career, from entry through to discharge, 
w ill be contained w ithin this one 
publication. All sailors are encouraged to 
seek out the new publication when it is 
issued and to become familiar with the 
options applicable to their career in the 
Navy.

Items currently planned for inclusion in the 
new publication (in addition to the current 
contents of ABR 10) include Category 
Sponsors, Instructions to Sailors, Career 
M anagem ent and Posting Policy 
(incorporating the policy for the Posting 
of Women to Sea), D uties and 
Responsibilities of the Warrant Officer of 
the Navy, Nominations for Commissioned 
Rank, Enlistments and Discharges.
The publication short title (ABR 10) will 
remain, however the title of the publication 
will be changed to more accurately reflect 
its content. 'Sailors Career Management 
Manual' is currently the top of the list. 
Every endeavour is being made to have the 
new book presented in a clear and concise 
user friendly format. Present intentions 
are that the new manual will be distributed 
by the end of 95. On receipt the new 
pu blication  should be made readily 
available to all personnel and in this regard 
current holdings for units are being revised 
as part of the review.
POC for the re-w rite is WO Trevor 
Sweeney Directorate of Sailors' Career 
Management (06) 265 5044

Fred could happily spend all day 
just watching the world go by.

Cartoonist Rupert Fawcett Printed by Permission of Statics Limited



Return of Service 
Obligation

DI(N) PERS 42-9
The requirement for members of the ADF 
to complete periods of service, known as 
Return Of Service Obligation (ROSO) has 
been in force for some time.

In broad terms, the purpose of ROSO is to:

• obtain an adequate work return from 
m em bers who have undergone 
expensive training or selected overseas 
service; or who, at D efence Force 
expense, have obtained a skill or 
profession with a market value; or, for 
those people appointed overseas, who 
received free travel to Australia;

• avoid disruption to the flow of 
replacem ent m em bers with the 
qualifications and experience required 
by the Service to maintain operational 
efficiency and career progression; and

• make the most efficient use of limited 
training resources.

ROSO is a tri-Service policy and is 
applicable to all ranks. Each Service will 
decide which courses attract ROSO and as 
a general rule a ROSO is not applicable for 
courses which are less than six months 
duration.

The ability of the Australian Defence Force 
(ADF) to im pose a ROSO needs to be 
considered in relation to factors that are 
peculiar to m ilitary personnel 
management. These factors include a 
career pattern involving frequent training 
courses, the high cost of training, the 
limited capacity of those courses to provide 
the number of people required in the 
various categories, the prevailing wastage 
rates (particu larly  in critical areas of

m anning) and the extrem ely lim ited 
capacity  for lateral recruitm ent. The 
majority of service skills are acquired 
through in-service training w ith 
advancement or promotion often being 
related to acquiring new or higher levels 
of skill throughout a Service career. Not 
surprisingly then, the cost of the total 
investment in ADF training represents a 
significant proportion of the Defence 
resource. So if there was a high wastage 
rate in newly trained personnel before they 
had given productive service, the penalty 
suffered by the ADF would be the cost of 
their training and the wasted training 
capacity. But more importantly, with 
increasing technology, a trained and 
experienced service member represents an 
investment of time which cannot easily 
and quickly be replaced.

Put simply, ROSO recognises both the time 
and cost the Navy invests to provide some 
return to Navy for that investment.
POC Lieutenant Commander Peter Hassell 
(06) 265 5880 Directorate of Sailors Career 
Management.

RAN Exit Survey

The Navy is very concerned about high 
wastage rates. It is important to find out 
why people are leaving so that the Navy 
can help keep members motivated and 
satisfied with Naval Service. In order to 
do this the Navy has developed an Exit 
Survey which will be introduced this 
month.
The survey will become a continuous 
activity with the purpose of keeping track 
of why personnel are leaving the Navy and 
any changes in the reasons over time 
(trends). It also provides an opportunity 
for members to indicate whether they 
would like to discuss their concerns 
personally with Senior Navy Management 
or to have their answ ers remain



9

confidential. The Exit Survey will be 
reviewed and updated regularly to ensure 
that it continues to meet the needs of the 
Navy.
The form is aimed at all people who are 
leaving the Navy on a voluntary basis. 
When people submit their discharge or 
resignation letter they will be given a 
'survey package’ by the ship's or personnel 
office.
The survey has been designed to be as 
simple and quick as possible to complete. 
It is printed on a computer readable form 
(similar to the Sailors Posting Preference 
form) and should be com pleted in 
accordance with the information handed 
out with the survey form. The survey is 4 
pages long and should take approximately 
10-20 minutes to complete.
What questions does the survey ask?

• The form asks general demographic 
questions about the people leaving,

• The influence of a number of factors on 
their decision to leave the RAN,

• If various factors changed in the RAN, 
would this encourage them to stay, and

• If they would like a Navy Office Senior 
Manager to contact them regarding 
their reasons for leaving.

Space has also been made available for 
additional comments.
It is important that all people voluntarily 
leaving the RAN complete the Exit Survey 
questionnaire and of course, honest and 
factual answers will be needed for it to be 
a useful management tool for the Navy.
The Exit Survey allows you to decide how 
the information you give will be used 
including w hether or not it will be 
restricted to a confidential database. 
Specifically, people completing the form 
can choose to have their answ ers 
forwarded to a particular Senior Manager 
in Navy O ffice so that they can be 
contacted to discuss their concerns.

Alternatively, you can decide that you want 
your inform ation  to rem ain in a 
confidential database under the control of 
Navy Psychologists. In this case no 
individual information will be passed on 
to other areas. Both sets of data will be 
used for research purposes and to provide 
Naval management with information on 
trends in why people are leaving.
POC Directorate of Psychology - Navy 
(DPYSCH-N), Ms Lesley Brown (06) 265 
5292.

SCRS Implementation 
Review

O bserving that the Seam an Category 
Rationalisation Study (SCRS) is now some 
18 months into its implementation, and as 
it was obvious from feedback that 
anomalies had been uncovered and some 
aspects of implementation required fine- 
tuning, the Assistant Chief of Naval Staff - 
Personnel (ACPERS-N) appointed a one- 
star committee to conduct a review of 
SCRS implementation. The outcomes of 
that review are summarised below.
The review was not intended to be a forum 
for reversing or significantly altering the 
course of the fundamental features of SCRS 
policy. The aim was to identify and rectify 
any d ifficu lties arising  from the 
implementation of SCRS. It was also to 
resolve any inequities which may not have 
been foreseen and which could be resolved 
either within the bounds of the present 
Defence Force Rem uneration Tribunal 
Determination of pay levels, or put as part 
of the Tribunal's review of SCRS in 1995.
To ensure that the review com m ittee 
received input from all levels, the review 
was conducted through norm al staff 
channels. Issues were initially canvassed 
by a working group with representatives 
from Navy Office, Maritime Command 
and Naval Training Command. The 
review committee was chaired by Director
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General Naval Manpower with Director 
General Naval Policy and Warfare, Chief 
of Staff to the Naval Support Commander, 
Deputy Naval Training Commander, 
Commodore Flotillas and Director General 
Personal Services and Conditions-Navy as 
members.
Summary of Review Outcomes
The following summarises the substantive 
changes arising from the review. Other 
issues such as promotion prerequisites and 
sea consolidation periods were considered 
and changes have been promulgated by 
signal DEVNAV CANBERRA WHK/WHF 
270311Z FEB 95 (054 ALL SHIP 058 ALL 
SHORE). Significant outcomes were:

• Effective immediately, Petty Officer 
Boatswain's Mate are retitled Petty 
Officer Boatswain;

• Communal duties will be removed from 
the duty statements for Bosun's Mate 
(BM) sailors. Communal duties are to 
be managed as a whole of ship 
responsibility. Action will be taken by 
Navy Office to amend Schemes of 
Complement.

• Advanced training for BM sailors will 
include Medium Range Gunnery/Gun 
Direction Officer(Visual)training.

• To improve the transparency at the Able 
Seaman Combat Systems Operator 
(ABCSO) level, CSO sailors will be 
multi skilled at the basic level, rather 
than the present dual streaming. The 
revised training commenced in Jan 95.

• Anti Submarine Aircraft Controller 
(ASAC) has been removed as a stream 
at the CSO intermediate level. In the 
future, volunteers for ASAC training 
will be drawn from Sonar, Electronic 
Warfare and Track Supervisor streams.

• A pay case has been subm itted to 
HQADF for submission to the Defence 
Force Remuneration Tribunal for an 
increase in pay level for ASAC trained 
CSO sailors.

• A two week refresher course for 
Combat System M anagers/Combat 
System Supervisors will be introduced 
in mid 95.

• The base line prom otion date to 
ABCSOs who completed basic training 
prior to Jan 95 has been amended to 
reflect the date of com pletion of 
common core training, rather than 
stream training. Action has been taken 
by Navy Office to amend promotion 
dates.

• Action to obtain civil accreditation for 
SCRS categories has been accorded a 
high priority and it is hoped that civil 
accreditation for post SCRS categories 
will be forthcoming by late 95.

POC Lieutenant Commander P. Hassell
(06) 265 5880 Directorate of Sailor's Career
Management

fitness ‘Testing in the
LSWTR T.L. Fullard-McShane from ADFA 
wrote a comprehensive and well reasoned 
letter which generally asked why the Navy 
does not have 'compulsory physical fitness 
testing'. She believes that ' the benefits of 
regular participation in physical activity and 
the monitoring o f personal health and fitness 
by regular com pulsory testing, can be 
advantageous to the Navy and individuals 
alike/
In a training validation study conducted 
recently many respondents stated that they 
had found they were not physically fit 
enough to carry out their duties in Defence 
Watches for prolonged periods. This was 
evident during warship work-ups when 
ships' companies were pushed to the limits 
of their physical endurance.
The health dividends of m aintaining 
physical fitness are obvious; fewer people
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on Weight Management Programs is just 
one benefit.
The Chief of Naval Staff has acknowledged 
the need for an RAN Fitness Standard and 
the D irector of Naval Education and 
Occupational Analysis (DNEOA), in the 
Naval Personnel Division, is currently 
undertaking the necessary work. It 
involves not only the consideration of 
standards and testing, (which may not be 
compulsory) but the development of a 
naval fitness policy. Fleadquarters 
Australian Defence Force (HQADF) is 
currently developing an ADF fitness policy 
and this is a major factor in the RAN's 
considerations.
Once form ulated, a new RAN fitness 
standard would encompass both physical 
and cardio-vascular performance. 
Regrettably, no timeframe has been set for 
this project, but SEATALK will keep you 
advised.
POC Commander M. Linsley (06) 265 6934 
D irectorate of Naval Education and 
Occupational Analysis.

Leadership
WO R. Broniman from Naval Support 
Command has written 'Seatalk (Summer 94) 
carried a letter from a technical branch sailor 
(AB A. Techo) lamenting the introduction of 
TTP92. In particular the fact that a Phase 1 
sailor can be promoted to Leading Seaman 
(LS). In his letter he states,"As a Phase 3 I 
refuse to let a Phase 1 provisional LS (TTP) 
supervise me...". While I sympathise with 
him for this apparent inequitable situation, the 
quoted statement raised my hackles.
A Leading Seaman is a 'superior officer' and 
as such the system o f rank demands that his 
subordinates obey his orders. It is not the LS 
fault that he does not have the experience, he 
is, in the eyes o f the Navy qualified and

recommended for promotion. AB A Techo is 
not alone in having to be subservient to 
superiors who have little or no experience! I, 
as a Warrant Officer, am also required to take 
orders from superiors who have been in the 
Navy far less time than I and have certainly 
far less experience. The Chief o f Defence Force 
(CDF) takes his orders from a civilian! Where 
would we be as a disciplined force if we all 
adopted the AB's attitude?
I would say this to AB A. Techo: 'Use your 
experience to guide lesser experienced LS. 
If told to do something by them, do it! 
Don't take your discontentment with the 
system out on the individual. You will be 
a LS one day, ask yourself, would you 
want someone with your attitude working 
for you?'I doubt it.

Civil Accreditation

The process of civ il accreditation of 
training and the issue of records of training 
and employment for officers is currently 
being addressed w ithin the Naval 
Personnel Division with the intent that the 
Record of Training and Employment Office 
(RTEO) undertakes the additional tasks of 
civil accreditation of naval training and the 
issue of Record of Training and 
Employment books for officers.
Staffing levels within RTEO will need to 
be increased to cater for the anticipated 
heavy workload associated with extending 
the existing RTEO service to officers. Work 
on this aspect has already commenced. 
Until additional staff are in place RTEO will 
not be in a position to provide RTE books 
or individual certificates of accreditation 
to officers. Consequently, officers should 
refrain from contacting RTEO in the short 
term until advice on the availability of the 
service is promulgated through normal 
channels.
POC Lieutenant Com m ander Dean 
Manning (06) 265 1426 Naval Training 
Command Annex - Canberra
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Technical Office Writers at ‘Badaes 
Sea ^

Following a lengthy period of debate and 
trial, agreement has been reached between 
the Category Sponsors and the Maritime 
Commander to employ Writers in the sea 
going Technical Office Writers' (TOW) 
billets. The Maritime Commander has 
been requested to identify the TOW billets 
at sea which will be transferred to the 
Writer Category. These billets will be filled 
by Writers at the next posting cycle.
The Maritime Commander has also been 
asked to identify the m anagem ent 
procedures for the employment of the 
writers to ensure that a uniform system is 
employed across the Fleet. It is expected 
that W riters will undertake the TOW 
responsibility and normal Writer functions 
on a six monthly rotation basis during the 
course of their posting at sea, thus allowing 
experience to be gained in all current 
Writer responsibilities.
This change has benefits both to the Writer 
Category and Technical Categories. For 
the W riters, there w ill be a greater 
opportunity  to gain both sea and 
professional experience, while the 
technical categories will be released from 
the responsibility  of undertaking a 
function which increasingly misuses their 
technical skills at sea.
A further advantage is that the change will 
'free-up' about 25 technical personnel and 
so help to reduce shortages currently being 
experienced due to the Technical Training 
Plan 92 alignment training.
TOW shore billets will continue to be 
manned by technical sailors in order to 
ensure that an adequate num ber of 
satisfying billets are available to meet 
technical Sea/Shore Ratio requirements. 
POC CPOWTR R. Houston (06) 265 3418 
Directorate of Naval Manpower Planning.

ACMAT-N Minute 1450/94 of 12 Dec 94
CPO B of Sydney has asked; 'Do the new 
ADF Com m endation badges recognise  
commendations awarded by 'star' ranked 
officers only, and are you permitted to wear 
Commendation Badges issued by another 
service eg. Land Commanders Commendation 
or Chief o f the Air Staff? Also, the recent 
Committee o f Inquiry into Defence Force 
Aivards considered a badge or device to denote 
service in the forward area o f operations. Has 
any action been taken on this subject?'
The only Commendation Badges to be 
worn are as follow s. The list is in 
decending order or precedence:

• Chief of Defence Force Commendation 
Badge

• Chief of Naval Staff Commendation 
Badge

• Chief of General Staff Commendation 
Badge

• C hief of Air Staff Com m endation 
Badge.

Only one badge may be worn at any time. 
If a member is awarded more than one 
badge, only the highest precedent badge 
is to be worn.
The recent Committee of Inquiry into 
Defence Force Awards recorded broad 
support for a Wound Badge, and some 
equivalent to the Combat Infantry Badge 
to denote all Australian service personnel 
who have seen com bat duty. The 
Committee will write separately to Defence 
referring these subm issions to their 
attention.
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Save Water

In the community at large, the day is fast 
approaching when everybody will have to 
pay for every litre of water they use. In 
many areas it has already happened. A 
pessimist might say that the same will 
eventually happen to air (oxygen), but I 
wouldn't hold my breath! Anyway, even 
if you are not in Married Quarters this 
article should be of interest.
A recent study by the Defence Housing 
Authority (DHA) has shown that, in most 
areas around Australia, the average annual 
water consumption by Service families is 
much higher than that of other families in 
the community.
In some areas, water consumption by 
Service families is up to 50% greater than 
for equivalent civilian occupied homes in 
the same region.
The DHA's study shows that the greatest 
proportion of water used is in the garden.

The Authority realizes that if it wants 
tenants to m aintain the landscaped 
gardens then it must encourage wiser use 
of water.
Currently, the DHA is participating in a 
trial of in-ground watering systems in 
conjunction with the Australian Irrigation 
Technology C entre and the W estern 
Australian Water Authority. It is also 
looking at a range of other passive 
measures including dual flush cisterns, 
domestic water tanks, reduction valves for 
showers , better landscape design, dry 
landscaping , mulching, plants with low 
water needs, group planting, using 'grey' 
water.
In addition, the DHA is working with the 
Director of Defence Force Housing in 
exploring other ways of reducing water 
consumption. These are explained in a 
letter which went out to DHA tenants in 
January. M ost DHA H ousing
M anagement Centres are offering free 
mulch and advice on water usage as well 
as other local initiatives.
POC Mr P. Phillips (06) 270 6444 Defence 
Housing Authority

Home Garden Watering Guide
This Home Garden Watering Guide has been adapted, with permission, from the Hardie 
Pope ’Easy Guide to When I Should Water. Please check with your local Water Authority 
about water restrictions for your area.

PLANT VERY HOT HOT WARM COOL

NATIVE PLANTS 6th day 8th day 14th day 21st day

LAWNS,
EXOTIC PLANTS 3rd day 6th day 7th day 7th day

REMEMBER DON’T WATER ON RAINY DAYS !!

Most water authorities recommend that to water a home garden you follow this guide. 
It assumes you use a sprinkler for about 15-30 minutes to achieve 5-10 mm per watering 
but watering will need to be varied according to soil type and location.
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Money

Money Matters

INDMAN 0201
In response to the article on Service 
Allowance in the Spring Edition, Lieutenant 
B. Sankey has written '...although I agree that 
on the surface a Service Alloivance (SERV) 
increase o f 25.5% over two years is a good result, 
when you work out what the real increase is, it 
brings it back into perspective. The use o f 
percentages is not a true indication o f the actual 
increase. Take the 16% increase (in SERV) this 
year, which works out to about $34 per pay before 
tax. The 1994/95 Group Rents fo r  CPO to 
LEUT have gone up by $11 per fortnight. Excess 
water charges have also increased. Apparently 
the clothing component o f the Consumer Price 
Index (CPI) has gone down, therefore as a 
consequence UMA has been reduced, even 
though our Clothing Store prices have remained 
the same or increased. Then if a service member 
is on TRA, this has been reduced because the 
rental market has gone down. When you take 
all o f these into account and the effects o f taxation 
on the Service Allowance increase its hard to 
believe that we are much better off.
When you consider that the increase in SERV 
was to compensate people for working additional 
hours and the general exigencies o f the Service 
one cannot complain too much. To say that "in 
anybody's language, this is a good result” is not 
understood and considered a little naive, I 
believe, by the general Naval population . 
Having SERV absorbing increases in other 
charges ivhile in relative terms your general pay 
is going backwards> is unacceptable. This may 
be one o f the reasons Service people are leaving 
at an unprecedented rate. Although I do not 
believe that money alone is the primary cause, 
but that's another matter.

Forgetting SERV, Seagoing and Submarine 
Allowance is Navy or Defence addressing any 
increase in our general pay?
During PLT presentations people often 
express the view that increases in salary and 
related allowances like Service Allowance 
(SERV), Seagoing Allowance (SGA) and 
Submarine Service Allowance (SSA) appear 
to be linked to increases in charges such as 
Rations and Quarters (R & Q) and Married 
Quarters (MQ) rent. This is certainly not 
the case and whilst the timing of increases 
in charges sometimes correspond with pay 
increases, it is not intentional and the 
processes are not related to each other.
The Director of Naval Service Conditions 
(DNSC) has provided the following response 
to Lieutenant Sankey's letter:
Increases in rent and excess water, decreases 
in Uniform Mainenance Allowance (UMA) 
and adjustm ents of Tem porary Rental 
A llow ance (TRA) are not related to 
adjustments in SERV. Had there been no 
increase in SERV the increases which 
occurred in some charges would still have 
gone ahead and the effect of this would have 
been a real decrease in take home pay. 
SERV is not paid to compensate members 
for working additional hours - it is basically 
paid to compensate for: 
the need to be on call at all times and to work 
long and irregular hours as required;
the requirement at times to live and work in 
uncomfortable conditions, other than those 
for which express provision is made; 
the requirement to submit to discipline and 
control in many matters in which a civilian 
has some freedom of choice; and 
posting turbulence to the extent that such 
disruptions are not compensated when they 
occur.
In the Dec 92 ADF Pay Productivity 
Agreement (Dec 92 - Dec 94) the Defence 
Force Rem uneration Tribunal (DFRT) 
awarded increases in salary as follows:

• 2% Dec 92 in recognition of ADF specific 
productivity measures,
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• 1.4% Mar 93 and 1.5% Mar 94 in 
consideration of general developments 
in the economy generally impacting on 
real living standards,

• one or two further adjustments during 
the agreement period in recognition of 
further Department wide productivity 
measures.

These latter adjustments were provided in 
Feb 94 as a 2% increase in Dec 93 and a 
further 2% increase in Dec 94.
The Review of the ADF Pay Structure 
continues after an interim decision by the 
DFRT was handed down on 1 Feb 95. That 
interim decision saw an increase in salary 
given to specific ADF rank groups and is 
the subject of another article in this edition.
Action has already commenced to put 
together a further Pay Productivity 
Agreement, post Dec 94 and to review 
Subm arine Service A llow ance and 
Seagoing Allowance, with a view to having 
these before the DFRT before mid 95. 
Overall, the end result of the DFRT's 
decisions above was a total of 8.9% salary 
increase over a two year period, which 
flowed on to allowances such as Seagoing, 
Submarine Service, Flying and Clearance 
Diving. On top of this, Service Allowance 
was increased by 16.6% in Jul 94.
POC D irectorate of Naval Service 
Conditions.

Break Enter And Steal

What the figures show is enlightening. 
The NRMA estim ated that last year 
burglars helped themselves to $370,000 
worth of other peoples property in NSW 
and the ACT every day, at the rate of one 
burglary every nine minutes. It expects 
these figures to rise. Doors and windows 
left open accounted for a healthy 9.4% of

these unwelcome visitors, but in over half 
the robberies in metropolitan areas, entry 
to the home was effected by forcing a door 
or a window open. Clearly, making that 
task more difficult will seriously hinder a 
lot of attempted burglaries, and good locks 
can do just that.
You may be com forted to know that, 
against the grain of one popular belief, 
only 2.5% of these burglaries occured while 
the occupants were away on holiday. 
NRMA believes this shows people are 
more security conscious when they are 
going away on a trip than when they are 
just going off to work or up to the shops, a 
perception perhaps supported by the 
astounding fact that in a third of all 
robberies where the thief entered through 
an open door, that door was fitted with 
double key deadlocks! Lesson one is that 
even the best lock will only protect your 
possessions if you remember to use it.
Article courtesy of CITOICE Magazine, 
December 1994.

Pip had known there would be a price to pay 
fo r  taking  Fred's  last  lolly.
Cartoonist Rupert Fawcett Printed by Permission of Statics Limited
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‘financialadvisers

Name and address withheld by request has 
written, 'I recently sought some direction from  
a Financial Adviser and I thought fellow  
SEATALK readers may be interested to share 
my first impressions.
My wife and I were motivated to seek financial 
advice because we are to proceed on posting 
interstate mid 1995 and were tossing up 
whether to sell our own home (which we 
currently live in) or place it on the rental 
market. Like most people we were sceptical 
about seeking such advise because Financial 
Advisers cop some fairly bad publicity from  
time to time, but nevertheless we felt that we 
needed assistance to make such an important 
decision.
The process o f selecting who we went to was 
quite simple really and after listening to 
friends and work colleagues we decided to go 
with a well known and reputable adviser 
located in our area who has a solid  
understanding o f both DFRDB and MSBS. 
During our initial consultation we were asked 
to provide som e personal details which  
included what debts we had, how much money 
was in the bank and what our earning capacity 
was. We were then asked what our short term 
plans were. For example, did we intend to 
leave the Navy in the next couple o f years and 
if so where would we like to live and what type 
o f employment would we seek. We then 
discussed at length what our long term family 
plan was and what our goals fo r  the future 
were - did we want to live in a mansion on the 
hill over looking the beach, operate a small 
business or zuas our ideal lifestyle something 
completely different.
You may gather from  all this that the 
importance o f having some idea o f what we 
wanted to do and achieve in the future was 
foremost in the mind o f the adviser; because if

we didn't have some sort o f plan then he would 
not be in a position to properly advise us.
To our surprise the first consultation (which 
lasted 90 minutes) was free and we both walked 
away feeling that we had gained some very 
useful inform ation and advice regarding  
alternative strategies fo r  the future. The 
adviser did not try to pressure us in any way 
and we both wish we had done something 
similar years ago.
My message to people is simple, you don't have 
to be a millionaire to seek financial advice and 
it is never too late to start. In our case it 
didn't cost a cent to get some initial advice 
and even i f  we don't pursue any o f  the 
suggested strategies at least we have had the 
benefit o f a third opinion. It is well worth 
considering.

Moving? Don’t Forget to 
Tell Your Creditors

DI(N) PERS 43-8
When you move it is essential that you 
advise certain people of your new address 
as soon as possible so that your 'business' 
can continue as normal. Yes you usually 
tell your Mum and Dad and best friends 
and the rest of the extended family and so 
on, but unfortunately you must also tell 
your Creditors. Now everybody knows 
that we don't actually try to run away from 
our creditors because these days, with 
credit institutions and computer networks, 
it is virtually impossible to avoid your 
creditors unless you can afford to run away 
overseas to somewhere like - well you 
know where I mean. And let's face it, it 
simply isn't worth getting a bad credit 
rating for the sake of a few small bills. The 
problem is trying to remember all the 
people, businesses and organisations that 
you owe money to or who should be 
advised of your new address. Ideally, 
settling accounts before you move is the
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best option but that is not always possible 
for many reasons, the next best thing is to 
keep a list of interested organisations and 
check them off before you move then again 
after you find out your new address.
Under the Freedom of Information Act, 
Commanding Officers are unable to pass 
on information to creditors regarding a 
person's new address. However, you can 
expect to be inform ed by your 
Commanding Officer of the contents of 
such correspondence. Where it comes to 
a Commanding Officer's attention that a 
person has incurred serious private debts 
his or her suitability for retention may be 
reviewed. If you change your address 
make sure you notify all the appropriate 
people and organisations. This will save 
you and the Navy a lot of unnecessary 
work and embarrassment. Though not 
exhaustive, the following check list may 
be useful - tear it out and keep it on your 
fridge and don't forget to use it.
Household
• Telephone Company
• Electricity Authority

• Gas Company

• Council (Rates, Pet)
• House/Contents Insurer

• Milk vendor
• Newspaper Delivery Service 
Personal
• Doctor
• Dentist
• Bank/Building Society/Credit 

Union/Finance Company
• Family Solicitor

• Tax Agent

• Life Insurance Company
• Magazine Subscription/Mail Order 

Company
Car
• State Road and Traffic Authority 

(Rego, Licences)

• Third Party Insurer

• Comprehensivce Insurer

• NRMA, RACV etc
POC Lieutenant I. Witt (06) 265 2852 
Directorate of Naval Legal Services

Credit Card Charges

Major banks have been putting their credit 
card interest rates up. If you have a card 
with ANZ or the Commonwealth you've 
been paying a higher rate for over 3 
m onths now. If your card is with 
Bankwest or Westpac, the rates shown in 
our table over the page have been effective 
from January 1, 1995.
Use the table from Market Infofax, to find 
out exactly how much you're paying for 
that 'precious' little piece of plastic. Call 
Market Infofax helpline 008 815 877, for 
more information.
How does your card compare to those 
from other banks? Or perhaps your 
current bank has a different card that 
would give you a better deal. As a guide, 
if you have an outstanding balance on your 
credit card each month, look for a card 
with a comparatively low interest rate. In 
your circumstances, getting a low rate is 
far more important than avoiding paying 
an annual fee or securing an interest free 
period - avoid cards that have a continuing 
credit charge from the purchase date. If 
you pay off your entire balance each 
month, look for a card with no annual fees 
and the longest possible interest free 
period.
Banks are now 'adding value' to their cards 
so check out the value of features like a fee 
waiver before choosing or changing your 
card.
Article courtesy of CHOICE Magazine 
January 1995.



Credit Card Charges
CREDIT ANNUAL INTEREST MINIMUM ANNUAL CREDIT INTEREST FEE
CARD RATE FREE PAYMENT FEE CHARGE *■* WAIVER
STATE BANK (NSW) Visa 11.5 0 $5 or 3% 0 NA NA NA
ANZ Mastercard 12.95 0 $10 or 3% 22 NA NA YES
METWAY BANK Visa 12.95 0 $20 or 5% 0 NA NA NA
BANK OF QUEENSLAND 13.75 0 $5 or 3% 0 NA NA NA
Bankcard /  Visa /  Mastercard
ST GEORGE Visa 14 0 $5 or 5% 0 NA NA NA
NATIONAL BANK 14.45 25 $10 or 3% 60 No Purchase YES
Gold Mastercard/Gold Visa Date
ADVANCE BANK Visa 14.5/13.5 0 $10 or 5% 0 NA NA NA
BANK OF QUEENSLAND 14.5 25 $5 or 3% 20 Yes Statement YES
Bankcard /  Visa /  Mas tercard
ANZ Visa 14.75 14 $10 or 3% 22 NO Statement YES

Date
BANKWEST Visa Reward 14.75 0 $5 or 2.5% 0 NA NA NA
BANKWEST Visa Reward 14.75 40 $5 or $2.5% 24 NO Statement YES

Date
CHALLENGE BANK Visa 14.75 0 $10 0 NA NA NA
COMMONWEALTH BANK 14.95 0 $25 or 2.5% 0 NA NA NO
Bankcard /  Mastercard /  Visa
COMMONWEALTH BANK 14.95 0 $25 or 2.5% 28 NA NA YES (B)
Gold Mastercard/Gold Visa
NATIONAL Bankcard 14.95 0 $10 or 3% 0 NA NA NA
NATIONAL Bankcard 15.45 25 $10 or 3% 18 NO Purchase No

Date
NATIONAL BANK 15.45 25 $10 or 3% 24 NO Purchase YES
Mastercard/Visa Date

------------------ -- --------cir

BANKWEST Bankcard \Visa 15.75 0 $5 or 2.5% 0 NA NA NA
BANKWEST Bankcard \ Visa 15.75 40 $5 or 2.5% 24 NO Statement YES

Date
BANKWEST Mastercard 15.75 0 $5 or 2.5% 0 NA NA NA
BANKWEST Visa Gold 15.75 40 $5 or 2.5% 80 NO Statement YES

Date
WESTPAC Bankcard 15.9 25 $5 or 5% 18 YES Due Date No
WESTPAC Mastercard 15.9 0 $5 or 5% 0 NA NA NA
WESTPAC Mastercard 15.9 25 $5 or 5% 18 YES Due Date NO
WESTPAC Visa 15.9 12 $10 or 3% 18 YES Due Date NO
ANZ Bankcard 15.95 14 $10 or 3% 22 NO Statement YES
ANZ Gold Visa 15.95 25 $10 or 3% 85 NO Statement NO
ANZ Mastercard 15.95 14 $10 or 3% 22 NO Statement YES
ANZ Visa Paycard 15.95 0 $10 or 3% 0 NA NA NA
COMMONWEALTH 15.95 25 $25 or 2.5% 22 YES Due Date YES (B)
Bankcard /  Mastercard /  Visa
COMMONWEALTH 15.95 25 $25 or 2.5% 50 YES Due Date YES (B)
Gold Mastercard/Gold Visa
ANZ Visa Standby 16.95 0 $10 or 3% 0 NA NA NA
STATE BANK NSW
Bankcard /  Mastercard /  Visa 17.25 25 $5 or 3% 0 YES Due Date NA

*  Any amount not paid off by the end of the interest free period will attract an initial credit charge of one months interest.
* *  If the statement balance isn't paid by the due date, a continuing credit charge, calculated daily or monthly, is charged from 

this date.
*** Annual fee can be waivered but check with bank for special conditions.
(A) Advance has a concessional rate of 13.5% pa for mortgage customers.
(B) For home loan clients.
Note: The effective date of this table is 1 Jan 95.
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Pay Structure Review

By now you will have seen information 
regarding the outcome of the recent Pay 
Structure Review (PSR) and, apart from the 
fact that it did mean a pay rise for some 
members, you are probably wondering 
what it is all about and why some did win 
from the Review and others did not. The 
following is a quick overview of what 
happened and why, and what the next 
stage will be looking at.
More Flexible Structure Needed 
The Pay Structure Review (PSR) was never 
a specific case for more pay. Over recent 
years the ADF had become aware that the 
existing pay structure had served its time: 
it was illogical in some areas - for example, 
the m argin betw een Pay Levels was 
inconsistent and the number of increments 
varied between ranks and Pay Levels. 
Furthermore, the old structure did not give 
su fficien t flex ib ility  to accom m odate 
changes like those resulting from major 
reviews, such as Technical Training Plan 92 
(TTP 92) and the Seaman Category Review 
Study (SCRS). What was needed was a 
new pay structure able to provide more 
flexibility in pay level placement and to 
better cater for the fundamental premise 
that higher levels of skill and qualification 
should attract higher levels of pay 
On Promotion Pay
During the four stages of the hearing before 
the Defence Force Remuneration Tribunal 
(DFRT), the ADF identified some specific 
problems with some ranks in the existing 
structure: for example, evidence was given 
that the take home pay of a Petty Officer 
could (depending on their circumstances) 
actually drop on promotion. Some work 
value studies also indicated that Leading 
Seaman and Petty Officers in particular 
were undervalued. The ADF also flagged

that the rise in salary on promotion from 
Lieutenant Commander to Commander 
was very small and did not reflect the 
increase in responsibility 
The Department of Industrial Relations 
(DIR) opposed the case and challenged a 
num ber of fundam ental points. No 
agreement was reached on these and the 
case went to the DFRT for arbitration in 
November 94.
DFRT Recognised Need For Change
In its decision handed down in early 
February, the DFRT recognised the need for 
a revised structure to be introduced. The 
revised structure must provide appropriate 
rates of pay and scope for the development 
of career paths w ithin em ploym ent 
categories. It must include appropriate 
definitions for each pay level and be based 
on proper relativ ities. The DFRT 
considered that further work now needs 
to be undertaken on the development and 
testing of the revised structure. Because 
the DFRT was not prepared to introduce 
the new structure until these tasks were 
carried out, it became known as Stage 2. 
The DFRT stated, however, that it expected 
the issues to be finalised  in tim e to 
introduce the new pay structure by 1 Jan 96. 
Interim Changes Made
The DFRT acknowledged, however, that 
there were certain problem s with the 
existing structure which could not wait 
until the new structure was introduced. 
Accordingly, in what they called Stage 1, 
they increased the 'top to top' margins 
betw een Able Seam an and Leading 
Seaman, and between Leading Seaman and 
Petty Officer. Top to top means the top 
increment of the lower rank to the top 
increm ent of the higher one, at any 
particular pay level. They adjusted the 
on-promotion rate of salary for the rank 
of Commander to establish appropriate 
re lativ ities based on work value 
considerations within the officer scale. A 
single increment has been retained at the 
current maximum for that rank.
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HQADF is now looking at the 
requirements for Stage 2. This will go back 
to the DFRT for consideration towards the 
end of this year and hopefully allow us to 
introduce a new pay structure. It is not a 
case which seeks specific increases and in 
m ost instances people w ill probably

transfer to the new structure at their 
existing pay. It will improve flexibility, 
however, and allow improved 'work value 
definitions' to be applied, which will assist 
pay placement in future cases.
POC D irectorate of Naval Service 
Conditions.

SHIPS 1995 VISIT ESTABLISHMENTS 1995 VISIT

ADELAIDE May AUSTRALIAN DEFENCE 
FORCE ACADEMY

April

BRISBANE May ALBATROSS May

CANBERRA July CABARLAH April

DARWIN June CAIRNS April

FLINDERS April CERBERUS November

HOBART July COONAWARRA/CFB April

KANIMBLA March CRESWELL May

MANOORA TBA DC MELBOURNE June

MELBOURNE March FIMA SYDNEY October

MORESBY September HARMAN March

NEWCASTLE May HAROLD E. HOLT September

PROTECTOR June HYDRO WOLLONGONG May

PERTH July KUTTABUL October

SUCCESS July MHQ October

SWAN June MHQANS/RANTEG October

SYDNEY August NAVY OFFICE/CDSC March

TOBRUK March NSC August

TORRENS May NSC ZETLAND October

WESTRALIA June NSO ADELAIDE/NSP June

YOUNG October NSO BRISBANE April

ENDEAVOUR NSO HOBART November

PENGUIN August

PLATYPUS August

RAAF WAGGA November

STIRLING September

WATERHEN October

WATSON October

NOTE: Visits iave not yet been endorsed by Unit Commanc ing Officers
Ship visits may vary depending on changes to the Fleet Program.
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Conditions o f 
Service

HMAS ANZAC - What's 
In Store For You!

On 15 Sep 94, Australia and New Zealand 
achieved a m ilestone in Naval and 
industrial co-operation with the launch at 
Williamstown of the first ANZAC class 
frigate. This is the first of ten ships to be 
built over the next ten years, eight for 
Australia and two for New Zealand. But 
what does the ANZAC frigate hold in store 
for the sailors and officers of the RAN, 
noting that by the year 2003 half the major 
surface combatant fleet will be ANZAC 
ships. This article is intended to introduce 
the future users of ANZAC to our newest 
asset and preparations now underway.
The Ship

ANZAC FFG

Length 118m 136m
Breadth 14.8m 14.1m
Draft 6.20m 4m
Displacement 3600tns 4000tns
The ships complement is:
Officers 22 25
Senior Sailors 41 37
Junior Sailors 100 141

Total 163 203
The ship is fitted with two MTU turbo 
charged diesel engines and a General 
electric Gas Turbine (LM2500 similar to the 
FFGs). These combine through gearboxes 
to power twin screws: cruising speed up 
to 18 knots (kts), top speed in excess of 27 
kts, cruising range 6000 nautical miles. 
Fresh and frozen food stowage will be

adequate to support periods at sea in 
excess of 30 days and dry provisions for at 
least 60 days. Naval Stores and spares 
sufficient for up to 90 days. The ANZAC 
Ship Combat System has been designed to 
support the principal surveillance role of 
the ship and provide a good self defence 
capability 
Accommodation
Accommodation for people undertaking 
preparatory training and aw aiting 
ANZAC specific training has been 
arranged in the M elbourne area with 
M arried Q uarters (MQ) available in 
W erribee and H oppers C rossing. 
Members Without Family accommodation 
at RAAF Williams (Laverton) consists of 
the following:

• J/S single cabins, communal
ablutions

• S/S four berth condominiums

• Officers single cabins, communal
ablutions

There are messes and dinning facilities for 
all ranks and Spot Light C atering is 
reputed to provide an excellent standard 
of food services. Other facilities at RAAF 
Williams include a golf course, modern 
swimming pool and gymnasium, cinema 
and convenience shop. Laverton is on the 
Melbourne railway line approx 40 minutes 
from the centre of the city
Defence has recently purchased new MQ 
at Werribee, Hoppers Crossing and the 
Williamstown Area. MQ are organised 
through the Personal Services Office (PSO) 
in the Defence Centre Melbourne (DC-M). 
All these areas are serviced by modern 
shopping facilities  and are on the 
Melbourne rail link approx 45 minutes 
from the center of Melbourne. There are a 
range of primary and secondary schools 
available and PSO staff are able to provide 
inform ation about local com m unity 
groups and other facilities.
Office accommodation for the stand-by 
crew will be in Williamstown and facilities
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are being established to provide 
administrative support and work space for 
the ship's company as they assemble.
Accommodation in the ANZAC ships will 
represent a big improvement over that 
previously available in RAN Warships. 
The breakdown is as follows:

• CO Single Cabin with ensuite

• HOD's Single Cabin with ensuite

• Junior 1 x Single Cabin, 8x 2 berth 
Officers with shared ablutions

• CPOs 1 x 2  berth, 3x 4 berth with
shared ablutions

• POs 1 x 4  berth, 4x 6 berth with
shared ablutions

• J/S 1 x 4  berth, 1 x 6  berth, 2 x 9
berth, 1 x 1 2  berth and 4 xl5 
berth with communal 
facilities.

Officers, Chief and Petty Officers will have 
separate messes with combined dining 
facilities. Junior Sailors will have two 
recreational spaces including the main 
cafe. The ship's company will be serviced 
by a single galley that will include a 
modern bakery.
Training
Due to the complex nature of the ANZAC 
platform, the training associated with the 
ship is lengthy and com prehensive. 
Australia and New Zealand will be the 
only navies in the world that will operate 
the ANZAC and therefore, specific 
ANZAC training has needed to be 
developed on the unique mix of systems 
that make up the ship. The training is 
billet.specific so people will only undergo 
training relevant to the duties of their billet. 
To prepare technical sailors for ANZAC 
specific courses, preparatory training 
commenced last year for Marine Technical 
(MT) and Electrical Technical (ET) sailors 
at Newport, Footscray, Sunshine and 
Broadm eadow s TAFEs. Preparatory 
training for MT sailors is approximately 6

months and for ET sailors 4 months. This 
training is designed to provide the trainees 
with the necessary skills to undertake the 
ANZAC specific technical courses. MT 
and ET sailors commence ANZAC specific 
courses in March 1995 and will conclude 
in December 1995.
Throughout 95, the ships company of 
HMAS ANZAC w ill phase into 
Williamstown to prepare for ship tests and 
trials and to undertake ANZAC specific 
training. With the exception of Technical 
personnel, the approxim ate dates for 
joining and commencing training are: 
Department Category Join Training

• EX

• SU

CSO

Comms
BM

Jun 95 Jun 95 

Nov 95 Nov 95 
Dec 95 Jan 96

SN Sep 95 Jan 96

CK Dec 95 Jan 96
WTR Jun 95 Jan 96
STD Dec 95 Jan 96

This listing is only indicative as some 
personnel will join earlier to carry out 
specific tasks related to preparing the ship. 
Some Officers have already joined and 
others will continue to do so until Dec 95. 
ANZAC common training for all 
personnel will commence in Jan 96.
Trials
ANZAC's Contractor Sea Trails will be 
coducted Oct-Dec 95 with some crew 
onboard although most of the sh ip 's 
company will not go aboard until January 
1996. The process of accepting the ship 
into naval service will commence when the 
ship is delivered.
ANZAC is due to be delivered to the 
C om m onw ealth on 29 Mar 96. After 
delivery the ship w ill undergo the 
follow ing activ ities: Prelim inary 
Acceptance, Post Delivery Availability, Pre- 
Light Off Exam ination, Light Off 
Examination, Crew Certification and Air 
Certification. This will culminate in the 
commissioning of HMAS ANZAC on 23
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Apr 96. Following commissioning she will 
continue to conduct Sea Trials in the East 
Australia Exercise Area until Aug 96, when 
it will transit to Western Australia for 
further trials before returning to Melbourne 
in mid Sep 96 for further trials with 
Acceptance Into Naval Service expected to 
be in Apr 97. The ship will be home ported 
in Western Australia.
Conclusion
HMAS ANZAC is rapidly becoming a 
reality with an extremely busy programme 
ahead for all personnel concerned. As the 
first of class, HMAS ANZAC will 
challenge her ship's company by testing 
their new found skills and allowing them 
to develop the operational profile of the 
new class. The training pipeline for all 
personnel is long and requires a significant 
personal com m itm ent for it to be 
successful. Planning is already underway 
for the selection of the replacement crew 
for ANZAC and the crew for 03, HMAS 
ARUNTA, which is due for delivery in Nov 
97. The Navy needs motivated sailors and 
officers who are willing to take the ANZAC 
challenge; hopefully this short article has 
given you a better idea of what to expect.
POC Lieutenant J. Millet (06) 270 7104 
ANZAC Ship Project

Military Compensation 
Scheme Education Project

By now everyone should have received 
their own copy of the M ilitary 
Compensation Scheme (MCS) booklet 'Just 
in Case'. If you haven't already received 
one, check if your address is current. The 
Directorate of Naval Personnel Services 
(DNPS) has had a lot of copies returned as 
'not known at this address'.

As this is a long term project, you should 
retain  the booklet, sim ilarly  the 
adm inistration pack w hich has been 
forwarded to Divisional Officers should be 
retained as an information source within 
the Divisional System in each unit.
The Training Pack contains a video which 
everyone should see and has been sent to 
every ship and establishment. Additional 
copies of all material may be obtained from 
the Directorate of Naval Personal Services
POC Mrs Val Q uigley (06) 265 2171 
Directorate of Naval Personal Services 
(Staff Officer Benefits)

Review of the Divisional 
System

This is an update of the review of the RAN 
D ivisional System  and its associated 
Support Services.
The Review is under the direction of the 
Assistant Chief of Naval Staff - Personnel 
(ACPERS-N) and will be conducted by 
CMDR Warren Johnston assisted by LCDR 
'Ted' Hase AM and a CPO yet to be posted. 
The team will also use the services of the 
consultant com pany Triulzi C ollins 
Solutions which provided considerable 
assistance during the Good Working 
Relationships Project (GWR) last year. 
W hile the key task is to consider the 
relevance of the Divisional System in the 
RAN today and for the future, particularly 
with regard to the changing demographic 
characteristics of the RAN's personnel, the 
review will also consider, but not to be 
limited to:

• roles and responsibilities of Divisional 
Staff,

• attributes and skills appropriate to the 
duties of Divisional Staff,
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• selection of Divisional Staff,

• training and experience required by 
Divisional Staff,

• options for keeping Divisional Staff 
informed about personnel issues and 
policies,

• fail-safe m easures and alternative 
measures of complaint for personnel 
who are afraid or do not wish to resolve 
issues of harassment and discrimination 
in their w orkplace through their 
immediate supervisor in the Divisional 
chain,

• the in ter-relationship  of support 
services assisting Divisional Staff (eg 
psychology, social work, chaplaincy, 
Personal Services Organisation's etc),

• the impact of Operation Lifeguard on 
the operation of the Divisional System, 
and

• the im pact of Naval Q uality 
Management on the Divisional System.

There will be four mains steps to the 
review. Initially, about 25% of members 
will be asked to complete a comprehensive 
survey which will be confidential and 
analysed by the consultant. To ensure that 
confidentially is maintained names will not 
be required on the survey and uniformed 
or civilian defence personnel will not have 
access to the raw data.
The survey will be followed by a number 
of focus groups conducted in ships and 
establishments by members of the review 
team and the consultant. People will also 
be invited later in the year to make 
individual submissions to either the review 
team or to the consultant. In either case 
you can remain anonymous if you wish. 
Data from the survey, focus groups and 
individual submissions will be merged 
and, following consultation with various 
involved authorities, a report will be 
compiled and submitted for consideration 
by the Chief of Naval Staff's Advisory

Committee (CNSAC) in Nov 95. Agreed 
recom m endations w ill then be 
implemented.
The Divisional System is very much your 
system and the success of the review will 
depend to a large degree on the 
information received from members. If 
you are happy with the way the Divisional 
System is operating please say so. If you 
consider changes need to be made let the 
review  team know what you believe 
should be changed to better serve your 
needs.
POC Divisional System Review Team, 
Department of Defence (Navy), Russell 
Offices D-G-08, CANBERRA ACT 2600. 
Phone: (06) 265 2412, Fax: (06) 265 3065

Recreation Leave Free 
Travel

INDMAN 2605 (ADMIN INSTR 2605)
The requirement to take a minimum of 
10 days recreation leave with free Leave 
Travel has been rescinded. Free Leave 
Travel entitlements may now be taken 
with any amount of leave. Amendments 
to the references will be issued shortly

Fred always liked to get  
away when taking leave.

Cartoonist Rupert Fawcett Printed by Permission of Statics Limited
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‘MS'BS -'Retention ‘Benefit vs 
‘ROSO

POETS Saunders from ADELAIDE has 
written 'During a quiet period recently, I 
looked through the new handout on MSBS. I 
found it to be informative for the most part, 
although one section concerning Return o f  
Service Obligation's (ROSO) effect on the 
retention benefit worried me and a phone call 
to the Directorate o f Naval Service Conditions 
(DNSC) in Canberra confirmed my fears.
Before the inception o f Military (MSBS), a 
pamphlet entitled ' An Outline o f the MSBS' 
was d istribu ted . This artic le  and the 
interviews with MSBS representatives stated 
categorically that the benefit will be offered to 
MSBS members when they have:

• completed 15 years continuous service;

• achieved or exceeded the equivalent rank o f 
Sergeant/ Major;

• made an undertaking to, and I quote, 
'COM PLETE TW ENTY YEARS 
SERVICE' unquote; and

• are certified  m edically f i t  fo r  fu rther  
service.

What is not so well known, if at all, is that a 
ROSO, delays or freezes the undertaking until 
the ROSO is complete. In my case, I will 
have six months o f ROSO to repay when I 
become eligible for the retention benefit. This 
means that the Navy will not only see a return 
on its investment as my ROSO is repaid, but 
will also expect five years for a total o f tiventy 
years and six months.
Twenty years and six months does not greatly 
worry me, however, there are others, ivho like 
me, are expected to complete more courses to 
fulfil billet pre-requisites to remain competitive 
fo r  promotion. These courses invariably  
attract large ROSOs.

I have to say that were I fully aware o f the 
situation, I would not have transferred from  
DFRDB. After my discussion with DNSC I 
have found INDMAN 1, Instruction 1101, 
para 38 that proved the retention benefit must 
run consecutively with ROSO. What I have 
found unusual is that in all the time MSBS 
has been running, no mention o f this 
instruction, to my knowledge, has ever been 
promulgated.
It would seem now, that anyone in MSBS, 
approaching the fifteen year point, has to decide 
whether to:

• take the retention benefit and accept any 
fu rth er  courses attractin g  a ROSO, 
thereby extending their pay off date;

• take the retention benefit and forego any 
fu rth er  ROSO incurring courses, 
jeopardising any promotional prospects;

• complete the remaining five years without 
taking the benefit; or

• pay off and find a job that pays more, thereby 
negating the retention benefit.

Readers should be aware that the Navy had no 
real choice in how the retention benefit was 
implemented and actually argued for the five 
year undertaking to run concurrently with a 
ROSO. It still does not change that the lump 
sum on offer is nowhere near as attractive as 
it appears at first glance and they should be 
made aware o f their options. I also feel that 
plain  English explanation  o f  the above 
information would be useful for many readers. 
In fa c t  had this information been widely 
disseminated at the beginning, I fee l there 
would have been quite a difference in the 
number o f transfers as members could have 
made a better informed decision.'
PO Saunders, would you please let the 
Editor have the stores number for a 'quiet 
period'. Thanks!
During the phase in period of the MSBS 
the matter of Undertaking For Further 
Service (UFFS, ie the extra five years) and 
ROSO was canvassed in SEATALK, an All 
Ship /All Shore message and in letters sent 
to all ships and establishm ents.
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Additionally, the issue has been discussed 
during PLT presentations and is covered 
clearly  in the relevant INDMAN & 
associated Admin Instruction.
Whether or not the Retention Benefit is 
worth accepting is of course a personal 
choice. It is worth noting though that even 
with an additional ROSO obligation there 
is probably no other employment group 
in Australia which is offered one year's 
salary as an incentive for further service.
POC D irectorate of Naval Service 
Conditions.

MSBS Retention Benefit

INDMAN 1101

The MSBS Retention Benefit is a payment 
of one year's salary taxed prior to receipt 
at a your marginal rate, for an Undertaking 
For Further Service (UFFS). The purpose 
of the Benefit is to provide an 'in Service' 
payment to an eligible member after 15 
years continuous elig ible service to 
encourage you to com plete 20 years 
service. It is designed to duplicate the 
retention factor of the DFRDB scheme 
which also encouraged members to serve 
for 20 years. Thus in norm al 
circumstances an UFFS of five years would 
be associated with receipt of one year's 
salary.
To be eligible to receive the Benefit a 
member must have reached the rank of 
PO/LCDR and have completed 15 years 
continuous effective service. (Note: 
Periods of LWOP in excess of 21 days or 
previous periods of service purchased 
under the DFRDB Scheme do not count as 
periods of continuous effective service).

Eligible members must apply to receive the 
benefit within a period of ninety days 
before becoming eligible. No application 
may be made after the eligible date.
There is also a provision under the MSBS 
where members in Specified Categories 
who have completed fifteen years service 
but have not reached the rank of PO/LCDR 
may also be eligible to receive the Retention 
Benefit. Specified  C ategories are 
employment categories in which members 
who have com pleted fifteen years of 
continuous eligible service can be a rank 
lower than PO/LCDR and be eligible to 
receive the Retention Benefit.
Specified Categories are approved by the 
Minister for Defence Science and Personnel 
and are selected on the following criteria:

• there m ust be clear structural 
im pedim ents to m em bers being 
prom oted to PO/LCDR in the 
em ploym ent category before they 
achieve 15 years of service;

• m em bers m ust possess skills and 
training w hich are specific to the 
Defence function; and

• the employment category is of sufficient 
im portance to D efence to justify  
retention measures in respect of the 
members of that category

Specified Categories are reviewed annually 
and announced via an All Ship/All Shore 
message.
ROSO and UFFS are served  
consecutively.
If you are under a ROSO at the time the 
benefit is offered, you are still eligible to 
receive the benefit but the UFFS service 
does not commence until the current ROSO 
period has been completed. If you incur 
a ROSO during the UFFS, the UFFS is 
suspended until the ROSO is completed; 
you must then complete the remainder of 
the UFFS.
POC D irectorate of Naval Service 
Conditions
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Members Without Family 
Entitlements - The Big 

Picture

The following is an extract from a signal 
from the Vice Chief of the Defence Force 
(VCDF). If you are single you should read 
it.
'Recently the Human Rights and Equal 
Opportunity Commission (HREOC) found 
in favour of an ADF member who had 
lodged a claim with the commission about 
d iscrim ination in respect of the non
payment to him of Home Purchase and 
Sales Expenses Allowance (HPSEA). By 
now many of you may be aware that the 
Commonwealth has lodged an application 
for review of this latest decision.
News of the Commonwealth's decision to 
challenge the decision of the HREOC in this 
matter may come as a disappointment to 
many of you; many others may also be 
wondering why this action has been taken. 
I believe it is important that all members 
understand the background to the 
Commonwealth's position which is set out 
below.
M em bers W ithout Fam ily (MW OF), 
particularly will be aware that extension 
of payment of HPSEA is but one of the 
issues addressed by the MWOF Review 
Report. That Report contained 
recommendations which would provide 
access for MWOF to a range of beneficial 
conditions presently available to Members 
With Family (MWF) (including HPSEA) 
but the down side of this was that there 
would be increases in meal and 
accom m odation charges and the 
withdrawal over time of the food element 
from Living Out Allowance (LOA). The 
inclusion  of increased charges was a 
requirem ent of the D epartm ent of 
Indu strial R elations (DIR) to enable 
implementation of all the MWOF report

recommendations at the same time; that 
is, as a package. When consideration was 
first given to the implementation of the 
MWOF Report recommendations in 1993, 
there was concern that the increased 
charges recommended would outweigh 
the new benefits for some groups of 
m em bers. At that tim e it was also 
intended to implement a wide ranging 
review of all our personnel policies to 
establish a comprehensive strategy for the 
future. Subsequently, it was decided that 
for these reasons the interests of the 
majority of Defence members would be 
better served if implementation of the 
MWOF Report recommendations awaited 
the outcome of that important review (The 
Glenn Review); now due for completion 
by July 1995.
A more recent additional factor in the 
consideration of MWOF entitlements has 
been the completion of the Cash Subsidy 
Review (CSR) and its possible impact on 
conditions of service should any of the CSR 
recommendations be adopted.
A gainst this w ider background of 
conditions of service issues relevant to 
MWOF, the Commonwealth had a period 
of 28 days in which to decide if it was going 
to lodge an appeal against the HREOC 
decision. Before any decision was taken, 
legal advice was sought. That advice 
clearly identified that there were valid and 
compelling issues of law upon which the 
Commonwealth could lodge an appeal 
and that the Commonwealth should not 
leave the matter unchallenged.
Following consideration of this advice and 
other relevant factors, including the 
implications of the HREOC decision on 
implementation of the MWOF report, it 
was accepted that a further appeal should 
be lodged in the Federal Court. That 
action has been initiated. It is not known 
at this time when the matter is likely to be 
heard.
N otw ithstanding the outcome of this 
particular case, I would like to reassure all 
members, especially Members Without
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Family, that their interests are being closely 
monitored. Once the outcomes of the 
Personnel Policy Strategy Review are 
known we can then address with 
confidence the issues of conditions of 
service to apply to Members Without 
Family for the years ahead.'

HMAS WATERHEN 
Modernisation Update

For those who have not been to HMAS 
WATERHEN for a while, you'll be 
confronted by a change in scenery. 
HMAS WATERHEN is undergoing 
m odernisation which commenced in 
earnest on 27 May 93. One of the first 
requirements of the project was to relocate 
the entire base to the southern end of the 
site. The Clearance Diving Team 1 (CDT1) 
element was concurrently moved to 
HMAS PENGUIN and the Mine Warfare 
School and the Fleet Intermediate 
Maintenance Administration (FIMA) went 
to Garden Island. Next came asbestos 
removal and demolition of all buildings to 
the north of the temporarily reduced and 
tightly packed establishment.
Though an exciting phase in 
WATERHEN's history, the modernisation 
will be a test for all concerned on the site 
as the Base continues to operate all of its 
remaining support services. The attached 
craft will also be operating as normal but 
with greatly reduced wharf space.
With necessary behind the scenes 
finalisation of tenders just before 
Christmas, the large vacant site sprang to 
life early this year. A vast array of high 
tech earth moving equipment, trucks and

scores of construction workers combined 
to begin producing the steel framework of 
the first building, the so called 'Ops and 
Admin' building.
The first building to be completed, in Sep 95, 
will be the Operations and Administration 
building. A brand new northern pier and 
a second building, Supply/Dive, will be 
occupied by Dec 95. Personnel and 
equipment from the southern end of the 
base will be moved into the completed new 
buildings and demolition commenced on 
the southern end of the site to make way 
for the Workshop building and the new 
southern pier.
The Project is due to complete in Sep 96. 
The population of WATERHEN will rise 
from 350 to approx 605 when the Divers, 
Mine Warfare School and FIMA all return 
home and the first of the new Mine Hunter 
Coastal (MHC) crews commence training. 
The MHC's will increase the population 
of WATERHEN to approx 805 at the turn 
of the century.
POC LCDR W. Mitchell (02) 925 4725 
Executive Officer WATERHEN

'You call this a niche. '
Cartoonist G. Larsen Printed by Permission of Universal Press Syndicate

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

Purchasing Property with 
Your Spouse or Defacto

The purpose of this article is to point out 
the legal consequences of purchasing real 
estate jointly with a spouse or defacto 
spouse.
Joint Tenancy and Tenancy in Common
There are two forms of co-ownership of 
property: joint tenancy and tenancy in 
com m on. Tenants in com m on have 
distinct shares in the property. The shares 
do not have to be equal. For example, 
one owner may hold a one quarter interest 
and the other a three quarter interest. Such 
a division may be appropriate if the parties 
make unequal contributions to the 
purchase price of the property. A tenant 
in common may deal with his or her share 
as he or she wishes. The share can be sold 
or given in a will to whomever the tenant 
chooses.
Joint tenants do not have separate shares 
in the property. The interest of each joint 
tenant is always equal. If one joint tenant 
dies, that person's interest automatically 
goes to the other joint tenant or tenants. 
A joint tenant cannot sell his or her interest 
or leave it to another person in a will. 
When purchasing property you should 
decide which form of co-ownership best 
suits your needs and inform the real estate 
agent or your solicitor of your decision 
before signing the offer and acceptance. 
De Facto Relationships and Unequal 
Contributions
D ifficulties often arise when a couple 
purchase property as jo int tenants or 
tenants in common in equal shares but 
provide unequal amounts towards the

purchase price. In such a case, the parties 
are usually regarded as taking shares in the 
property  proportionate to their 
contributions. This is so even if they are 
registered as joint tenants.
A person's interest is determined at the 
time of purchase. It depends on the 
deposit put forward by the person and the 
extent of liab ility  assum ed on the 
m ortgage. W here a couple sign a 
mortgage jointly they are jointly liable to 
repay the money borrowed. If one party 
subsequently  pays off more of the 
mortgage than the other, that person does 
not acquire a greater in terest in the 
property. At best, he or she may be entitled 
to recover the excess payments from the 
other party in the event of a dispute.
It is advisable for a couple purchasing real 
estate to record in writing at the time of 
purchase: (a) their respective contributions 
to the purchase price, (b) their intentions 
in relation to the division of ownership of 
the property and (c) their plans for 
repayment of any money borrowed to 
finance the purchase. The agreement 
should be signed by both parties and a 
copy retained by each party.
In some States there is specific legislation 
dealing with de facto relationships. In 
NSW, the De Facto Relationships Act 1984 
gives the Local Court the power to alter 
property interests after the disintegration 
of a defacto relationship, provided the 
relationship lasted for at least 2 years, in 
much the same way that the Family Court 
can alter the property interests of married 
persons.
Married Persons
The Family Law Act 1975 (Commonwealth) 
applies in the event of the breakdown of a 
marriage. The Family Court has a wide 
discretion to alter the property interests of 
the parties. The power extends to property 
acquired both before and during the 
marriage and it does not matter in whose 
name property is registered. In making 
an order the Court must focus on the need



31
to provide adequately for any children of 
the marriage as well as the need to provide 
for a spouse if he or she has to some extent 
become financially dependant on the other.
POC Lieutenant M. Fallens (06) 265 3287 
Directorate of Naval Legal Services

MQ’s Rent - The Effects of 
Promotion

INDMAN 2502
As a follow on from the 'Different Rents 
For Similar Married Quarters' article in the 
last edition of SEATALK we thought you 
may like to know what effect promotion 
has on your Married Quarters (MQ) rent. 
But first lets look at what the housing 
groups are:

:o u p RANK F/N RENT

A SMN - LS $ 159.00

B1 PO $ 190.60

B2 CPO - LEUT $ 216.20

C LCDR - CMDR $ 239.50

D CAPT & ABOVE $ 293.30

So what do you pay if you are promoted 
and assume a new Group Rank Entitlement 
(GRE)?
The sim plest way to explain it is by 
exam ple. If a LS is occupying a B1 
dwelling because there were no Group A 
dwellings available when the LS required 
MQ, then the LS is only required to pay 
the rent applicable to a Group A dwelling. 
After all, it would be unfair to expect the 
LS to pay the higher rent when there were 
no Group A dwellings available to allocate. 
However, on promotion to PO her rent 
would increase to the B1 rate because she 
is occupying MQ which meet her GRE.
But what happens if you are promoted and 
your new rank attracts a higher GRE than

the dwelling that you currently occupy? 
In these circumstances the rent you pay 
remains at the previous GRE rate. For 
exam ple on prom otion to PO a LS 
occupying a Group A MQ would remain 
on the same rent. If you want to move to 
a dwelling within your new entitlement, 
then you may be permitted to do so if a 
house is available but in such instances you 
are not normally afforded departmental 
removal entitlements. You may be able to 
upgrade your dwelling but you would be 
required to do so at your own expense and 
pay the rent appropriate to that house.
If you are in the unfortunate position of 
being reduced in rank, then under normal 
circumstances your rent is reduced to that 
payable for your new rank. For example, 
if CPO was occupying a B2 home and he 
or she was reduced in rank to PO then he 
or she would remain in the same MQ but 
pay the B1 rent from the effective date of 
the reduction in rank.
A word of caution though, the above 
principles do not apply if you elected, in 
the first instance, to occupy a dwelling 
above your GRE and pay the higher rent.
So what happens if you're promoted whilst 
in receipt of Temporary Rental Allowance 
(TRA)?
If you are promoted, the amount of TRA 
you receive is not altered until there is a 
change in Group Rent Scheme (GRS) 
contributions, annual GRS review applied 
in July each year, or the landlord changes 
the rent. It is only on these two occasions 
that your new entitlement is assessed.
If you are reduced in rank, the rental 
ceiling in respect of the dwelling you 
occupy will continue to apply until the 
landlord changes the rent. Your new 
entitlement will be assessed in accordance 
with your revised status at that time.
W ithout exception, when you have a 
change in rank you should always tell your 
local Housing Officer.
POC Your local Personal Services 
Organisation (PSO)
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ACT Motor Registration

DI(N) PERS 36-1,
DGPSC-N Minute 89/95 of 15 Feb 95 
The ACT Transport Regulations Authority 
(ACTTRA) has recently  advised that 
D efence Force personnel and their 
dependants may now drive interstate 
registered motor vehicles in the ACT until 
the expiry of that registration. This 
concession also applies to towed vehicles 
such as caravans and trailers. Upon expiry 
of the interstate registration you and your 
dependants must register your vehicles in 
the ACT. The previous requirement was 
for vehicles to be re-registered in the ACT 
as soon as practicable after taking up ACT 
residence.
The ACTTRA requested that the current 
A ustralian  D efence Force D river 
Identification Form AB 135 (thats the 
yellow card with the green print), be 
am ended to include in terstate m otor 
vehicle registration details (registration 
number, State of registration and expiry 
date). The revised form AB 135 now 
provides space for details on four motor 
vehicles and should be available by the 
time this article is published.
The ACTTRA has emphasised that failure 
to comply with the requirement to register 
your vehicles in the ACT upon expiry of 
your interstate registration will endanger 
the continuance of this concession. 
Additionally, you may be considered to be 
driving an unregistered vehicle, with all the 
attendant consequences.
You jshould notify the Registration Issuing 
Authority of your change of address and 
check with your compulsory Third Party 
Insurance (TPI) insurer in the State in 
which your vehicle is currently registered 
to ensure that your TPI w ill not be 
jeopardised by ACT Transport Regulation 
provisions.

Current registration requirements of the
other states are:

• WA, NSW, QLDTAS and VIC all permit 
ADF members and their dependants to 
drive interstate registered vehicles in 
that state until the expiry of that 
registration. WA, NSW and QLD (and 
now ACT) require the vehicles to then 
be registered in that state (the state of 
residence). VIC permit you to re
register your cars interstate.

• SA requires registered vehicles to be 
re-registered in that state as soon as 
possible after you take up residence.

• NT requires in terstate registered 
vehicles to be re-registered in that state 
within three months of taking up 
residence.

Pension Rights For 
Defacto Spouses

At a recent meeting of the MSBS Board, a 
case arose where a member's estate was 
paid to a next of kin on the basis that 
C om Super records showed that the 
member was single at the time of his death. 
A claimant subsequently asserted that she 
had been in a de facto relationship with 
the deceased and therefore had a claim. 
The payment is now in dispute, as the 
alleged de facto relationship had not been 
recognised.
Contributors to either MSBS or DFRDB 
must, in their own interest, ensure that 
their maritial status is correctly recorded. 
Both MSBS Rules and the DFRDB Act 
clearly state what is defined as a 'spouse' 
and what his or her entitlements will be in 
the event of a contributor's death. In this 
context the term 'de facto ' m eans a 
recognised de facto spouse.
POC D irectorate of Naval Service 
Conditions.
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A New Home For Naval 
Support Command 

Headquarters

The long awaited occupation of the Royal 
Edward Victualling Yard (REVY) building 
at Pyrmont by Naval Support Command 
Headquarters (NSCHQ) is now scheduled 
for the last weekend in Apr 95. This 
relocation is not just a move from one 
boring high rise city building to another, 
but rather is the culmination of an exercise 
in heritage effort, m odernisation, 
restoration and the retention of Naval 
presence in buildings of both national and 
naval significance.
Situated just outside the Central Business 
District (CBD), REVY combines old world 
charm with modern office sophistication. 
Originally built in 1907, the site was used 
for Naval warehousing until the early 
1980's, and in 1992 the decision was made 
to redevelop it as a home for Naval 
Support Command H eadquarters 
(NSCHQ). This redevelopment is now all 
but completed.
Set in a harbourside location, the NSCHQ 
site complex comprises two impressive 
brick buildings (Building 1 of four stories 
and Building 2 of five stories) with an 
attractive brick tower (once a water tower) 
as a central feature. From the latter the 
two buildings radiate to form an angled 
courtyard within the grounds which opens 
north and north-west towards the harbour. 
A hundred metres away is another period 
building (Building 3) occupied by the 
D efence Science and Technology 
Organisation. These buildings together 
and their setting, reflect the original 
purpose of the REVY facility.
Each floor has been modernised (to Staff 
Association agreed standards) to compose 
a uniquely attractive and comfortable

facility for NSCHQ. Facilities within the 
com plex include a full gym nasium , 
Defence Force Credit Union and a canteen.
The surrounding area is included in the 
City West Development Authority's Urban 
Renewal Plan to redevelop a once derelict 
shipping area into an extensive waterside 
residential and recreational location 
incorporating parks and gardens. Nearby 
lies the site for Sydney 's Casino 
development in this revitalised part of the 
City of Sydney.
Public Transport to the front gate is 
available by State Transit Authority bus 
service from the mid city Queen Victoria 
Building (close to the Town Hall railway 
station), via the perim eter of Darling 
H arbour and H arris St Pyrm ont. 
Economy parking ($2 per day) is available 
at a commercial car park a brisk 7 minutes 
walk away. Those wishing to walk from 
City railway stations will find Town Hall 
station the closest, about 15 minutes walk. 
Ample bicycle racks have been provided 
to accommodate those so disposed.
Those planning the occupation of the 
REVY are anticipating a smooth transition 
on operations of the day to day running of 
the Headquarters and an impressive return 
of the Navy to an historic Naval location.
POC Ms Everlyn Kendall (02) 266 2595 
NSCHQ

'The police towed the car away 
so I bought another one.'
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Uniforms

Current Uniform Issues

ABR 81
Uniform Survey
The Uniform Survey was completed at the 
end of Oct 94. The Staff Officer (Uniforms) 
is currently  w orking on the 
recom m endations resulting from the 
survey and expects that, after the necessary 
high level consideration and decisions, 
inform ation on the outcom e of the 
Uniform  Survey will be dissem inated 
Navy wide in approximately May 95. 
Uniform Booklet
The Directorate of Logistic Services - Navy 
(DLS-N ) is producing a booklet on 
uniform s which will be given to each 
member of the RAN (including Reserves), 
about the end of Apr 95. This booklet will 
contain pictures of current uniforms, dress 
and occasions for wear, groom ing 
standards, inform ation on orders, 
decorations and medals, the history of 
naval uniforms and information on the 
ambassadorial role of uniforms.
Sports Shoes
DLS-N has been investigating alternatives 
to replace the Dunlop Volley sports shoes 
and anticipates that an Army developed 
cross training shoe (based on a name brand 
runner with an expired patent) will be 
introduced. DLS-N is awaiting a sample 
pair of Army cross trainers before making 
a firm commitment to procure the new 
shoe. If accepted, the new shoe may be 
available in the latter half of 95 when it will 
be issued to new entry trainees (Uniform 
M aintenance Allowance for everybody 
else).

Trials Update
The female shoe trial (both black and white 
shoes) was completed on 31 Jan 95, and 
the short sleeve epauletted shirt trial is due 
to finish in early Apr 95. Wearer response 
will be considered before decisions are 
made.
Tricorne Hat
Current very low stocks of Tricorne hats 
are due to problems in obtaining the hat 
from the European supplier (shortage o f  
blue rabbits?). Specifications are being 
m odified so that it can be made in 
Australia and also to improve the design, 
eg the present non detachable cap band. 
There is currently no intention to replace 
the Tricorne with the male peaked cap.
Disruptive Pattern Camouflage Uniforms 
Policy
The latest policy was promulgated via 
Deputy C hief of Naval Staff (DCNS) 
minute 1158/94 dated 12 Dec 94. DLS-N 
will only approve exceptions to this policy 
where a very good case is provided 
(generally  involving requirem ent for 
camouflage cover when operating in the 
field with the Australian Army).
Physical Training Instructor (PTI) Shoes
Negotiations are currently in progress with 
Material Manager (Victualling) (MM(V)) to 
provide Physical Training (PT) personnel 
scope to local purchase two pairs of PT 
shoes every six months (to a total value of 
$250.00). Approval will be promulgated 
w hen adm inistrative and financial 
arrangements are finalised.
Synthetic Lace
DLS-N is investigating alternatives to the 
gold lace worn by officers and the gold 
wire on sailors badges. The purpose of 
this is to reduce costs (if possible) and to 
provide a longer lasting, better looking, 
easier to procure item of uniform.
POC LEUT M. McCormack (06) 266 4590 
DLS-N
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Warfare Branch Advisory 
Council

The N aval W arfare Branch Advisory 
Council (NWBAC) was recently formed 
and is headed by the Director General of 
Naval Policy and Warfare (DGNPW). The 
prim ary purpose of this Council is to 
provide advice to the Chief of Naval Staff 
(CNS), Deputy C hief of Naval Staff 
(DCNS), Assistant Chief of Naval Staff- 
Personnel (ACPERS-N ) and the Flag 
O fficer N aval Training Command 
(FONTC) on the effective development of 
the Warfare Branch of the RAN. The 
Council brings together Category Sponsors 
for both officers and sailors of the Warfare 
Branch, focussing on such matters as:

• Branch m em bers' professional and 
personnel related concerns which may 
im pact upon the Branch or sub
specialisation,

• Warfare Branch roles and functions and 
their relationship  to personnel 
management and career development 
requirem ents of the Navy and the 
Branch, and

• Education, training, career development, 
and employment policy for officers and 
sailors of the Branch.

Discussion at this first forum included the 
composition of the Branch and Category 
Sponsors, the modus operandi of the 
C ouncil, the effect of the Seaman 
Categorisation Review Study (SCRS) on 
certain categories, and the Future of 
Warfare Officers' Development (FWOD) 
study began in Jan 95.
The NWBAC is not an alternative to the 
proper chain of com m and, however, 
representations to either the NWBAC or 
FWOD study should be sent to Lieutenant 
Com m ander S.B. Shalders, DGNPW, 
Russell Offices A-3-10A, Canberra, ACT 
2600. (06) 265 5694

YOUNG ENDEAVOUR 
Who?

Despite having been in operation for over 
seven years, most people have only a 
vague idea of what the Sail Training Ship 
Young Endeavour does. So here are some 
facts:
Whose Ship is It?
The ship was Great Britain's bicentennial 
gift to Australia. Technically, YOUNG 
ENDEAVOUR is a Naval Auxiliary and a 
tender to HMAS WATERHEN, but the Ship 
is actually run for the Young Endeavour 
Youth Scheme which has its own budget 
and a government appointed board of 
prominent Australians including Maritime 
Commander Australia (MCAUST). A 
civilian staff organises the 'Youth Crew' 
and handles marketing, sponsorship and 
funding.
So What Does it Do?
The ship conducts day voyages, mainly 
around the Australian coastline, for 24 
young Australians aged 16 to 23, (12 male, 
12 fem ale), regardless of background. 
They live in close quarters, work when 
they are seasick and tired, clean for an hour 
every day, climb aloft in foul weather and 
watchkeep on an open bridge. They also 
visit remote islands, play sport on some 
great beaches and after 8 days are given 
command of a $14M ship to play with for 
24 hours. This environment provides the 
Youth Crew with an opportunity to face 
challenges and to develop teamwork and 
leadership.
What Do The Navy Crew Do?
The Staff Crew (as opposed to the Youth 
Crew) consists of 13 people:

• Commanding Officer (CO) (LCDR)
• Executive O fficer (XO )/R elief CO 

(LEUT)
• Relief XO (LEUT)
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• Navigating Officer (LEUT/SBLT)
• 2 x Officer of the Watch (LEUT/SBLT)

• Charge Engineer CPO Marine Technical 
Propulsion / Hull

• Second /Relief Charge Petty Officer

• 2 x Cooks (WO - LS)

• Bosun (WO - PO)
• Watch Leader (Female, LS to LEUT any 

category)
• Operations Assistant (LSWTR)
This team rotates generally three voyages 
on, one off, so that nine crew are onboard 
at any one time. The Seaman Officers 
rotate through various jobs as well as the 
occasional voyage as a watch leader (on 
deck with a watch of 8 Youth Crew). The 
engineers and Chefs do one voyage on 
deck with a watch and two in their trade. 
The Bosun and Watch Leader are relieved 
by the Seam an O fficers as necessary, 
always maintaining at least one female in 
the crew onboard. The O perations 
Assistant is employed full time in the 
office.
What About My Career?
A posting to Young Endeavour is good for 
your career. The hands-on leadership

Is Your SEATALK Going 
To The Wrong Address

SEATALK is sent to the Next Of Kin 
(NOK) address of married and defacto 
members. This address is obtained 
directly from the central personnel 
data base in Canberra. SEATALK staff 
CANNOT make changes to that data 
base or your NOK details. You, the 
member, must ensure such details are 
kept up to d ate th rou gh  you r  
Coxswains or Personnel Office.

experience enhances your inter-personal 
skills. You get a refreshing change from 
the 'grey' Navy, you get a break from your 
routine w ork within the job and your 
programme is concrete for a year, (Know 
anyone else who's got that?).

So How Do I Get A Draft?
YOUNG ENDEAVOUR takes volunteers 
who join for a 10 day voyage, train and 
work as a Youth Crew and are evaluated  
for a position if still keen. You do not need 
any sailing exp erien ce . (A 44 m etre  
brigantine ain't no Tasar anyway!). If you 
are recom m ended we tell your C areer 
Manager and when it fits, you join us for 
an average of 12 to 18 months. On the 
voyages you are off, if you do not take 
leave, you work in our office at Garden  
Island, Sydney. To try out; simply send a 
m inute req u estin g  a v o y ag e  as a 
'supernumerary' and we will contact you 
and discuss dates and places.

Tell Me More
If you want to know anything, be it to send 
your children, offer some of your millions 
in sponsorship , or are in terested  in a 
voyage call the ship (018) 237 628 and ask 
for Lieutenant Jarvie (XO) or our Office on 
(02) 368 1800 ask for LSWTR Karyn Dennis.
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