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Aft good things must come to an end
And so it is with my term as editor of 
SEATALK. This is my final edition, my 
last shot, my finale, my well you get 
the drift. I can honestly say that I have 
thoroughly  enjoyed com piling your 
quarterly personnel magazine for you over 
the last 3 years. It has certainly not been a 
one m an band by any stretch  of the 
imagination as I have had plenty of help 
from my own team, the Personnel Liaison 
Team (PLT), and many of the Directorates 
and authorities within Navy Office and 
around the country.
During those 3 years you have no doubt 
noticed quite a few changes in  the 
magazine including the cover and internal 
design and improved paper quality You 
may also be interested to know that at the 
same time production and distribution 
costs have been cut by half. I would like 
to be able to say that the num ber of 
'm arriedies' copies returned, due to

incorrect NOK addresses on the NPEMS 
data base, had been significantly reduced 
- but I can't. Despite our best efforts, 
including continuous advertising, we 
continue to receive around 450 copies out 
of the 7 000 that are sent to spouses. Yes 
they are all re-addressed manually, but the 
new editor would certainly like your help 
in ensuring that you update your NOK 
details as soon as there is a change, through 
the members Personnel or Coxswains' 
Office.
Your new Editor is Lieutenant Lorrae 
Blunden and I am sure that you will get to 
know her style in the very near future and 
hopefully those two people who wrote to 
me will give her the same support.
The demise of the PLT is covered in a 
separate article so I shall say only that there 
was a need for change and the new 
arrangem ents offer an opportunity for 
everybody to talk directly to the organ 
grinders rather than their monkeys - use 
the opportunity! •Ed
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There are many issues which have been on 
the boil for some time now and as the 
second half of the year progresses I am 
hopeful we'll see some real results. I do 
not expect to see the pace of things change. 
I continue to be optimistic about outcomes 
from  the m any review s underw ay 
including for example, those concerning 
M em bers W ithout Family, H ousing 
Consultancy, Divisional System, ADF 
Personnel Policy and several pay and 
allowance cases. The Naval Manpower 
Strategy, NMS 2010 will continue into 1996. 
In regard to the pay issues, it was very 
encouraging to see the many worthwhile 
subm issions and the qu ality  of the 
feedback received during the Work Place 
Bargaining visits conducted by the Director 
of Naval Service Conditions. I thank you 
for this assistance which will do much to 
reinforce the need for our allowances and 
their quantum. Your contributions have 
greatly assisted the development of the 
next Work Place Baigain and the Seagoing 
Allowance cases.
I have had an opportunity to visit and 
speak to many of you over the last few 
months and I am always impressed with 
the sincerity and depth of commitment that 
has been dem onstrated to me by our 
personnel and the support they receive 
from their family. I will be visiting SA 
and WA in the near future and very much

look forward to meeting many more of you 
then.
One of the more frequently raised issues I 
hear is the concern expressed about the 
'm anpow er situation', particularly the 
wastage rate and what we in Navy Office 
are doing to encourage people to stay in 
the Navy The answer is that everything 
possible to improve conditions of service 
and pay and allowances is being done that 
can be with what we have available. Your 
leaders at all levels and in all locations are 
re-examining many of our practices with 
a view  to creating a b etter w orking 
environm ent and w ork dem and. 
Regrettably, there is no instant remedy but 
through SEATALK and regular informative 
signals you should be aw are of the 
progress of many issues and the 
development of new personnel projects. 
The initiatives of the Director of Sailors' 
Career Management, mentioned in this 
edition, and the personnel issues being 
addressed within the Fleet are examples of 
the approaches that we are taking towards 
meeting social changes occurring within 
the Navy.
Please take a little of your time to read 
SEATALK. It is a very inform ative 
document and well worth the effort.

H(ejards

Murray Jorrtst

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

You Want Career 
Management?

Doubtless you would all understand by 
now that managing the careers of some 
13 000 sailors, when there is a shortage of 
trained personnel, a wastage rate of some 
14% and significant additional training 
required for our trained force (ie TTP & 
SCRS) is not a piece of cake. It is 
absolutely vital that we all believe, and 
even more importantly that it is actually 
true, that the people who manage our 
careers are doing their best, under the 
circum stances, to look after each 
individual's needs.
The new D irector of Sailors' Career 
Management (DSCM), Captain Lou Rago, 
has re-affirmed his Team's commitment to 
serving you and your needs. The best way 
to do this, of course, is to talk face to face 
with every single one of you to find out 
what you want and then figure out how 
best to help. And that is the top priority 
objective of both Captain Rago and the 
members of every Career Management 
Cell over the next 12 months. Many of 
you have been asking lately, 'What is the 
Navy doing to keep people in?' Well this 
is your golden opportunity to tell your 
career managers what they can do to keep 
you happy.
Captain Rago intends to visit the CO of 
every major fleet unit and establishment 
by the end of the year to seek feedback and 
make sure that his Directorate is up to date 
on what you see as the issues of concern. 
He will later visit minor war vessels.
POC CPOWTR Stevenson (06) 265 1278 
DSCM

Occupational Analysis - 
What is it?

DI(N) PERS 75-30
You've probably heard that such a category 
exists but, like many others, never really 
known what this select group of people do. 
So now you have no excuse. The surprise 
is near the end when you will see how their 
work can affect You!
What is it?
Occupational Analysis (OA) is a systematic 
method of gathering and analysing data 
of the work performed across an entire 
sailor or officer category. OA is conducted 
as a serv ice to category  sponsors, 
directorates involved in human resource 
management, Naval Training Command, 
schools, training development and training 
validation units. This form of analysis 
provides m anagem ent and staff w ith 
factual inform ation on w hich to base 
personnel m anagem ent, training and 
organisational decisions.
OA is different to Job Analysis (JA) in that 
it examines the tasks performed by an 
entire occupation of a sailor or officer 
category whereas JA examines the tasks 
performed within a job which may be only 
one aspect of an occupation.
What does it do?
OA establishes job profiles for groups of 
people who perform similar tasks within 
a category or occupation and by examining 
these groups OA can determ ine the 
categ ory 's occupational structure. 
Training requirements of the category are 
determined by establishing who should be 
trained, which tasks should be taught and 
when training should occur in a career 
path.
It also passes on com m ents and 
suggestions, volunteered by you, to the
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category sponsors. This is done in the 
form of a summary (names are not used). 
How is it done?
OA studies are conducted on a cyclical 
basis in order to maintain a library of 
relevant occupational data on all sailor and 
officer categories. The data is gathered by 
questionnaire using computer read answer 
booklets. Subject matter experts from the 
respective categories, workers in the field, 
Defence Instructions, manuals and training 
documentation are used to construct these 
questionnaires. The questionnaires are 
trialed  by the OA cell prior to use, 
approved by the category sponsor and 
endorsed by the Directorate of Individual 
Training and Education Policy (DITEP in 
HQADF). DITEP is also responsible for 
coordinating multi-service OA surveys.
Generally, OA staff adm inister the 
questionnaires personally by visiting ships 
and establishm ents, although some 
situations, such as ship deployments, may 
require some questionnaires to be mailed 
to those involved.
The answer booklets are validated and then 
processed by specially designed computer 
program (Comprehensive Occupational 
Data Analysis Program (CODAP), if you 
must know). On completion of processing 
the answer booklets are destroyed.
From start to finish, that is from initiation 
to producing a written report, takes about 
eight months. Not a job for the impatient!
Where do You fit in?
The accuracy of the responses to the 
qu estionnaires is critica l to the OA 
program so if you happen to be lucky 
enough to be involved one day be honest 
and fill out the questionnaire as accurately 
as you can. And remember, only one entry 
form per custom er. A nonym ity is 
guaranteed. This means that respondents 
are never identified by name, which is done 
to ensure truthful and accurate responses.
Over the years many categories have been 
surveyed by the Navy OA cell. The 
Marine Technical and Electrical Technical

trades, Firefighters, Aircraft Engineers, 
M otor Transport D rivers, O bserver 
Officers and Weapons Electrical Engineer 
O fficers are som e of the more recent 
categories surveyed. Information from 
these and other surveys has been used by 
review teams such as the Seaman Category 
R ationalisation Study (SCRS) and the 
Technical Training Plan 1992 (TTP92) 
implementation team.
Information provided by you is also used 
to assess working and service conditions 
and training issues. Also, it gives you the 
opportunity to have your say on matters 
that directly concern you as a member of 
your category.
Where is it?
The Navy OA cell is located in the 
D irectorate of Navy Education and 
Occupational A nalysis (DNEOA) at 
Russell Offices (D-2-01 A) in Canberra.
POC Lieutenant Gayle Pershouse 
(06) 265 3271, Fax (06) 265 3353.
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Improving the Navy's 
Personnel 

Communications Process

CNS WAO/WAC 040213Z AUG 95
After many years of faithful service, which 
began in 1971, the Personnel Liaison Team 
(PLT) was disbanded on 4 August this 
year. D oubtless some people are 
wondering why whilst others are saying 
what was the PLT. The signal from the 
Chief of Naval Staff covered the situation 
briefly. But perhaps a repeat of the 
relevant circum stances w ill assist in 
leading into a more detailed explanation 
of the new arrangements for keeping you 
informed and obtaining your feedback.
What was this PLT thing?
As you know, the PLT's job was to provide 
a 'p ip e lin e ' for the two way flow of 
in form ation  betw een you and your 
fam ilies, and senior management and 
policy makers ('they' or 'them'), who are 
mostly in Canberra.
It was a messenger only, without power 
to influence any of the concerns raised by 
you at its presentations. Add to this the 
increasing number, complexity and rate of 
change of personnel related issues and you 
realise that the ability of such a team, to 
provide the breadth and depth of 
knowledge demanded by its customers at 
both ends of the pipeline, was becoming 
an overburden resulting in it not keeping 
pace with its customers' requirements and 
expectations. That is what happened; 
people wanted answers that the Team 
could not supply and complex issues like 
TTP92 and SCRS required separate 
specialist teams to provide adequate 
coverage.
Rather than pressing on with a process that 
could no longer keep pace with the rate of 
change, it was decided to try something

new, with special attention to providing on- 
the-spot, in-depth knowledge to answer 
questions authoritatively and in detail. 
The other key consideration was to some 
how bring the people responsible for the 
policies closer to, and therefore more 
receptive to, their customers.
So what are the new arrangements?
Enter the Personnel Communication Team 
(PCT). Not as 'catchy7 as PLT but it isn't 
the name that's important. The PCT will 
consist of the Directors of the following:
• D irectorate o f Sa ilors' Career 

Management (DSCM)
• Directorate of Naval Manning Policy 

(DNMP)
• Directorate of Naval Personal Services 

(DNPS)
• Directorate of Naval Service Conditions 

(DNSC)
They comprise the owners of the policies 
which affect people's careers or lives on a 
daily basis.
This Team will travel to establishments 
where it w ill give presentations and 
conduct question and answer sessions. 
Visits will be arranged to ensure that as 
many people as possible from both ships 
and establishments are given adequate 
opportunity to attend.
Improved communications the key.
It is im portant to rem em ber that the 
purpose of creating this Personnel 
C om m unication Team is to im prove 
communications between you and Navy 
Office, it is not an economy drive, nor is it 
an attempt to avoid taking action on the 
concerns that you may wish to raise. The 
successor to the PLT should be far more 
effective in every way.
A strong customer focus will demand that 
the Team allows sufficient flexibility in 
content, format and programming. With 
this in mind, a trial tour will be conducted 
in Sydney towards the end of the year to 
gauge audience response and help develop 
the standard procedure for future tours,
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particularly in regard to duration and 
frequency.
The Plan
Can't do anything these days without a 
plan and this is it so far.
Early December - One week (Monday to 
Friday) presentations in Sydney. Primarily 
for HM AS KUTTABUL and ships 
alongside.
Two presentations per day (to include 
Q&A sessions) - 0830-1130 & 1230-1530.
Each presentation to be specified as Junior 
Sailors, Senior Sailors or Officers.
Venue: Maritme Headquarters' theatrette.
All those Directors previously mentioned 
w ill be there. It will be the golden 
opportunity to listen and have your say. 
A detailed  program m e w ill be 
promulgated by signal soon.
What about SEATALK and Heads Up?
Thank goodness you asked that question. 
For a minute there I thought I might be 
out of a job. No need to worry SEATALK 
and Heads Up will continue as before 
except that the position of Editor has 
become a Lieutenant7s billet established on 
the staff of the Director General of Personal 
Services and Conditions. An interesting 
aspect of this new arrangement is that the 
Editor w ill also have the job of 
coordinating the visits of the PCT and 
providing secretarial assistance for the 
Team during visits. The reasoning is that 
it will be necessary for the Editor to keep 
abreast of what the issues of interest are; 
something that is better achieved face to 
face rather than through written reports. 
There will be a need for the Editor to liaise 
with people like the Warrant Officer of the 
Navy (WO-N), but more than ever before 
it will be important for you, the people, to 
write to the Editor on anything of interest 
or concern.
What about the other travelling shows?
The current DNOP/DSCM  career 
counselling visit programme will continue, 
as will specialist team visits on an as-

required basis. Where possible, these visits 
will be combined to reduce the impact on 
ships and establishments. The functions 
of the WO-N will not be affected by any of 
these changes and he will conduct liaison 
visits as before.
POC Lieutenant L. Blunden (06) 265 3314

Your Job and the 
Commercial Support 

Program

There has been quite a lot of feedback 
w hich suggests that people are still 
worried about losing their jobs as a result 
of the C om m ercial Support Program  
(CSP).. The best we can do is to repeat 
the Chief of Naval Staff's guarantee that 
no uniformed person will be retrenched 
due to the CSP. The following article may 
help you to better understand the CSP 
process and its implications.
The aim of CSP is to ensure that non-core 
support services and products are 
provided to core Defence activities in the 
most cost effective manner. It is stressed 
here that the implementation of the CSP 
w ithin N avy (and D efence) is a 
Government Directive and not open to 
negotiation.
The activ ities targeted for 
commercialisation include catering, stores 
and transport, adm inistrative support, 
non-m ilitary  train ing , repair and 
maintenance, communications, medical 
and firefighting. Navy has established a 
small CSP Project Directorate located in 
Jenner House, Sydney. The Directorate, 
headed by a Captain, is responsible for the 
management, direction, coordination and 
progress of Navy CSP activities.
How does Navy ensure that it gets what it 
needs from a contract and how are 
personnel issues addressed?
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A Statement of Requirement is developed 
in close consultation with the Naval people 
who currently work in and manage the 
activity under review. They after all, are 
the only people who really know what is 
needed and also set the standards to be 
maintained and determine how contract 
performance is to be monitored. They are 
also closely involved in the evaluation of 
the tenders to determine the preferred 
contractor and have the option to put in 
an In-H ouse bid to com pete with the 
com m ercial tenders; that is, they can 
develop a better and more cost-effective 
way to continue to carry out the activity 
with Naval personnel and resources and 
see if they can do it better than private 
firm s. Base support staff at HMAS 
ALBATROSS did just that.
Personnel issues are addressed at the outset 
of a review in close consultation with the 
Director of Naval Manning Policy, the 
Director of Sailors' Career Management 
and the unit concerned to ensure that the 
Navy continues to maintain the required 
m anpow er base and to m inim ise the 
im pact on the people involved in the 
activity. Aspects which are looked at for 
each category are:

• Rank and category structures

• Sea/Shore ratio

• Training and skills retention in shore 
postings

• Posting stability

• Local personnel issues including 
stand-by for sea

• Home State postings

• Recruiting base

A cardinal point is that CNS has directed 
that no uniform ed personnel whose 
billets have been disestablished as a 
result of a CSP review  shall be 
retrenched; all are redeployed to other 
duties or units.

Administration Officer 
Study

A study has commenced in the Naval 
Personnel Division into the Administration 
(AD) primary qualification for officers. 
The study will exam ine the future 
requirement for the AD prim ary 
qualification and also examine the best 
ways to utilise those officers.
The study, which is being sponsored by the 
D irector General N aval M anpow er 
(DGNM), is being conducted by CMDR 
Sandy Coulson, an AD officer. She would 
like to hear the views of Naval Managers 
and AD officers and will be interviewing 
as many AD officers as possible during the 
course of her study.
AD officers should not be concerned that 
any results of the study will have an 
adverse affect on their employment or 
promotion prospects. Rather, it should 
result in better use of a valuable group of 
officers.
All subm issions are encouraged and 
should be forwarded by 15 October 1995.
POC CMDR S. Coulson (06) 265 3582, 
Russell Offices D-G-06A.

Promotion Policy - 
Transfer To The 
Submarine Arm

ABR 10
There seems to be some confusion about 
the promotion policy contained in ABR 10 
C hapter 4 w hich covers sailors who 
transfer to the Submarine Arm.
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When I transfer to submarines am I taken 
off my category promotion list?
Removal from a promotion list should only 
occur w hen a transfer of category  is 
included as part of the transfer to the 
Subm arine Arm. If you retain your 
previous category  and com m ence 
Submarine qualification training you will 
remain on the General Service promotion 
list until the Submarine qualification is 
gained. You will then enter the next 
ap p licable prom otion list w ithin the 
Submarine Arm.
In accordance with current policy if you 
transfer category as part of transfer to the 
Submarine Arm you will be removed from 
the General Service promotion list effective 
the date that Subm arine qualification 
training or category training commences. 
You will need to obtain all outstanding 
qualifications expected of the new category 
within the Submarine Arm structure.
Still unsure? Get your DO to contact 
DSCM on your behalf.
POC POWTR MacKinnon (06) 265 1577 
DSCM

Communications Review

DEFNAV CANBERRA SAC 230221Z 
AUG 95
A review  of RAN com m unications 
com m enced on 24 A ugust under the 
sponsorship of the D irector of Naval 
W arfare (DNW ). The Review  Team 
consists of Capt David Cotsell, WOEWO 
Stephen D rake, W ORS Tony Froom e, 
WOSY Barry Kane (part time) and will be 
supplemented by selected personnel as 
required. The Review team has adopted 
the acronym  RANCORS (RAN 
Communications Review Study Team). 
The aims of the Review are to ensure that 
the RAN communications organisation:

• has the capability to meet it7s assigned 
operational task;

• is best placed to cope w ith 
technological advances and personnel 
skill requirements; and

• can maintain Joint, Allied and Regional 
inter-operability.

The Review  w ill com m ence w ith an 
information gathering process (Scoping 
Study) of six m onths d uration . The 
Scoping Study will address the following:

• ADF policy  for the support of 
information exchange requirements;

• The ap p lication  and im pact of 
Commercial Support Program (CSP) 
princip les to the log istic and 
m aintenance su pport of N aval 
Communications Stations and Defence 
Communications Stations;

• The forecast au tom ation  of shore 
com m unications system s and the 
impact this will have on manpower 
requirements post 2001;

• Changes to com m unications and 
manpower requirements as a result of 
the introduction into service of new 
ship and submarine classes; and

• The im pact of n on-trad itional 
communications methods (eg E-Mail, 
Facsimile, Mobile Phones, Inmarsat).

The Review  is to include a detailed  
consu ltation  process with relevant 
authorities and communications personnel 
at all levels. A visit itinerary will be 
prom ulgated to enable personnel to 
include attendance at proposed 
presentations into their schedules. Those 
localities with W atch K eeping 
responsibilities can expect a number of 
presentations to allow all personnel the 
opportunity to attend. All submissions are 
welcome.
POC WO Drake (06) 265 3015 RANCORS 
D-4-11 Russell Offices.
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Money

Progress Report - Review 
of Seagoing Allowance

INDMAN 0203
The Review of Seagoing Allowance (SGA) 
has been progressing since Mar 95. The 
Directorate of Naval Service Conditions 
(DNSC) has undertaken the task of 
researching information in support of the 
review  and developing a case for 
subm ission to the D efence Force 
Remuneration Tribunal (DFRT).
SGA is paid to com pensate for the 
following four factors:

• The particu larly  uncom fortable 
conditions encountered in ships and 
vessels.

• The inability of members to use their 
leisure time effectively

• The exceptionally long hours worked.

• The almost complete cutting off of 
home contacts.

As a part of the review process, people 
throughout the Navy were asked to submit 
their suggestions on SGA. The response 
was excellen t w ith over 150 w ritten 
submissions received. There was a good 
mix of individual and ship submissions 
with a number of ships conducting their 
own surveys in support of the material

provided. In addition to the written 
submissions, approximately 1,000 people 
attended the SGA discussion groups held 
throughout Australia by DNSC. Overall, 
the inform ation from both the w ritten 
suggestions and the discussion groups was 
impressive and most informative. Thank 
you to all those who contributed.
All the subm issions were carefu lly  
analysed. The data collected from this 
intensive research has been examined and 
a case formulated. It is expected that the 
case will be considered by the Defence 
Force Personnel P olicy  C om m ittee 
(DFPPC) in early October. After the 
DFPPC has given its 'tick', the process of 
DFRT inspections and hearings 
commences.
You will be kept informed of the progress 
being made with the review of SGA.
POC Director of Naval Service Conditions

Update - Category Pay 
Reviews

There are several Category Pay Level 
reviews currently being undertaken by the 
Directorate of Naval Service Conditions 
(DNSC). These include:

• Com bat System  O perator (A nti 
Subm arine W arfare/A nti Surface 
W arfare A ircraft C ontroller) 
(CSO(ASAC))

• Acoustic Warfare Analyst Submarines 
(AWASM)

• Review of implementation of SCRS

• Review of implementation of TTP'92.

The ASAC case is expected to go to the 
Defence Force Rem uneration Tribunal
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(DFRT) early Oct 95 and the AWASM case 
in Nov 95.
Additionally, an allowance for the MED 
SG4 sailors is w ith H eadquarters 
Australian Defence Force (HQADF) for 
finalisation to be put to the DFRT.
The ADF Pay Structure Review is in its 
final throes and the last hearing dates 
before the Tribunal should be the last week 
in Sep 95, with maybe a flow over into the 
first week in Oct.
Consideration of a Reserve Mine Warfare 
category is also underway within DNSC. 
Known reviews for other categories to be 
considered next year include:

• Electronic Warfare (EW)

• Naval Police Coxswain (NPC)

• Photographer (PHOT)

Some of these have already commenced 
and are in early stages of development.
All such reviews are conducted by DNSC 
in consultation with the category sponsor 
and include discussions and negotiations 
with both Army, Airforce and HQADF.

Tiered Structure for Field 
Allowance

INDMAN 0209
The Defence Force Remuneration Tribunal 
(DFRT) on 02 Aug 95 handed down its 
decision on the Review of Field Allowance 
(FA) that was conducted 17-19 May 95. 
Changes as a result of this decision include 
a tiered structure to provide two levels of 
payment.
The rates of the new levels of the allowance 
are as follows:

• T ier 1: $25 per day for those 
experiencing extreme disabilities in the 
field. This would generally include 
people experiencing four out of the six 
available factors which are assessed as 
being the harshest disabilities in the 
field ie. extreme working conditions 
and unavailable facilities.

• Tier 2: $14.68 a day for those who 
experience less severe disabilities such 
as adverse working conditions and 
limited facilities.

The effective date of the restructured 
allowance was 15 Jul 95.
Part of the agreed restructure between the 
ADF and the C om m onw ealth is a 
provision for additional recreation leave 
for field service. This leave will be based 
on 1 day for every 10 days in the field, up 
to a maximum of 10 days per year and 
reflects sim ilar provisions to Seagoing 
leave.
POC Director of Naval Service Conditions

Salary Increases Under 
Workplace Bargaining

Many of you will have heard or read recent 
media reports detailing pay increases 
under W orkplace B argain ing  for the 
A u stralian  Public Service. W hilst 
negotiations for salary increases for the 
ADF are continuing, it is expected that 
similar salary increases and phase-in dates 
will apply to the ADF. In a similar fashion 
to the APS the increases will be fully 
funded (supplemented) from the Budget.
The proposal is for a phased 5.6% salary 
increase over 18 months ( Jul 95 till Dec 
96) paid in three instalments:

• 2% backdated to the first pay period 
after 1 Jul 95
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• 1.6% from the first pay period after 

01 Mar 96; and

• 2% from 17 Oct 96.

It is currently planned that the proposal 
for these salary increases will be submitted 
to the D efence Force R em uneration 
Tribunal (DFRT) by the end of Sep 95, and 
their implementation will depend on the 
Tribunal's agreement.
In addition  to these salary  increases 
Workplace Bargaining will provide an 
avenue for fu rther negotiations on 
improvements to non-salary conditions of 
service. As detailed below these non
salary negotiations will be used to advance 
suggestions brought forward by ADF 
members. Development of this non-salary 
arrangement is currently continuing with 
the aim of reaching agreement by Dec 95. 
POC Director of Naval Service Conditions.

during the DNSC education sessions, 
providing w orthwhile suggestions for 
improvements to non-salary conditions of 
service and other general issues. For 
members who did not have an opportunity 
to attend these sessions a brochure entitled 
'S peak up, have you r say' was distributed 
to all ships and establishm ents. The 
brochure briefly  explains W orkplace 
Bargaining and encourages you to send 
suggestions d irect to the W orkplace 
Bargaining Working Party. All written 
suggestions have been considered and all 
contributors provided with feedback. 
Thank you to all those who have provided 
suggestions.
Over the past two months the Working 
Party has examined all the suggestions and 
identified those which should be pursued 
in the current round of negotiations. 
Research is currently being undertaken into 
these m atters and you w ill be kept 
informed of ongoing progress.
POC Director of Naval Service Conditions

Non-Salary Improvements 
Under Workplace 

Bargaining

The D irectorate of N aval Service 
Conditions (DNSC) recently conducted 
Workplace Bargaining education sessions 
around A ustralia. The aim of these 
sessions was to explain how the Workplace 
Bargaining process works in the ADF and 
the role you have in this process. Your 
role in the process is to identify aspects of 
your employment which you would like 
changed and to tell the tri-Serv ice 
Workplace Bargaining Working Party how 
those changes will improve things. These 
suggestions are being used in the non
salary phase of the current Workplace 
Bargaining negotiations.
Many of you have already taken up the 
opportunity by actively participating

Stop Thief!
It may come as a surprise, but your car 
doesn't have to be shiny and new for it to 
be an attractive target. On the contrary, 
cars over 10 years make the most popular 
targets for thieves.
Here are a few simple precautions you can 
take to minimise the risk of becoming a 
theft statistic:

• Always lock your car and make sure 
all the windows are shut. This may 
seem obvious, but an NRMA report 
shows 8% of all cars stolen weren't 
locked.

• Never leave any items or packages in a 
car where they can be seen. Even if 
the items themselves are not valuable, 
the cost of repairs to locks and
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windows after the break-in can be 
considerable.

• D on 't leave your drivers licence, 
registration papers or service manuals 
in the glove box.

• If you have a car alarm, use it. The 
NRMA reports that in 83% of thefts 
involving a car with an alarm fitted, the 
alarm wasn't switched on when the car 
was stolen.

• If you have a garage, use it. Most cars 
are stolen from the street.

A rticle cou rtesy  of Choice M agazine
August 1995

iTifiVaC Aircraft ‘Technician 
(Pay (Disparities

WOATC Blair from HC 723 SQN has 
w ritten, 'Concern has been expressed by 
several junior sailors within this unit with 
respect to the disparity between TTP 92 Trade 
Pay and Sailstruc Trade Pay.
These sa ilo rs have com pleted  fo rm al 
Alignment Training and on completion o f their 
competency logs will advance from pay level 4 
to 5. They are trained to a higher standard 
than their peers under Sailstruc (ABMT'3's) 
and will be capable o f carrying out the same 
in-trade and additional out o f trade tasks. 
SAILSTRUC sailors, however, are on pay 
level 6. Not surprisingly, this has the 
potential to cause considerable disharmony in 
the workplace especially when little option is 
given to the sailors other than to align to 
TTP 92.
There are similar concerns applying to the 
disparity between Naval Aviation Technicians 
pay and the pay o f Airforce and Army Aviation 
Technicians.
Whilst the problems have apparently been 
represented to the DFRT and will be revisited

again later next year indications are that any 
decision  in the p os itiv e  w ill not be 
retrospective.
Request these concerns be addressed and 
feedback be given to the wider Naval Aviation 
Community.' SEATALK is aware that WO 
Blair has since left the Navy.
WO Blair has highlighted concerns held by 
the Naval A viation com m unity  w ith 
respect to disparities in Pay Levels (PL) 
between TTP92, SAILSTRUC and the other 
Services.
These inconsistencies are to be included in 
the TTP 92 Review, which is scheduled to 
be placed before the D efence Force 
Remuneration Tribunal (DFRT) during the 
last quarter of 1995.
While the case placed before the DFRT will 
outline all the relevant problem s and 
possible solutions the implementation of 
these solutions is entirely up to the DFRT. 
No assumptions can be made as to the 
outcomes or the retrospectivity of any 
DFRT decision.
POC CPOWTR M. Jeppesen (06) 265 1094 
Director of Naval Service Conditions

ScfwoCfor the Mechanically ‘Declined
Cartoonist G. Larsen Printed by Permission of Universal Press Syndicate
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Conditions of 
Service

Sailor's Promotions - 
Moving Average Total 

(MAT)

What is a MAT score and what is it used 
for?

! To be brief, a Moving Average Total (MAT) 
score is calculated for every sailor who is 
fully qualified for promotion. This score 
enables the Directorate of Sailors' Career 
Management (DSCM) to place sailors in 
order of merit for promotion and also for 
selection for Advanced Category, Phase 4 
and M anagem ent and Leadership 
promotion prerequisite courses. The MAT 
score is an average of the four most recent 
PERS1 scores for promotion to Leading 
Seaman and the eight most recent scores 

; for promotion to Petty Officer, Chief Petty 
Officer and Warrant Officer. Where the 
minimum number of reports are not held 

; an average of the available reports is used. 
If  for any reason you are unable to be 
reported on during a reporting period an 
Employment Only Report is raised (ie 
performance is not observed for at least 91 
days due to postings etc). A 'normal' 
PERS1 is referred to as an Assessed Report.

So, if an Assessed Report is not raised for 
a reporting period then the score for that 
period in your promotion record is called 
a 'Non-observed' score. A fair and logical 
way to calculate a score for such a period 
has been devised and this is how it works. 
'Non-observed' Procedure.
The score applied is the average of the two 
assessed scores immediately prior to the 
'Non-observed' period.
On receipt of the next Assessed Report, the 
score for the N on-observed reporting 
period is replaced by the average of: the 
two assessed report scores before and the 
one after (ie the average of the three most 
recent assesssed report scores).
On receipt of the second Assessed Report, 
after the 'Non-observed' period, the score 
is then replaced by the average of: the two 
assessed report scores immediately before 
and the two immediately after the 'Non
observed' period (ie the average of the four 
most recent assessed report scores).
POC CPOWTR Stevenson (06) 265 1278 
DSCM

The Exit Survey

To enable proper analysis of the 
inform ation collected through the Exit 
Survey it is essential that only original 
forms are used. These are available 
through NayaLStorea- Photocopies of the 
form cannot be read by the computer. All 
photocopied forms are transcribed onto an 
orig inal form once they reach the 
Directorate of Psychology - Navy.
POC Ms L. Brow n (06) 265 5292 
DPSYCH-N

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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Annual Review Of Rents 
& Water Charges

INDMAN 2502 & 2507 
The new Group Rent Scheme (GRS) rents 
for FY95/96 took effect from 10 August. 
In reviewing member contribution rates 
and deciding the new rents, every effort 
was made to keep increases to the absolute 
minimum. As a result, the Minister for 
Defence Force Science and Personnel 
determined that a flat, across the board 
increase of 2% would apply.
Calculation Of Rental Contributions
The decision to apply a flat increase of 2% 
across all housing groups was made after 
it became clear that the methodology for

Temporaiy Rental Allowance (TRA)
The increased rental contributions will 
flow on to members' TRA contributions.
EWC Levy
The EWC Levy paid by m em bers 
occupying Married Quarters will increase

calculating annual GRS contributions was 
in need of revision.
The rental variations for FY95/96 have 
been confined to broad CPI movement 
only and provide a much lower increase 
in rents than would otherwise have been 
the case.
An examination of the GRS rent setting 
methodology will be conducted as part of 
the com plete review of ADF 
accom m odation policy which has just 
commenced. Further information on that 
review may well have been released before 
this edition hits the street.
GRS Member Contributions For FY95/96
The new GRS member contributions, per 
fortnight. NOT including the EWC levy 
are:

by 70 cents to $3.50 per fortnight, effective 
10 Aug 95. This reflects increased charges 
for water throughout the community due 
to local water authorities moving towards 
charging for every litre used. A review of 
future water charging options is underway 
within HQADF.

GROUP RANK OLD NEW INCREASE

1AA 124.30 126.80 2.50

1A 142.00 144.80 2.80

A SMN/LS 159.00 162.20 3.20

B1 PO 190.60 194.40 3.80

B2 CPO/LEUT 216.20 220.50 4.30

C LCDR/CMDR 239.50 244.30 4.80

D CAPT AND ABOVE 293.30 299.20 5.90
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R&Q Charges While on 
Temporary Duty

INDMAN 2501 & 0401 
It has become apparent that there is some 
confusion regarding the liability for R&Q 
charges of personnel when on temporary 
duty away from the locality of (long or 
intermediate term) posting. Navy Office has 
recently promulgated clarification of the 
relevant INDMAN Instructions, however 
because of the need to relate that clarification 
to the instructions it was itself necessarily 
written in technical terms. The following 
'plain English' information is intended to 
explain the situation, but it is stressed that 
no assum ptions regarding entitlem ents 
should be made on the basis of this 
inform ation. Entitlem ents can only be 
determined by reference to the relevant 
instructions.
If you have no dependents (Cat O) and 
live-in, you are normally liable for R&Q 
charges. This continues to apply while you 
are away from your normal place of duty 
and live-in in the temporary locality.
Cat O personnel who normally live out, but 
are required to live in temporarily while 
away from their normal place of duty (and 
therefore entitled to Travelling Allowance) 
will normally not be liable for R&Q charges, 
with two exceptions
If you are entitled to Retention of Lodgings 
payments (under LOA provisions) while 
you are in the temporary locality you will 
be liable for R&Q in the same way as if you 
had continued to reside in the LOA 
accommodation.
If you have approval to live out normally, 
pay rent but are not in receipt of LOA, you 
will be liable for R&Q charges after twenty 
one days in the temporary locality only if 
your rental costs are greater than the R&Q 
charge. You will also be elig ib le for 
Retention of Lodgings payments (under the

Travelling Allowance provisions) to cover 
your rental costs.
Cat O people whose rental liability is less 
than the R&Q charge will not be charged 
R&Q, but w ill sim ply  be expected  to 
continue to meet their own rental costs. 
POC Directorate of Naval Service Conditions

Travelling Allowance - 
Temporary Postings

DEFNAV CANBERRA WAO/WAS/WAX 
110747Z JUL 95, INDMAN 1
Travelling Allowance (TA) entitlements have 
recently been extended to cover postings of 
less than six months duration where a 
change in locality is involved. This means 
that such postings will be treated in the same 
m anner as 'lo an  m ovem ents' for the 
purposes of determ ining Travelling 
Allowance eligibility.
The main criterion will be the intended 
period away from a locality. If the period is 
less than six months, then the Travelling 
Allowance provisions of INDMAN 1 apply, 
and the Accommodation, Meals and/or 
Incidentals elements of Travelling Allowance 
m ay be payable dependant on the 
circumstances in the temporary locality. If 
the period is greater than six months, then 
Travelling Allowance will not be payable, 
but removal entitlem ents may arise (in 
accordance with the removal provisions in 
INDMAN 1). Movements for greater than 
six months should normally be promulgated 
as either intermediate or long term postings. 
I f  a posting for tem porary duty is 
prom ulgated together w ith a long or 
interm ediate term posting to the same 
locality, then Travelling Allowance will not 
normally be payable.
A consequence of the change is that people 
without dependants who normally live out 
at the locality of long term posting will
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generally not be liable for R&Q charges 
when living in when posted for temporary 
duty as discussed in the previous article.

Compensation

Restoration of Compensation under the 
Safety Rehabilitation and Compensation 
Act (SRCA) for the Unintended Result of 
Service Provided Medical Treatment 
That's a long title but what does it mean?
Should there be an unintended 
consequence of service provided medical 
or surgical treatment, the result of that 
unintended consequence is
compensa table.
Before 1988 this was always the case but 
follow ing the enactm ent of the 1988 
Commonwealth Employees Rehabilitation 
and Compensation Act, (later renamed 
(SRCA) this benefit was inadvertently 
Tost'.
The benefit was restored by the Military 
Compensation Act 1994, but at that stage 
there was no retrospectivity (backdating).
Happily, the benefit has now also been 
restored by legislation for the interim 
period 1988 to 1994.
If any of you have already lodged claims 
for the period 1988 to 1994 which are 
waiting to be determined you should write 
a reminder note to your compensation case 
manager, in the Defence Centre of the state 
in which you are serving (all names and 
addresses are at the back of the booklet 
'MCS-Just In Case').
Similarly if you believe you may have such 
a claim  you should com plete the 
paperw ork, get hold of the necessary 
supporting documentation and lodge the 
claim as soon as possible.
POC Staff Officer Benefits (06) 265 1 271 
Directorate of Naval Personal Services

DFRDB Members 
Re-Entering the ADF

If you are a DFRDB member wanting to 
re-join the ADF, here's what you need to 
know.
You need to know  the election  
requirements. If you want to re-enter the 
ADF you must make an election BEFORE 
re-entry to remain in DFRDB or join MSBS. 
This election covers all your second and 
subsequent periods of service.
If you do not make an election before re
entry you will automatically become an 
MSBS member as long as you remain.
If you are re-entering for less than 12 
months and elect not to become an MSBS 
member, then DFRDB retirem ent pay 
continues and no contributions to the 
DFRDB Scheme are required.
If you elect to become an MSBS member 
or make no election, you will become an 
MSBS member automatically and DFRDB 
benefits end. Contributions to MSBS are 
required. These can am ount to a 
significant difference in income.
It is important for an election to be made 
by a DFRDB recipient who re-enters for 
more than 12 months. Your retirement pay 
will stop regardless of the scheme chosen, 
but failure to make an election will mean 
you will join MSBS rather than DFRDB. 
An election at re-entry binds you to that 
election for any later periods of re-entry. 
These requirements apply to all forms of 
continuous full time service, including 
Reserve service.
ComSuper has a new form for re-entrants. 
You should receive this form if you are 
offered re-engagement in the ADF. The 
form is a DM100 and may be obtained by 
faxing Francia Reid on (06) 251 1470.
Anyone re-entering m ust com plete a 
DM100 form and submit it to the recruiting 
authority before re-entry The original will
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be forwarded to ComSuper and a copy will 
be kept in your file.
Article Courtesy of MHQ Reserve News 
May Edition

In Tort Allowance
INDMAN 3601
ABETS Gunst of HMAS CAIRNS has 
written, 'Warships get In Port Allowance for  
visits to ports "up top". The expense o f items 
is partly compensated for by the exchange rate. 
Even the Patrol Boats get the occasional foreign 
port visit.
The areas around A ustralia requ iring  
surveying take the Hydrographic Fleet to some 
pretty remote ports. These include Groote 
Eylandt, Gove and Thursday Island. Prices 
for items in these areas are ridiculously high 
once freight and other extras are added. This 
is not compensated for by tax zone rebates.' 
He then asked w hether In Port or 
Separation Allowance could be payed to 
compensate for the increased cost of goods 
and services in some remote Australian 
ports.
Payment of In Port Allowance to ships 
visiting foreign ports is covered under the 
overseas Travel Allowance (TA) provisions 
of INDMAN 3601 and therefore cannot 
currently be extended to include ports 
within Australian Territorial waters. Also, 
there is no provision w ithin the 'in  - 
Australia' conditions of service package 
under which such an allowance may be 
paid.
Notwithstanding this, conditions of service 
policy is always open to review and, where 
a need for change is id entified , a 
su bm ission  may be prepared and 
forwarded to HQADF for consideration. 
AB Gunst7s query about In Port Allowance 
for Australian ports has been raised quite 
frequently in the recent tour conducted by 
the Director of Naval Service Conditions

(DNSC) and it w ill be forw arded to 
HQADF for consideration.
To prepare a submission for a rate of TA to 
be determined for ships visiting Australian 
Territorial waters, a comprehensive survey 
will be needed to qu antify  the costs 
members incur as a direct res tilt of a service 
requirement for a seagoing vessel to visit 
such ports. The survey will also have to 
extend to all RAN seagoing vessels visiting 
Australian ports and include port visits 
within Australia but exclude the ship's 
home port as, not to do could be perceived 
as being over selective.
With regard to qualifying and quantifying 
costs, the policy in INDMAN 3601, relating 
to payment of TA to members during visits 
to foreign ports, recognises a variety of 
expenses members incur such as, the cost 
of com m unicating w ith fam ily  in 
Australia, the purchase of items such as a 
cinem a ticket, paperback  novel, a 
magazine or daily newspaper and local 
transport costs, etc. The list given is by 
no means com prehensive and sim ply 
serves to illustrate the type of expenses that 
need to be quantified for a change in policy 
to be accepted by the D epartm ent of 
Industrial Relations (DIR).
In summary, the questions raised by AB 
Gunst are valid and will be examined. 
Whilst DNSC will do their best to pursue 
this item quickly ( including a bid to place 
it in the new Work P lace Bargain ing 
arrangement), it will be necessary to obtain 
tri-Service agreement and then negotiate 
w ith D IR, a process that can take a 
considerable period of time.
POC DNSC

(MS<BS
Mrs A. Moore of WAIKIKI in W.A. has 
asked '.../ would like to know if the rumours 
circu latin g  about MSBS goin g  "broke", 
because o f the amount o f discharges occurring, 
are true.'
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There have indeed been such rumours 
recently, but the MSBS Board of Trustees 
has assured SEATALK of the sound 
management and financial stability of the 
MSBS and also provided the following 
information to give you an idea of the 
Fund's performance.
The MSB Fund is in fact increasing in size. 
The Fund size at 1 Jul 93 was $104 million, 
at 30 Jun 94 the figure was $195.7 million 
and at 31 May 95 stood at $287.8 million. 
The total return after tax, but before fees 
for the financial year ending 31 May 95 was 
6.4.%. This is a credible result given the 
difficult market conditions prevailing in 
the first half of the year, and compares 
favou rably  w ith the C om m onw ealth 
Superannuation Scheme result of approx 
6.6% and the Public Sector Superannuation 
Scheme result of approx 6.5% for the same 
period.
POC M ichelle D aw son (06) 252 5268 
Secretary, Board of Trustees

Borrowing Money

At some stage in our lives we all have to 
borrow money. It may be to buy the first 
car, the first house, an overseas trip or just 
to consolidate debts. How should you go 
about the process?
Before you seek any advice, you should 
answer several questions yourself.
• Can I afford to pay a debt?
• Will making repaym ents upset my 

quality of life?
• Do I really need or want the thing I am 

going into debt for?
• Are there other options I could be 

considering  instead of a loan; for 
exam ple, credit card or short term 
borrowing?

Most small loans can be easily obtained but 
you must be aware of the traps, such as,

that high percentage interest rate with 
monthly administrative charges. If you 
can afford to pay off the loan then you can 
afford to save, putting off the purchase 
until funds are available. This would be 
the smartest move, but not everyone has 
the time or the patience to wait. If you 
have no option but to take a loan then 
make sure you do your research.
The traps and pitfalls are the same whether 
it be a large or small loan. Shop around, 
take notes and seek as much advice as you 
can. It is worthwhile taking the time to 
see an accountant or a financial planner as 
they can often offer alternative options you 
had not been aware of.
When you feel that you are ready to make 
that all-im portant interview  with the 
lender, be sure you are ready to justify your 
application for a loan. Prepare a statement 
of your financial situation , including 
incom e, debts, insurance and income- 
protection policies, su perannu ation  
contributions and benefits, savings and 
investments that you have been making, 
previous debts successfully repaid, home 
equity and other assets. It is wise to base 
your calculations on 2% above your initial 
rate. If you cannot afford the higher rate, 
do not proceed.
Many institutions will want to check your 
credit rating before lending you any 
money To get a credit rating you need to 
borrow. Success with a small loan is an 
indication to yourself and a prospective 
lender that you have the self-discipline to 
commit yourself to a repayment plan.
Ideally, we would never need to go into 
debt. If you do need to borrow money, be 
confident that you are going into the 
situ ation  with your eyes wide open. 
Educate yourself and decide on a well 
organised plan. Commit yourself to this 
plan and hopefully  the exercise of 
borrowing money will be a satisfying one 
for you.
Article by Ray Carnall of Ray Carnall 
Financial Services P/L (06) 253 1244



20

(Do you here there...
by the WO-N

I am now a little over half-way through 
my appointment as the WO-N, and it is 
more than timely that I initiate a regular 
input into SEATALK.
W here to begin? P icture th is ....it is 
DECEMBER 1993; the Senate Inquiry on 
'you know what' is in full swing and the 
media is having a ball. TTP 92 is seen to 
be a deliberate act of sabotage by a radical 
group that escaped the ASIO net. SCRS, if 
not equally as devious, was clearly a cost 
cutting  m easure on seam an category 
badges. CSP, according to many, meant 
most of us at sea were doomed to stay at 
sea, while those of us ashore would soon 
be on the dole. Meanwhile, mixed gender 
crewing was only introduced to increase 
the sales in ships' canteens; and the list 
goes on.
Seriously though, it seemed that everyone 
felt their particular issue was the most 
important and, as the WO-N, I could fix 
everything from the stowage of surfboards 
of people posted to sea, to the Taxation 
Commissioner's little red cart (eg. Mess 
Fees). The truth of the matter is, it is my 
duty to report to CNS and others on 
matters which need addressing or fixing, 
and at the same time, provide a level of 
advice to our decision makers that will not 
only make the Navy a better place for you 
and me, but make a better Navy. The 
ultimate vision is, proportionate to our 
national resources and population, the best 
damn Navy in the world. So we are not a 
super power, but that doesn't mean we 
can't have the most professional Navy in 
the world, manned by the smartest people 
with a positive attitude and with the best 
personal service standards possible.
Pie in the sky I hear you say? Well let me 
tell you som ething, that vision is 
achievable! The Op Order identifying the

mission is out and the strategies are in 
place. But what does that mean to you? 
Regardless of rank, it is important each of 
us understands that everything we do and 
say every day can make a difference. Be it 
the way we shuffle paper across the desk, 
chip and paint a bulkhead, undertake a 
training cou rse, apply a m easure of 
technical knowledge or simply exercise a 
level of respect and courtesy to the people 
around us. It all contribu tes to that 
ultimate vision - the best Navy in the 
world!
My focus remains firmly on the goals I set 
for myself shortly after my appointment, 
particularly in regard to developing a 
better understanding between you and 
your m anager. I f  the professional 
relationship between AB and LS, CPO and 
HOD, Director General and Admiral and 
so forth, is not crystal clear in terms of what 
each expects of the other in support of 
clearly defined goals, then the focus of the 
team effort is lost. Hell, if that doesn't 
sound suspiciously like GWR and NQM 
with a dash of two way communication 
thrown in!
At this point I'll sign off by sharing a
personal thought with you.....’If you can't
turn out each morning with a cheerful and 
positive attitude, then don't spoil the day 
for everyone else!'

Laurels arnfLasfies
Special Awards by the Warrant Officer o f the 
Navy to the people the Navy needs and those 
who perhaps could lift their game!
My first LAUREL award goes to all of you 
who are filling a training or instructional 
billet. Those of you who are doing the job 
well are setting the right example as a role 
model for your students/trainees!
To some of the Sailors I had the opportunity 
to speak with in TOBRUK (Ju ly), a 
LAUREL to each of you.. You often  
referred to the ship as...'My ship' or 'Our
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ship' as opposed to The ship'. In my book, 
such  language im plies a pride of 
ow nership  and a sense that your 
contribution is being valued by your 
leaders. See if you can infect the rest of 
the Fleet!
Finally; 30 LASHES (...and put your back 
into it Bosun or you will share half the 
measure!) to each and every one of you 
who fail to take personal responsibility for 
planning ahead and taking charge of your 
life. That doesn't mean to say you by-pass 
the system , esp ecially  the D ivisional 
System...I mean, get your act together so 
that sm all self-m anagem ent problems 
don't become major personal hassles.

puK Moustache
ABR 81
After reading the article in the Summer 
1994 edition concerning hair length and 
earrings, Able Seaman Trevor S. wrote to 
SEATALK advising that he thought the 
outcomes were unfair. But the article also 
made him think about the old fashioned 
policy which prevents Navy males from 
wearing 'JUST m oustaches' w hich he 
thought was a 'bit silly'. The letter 
finished with a request to see 'if we can 
change the policy'.
Well Trevor, good news and bad news. But 
first, a quick history lesson. Beards have 
been in and out of fashion since shaving 
was invented about 400 BC. W hen 
Edward VII ascended the British throne in 
1901 he brought the beard back into 
fashion. At that time, sailors of the various 
Colonial Naval Forces were permitted to 
wear either a moustache or a full beard. 
A decade later, George V perpetuated the 
full Naval beard and probably set in place 
the tradition which we still follow today.
Now, the good news first. The Directorate 
of Logistics Services - Navy (DLS-N). as 
the uniform (and grooming) sponsor, took

your request to the Assistant Chief of 
Material - Navy (ACMAT-N) to see if there 
was any scope to change the current policy 
that allows only full beards to be worn. 
The bad news is that there appears to be 
no support for a review of the existing 
policy as you have been the only one to 
write seeking a change. Therefore, the 
current policy remains.
POC Lieutenant Piscopo (06) 266 3093 
DLS-N

Military Compensation 
Scheme - JUST IN CASE

It is important that every serving member 
receives and keeps their own copy of the 
education booklet MCS - Just in Case. It 
should be read and understood by 
everyone as it is vital that you know your 
entitlements and obligations should you 
suffer an illness or injury as a result of your 
service. The booklet is easy to understand, 
but if you are having difficulties with a 
particular aspect you should contact the 
Compensation Contact Officer in your ship 
or establishment or Staff Officer Benefits, 
Directorate of Naval Personal Services 
(DNPS) (06) 265 2171.

Cartoonist G. Larsen Printed by Permission of Universal Press Syndicate
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Family

Family Skills Training 
Package

A new in itia tive developed by 
Headquarters Australian Defence Force 
(HQADF) aims to strengthen and support 
Service fam ilies. The Fam ily Skills 
Training Package aims at improving access 
to information and opportunities to further 
develop skills on a range of topics of 
interest to families. The Package is a 
collection of kits and programs covering 
topics such as relationships, 
com m u nication, stress m anagem ent, 
budgeting and parenting.
The Fam ily Skills Training Package, 
containing over 17 different programs will 
be distributed to Defence Personnel and 
Family Support staff including ADFILS 
staff, Navy, Army and Air Force Social 
Workers and Chaplains. Fourteen kits in 
all are being distributed, so that each region 
will have access to the package.
Many of the kits are specialist programs 
that can be used by workers who are 
interested in running a program with 
families, or providing material for special 
interest groups to use. Some resources, 
such as videos, have been selected which 
could be used by individual families.
The Family Skills Training Package was 
initiated last year in the International Year 
o f the Family. It was developed in 
recognition of some of the experiences 
Defence families face, such as relocations, 
isolation from extended family networks 
and periods of separation from the serving

member, which place additional demands 
on family members. Family members may 
need to adapt to changes in roles and 
responsibilities and deal with additional
stress.
Although the package was launched by the 
Minister for Defence Science and Personnel 
in December last year, delays in production 
meant that the packages could not be 
distributed until now.
Families can contact their local ADFILS, 
PSO or Chaplains for further information 
about the package.
POC Kerry Jeans (06) 266 4427 Australian 
Defence Families Information Liaison Staff 
(ADFILS)

Reverse 'SWIM Line' Hits 
the Waves

For the first time, our families and friends 
have been able to send messages to ships 
at sea via a radio broadcast known as the 
Reverse SWIM (ships weekly information 
and messages ) Line.
Defence Public Relations', Electronic Media 
Unit have provided the services of Defence 
Force Radio to produce radio programs for 
ships on overseas deploym ents. The 
Reverse SWIM Line started operation in 
April for ships HOBART, SU CCESS, 
CANBERRA and SYDNEY with weekly 
programs during the period of their South 
East Asia deployment.
Ten program s were taped by Hugh 
McKenzie and Adam Iffland (Defence 
Force Radio) and CPOWTR Bill Tannock, 
Directorate of Naval Personal Services and 
broadcast to ships through NAVCOMSTA 
Canberra.
The Programs included taped messages 
from families and friends, and music and 
guests included the Chief of Naval Staff, 
the Maritime Commander, the Assistant
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C hief of N aval Staff - Personnel, the 
W arrant O fficer of the N avy and ex 
Warrant Officer Geoff Stokes, Coach of the 
Canberra Kookaburras. A total of 288 
m essages were relayed through the 
programs.
The Reverse SWIM Line was initiated as 
an extension of the SWIM Line service that 
provides recorded messages to families 
and friends when ships are on long or 
op eration al deploym ents aw ay from 
Australian waters.
Feedback has confirmed the value of this 
service as a communication link between 
those at sea and their families at home. 
Participation by families and friends has 
been excellent and their contributions have 
ensured the success of the service.
Both SWIM Line and Reverse SWIM Line 
w ill continue for selected ships, with 
PERTH , W ESTRA LIA , BRISBA N E, 
DARWIN and TORRENS participating 
later this year.
POC CPOWTR Bill Tannock (06) 265 6051 
Directorate of Naval Personal Services

How to Get a Better Wash

D on 't overload your m achine - your 
clothes wont be washed properly if there's 
not enough room for them to circulate. 
Set the right level for the am ount of 
laundry you want to wash. If there's too 
little water, your clothes won't circulate 
and they won't be washed properly. If 
there's too much, you'll waste both water 
and detergent, plus energy if you use warm 
water.
Use the detergent dosage recommended by 
the manufacturer. Most manufacturers 
have tested their products to determine the 
dosage required for maximum 
performance with minimal wastage.

In top loaders, dissolve powder detergent 
in hot or warm water before adding it to 
the wash. If you simply add undissolved 
detergent it may not have dissolved by the 
tim e the w ashing cycle is fin ished , 
resulting in wastage and poorer washing 
performance - and it sticks to your clothes.
If  the garm ent label says its OK, soak 
particularly dirty clothes in dissolved 
detergent before washing. This helps to 
loosen dirt and make it easier to wash out. 
Separate clothes according to fabric type 
and colour fastness before washing. 
Article Courtesy of Choice Magazine 
August 1995.

Switch Off Your Engine 
and Save Money

Fuel conscious driving involves slow  
steady acceleration? And leaving the 
engine idling consumes less fuel than 
turning it off and back on again? Endless 
crawling at low speeds will save fuel? 
Wrong, Wrong, Wrong!!! Mercedes Benz 
researchers, in explaining the connections 
between individual driving styles and fuel 
consumption, have proved conclusively 
that reality is the exact opposite of these 
long accepted myths.
A successful 'ECO' driver training course 
conducted in Germany translates the basic 
technical and physical principles of fuel 
conscious driving into practice. They are 
teaching drivers that brisker driving is 
actually leaner. Setting off briskly and 
keeping up a quick, constant speed is the 
best way to ensure the low est fuel 
consumption. According to Dr Michael 
Kramer^ Director of the institute's man/ 
vehicle research  p ro ject, correct 
acceleration bums less fuel, reduces the air 
pollution emitted from the exhaust pipe 
and saves money at the petrol pump.
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The results are difficult to dispute. More 
than 1200 participants in 'EC O ' driver 
training have so far saved around 1.25 
million litres of fuel over 1217 million 
kilometres covered - a reduction in carbon 
dioxide emissions of around 35,000 tonnes.
The researchers also strongly  advise 
drivers to turn off the engine whenever the 
vehicle is not moving, debunking the myth 
that more fuel is consumed whenever the 
engine is switched on. Fuel consumption 
comparisons were made between identical 
cars - one idling for one minute and the 
other with the engine turned off and on 30 
times in one minute. A six cylinder petrol 
engine consumed the equivalent of 1.45 
litres of fuel per hour in a constant idle 
compared with only 0.85 litres per hour 
when frequently started and stopped.
Dr Kramer predicts that further progress 
in vehicle engineering will lead to the 
reduction in carbon dioxide emissions 
from road traffic by 15% over the next few 
years, and 'thinking' motorists who use 
the accelerator properly could achieve 
twice as much. 'In Germany alone, that 
would mean at least 40 million tonnes less 
carbon dioxide a year/ he said.
A rticle C ourtesy of The C hronicle 
17 April 1995

What's Happening at 
Zetland?

Warehousing Function
The Defence Logistics Redevelopment 
Project (DLRP) established the Defence 
National Storage and Distribution Centre 
(DNSDC) as the major warehousing and 
distribution facility in Australia for the 
inventory of the three services. For Navy, 
DLRP also provides for the relocation of 
enhanced levels of class/platform unique 
inventory to forward bases, eg HMAS

STIRLING, and for improved warehousing 
at HMAS ALBATROSS.
The DNSDC at Moore bank was formally 
established as a joint-Service unit under the 
command of the Chief of General Staff in 
D ec 93. In  the period to mid 1996, 
stockholdings at the Navy Supply Centre 
Zetland will be progressively relocated, 
with closure of the facility by 30 Jun 96 for 
su bsequ ent sale R elocation  of
stockholdings of the inventory of 500 000 
line items is being undertaken by Zetland 
staff and the programme is on track. This 
task is in addition to its primary activity 
of providing operational support to the 
Fleet, which continues to be provided 24 
hours per day for those items yet to be 
relocated.
Arrangements with the DNSDC provide 
for agreed service performance levels to be 
maintained for all customers. To aid the 
transition of responsibility for the Navy's 
inventory More bank has a Navy Support 
Cell. Hotlines are available for customers 
needing assistance on any specific matter 
relating to DNSDC operations - toll free 
1800 621 052 or (02) 824 0594.
Inventory Management Function 
The Inventory M anagem ent staff have 
relocated to Naval Support Command HQ 
270 P itt St., Sydney (02) 377 2111 
DNATS (825-xxxx).
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