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‘Editorial
Just when you thought it was safe to go 
out to your letterbox, along comes another 
ed it ion  of SEATALK. The only two 
mistakes of any consequence in the last 
edition were:

Page 11: 'Leadership' should have been 
entirely in italics as the last section was also 
part of WO Broniman's letter.

Page 21: The table was of course the 
P erso nne l  L iaison Teams (PLT) visit 
program for this year.

Although I have plenty of photographs for 
the cover of SEATALK I thought that you, 
the readers, might be interested in offering 
suitable photographs for this purpose. 
Coloured negatives, slides or photographs 
are acceptable. Suitable cartoons are in 
short supply as Mister Larsen has all but 
run out. Good quality photocopies of line 
art  are acceptab le . Regrettably, no 
correspondence will be entered into and 
return of material cannot be guaranteed.

Credit will be given where names are 
provided.

There will doubtless be people who see 
some of the articles in this edition as 
propaganda from Canberra. They are not; 
they are in reply to the two most common 
complaints to the PLT, 'What is the Navy 
doing to keep people in?' and 'Our 
conditions of service are being erroded.'

On a similar note, there are those who 
believe that the PLT and SEATALK exist 
to promote the management's view or the 
view from Canberra (the party line), but 
nothing could be further from the truth. 
ACPERS-N has directed, in DI(N) ADMIN 
38-2, that the objective of both is to act as a 
pipeline  for the tw o-w ay  flow of 
information and to liaise with customers 
at both ends. This sometimes entails 
giving customers at both ends the 'bad 
news'. It does not mean that we are 
obliged to tell people only what they want 
to hear.
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I have now been in the job for three 
months. Although I should not be, I 
continue to be surprised by the wide range 
of issues covered by the Personnel Division 
and the com plex ity  in b a lan c in g  the 
'p eop le  b u s in ess '  with the resources 
available. I am also impressed by the 
quality of the people available to us in the 
RAN  and the d ed icatio n  e v id e n t  in 
meeting our tasks both in the field and in 
head office.

An issue which most drew my attention 
on joining was the number of reviews, 
surveys and studies  w hich were in 
progress , about to begin  or a w aitin g  
decision. I believe that this is a healthy 
situation because it means that the ADF 
and N avy are ch an g in g  to fit our 
environment and preparing for the future. 
We are grateful for the obvious thought 
and effort that respond ents  to 
questionnaires and participants in focus 
groups have freely g iven ; your 
contributions have been excellent.

I want to assure you that while I hold the 
position as the Chief of Naval Staff  - 
Personnel (ACPERS-N), I will continue to 
press for improvements to conditions of 
service, pay and allowances and their 
equitable application. Equally important 
is my resp on sib i l i ty  for the fair and 
p ro fess ion al  m an a g em en t of N avy 's  
people and their careers. We need to 
ensure Navy remains attractive and a 
desirable place to work and that we and

our families are proud of and enthusiastic 
towards our career choice.

I intend to get out into the field as much 
as I can and have already met up with 
many of you in northern Queensland when 
I opened the new Defence Personnel and 
Family Support Centre in Cairns.

I look forward to working with you as the 
Assistant Chief of Naval Staff - Personnel.

Regards

Murray Forrest

SEATALK is Published by Authority of ACPERS-N  
EDITOR: Lieutenant Commander Steve Mullins
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Career

SfrT'ETy - Safety 
‘Equipment and firefighter

During a recent Personnel Liaison Team 
(PLT) visit to HMAS ALBATROSS many 
people  expressed concern about an 
apparent change in the emphasis on safety 
and safety equipment maintenance and fire 
fighting in the RAN. The main reason for 
this concern was that as a result of the 
Seaman Categories Rationalisation Study 
(SCRS) Safety E qu ip m en t (SE) and 
Firefighting (FF) were no longer separate 
ca tegories  and there would be a 
con seq u en t decline  in the expertise  
available in the Navy. Lieutenant J. King 
was prompted to write to the PLT after the 
visit.

'One o f the topics discussed was the impact o f 
m u lti-skilling  review s such as SCRS and 
TTP92.

The main reason for this zvas that although  
specialisations such as survival equipment, 
ordnance and arm am ent skills and maybe 
firefighting are not highly technical (in many 
aspects) they deal with basic safety issues. As 
such, the knowledge required in these areas 
m ust be second nature to ensu re safety, 
unfortunately multiskilling has now been seen 
to undermine this.

I know  from  my ex p erien ce at HM AS  
A LBATRO SS and as an EOE (E xplosives 
Ordnance Engineer) officer that many sailors 
consider safety is being eroded in the Navy 
because o f multiskilling, a)id as a result they 
are uncomfortable going to sea or in an aircraft.

This may not be a prim ary  reason fo r  
discharges but it is a genuine factor.

There is a general feeling  that accidents are 
waiti)7g to happen and individuals are unable 
to prevent them because o f the system.'

SCRS, like the restructure of the technical 
categories, was driven by the need to 
redesign our personnel (ie category or skill) 
structure so that we could operate our new 
generation ships with fewer people than 
say the DDGs and DEs, w hich are 
manpower intensive. This has resulted in 
what has been described as multi-skilling. 
Multi-skilling does not mean 'jack of all 
trades, master of none', it means in effect, 
that people are trained only for the tasks 
that they are expected to perform. If their 
tasks increase  or change  (eg new 
equipment , promotion) then they receive 
further specific training.

SCRS recognised the continuing need for 
SE and FF skills but in a modified form. 
Thus, training in these skills has been 
tailored to provide the level of expertise 
required to fulfil the needs of our changing 
w o rkp lace ,  our new ships. W hen 
planning the crew requirements for the 
FFGs and ANZACs the need for dedicated 
expertise and knowledge in both SE and 
FF  was well recognised . FFGs and 
ANZACs have a LS Boatswain's Mate (SE) 
w hose  b il le t  d escrip tion  is Safety 
E q u ip m en t M aintenance .  FFGs and 
ANZACs also have an ABBM(FF) (may be 
LS) whose billet description is NBCD 
Yeoman. What this means is that these 
particular sailors are in the ships primarily 
to perform this essential safety function. 
But, like all other sailors on board, they will 
contribute  to o ther w hole  ship 
responsibilities and evolutions.
On a more general note regarding safety, it 
is worth mentioning the introduction of 
Occupational Health and Safety (OH&S) 
into the ADF culture. There is a continuing 
cam paign  d esigned  to encourage 
everybody to 'think' safety and this should 
be seen as further evidence of the Navy's 
commitment to the safety issue.
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Directorate of Sailors' Career Management 
(DSCM) has recognised the need for a more 
discerning selection procedure for both SE 
and FF streams. The new procedure, 
which was promulgated in Annex C to the 
List of Sailors' Postings dated 12 May 95, 
will ensure that only suitable people are 
selected to for this important role.

POC WO T. Sweeney (06) 265 5044

Writer Review

Okay, so who has heard the buzz about a 
review of the Writer (WTR) category? 
There is such a review being staffed from 
the Directorate of Naval Manning Policy 
(DNMP), the people who plan for and 
manage the shape of the Navy today and 
for the future. However, this review will 
not be looking at the individual writer 
tasks but concentrating more on having 
Writers (WTR) employed in core WTR 
functions, like pay and accounts, for which 
they have been specifically trained. You 
will also note from the last SEATALK that 
we've changed over most of the Technical 
Office Writer billets at sea to WTR, this will 
offer more opportunities for WTRs to go 
to sea.
But w hat does this mean both to the 
W TRs th em selves and to the 
organisations for whom they work?
Firstly, let's address this from the local 
command perspective. The review will 
ensure that no required capability is lost, 
ra th er  it will address each function 
currently performed by WTRs and see if it 
really has to be filled by a WTR or whether 
another uniformed sailor or a civilian 
could do the job. The review will also ask 
whether the function is still required as this 
is an opportunity to disestablish some 
billets, and either have them redeployed 
to another area or command which has a

genuine need, or to reduce the shortfall of 
personnel against billet requirements to 
meet new capabilities being introduced.

Here are some questions you (WTRs) may 
ask about this review.

Will I lose my job?
No. From the perspective  o f  the 
individual WTR, you will not lose your job. 
If your current position is going to stay a 
WTR, there will be no change, if it is going 
to change to another category you will be 
moved in accordance with your normal 
posting cycle and if the position is going 
to be c iv i l ian ised  it will be timed to 
coincide with your normal posting cycle. 
If you are in a position which can be 
disestablished com pletely you will be 
redeployed to another WTR position. 
How will this review affect my chances 
of promotion in the future, if the branch 
is reduced?
DN M P and the Directorate of Sailors 
Career M anagem ent (DSCM) are fully 
aware of your concerns and will manage 
the change to have as little effect as possible
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on the career progression of WTRs. Most 
of the billets which will go will be at the 
AB level; consequently, there will be little 
effect on your opportunity for promotion. 
You will, however, have a greater chance 
of getting a sea posting as there will be 
more billets at sea and less ashore than at 
present.

But how will this be achieved?
Growing out the numbers from the bottom 
is a strategy being d eveloped w ithin  
DNMP. Instead of getting rid of billets 
above you, on mass, which might reduce 
your chances of promotion, the majority 
of positions expected to change will be at 
the AB and LS level, although there will 
be a number of more senior positions 
subject to change also. This will inevitably 
have some effect on career opportunities 
but mainly upon people yet to join the 
WTR category. The main effect on most 
people will be a liability for sea service 
more in line with everyone else in the 
Navy, which was what we all joined for - 
wasn't it? At present only 12 % of WTR 
billets are at sea. Even if we were to change 
200 billets  (which w e 're  not), the 
percentage of billets at sea would only rise 
to about 24 %. Compare this to the Marine 
Technical (MT) and Boatswain's Mate (BM) 
categories who have about 50 % of their 
billets at sea.

Why pick on us, why can't we stay as we 
are?

Why is DNMP doing this? Good question, 
lets start with Manpower Required in 
Uniform (MRU). This is an initiative from 
outside the Navy which requires us to 
cr i t ica lly  exam ine the num ber of 
uniformed people we have and why we 
must have them in uniform. The reason 
we have uniform ed people ashore is 
m ainly  driven by the need to have 
uniformed people at sea and the need to 
provide sea relief for them (the Sea/Shore 
Roster). In addition, there is the 'structural 
overlay', which really means the number 
of uniformed people required in each 
category to provide a reasonable career

structure; promotions and that sort of 
thing.

Acknowledging that we have WTRs at sea, 
and as previously stated we've tried to 
provide a few more jobs there for WTRs as 
Technical Office Writers, there is a need to 
have sufficient writers ashore to provide 
sea relief. At the m o m en t the WTR 
Category has the largest imbalance of 
Shore to Sea billets am ongst the major 
categories. The justification of how many 
uniformed people we have ashore is, by 
its nature, linked to the Sea/Shore Ratio. 
I f  we d id n 't  cr i t ica lly  exam ine  the 
requirement for WTRs ashore the Navy 
would be forced to reduce numbers ashore 
to meet the Sea/Shore Ratio requirement 
w itho u t an op portu nity  to take into 
account the effect this would have on the 
people within the category. So really, what 
we are try ing  to do is m eet the 
requirements of MRU and look after your 
interests at the same time.

The overall size of the uniformed part of 
the Navy will probably shrink somewhat 
ov er  the next few years but, more 
importantly, the mixture of categories old 
and new will be the main challenge to be 
faced. The employment categories within 
N avy are pr im ari ly  shaped by new 
equipment and technology, imagine how 
the old sailmaker category must have felt 
when we no longer had sails and therefore 
no longer a need for a sailmaker (perhaps 
the SEs might argue they are the sailmakers 
of today!). Change is a fact of life. With 
the Writer Review, and any subsequent 
category reviews, what we are attempting 
to do is to manage rather than impose that 
change. This will give us a better chance 
to look after  people as opposed to 
continually forcing change upon them, 
w hich  can be very  un sett l ing  and 
disruptive.
Points of contact in DNMP for further 
information concerning this Review are 
Commander Henry Finnis (06) 265 3413 or 
CPOWTR Russell Houston Staff Officer 
Special Projects (06) 265 3418.
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Accreditation - The Final 
Solution

It's time you received recognition for the 
navy training you have undertaken

Many of you may be aware that the Naval 
Training Commander released a Minute 
(268/95 of 8 February 1995) detailing the 
situation and guidance regarding civilian 
accreditation of Naval training. This was 
forwarded to all ships and establishments.
The document listed the civilian awards 
that could be issued to personnel at that 
time.
Where are we now?
The Navy can now issue 150 civilian  
accredited awards ranging from Certificate 
to Graduate Diploma level for training 
undertaken in the Navy.
Why accredit RAN training?
The key to a ccred ita t ion  lies in the 
Commonwealth Government's 'Training 
Reform Agenda' initiative, and the concept 
of Competency Based Training (CBT).
The Training Reform Agenda involves 
d if fe ren t approaches  to the previous 
co n v e n tio n a l  tra in ing  and education  
arran gem ents  in the areas of training 
design, training delivery, and assessment 
and certification.
The essential aspects of the new approach 
are that delivery, a s sessm e n t and 
certification of training should relate to the 
id en tif ica t io n  of, ins truct ion  in, and 
demonstrated attainment of the specific 
mix of knowledge, skills and applications 
(ie competencies) required for effective 
performance at the relevant occupational 
level, as defined by the particular industry 
in its competency standards.
Navy taskbooks have, in fact, provided 
CBT for some time. But now, national 
assessment procedures, and a framework 
of industry standards against which our

various courses can be measured make 
CBT a national issue. It was not until this 
national framework was developed that 
employers (such as Navy) could relate 
their training to a system that gave national 
recognition.
How courses are accredited.
To achieve accreditation of a course, the 
provider of training must prove that the 
training meets the principles decreed in the 
National Framework for the Recognition 
of Training (NFROT).
The NFROT principles include such factors 
as proof that:

• there is industry support and demand 
for the training,

• the stand ard  of the course  is 
appropriate  to the level  of award 
proposed,

• the outcom es of the course  are 
expressed in competency terms,

• the course is flexible,

• the m ethods of a s s e s s m e n t  are 
appropriate and accurate, and

• there are proper p ro cesses  for 
monitoring and evaluating the course.

The proposal for accreditation is examined 
by an independent Industry Reference 
Group before being finally submitted to an 
Accreditation Agency for its consideration.

Invariably , the process  is lengthy, as 
detailed argument must be developed.

W hat does my q u alifica tio n  actu ally  
mean?
It is im p ortant to recognise  that  the 
q ua lif ica t ion s  g iven  as a result  of 
accreditation are issued by the Navy as a 
R eg istered  P rov id er  of tra in ing  on 
authority from the Accreditation Agency 
through which they were submitted. The 
qualifications are listed on a National 
register and carry the National Framework 
for the Recognition of Training (NFROT) 
logo.
Som etim es  the q u a l i f ica t io n  will  be 
awarded simply on successful completion



of a course; sometimes it will require the 
competencies of a particular rank level to 
be demonstrated, so that the qualification 
is only awarded on promotion.

In the latter instance, when applying for 
jobs it is particularly important that the 
Record of Training and Employment book 
be used in con jun ction  with any 
qualification obtained. The member can 
then show the em ployer not only the 
qualification but also a complete record 
of the training undertaken to achieve that 
qualification, and the experience he or she 
has obtained since.

Retrospectivity of awards

The process of accreditation allows for 
qu alif ica tion s  to be awarded 
retrospectively in some cases. The process 
of accreditation examines the course to see 
when it last underwent a major change, 
and will recommend that the qualification 
be awarded to anyone who has completed 
the course since that time.

Those people who did the course before 
the change are not eligible to receive the 
award.

Similarly, these awards can only apply to 
courses conducted in Australia.
Issuing of certificates

O nce a course has been accredited , 
authorisation to issue certificates is given 
to the Record of Training and Employment 
Office (RTEO) in Navy Office Personnel 
Division. Certificates for both officers and 
sa ilors  are passed to the m em ber on 
leaving the Service. Should a member 
require a copy of any certificate before then 
(to apply for a job, for example), copies 
can be provided.
Progress to date

At present, elements of:

• RATSTRUC and SAILSTRUC technical 
training,

• M arine Technical and E lectron ic  
Technical Initial Technical 
Training,

• pre SCRS seaman category,

• communications category,

• supply category,

• training technology courses, and

• officer's training 
have been accredited.
Navy's goal is to achieve accreditation of 
all Navy courses by the end of 1997.

A report on Boatswain's  Mate category 
training has been finalised and is awaiting 
appraisal by the Reference Group before 
submission to the Accreditation Agency. 

In conjunction with the Boatswain's Mates 
review, an investigation into seamanship 
tra in in g  is u n derw ay  with a view  to 
ach iev ing  cred it  tran sfer  for c iv ilian  
licenses  (M aster  C lass 4 and below ) 
through State Maritime Services Boards. 
H ow do I find out m ore ab ou t 
accreditation?

U pdates on the status of Navy 
accreditation will appear regularly  in 
future ed it ions of Navy News. These 
accreditation updates will outline the 
courses for which accreditation has been 
achieved.

Other inquiries regarding accreditation can 
be directed to the accreditation Staff Officer 
at Naval Training Command - Canberra 
Annex. The address for correspondence 
on accreditation is:

Accreditation Helpdesk 
NTCA-C
Russell Offices (D-2-05)
CANBERRA ACT 2600 
Phone L ieu ten an t C o m m an d er  Dean 
Manning on (06) 265 1426 or Lieutenant 
Garry Lewis (and The News) on (06) 265 
6933. Facsimile: (06) 265 3353

Brains: Contrary to the old 10% rule, more 
recent tests have shown that we humans 
only use 4% of our brain. I think we are 
just not trying hard enough - I'm going for 
5% by the end of the year.
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Technical Training Plan 92

For quite some time now the PLT has been 
fend ing  off questions on specific  or 
detailed aspects of TTP92, simply because 
there were experts who were better able to 
answer such questions. Now there are two 
very  handy booklets  which cover the 
whole subject A-Z. If they don't help your 
understanding and answer all of your 
questions then you should use our POC.

The first Technical Training Plan (TTP) 
information guide has been developed for 
managers and supervisors and is presently 
being distributed to all technical officers 
and technical senior sailors. It provides 
general information on the development 
of  TTP, career progression , re levant 
tra in in g , accred ita t ion  and trade 
recognition.
The second information guide contains an 
series of questions and associated answers. 
These questions were compiled from the 
recent Australia wide TTP Presentation 
Tour. This information guide has just been 
completed and will be distributed to all 
technical junior sailors once published. 
POC L ieu ten an t M. M elchior Naval 
Training Command - Canberra Annexe 
(06) 265 4667.

Employee Attitude Survey

The RAN is developing an Attitude Survey 
that will complement information being 
sought in the RAN Exit Survey. The first 
Attitude Survey is planned for September 
this year with preliminary results expected 
to be released in early 1996. The annual 
survey will focus on two sets of core issues:

• organisational change strategies (eg 
NQM, GWR, EEO), and

• morale and retention related issues (eg 
satisfaction with service life and why 
people remain in the Service).

These will be supplemented by a range of 
'topical' issues of importance to Navy (eg 
policy, procedural and structural matters, 
TTP92, SCRS) that may differ from year to 
year.

The survey will be directed at a sample of 
approximately 10% of both Service (PNF 
and ANR) and Civilian personnel with the 
aim of determining our people's attitudes 
to a range of employment and other issues, 
which can be monitored annually.
The survey should provide a valuable and 
reliable personnel management tool for use 
in assessing the impact and acceptance of 
new p olic ies  and proced u res  and in 
improving the prediction of discharge rates 
by m onitoring  trends in personnel 
satisfaction and discharge intentions. 

SEATALK will keep you inform ed of 
progress and the results.
POC Ms L. Brown (06) 265 5292 Directorate 
o f  P sych olo g y  - Navy or L ie u ten an t  
C o m m a n d e r  P. Smith (06) 265 6134 
Directorate of Corporate M anagement - 
Navy

'‘Excuse me Sir, Sut Sfiinkowskg feeps stepping 
on my sandaf.'

Cartoonist G. Larsen Printed by Permission ot Universal Press Syndicate
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Money

Submarine Service 
Allowance

The Defence Force Remuneration Tribunal 
(DFRT) handed down its decision on the 
Submarine Service Allowance (SSA) case 
on the 19 May 95.
N avy asked for a com prehen sive  
restructure of the allowance. To give a 
tiered shore rate to recognise greater 
experience in the Arm and a two layered 
'disability ' rate comprising a base rate 
payable  on posting to a seag o ing  
submarine and a daily rate to directly 
com pen sate  for the h igher  levels of 
disability experienced whilst at sea. 

Although the case evidence was based 
primarily on attraction and retention issues 
(rather than work value) the tribunal noted 
that the evidence presented suggested that 
there had been changes in the nature of the 
w ork  of su bm ariners ,  such as the 
requ irem ent to w ork longer hours 
along sid e  because of the m anp ow er 
deficiencies in shore based establishments.

The tribunal stated that it was not 
persuaded that tiering of the shore rate of 
SSA would assist  in a ttractio n  and 
retention, nor was it justifiable on work 
grounds. Similarly, the tribunal declined 
to accept a daily rate of disability payment 
because it had concerns about factors such 
as fluctuating pay, the effects of posting 
turbulence  and com plex it ies  in 
administering such a scheme.

The tribunal therefore determined that SSA 
will continue to be paid as three rates, with 
the new payments commencing 01 Jun 95 
as follows:

Shore rate of $3 500 per annum payable to 
m em b ers  of the SM service who are 
eligible, qualified and liable to serve in the 
SM Arm. This rate is also now payable to 
members who are Permanently Medically 
Unfit and who are posted to a SM billet 
ashore. The shore rate is also payable on 
a pro rata basis to reserve members who 
are SM qualified and posted to the SM 
Arm.
Sea rate of $13 500 per annum w hich 
includes the shore rate, payable to qualified 
SM members who are posted to a Seagoing 
Submarine.
Trainee rate of $10 000 dollars payable to 
trainee submariners during the period of 
their posting to a seagoing submarine 
whilst under training.

So what are you waiting for - form a queue 
behind me!

Review of Seagoing 
Allowance

T h is  y ear  Navy is u n d ertak in g  a 
fu n d am e n ta l  review of Seagoing  
Allowance (SG A). The last full review was 
conducted in 1988.
Since the last review the allowance has 
increased by 22.4% - in 1988 the full rate 
was $2450 and currently it is $2998. These 
increases  have been  in line w ith  
m o vem en ts  in sa lary  resulting from 
N ational  Wage C ases and Workplace 
Bargaining agreements.

The cu rrent review will involve the 
e xam in atio n  of both the am ount and 
structure of the allowance to determine if 
a case will be presented to the Defence 
Force Remuneration Tribunal (DFRT) later 
this year.
A team from the Directorate of Naval 
Service Conditions (DNSC) conducted an
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Australia wide tour in June and called for 
written submissions from anybody who 
was interested, by 3 July. Visits were to 
the following host locations, with Ships to 
attend as available. HMAS ALBATROSS, 
CAIRNS, CERBERUS,COON AW ARRA, 
PEN G U IN , PLA TYPU S, STIR LIN G , 
WATERHEN, WATSON, and Maritime HQ 
(Ships and KUTTABUL), Naval Support 
Command HQ and the Melbourne and 
Canberra areas.

Submissions and discussions were very 
fruitful and provided valuable information 
on areas of concern and ideas on how the 
allowance should be structured. Thank 
you to all those who provided input.

Updates of the review will be provided by 
signal, as it progresses.
POC D irectorate  of N aval Service 
Conditions

Managing Your Money at 
Sea

M anaging your finances at sea can be 
difficult for both the newly initiated and 
the 'old and bold'. Ensuring that cheques 
don't bounce, bank fees are minimised and 
credit charges are avoided requires you to 
be fully aware of your finances.

Keeping a correct balance on your ready 
use account is essential,  as is ensuring 
access to your funds. Holding cash is not 
always a requirement, however there are 
many occasions when you will need cash 
and ships still have the facilities to obtain 
it.
Obtaining a balance is easy, you simply 
have to pay attention to the transactions 
occurring with your accounts. Keep a 
record of the final balance of your bank 
statem ent. Deduct w ithd raw als ,  bill 
payments and cheques and add deposits

to Net Pay Deposit (NPD) as they occur. 
Confirm the balance in your passbook or 
cheque book each time you receive a bank 
statement. Some minor adjustments may 
be necessary such as variations to Net 
Fortnightly Entitlements (NFEs), deposits 
and withdrawals not yet recorded, cheques 
not yet presented and government and 
bank charges.

Some banks now allow access to funds 
over the phone, using a touch tone system. 
This allows bill payments, balances, last 
three deposits and withdrawals made and 
transfer of funds between savings and 
credit accounts. Check with your local 
bank to see if they provide these services.

O btaining cash whilst overseas can be 
easier in some countries than others. Most 
Western and Asian countries allow access 
to cash through travellers cheques, credit, 
visa and debit cards. Ships still carry cash, 
although the amount carried is decreasing 
due to m odern  cash m a n a g e m e n t 
techniques. Most Commonwealth Savings 
Bank (CSB) accou nts  can be accessed  
through the CSB Agent (Supply Officer). 
Cheques can be cashed with the SO (Cash) 
as long as the account is not overdrawn 
and local rules are adhered to.
In preparing its new fee structure, the 
C o m m o nw ealth  Bank recognised that 
specia l  c ircu m sta n ces  ap p ly  to some 
cu stom ers .  The Bank recognises  the 
special difficulties that relate to conducting 
banking on board a ship. The new fee 
structure has taken these difficulties into 
account by establishing a policy that allows 
for all transactions undertaken on board 
sh ips to be processed  as e lectron ic  
tran sact ion s.  Therefore, no over the 
counter withdrawal fees will apply.

Avoid accounts with dual access whilst at 
sea. If you decide to open a credit account, 
try to link it with a savings account to avoid 
charges for delayed payments. Use direct 
debit for electricity, telephone and gas bills 
to spread payments out rather than paying 
large amounts each time a bill arrives. 
Allot money for partners to budget for
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household running costs, schooling fees, 
car maintenance, other living expenses and 
entertainment.

A popular example of money management 
at sea for a single person is a debit card 
and cheque account. This allows simple 
m an ag em en t of a balance and allow s 
access to all funds. A category M or MS 
person with a house, loans, partner and 
school age children may prefer to allot 
money for the partner to m anage the 
family budget. Open a cheque account 
for personal use. Some may choose to 
open an extra account, allot money to, and 
arrange direct debit for all bill payments 
and unforeseen spending patterns.
Your circumstances may require a mixture 
of the suggestions above but remember, 
shop around and ask about all the charges 
associated with each account you want. 
Read the material that banks send out with 
b alance  s ta tem ents  because it often 
includes changes to account keeping costs.

income: for example, if your annual rate 
of UMA (as a Senior Sailor) is $467.74 pa, 
and you only spend $400.00 on uniforms, 
you will be taxed on the remaining $67.74. 
In addition to being able to claim a tax 
deduction on the purchase, replacement 
and repair of uniform, the Australian Tax 
Office also allows claims for the cost of 
laundering and cleaning special work 
clothes (such as uniform items). Therefore 
the costs of dry cleaning can be claimed, 
but not to offset UMA. To all intents and 
purposes, the end result is the same as you 
can offset expenses  w hich you have 
incurred, but the distinction may well 
become important if UMA is changed. 
Remember though, that you have to be 
able to show proof of all expenditure, so 
keep receipts!

The 1994 Tax Pack shows a llow able  
deductions on pages 19 and 23. Note that 
the Tax Office is becoming particular about 
what is considered 'uniform' and the new 
1995 Tax Pack (or the ADF tax guide) may 
have definitions to assist you.

Uniform Maintenance 
Allowance

Uniform Maintenance Allowance (UMA) 
is paid to assist members to maintain an 
approved scale of uniform in good order 
and condition. It is paid fortnightly, as 
part of your salary.

The UMA elem ent is not taxed each 
fortnight but must be shown as part of 
your taxable income at the end of each 
financial year on your annual tax return, 
regardless of whether you spend it or not.

The amounts you spend on the purchase, 
replacement or repair of your uniform can 
then be shown as an offset in the 
deductions section of your tax return. If 
you do not spend the full amount, the 
balance will then be taxed as part of your

Get Rich Quick- 
Hit or Myth?

'PSST! Wanna be a millionaire? Here's 
how in ten easy lessons!'

We have all 'invested' hard earned money 
on a sure-thing at the racetrack, an instant 
scratchie or tattslotto.

Yes, some do win, but not many. The odds 
on winning Tattslotto are over 2 000 000 to 
one. This makes the 100-1 rank outsider 
in the Melbourne Cup look like a good 
thing. And how many 100-1 horses win 
the cup?

It's  fun to have the occasional flutter. 
How ever, if your financial security  
depends upon you winning an instant pot
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of gold, your future is looking pretty 
dismal. Your future financial security and 
that of your family depends on you and 
you alone. There are no easy shortcuts to 
security. You need to buckle down, work 
out a budget and commence a savings 
program. All it takes is determination and 
a few dollars.

There are legitimate savings programs 
where you can invest $1 000 up front and 
$100 a month for as long as you wish. 
These generally have a 5 per cent entry fee 
for all contributions.

However, if you need to access your funds, 
you will be able to do so at any time and 
receive whatever amount is in the fund and 
there are certainly no exit or redemption 
fees.

Lets look at a couple of examples.

A 20-year-old invests $1 000 and $100 a 
month for 10 years. At the age of 30, this 
person stops contributing and leaves the 
funds alone until age 60. An overall 
amount of $13 000 was contributed during 
those 10 years. If we assume a 5 per cent 
entry fee applied and the return rate was 8 
per cent per annum, then at age 60 an 
a m o u n t of $192 000 plus should be 
available.

Suppose a 30-year-old invested $1 000 up 
front, plus $100 per month for 20 rather 
than 10 years. Contributions cease at age 
50 and the fund was left until age 60. The 
overall investment was $25 000 over 20 
years. At age 60, assuming 5 per cent entry 
fees and 8 per cent per annum return rate, 
an amount of $126 000 should be available 

Can you see the pattern? The time horizon 
is critical.

The earlier you start to save for the future 
the better. However, it is critical to ensure 
that you do start saving and continue to 
save.

There are people out there who are lucky 
enough to win lots of money, but not very 
many. It is a super duper long shot of a 
chance.

Determined savings in a practical and 
realistic fashion will ensure your future 
financial security, long odds on.

A good financial planner will help you 
determine the best plan for you. 
Information supplied by Ray Carnall of 
Ray Carnall Financial Services (06) 253 
1244

Thought you might like to see where all 
that money goes. The Defence Budget for 
95-96 Financial Year is $9,992 billion . The 
N avy has been allocated $1.66 billion, 
which can be broken down as follows:

Salaries $ 716 000 000

Superannuation $ 123 000 000

Administrative Expenses $ 228 000 000

Equipment and Stores $ 568 000 000

Facilities $ 61 000 000

Less Receipts $ 36 000 000

$1 660 000 000 

It is interesting to note that Salaries and 
Superannuation make up over 50% of the 
Navy's total expenditure.

(janjgenerous (y agreed to [end Jred 50 cents
Cartoonist Rupert Fawcett Printed by Perm ission ot Statics Limited

Remember the Budget?
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Conditions 
of Service

Superannuation 
Preservation Rules

The question on everybody's lips is, 'What 
is this change to the superannuation rules 
all about'. The answer to this question is 
not simple but you won't  get a better 
explanation than is provided in this article.

In the context  of Su p eran nuation , 
P reservation  m eans preserv ing  some 
superannuation savings until you retire 
from the work force. This means that you 
are able to m axim ise  your benefits  
ava i lab le  on retirem ent. The
Government's aim is to ensure that people 
can achieve a m inim um  acceptable  
standard of living beyond working age. 
The Superannuation Preservation rules 
were first announced in 1992 by the then 
Treasurer as part of a major statement on 
Superannuation and Income in Retirement. 
The changes reflect the G overnm ent's  
overall philosophy towards retirement and 
the concept of ensuring all employees 
receive a m inim um  level of income 
support in old age. The new Rules were 
not passed by Parliament until late in 1993 
and it was not until the issue was 
canvassed by ComSuper in March of this 
year that Preservation emerged as a major 
issue.

There are two major components of the 
Military Superannuation Benefits Scheme 
(MSBS):

• an E m p loy er b enefi t  ava ilable  on 
retirement from the work force, and

• an Employee benefit (contributions and 
interest)  p resen tly  a va ilable  on 
resignation.

The changes to the Preservation Rules 
affect both the Employer and Employee 
benefit.
Employer Benefit
Currently, the Employer benefit does not 
become available until retirement from the 
work force at age 55 or older. The change 
to the rules mean that the preservation age 
for Employer Benefits could increase so 
th at  by 2025 m ost benefi ts  will be 
preserved to age 60. The ADF has sought 
an exemption from these changes due to 
the traditionally lower retirement ages for 
members of the ADF compared to those 
ap p ly in g  to the genera l  com munity. 
Further advice on this aspect will be issued 
later.
M ember Benefit
At present, members who leave the ADF 
are entitled to receive a refund of all their 
contributions paid plus interest from the 
date of joining until the date they leave, 
(ie the Member Benefit). From 1 Jul 96, 
rules applying to the Member Benefit will 
change. A member leaving the RAN after 
this date will be able to receive the greater 
of the following two amounts:

• the member benefit (contributions plus 
interest) earned up to 1 Jul 96, which 
w ill  be ad justed  each year by the 
m o v e m e n t in Average Weekly 
Ordinary Time Earnings (AWOTE); or

• all contributions made since 1 Jul 83.

Don't be confused by the term AWOTE, it 
is simply a statistical average like the 
Consumer Price Index (CPI).
Here are some examples to illustrate the 
effect of the changes.
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DESCRIPTION
M ember with 10YRS 
Service at 1 Jul 96

Member with 1YRS 
Service at 1 Jul 96

M ember Benefit at 1 Jul 96
(ie contributions plus interest)

$34 000 $1 233

All contributions made since 1 Jul 83 $23 093 $1 219
M ember resigns 1 Jul 98
A. M ember benefit at 1 Jul 98
(ie contributions plus interest)

$40 242 $3014

B. Member benefit at 1 Jul 96 increased 
by AWOTE
(ie assuming 2% per year increase)

$35 373
(ie $34 000 x 2% for 
two years)

$1 282
(ie $1 233 x 2% for 
two years)

C. All contributions made since 1 Jul 83 
(Contributions are based on income. An 
average fortnightly rate has been 
assumed)

$27 773 

($90 pf)

$2 883 

($32 pf)

M ember would receive
(as it is the greater of the two amounts - 
B and C)

$35 373 $2 883

Amount Preserved
(ie the difference between what the 
member had actually accumulated in the 
fund at the time of discharge (A) and 
what the member was entitled to receive 
under the Preservation Rules - (C)

$4 869

($40 242 -$35 373)

$131

($3 014 -$2 883)

In 1992 the proposal  regarding  
preservation  of M em ber Benefits  was 
described  as preservation  of only the 
interest on contributions made after 1 Jul 
96. This change and a number of others 
included in the Treasurer's statement were 
advised in Jul 92 via an All Ship/All Shore 
message and members were encouraged 
to contact the MSBS Hotline or Navy Office 
if further information was required. A 
second message was sent in Dec 92.

Whilst in 1992 the Preservation Rules were 
described in a quite straight forward way 
- '  interest on contributions only from 1 Jul 
96 would be preserved .. ' ,  w hen the 
statement was translated into legislation a 
s im ple  s ta tem ent becam e quite 
com p lica ted . Like most leg is la tion  
interpretation differed from person-to- 
person. Once the legislation was carefully 
examined however, the bottom line was 
essentially the same as that issued in 1992.

T h a t  is, in m ost cases , an am o unt 
a p p ro x im a tin g  in terest  earned on 
contributions made from 1 Jul 96 will be 
preserved from 1 Jul 96 until retirement 
from the work force.
There are some key points to consider. 

The money which has to be preserved is 
not 'lost'. It is available to you at retiring 
age and is growing as it accum ulates 
interest.

There are some very significant tax benefits 
applied to elements which are preserved. 
In effect this m eans that you will 
(eventually) get considerably more out of 
your preserved funds than you would 
have had you taken it at the time of leaving 
the Service.

This is a government policy which affects 
virtually all super schemes - you will be 
faced with the same situation in all other 
compliant schemes.
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You are encou raged  to contact  
C o m m o n w ealth  Su p era n n u atio n
Administration (ComSuper) to ascertain 
just how your particular circumstances are 
affected by the Preservation Rules. The 
address for correspondence is: ComSuper, 
PO Box 443, B elconnen ACT 2616. 
Telephone (06) 252 6336 or 252 6338.

Reserve Conditions of 
Service

R eserv es  have a var ie ty  of d if ferent 
conditions of service depending on their 
level of commitment to the RAN. Mostly 
they receive the same allowances as the 
Permanent Naval Forces, however these 
pay and allowances are tax free.

ALLOWANCE RR SR GR

Tax free pay and 
Allowances

Yes yes yes

Education Allowance yes no no
Employer Allowance yes no no
$1500 commitment yes no no
RR - Ready Reserve, SR - Standby Reserve 
and GR - General Reserve.

You are entitled to free medical and dental 
for problems that occur during service; pre 
existing conditions will not be treated and 
a medical checkup is required before 
undertaking service.

You are covered under the M ilitary  
C o m pensation  Schem e (M CS),but not 
entitled  to em ployer  su p eran n u ation  
payments, leave (this depends on length 
of service), or long service entitlements.

You can volunteer to transfer to the PNF 
for Continuous Full Time Service (CFTS) 
for periods less than nine months or more 
than 12 months. Selection depends on 
a v a ila b i l i ty  of b ille ts ,  m anp ow er 
requirements and manpower funding.

How to transfer to the Naval Reserves?
It is much simpler for you to transfer to 
the Reserves before you leave the PNF

w ithout any service obligation, if you 
prefer it that way. In this case you should 
contact your ship's office. Everybody else 
should contact  their  local R ecru it in g  
Officer. Officers in the Standby Reserve 
should write  to D irectorate  of N aval 
Officers' Postings, Russell Offices, D-3-05, 
Canberra ACT 2600 (06) 265 3278 and 
sailors should write to Directorate  of 
S a i lo rs 'C are e r  M an ag em en t,  Russell  
Offices, D-2-17, Canberra ACT 2600 (06) 
265 3363.

Directorate of Naval 
Service Conditions

The D irectorate  of N aval Service  
Conditions (DNSC) in Navy Office is, as 
its name implies, responsible for financial 
conditions of service for members in the 
RAN. In many cases, the responsibility 
for administering conditions have been 
delegated 'to the field' - for example, PSOs 
have a delegation  to approve routine 
removals.

In some cases, the level of delegation 
remains with Navy office. Under these 
circumstances it is important that requests 
are forwarded to DNSC through the ship 
or establishment in which you serve - in 
other words, through the proper chain of 
com m an d . Unfortunately , we have 
increasing numbers of people who think 
that faxing a request directly to DNSC will 
short cut the system and result in a quicker 
response. This is not true, as the 
Directorate in the majority of cases has to 
go back to the ship and establishment to 
find out additional details, and in any case 
will always feed the response back through 
the chain of command.

Direct contact is therefore slower, and may 
well result in the material being sent back 
with a reminder that you should 'do the 
right thing' and pass it through the correct 
administrative chain.
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MSBS Retention Benefit

INDMAN 1101
There has been a significant number of 
inquires to Navy Office recently about the 
p rovision s associated  with the MSBS 
R etention  Benefit .  The fo llow ing 
information is provided to help 'clear the 
air' on the main points of this issue.

What Is It and How Much?
The purpose of the benefit is to provide 
eligible people with an in-service payment 
to encourage them to complete 20 years 
service. The amount payable is equal to 
one y e a r ’s Military Salary (salary and 
service allowance only) which is taxed at 
your normal rate before  you receive the 
payment.

Who is Eligible?
You must be an MSBS contributor. If you 
elected to remain in DFRDB you are not 
eligible for the Retention Benefit. MSBS 
contributors become eligible to receive the 
b en e fi t  after com pleting  15 years  
continuous effective service provided they 
have attained the minimum rank of PO/
LCDR.
Undertaking for Further Service (UFFS)

If you accept the benefit then you give an 
undertaking to serve for a further five years 
(to complete 20 years). If you leave the 
ADF voluntarily or you are discharged for 
d isc ip lin ary  reasons, and you d o n 't  
complete your UFFS, then you are required 
to repay part of the benefit. That amount 
will be at the gross rate and proportional 
to the length of com m itted  service 
outstanding.
Return of Service Obligation (ROSO)
Be aware that when you accept the 
Retention  Benefit any ou tstand in g  or 
subsequent period of ROSO effectively 
extends your discharge date. For example, 
if you receive your benefit at the 15-year

point,  and subsequently  u n d e rta k e  a 
course that attracts a 12-month ROSO, then 
you must provide 21 years effective service 
to satisfy both retention benefit and ROSO 
provisions (as explained in the Autumn 
1995 edition of SEATALK).

T he A p p lication  P rocess - AN 
IMPORTANT MESSAGE  
I f  you intend to accept the Retention  
Benefit then you must make application 
within the 90-day period of becoming 
eligible. There is no flexibility in this rule 
and you are not permitted to apply after 
the 90 days. The ball is firmly in your 
court and it is up to you to initiate the 
process, the Navy does not do it for you. 
To apply, you should talk to your 
Divisional Officer and Pay Office staff.

Other Aspects
The above information represents the main 
points only. For example a period of Leave 
Without Pay in excess of 21 days does not 
count as effective service for the purpose 
of the retention benefit. So make sure you 
are aware of all the pros and cons and have 
a good understanding of the rules.



Allowances Associated With 
Removals

At most PLT presentations people ask questions about allowance entitlements associated 
with removals and recently a few have suggested we make mention of the basics in 
SEATALK. Well you asked for it so here it is, a quick 'rundown'. But first a word of 
caution. SEATALK is not the 'bible' when it comes to Allowance Entitlements and you 
should always consult your Divisional and Ship's Office staff, or PSO for clarification 
of your entitlements.
While on the subject of removals, make sure that you obtain a copy of (and read) 
'Easymove-The DAS Removals Handbook' from your PSO before you plan your move. 
It contains a wealth of information about the removal of your furniture and/or effects.

Disturbance Allowance (DA) - INDMAN 0505
Paid to assist with unreimbursed costs associated with a removal and the accelerated 
depreciation of furniture and effects caused by repeated movement. The allowance is 
payable  to both married and single m em bers who have an approved removal. 
Incidentally, you are entitled to collect DA 30 days before uplift.

Telephone Reconnection - INDMAN 0505
Paid to reimburse the costs associated with having your telephone reconnected in the 
new locality. The Accounts Office will require a copy of your previous telephone account 
and evidence of the reconnection charge to enable your claim to be processed.

Pet Relocation Expenses - INDMAN 1907
Designed to assist with the expense associated with the commercial transportation and 
boarding of pets during the removal process and receipts must be provided to 
demonstrate expenditure. There are limits placed on the amount you can be reimbursed 
and you are advised to check the reference for further information.

Vehicle Registration/Driver's Licence Transfer Fees - INDMAN 
0505
All States and Territories in Australia impose a fee to transfer driver’s licences and vehicle 
registration. When you are given approval to remove a private motor vehicle on posting 
you are entitled to certain registration transfer expenses in respect to one vehicle. This 
entitlement also covers certain costs associated with the transfer of your driver's licence. 
Reimbursement of transfer fees are limited to a driver's licence held by the member 
only, it does not extend to family members.

18
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Child Care Reimbursement - INDMAN 0510
Designed to assist with the cost of child care when only one ad ult person of the member's 
family is able to be present during the removal. For example the serving member may 
be at sea leaving the spouse to conduct the removal. The maximum amount which may 
be reimbursed is $34.95 per day per child. The allowance is payable for a maximum of 
two days in respect of any one removal, including uplift and delivery.

Technical Assistance Reimbursement - INDMAN AI 1701.35
Covers reasonable costs for assistance in the preparation of electrical or mechanical 
items at uplift or delivery. Common items which attract an entitlement to this allowance 
include dismantling and reassembly of TV antennae, piano retuning and, if required, 
professional assistance in preparing your waterbed for removal.

Temporary Accommodation Allowance (TAA) - INDMAN 0504
Provides assistance with food and accommodation changes when you and your family 
are required to occupy a motel as part of the removal process. For example TAA is 
normally payable for two nights in the old locality to allow you to have your uplift and 
clean your house prior to departure.

Temporary Accommodation Allowance in Serviced Apartments 
(TAASA) - INDMAN 0504
Similar to TAA except that the accommodation is in the form of a fully self-contained 
unit. As this accommodation provides you with kitchen facilities and food preparation 
areas you receive a once only 'Larder Allowance' to enable you to make initial food 
purchases.
TAA and TAASA payments are reduced by a member's contribution which is assessed 
on reasonable (normal) living expenses.

Travelling Allowance - INDMAN 0402 and 1601
Travelling Allowances vary depending on the type of travel you are undertaking, the 
distance and your family composition. In broad terms however, the allowance is 
designed to provide you with sufficient funds for accommodation, food and petrol money 
(if applicable) whilst in transit.
Well that covers the basics. Please contact your Divisional and Ship's Office staff, or 
PSO for more comprehensive advice.

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

In circumstances where legally separated 
or divorced m em bers have access to 
children for periods in excess of 72 hours, 
or in other  c ircum stances  where 
considered appropriate, On Occurrance 
Liv ing  Out Allow ance (LOA) may be 
payable for the period.

Navy Office has recently reviewed the 
basis on which such LOA payments may 
be made. The following arrangements 
now apply.

On Occurrence LOA is normally payable 
for periods of access in either the member's 
locality of posting or, if a different locality, 
the locality in which the children normally 
reside. On Occurrence LOA is not usually 
payable for accommodation in any other 
locality, unless special circumstances are 
evident which the Commanding Officer 
considers warrant an exception. If the 
C o m m an d in g  O fficer approves an 
exception, the costs for the alternative 
locality are limited to that which would 
reason ab ly  have been incurred in a 
standard locality.

Commanding Officers have authority to 
approve payment of On Occurrence LOA 
for periods of less than 72 hours where 
com p ell ing  c ircum stances  of a 
com passionate  or personal nature are 
evident.

In granting  On O ccurrence LOA 
Commanding Officers will ensure that the 
accommodation occupied is suitable for 
the member's needs and that the costs are 
reasonable. For periods of up to five days 
d u ra t io n  reasonable  hotel/ m otel  
accom modation would be regarded as 
suitable. For periods in excess of five days 
the use of serviced apartments or similar 
furnished  accom m od ation  would 
generally be considered more appropriate.

Commanding Officers are encouraged to 
use their discretionary powers under LOA 
provisions to the advantage of members, 
having regard to the needs of the RAN and, 
to assess each case on its individual merits. 
In some cases the granting of permanent 
LOA may prove to be more cost-effective 
than regular periods of On Occurrence 
LOA.

POC DNSC

Sfup's Side 9̂ um6ers
LSETS Cattell from Manager Maintenance 
E n g in n er in g  Services  has asked ‘Can  
someone explain why HMAS SYDNEY has 
Melbourne's Telecom long-distance area code 
p ain ted  on the side?  A nd w hy HM AS  
CANBERRA has Sydney's? I understand the 
practice o f  painting the wrong codes on the 
sides o f ships is widespread throughout the 
Fleet. For exam ple, HMAS HOBART has 
the international dialling code fo r  Italy!!

My mother lives in Wollongong, and I know  
fo r  a fact that I can't speak to her on the phone 
by dialling 206.

Surely, a re-structuring review board can be 
set up so that all the area codes in the Fleet are 
re-arranged to coincide zoith their respective 
ships. This would save an enormous amount 
o f confusion, no doubt.

Will I win something?'
Thank you for sharing your observations 
with us William. You certainly have won 
som ething. SEATALK has contacted 
Telecom and they have agreed to deliver 
to your very own front door at Potts Point, 
the entire collected works of the obsolete 
1994 Syd ney  Yellow Pages and both 
volumes of the White Pages. Telecom was 
going to turn the whole 4147 tonnes into 
so much recycled paper pulp - but now 
you can have it. Just tell us your Post
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Code. By the way SEATALK contacted 
your Mum and she said that you had 
always had trouble using the telephone 
ever since you were a youngster and that 
was why you became a 'greenie'.

Random Urinalysis 
Program (RUP)

DI(N) PERS 13-2
The Random Urinalysis Program (RUP) 
was introduced to the Australian Defence 
Force on 1 July 1995.
The illegal use of drugs is increasing in the 
Australian community particularly among 
adolescents and young adults. This trend 
is of particular concern to the RAN which 
has a responsibility  to provide a safe 
working and living environment for its 
members.
E xperience  has show n that p eoples '  
e ffectiveness  and ju d gm ent can be 
compromised severely by the use of illegal 
drugs and the illegal use of prescription 
drugs. The RAN is a technologically 
orientated organisation that demands high 
performance and attention to safety, so 
people who are involved in such drug use 
are endangering the lives of themselves 
and their shipmates. Effective procedures 
to eliminate the illegal use of drugs in the 
RAN are, therefore, essential. One means 
of controlling the use of illegal drugs 
within the RAN is through the Random 
Urinalysis Program (RUP).

RUP is merely a way of describing the 
procedure which involves the collection 
and testing of urine specimens for traces 
of illegal drugs, from personnel who have 
been selected at random.
Collectors will be selected in each ship and 
establishment by Commanding Officers. 
These  people will be trained in urine

sample collection and will normally be 
M edical personnel.  An independ ent 
Monitor will also be selected to oversee the 
collection of samples.

Random selection for testing will be by 
com p u ter  g enerated  nu m bers . All 
members whose Service number contains 
the two computer generated numbers as 
the last two digits of their Service number 
will be required to undergo urinalysis. 

People  required to be tested will be 
escorted  to the collection  site by the 
Monitor where they will be given an 
Information Brief by the Collector, whiqh 
will provide all details of the procedure 
involved in collecting a urine sample. The 
sample will be collected in the privacy of 
a partitioned toilet cubicle, out of the view 
of the Collector and Monitor. However, 
checks to ensure that the sample has not 
been adulterated will be carried out by the 
Collector. The member should ensure that 
the sample remains in their view until it 
has been sealed and labelled.
The Laboratory services to analyse RUP 
samples will be contracted out to a civilian 
accred ited  company. The selected 
Laboratory will conduct both internal and 
external quality assurance checks to ensure 
accuracy of testing results.
Laboratory test results will be reported to 
the Com m anding Officer detailing the 
Specimen Number and the results and 
details of the test. Results are indicated as 
either a negative or a laboratory positive 
result for a particular drug or metabolite. 
Disciplinary action cannot be initiated 
against a member as a result of a positive 
RUP result. However, a positive test result 
will normally result in the member being 
required to show cause why they should 
be retained in the RAN.

The regulation  g ov ern in g  the 
implementation of RUP is DI(N) PERS 13-
2 and the sponsor for the program is the 
Directorate of Naval Personal Services 
(DNPS).
POC Lieutenant L. Jakeman (06) 265 1156
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What Are ’THEY' Doing 
About Retention

Serious concern  about the N avy 's  
personnel wastage rate has been expressed 
at every PLT presentation over the last year 
or so. The question most often asked has 
been, 'What are they doing about keeping 
people in ?' So I thought it might be useful 
to show you some of the th ings that 
'TH E Y ',  the faceless  ones ,  have been 
working on recently. This is definitely not 
a 'Hey aren't we great!', but an attempt to 
give you a brief picture of what is going 
on so that you can d raw  your own 
conclusions.

Directorate of Naval Personal Services 
(DNPS)

• Review  of Personnel and Fam ily  
Support Services - conducted  to 
address the level of support provided 
to personnel and their  fam ilies .  
Includes the Divisional System and 
Support Service Reviews.

• Continually improved customer focus 
of the PSO. Includes selecting the right 
people for the job.

• Continued improvement of housing 
w ith  d isposal  of many more 
substandard dwellings.

• Improved live-in accommodation at 
COONAWARRA, KUTTABUL, Lady 
G ow rie  House, WATSON and a 
continuing program of upgrading and 
improvment.

• The Good W orking R ela tionsh ips  
Program has made changes towards 
creating a better work environment 
w hereby  all p ersonnel  are able to 
contribute to the best of their abilities.

• O peration  Lifeguard  has been 
established to assist personnel who

consider they have been subjected to, 
accused of, or witness to any form of 
discrimination or harassment and wish 
to be given information about their 
rights or avenues to take further action.

• SWIM LINE (from home to ship) and 
Reverse  SWIM LINE (from ship to 
home) have increased contact between 
people deployed overseas and their 
families.

• D efence sponsored Child Care has 
increased the availability of child care 
in selected areas for defence families.

• Critical Incident Stress Management 
(CISM) has ensured that our people 
d ep loyed  for UN P eacek eeping  
com m itm ents  and those who have 
witnessed a critical incident, have been 
assisted in dealing with these issues.

• In te rn a tio n a l  Year of the F am ily  
initiatives, such as the Family Health 
R ecord s,  F am ily  Skills  Training 
Package, Spouse Employment Study.

• B a la n c in g  Work and Fam ily  
Commitments Study currently being 
conducted  by consu ltants ,  Triulzi 
Collins Solutions.

Directorate of Naval Service Conditions 
(DNSC)

• Dec 94 2% productivity in salary 
and related allowances.

• Dec 94 Rates of Vehicle Allowance 
(VA) increased.

• Dec 94 R ates  of E ducation  
Allowance (EA) and EA - Overseas 
increased (however, so were parental 
contributions).

• Feb 95 Pay Structure Review (PSR) 
- resulted in salary increase for CMDR 
(on promotion), PO and LS.

• Apr 95 Tem porary  Rental 
Allowance (TRA) ceilings - changes to 
capital city ceilings.
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• May 95 Category Married Separated 

(CAT MS) - inclusion  of spouse 
employment and education.

• May 95 On O ccurrence LOA - 
expansion to provisions in regard to the 
localities payable.

• May 95 Submarine Service Allowance 
(SSA) - sea rate 62% increase, shore rate 
32% increase.

• It is a management principle within 
DNSC to monitor conditions of service 
and seek im provem en ts  at every 
available opportunity. Some examples 
or issues being progressed are:

• Seagoing  A llow ance (SGA) - focus 
groups and case development.

• C o n tin u ation  of the Pay Structure 
Review (PSR) (Phase 2).

• Pay cases for the following categories:

• C o m b at System s O perator  Anti 
Subm arine Aircraft controller CSO 
(ASAC).

• U n d e rw ater  Control Subm arines  
(UCSM).

• Photographer (PHOT).

• Workplace Bargaining (WB).

• Review of Education Assistance (EA) 
for ADF children.

• R eview  of Deep and Experim ental  
Diving Allowance.

• R eview  of Hard Lying Allow ance 
(HLA).

• Iso lated  E s ta b l ish m en t Allow ance 
(IEA) review - implementation and 
transition arrangements.

• Inclusion of removal costs for second 
Private  M otor Vehicle (PMV) on 
overseas posting.

Directorate of Naval Officers Postings
(DNOP)

• A greater  em p hasis  placed on 
consultation and planning of officers' 
postings.

• The removal of 'irritants' such as the 
over-use of PR5 indexing.

• The d ev e lo p m en t of better  
performance and promotion feedback 
processes.

• The use of the Exit Survey to identify 
and, if possible, redress the reasons 
why people are leaving the service.

• The d ev e lo p m en t of a new 
p e r fo rm a n ce  ap p ra isa l  system  to 
provide better and fairer means of 
assessing performance and potential.

• A n a ly s is  of the O fficer Career 
Management Survey results leading to 
the development of the proposal for a 
C aree r  D ev e lo p m en t Cell  w ithin  
DNOP to generate career management 
information.

• The d ev e lo p m en t o f  im proved 
in form ation  system s to assist  desk 
officers in managing their careers and 
to provide billet information to officers, 
a s s is t in g  them in m ak ing  career 
decisions.

D irecto rate  of S ailo rs C areer
M anagem ent (DSCM)

• C o n tin u a l  im pro vem en t of Career 
Management processes with a desire to 
provide  sa t is fy in g  and rew arding 
careers.

• The D irector G eneral  of Naval 
M a n p o w e r 's  (DGN M ) p ersonal 
correspondence to people who have 
recently sought discharge in an effort 
to retain  the ir  services  or at least 
ascertain reasons for separation.

• Urgent commencement of an RAN Exit 
Survey to ascertain the highest priority 
areas  for review and attention  by 
Personnel Managers.
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• Significant changes to the re-entry and 

lateral  en try  recru itm ent polic ies  
thereby encouraging personnel who 
have recently left the Navy to re-enter 
with conditions of service assessed on 
a case by case basis.

• O ffers  of a ttractive  packages  for 
personnel to transfer to high priority 
'hurt' areas eg submarines.

• Utilisation where possible of transfers 
o f  category on the RAN initiated 
tran sfer  basis ie rank retained on 
transfer wherever practical.

• Civil accreditation of Service skills - 
ongoing

• O ngoing  review of the Technical 
Training Plan (TTP) and the Seaman 
C ateg o ry  Review Study (SCRS) 
implementation to alleviate, wherever 
possible, factors which have a negative 
influence eg senior sailor alignment 
under TTP and SCRS promotion pre
requisites.

ADF Personnel Policy 
Strategy Review - Progress 

Report

The following is an extract from a signal 
from the Chief of the Defence Force. It is 
an update on the fundamental review of 
the ADF Personnel Policy Strategy Review, 
known as the Glenn Review, and advice 
of what we can expect after the Chiefs of 
Staff Committee (COSC) has considered 
the report in mid September this year.

'The review is developing a personnel 
policy strategy for the ADF based on some 
fundamental principles which recognise 
the need for the ADF to give a very high 
priority  to the m anag em ent of its

personnel. In particular these principles 
include the following:

• the ADF must compete with all other 
employers by offering attractive and 
rewarding careers which are well paid 
under fair, f lexible and equ itab le  
conditions of service,

• ADF service is a special role in the 
Australian community and this should 
be duly recognised and adequately 
compensated for,

• the well being of members and their 
families is integral to the efficiency and 
effectiveness of the ADF and is a shared 
responsibility between the ADF and its 
members, and

• the ADF m ust achieve a balance  
betw een  its op era t ion a l  and 
organisation  requirem ents and the 
needs and circumstances of individual 
members.

... the Review Team is developing a series 
o f  associa ted  policy proposals  for 
consideration by the COSC. These cover 
rew ard and recognition , career  
management, training, family support, 
reserves, conditions of service and the 
s tra te g ic  m a n a g em en t of the ADF 
personnel , especially as regards change.

tf adopted, these principles and associated 
policy proposals will underpin a major 
shift in ADF personnel strategy.

In keeping with the long term, strategic 
nature of the review, m any proposed 
policy changes are likely to involve further 
detailed development. Extensive planning 
and coordination will be necessary both 
within and outside the ADF, including 
with Government.

Im m ed iate  a d ju stm en ts  to pay and 
allowances or conditions of service will not 
flow from the Glenn Review. But what 
we hope to have, for the first time, is a 
com p reh en siv e  and forward looking 
stra teg y  to totally overhaul the 
management of ADF personnel.
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It will take some time to ensure that we 
build well for the future of ADF personnel. 
But the Minister for Defence Science and 
P erso n n e l,  the Service  Chiefs ,  VCDF, 
myself and my successor are all resolved 
that the necessary changes will be achieved 
as quickly and effectively as possible.

. . . I  regard this review as one of the most 
significant initiatives within the Defence 
o rgan isa t ion  for m any years and I 
anticipate a very good outcome for the 
ADF.'

Why Survey Me on What I 
Do at Work and When I 

Brush My Teeth?

The majority of RAN people have no doubt 
been surveyed by or had contact in some 
form or another with the ADF Activities 
Survey. This is the survey that wants to 
know exactly what you get up to on a 
selected day. If you and your friends and 
family wonder why it is necessary for you 
to notate what you do every thirty minutes 
then read on.

Background
The ADF needs the type of information 
collected in the A ctiv ities  Survey to 
support arguments in relation to pay and 
a l low ance  cases because in today 's  
ind ustrial environmentall arguments have 
to be backed up by facts. The first ADF 
Activities Survey was conducted from Feb 
92 to Mar 93 designed primarily to support 
an argument for an increase in Service 
Allowance. Data collected from this 
survey, in particular the number of hours 
worked, proved to be instrumental in the 
94 Service Allowance case. The data has 
also been used and continues to be used 
in relation to Field Allowance case recently 
conducted and exam ination  of the

w o rk load s  of p ersonnel  posted to 
Cambodia.

The Survey  is able  to provide a 
dem ographic  view (dem ography - the 
science of social statistics of populations ) 
o f  the Navy and reveal w hat Navy 
personnel are doing, when they are doing 
it and how they are doing it. The survey 
results are very interesting and useful in 
comparing work activities and hours of 
personnel in operational positions and 
administrative positions. For example one 
area of interest has been the am azing 
similarity between working patterns of 
personnel at sea and working patterns of 
personnel serving in Cambodia. Another 
interesting result is that the data revealed 
that medication levels of personnel at sea 
were h igher  than when ashore  - sea 
sickness tablets perhaps? It should be 
noted that all the information is strictly in 
confidence and the final reports refer only 
to numbers of people and not individual 
names.

Current Trickle Survey

Continuing from the major ADF Activities 
Survey is the Trickle Survey which has 
been underway since Mar 94. The current 
tr ickle  fo rm at involves  surveying  
approximately 3000 Naval personnel each 
year and is expected to continue for about 
four years (1994-97) after which another 
full survey will be undertaken.
The purpose of the trickle survey is to build 
up a history of working hours and patterns 
and to also permit specific studies to be 
undertaken. For example in Navy's case 
a study on S u b m a rin e rs  is being 
cond u cted . This involves  ad d itiona l  
sam p lin g  of S u b m a rin ers  to ensure 
sufficient data is obtained to enable a valid 
analysis of their working hours. It will 
also allow future comparisons of working 
patterns in the new Collins class.

Survey Process
The Survey is administered by a number 
of personnel w ith in  the ADF. The 
Directorate of Research (DR) in HQADF is
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ultim ately responsible for the Survey. 
Their job involves the random selection of 
personnel to be surveyed, distributing the 
Case Lists, ensuring  all surveys are 
returned, inputting the data and then 
analysing the resultant statistics.

Navy has a Service Liaison Officer (SLO- 
N) who is the focal point of contact for 
HQADF and Navy on survey matters. The 
SLO-N, LEUT Angela Bond is located 
within the Directorate of Naval Service 
Conditions and is assisted by Ms Amanda 
Ruffin. Policy  changes and m atters  
relating specifically to Navy are dealt with 
at this level. The SLO-N is often in contact 
with personnel undertaking duties in 
relation to the survey.

Each geographic or administrative area has 
an Area Co-ordinator (AC) who receives 
and distributes the list of personnel to be 
surveyed to Unit Survey C onsultants  
(USCs). The USC then contacts the person 
selected to be surveyed. The AC keeps a 
watchful eye on the USCs to ensure that 
surveys are conducted and forms are 
checked before return. The USCs are 
responsib le  for p re-brief ing  and d e 
briefing the people being surveyed.

Does this process work?

Navy has an excellent reputation for the 
accuracy and high return rate of surveys. 
Our biggest area of concern remains the 
number of 'missed cases' which occurs 
when a person is randomly selected for 
survey on a given date but is not surveyed. 
This occurs usually because a USC has not 
taken action to contact the person to be 
surveyed. Fortunately, improvements are 
being made in this area and the number of 
'missed cases' is declining. This is good 
news for the validation of data for future 
allowance cases.

The ACs and USCs throughout Australia 
have been doing an extremely good job 
and the statis tics  on the return rates 
detailed below are testament to this. Keep 
up the good work.

Summary
In fo rm ation  gained  from the AD F 
Activities Survey has and continues to be 
invaluable in pay and allowance cases. 
The survey process will continue in a 
trickle format until 1997 when a full survey 
will be undertaken. If you are selected to 
be surveyed and are asked what you are 
doing at work (and when you brush your 
teeth!) approach it with a positive manner 
as you and your fellow workers will be the 
ones to benefit.
POC D irectorate  of N aval Service  
Conditions

Reserve Service and Call 
Out Protection

The Current Situation
A study team, known as the Forms of 
Reserve Service and Call Out Protection 
Implementation Team (RES (IT) for short), 
began work in November 1994. Measures 
to protect Reserves' interests during call 
out which are being further developed 
include:
• employment protection,

• financial compensation for employers,

• deferral of tertiary studies and other 
e m p lo y m e n t related tra in in g  or 
education,

• reinstatement of employment related 
licences which may have lapsed,

• m ortgag e  pro tection  and rental 
assistance,

• some form of dislocation allowance,

• life and disability insurance cover, and

• support for families.

One other major issue being addressed by 
the Team is a requirement to standardise 
the terminology used in describing the 
various forms of the Reserve Forces across 
the three Services.
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The Future

Many of the issues under consideration are 
extremely complex and inevitably will 
result in substantial changes in legislation. 
This will present a somewhat daunting 
task as the lead times for the introduction 
of the new legislation can take several 
years.
Towards the end of this year the Vice Chief 
o f D efence Force (VCDF) will review 
progress and consider what arrangements 
might be necessary to complete the task.

POC Captain J. Sketchley Implementation 
Team (06) 266 2167

Category MS - Spouse 
Employment And 

Education

Category: Married Separated (CAT MS) 
provisions have been altered to allow 
spouse employment and education to be 
considered as valid grounds for granting 
CAT MS status. Specifically this change 
means that eligible members will no longer 
be required to pay the Rations and 
Quarters charges for their accommodation 
when they leave their families in their old 
locality and 'live on board' in their new 
posting locality. This is considered to be 
a significant enhancement to conditions of 
service.
The change allows Navy Office to grant, 
on a case by case basis, CAT MS status to 
members who do not remove their family 
to the locality of posting because of the 
employment and secondary or tertiary 
educational pursuits of a member’s spouse.

The change does not provide an automatic 
entitlement to CAT MS. The delegate must 
decide if categorisation MS is warranted

h av in g  regard to the p art icu lar  
circumstances of each case.

In considering an application the delegate 
is required to have regard to the 
arrangements that could reasonably be 
made to allow your spouse to continue 
w ith  the edu cation  or e m p lo y m en t 
p u rsu its  in the new post ing  locality  
w ithout unreasonable disruption. In 
relation to education, the implications of 
transferring to an institution in the new 
posting locality would be considered. In 
relation to employment, many aspects may 
need  to be considered  such as the 
p o ss ib i l i ty  of transfer, l ikelihood of 
equivalent employment being available in 
the new locality  and prom otion  and 
advancement implications.

O ther considerations that the delegate 
would need to take into account may 
include the likelihood of your return to the 
old posting locality in subsequent postings 
and/or intentions regarding establishment 
of the family home during future postings.

The revised provisions took effect on the 9 
of May 95 and apply not only to postings 
that take effect after that date but also in 
respect of current postings (but with 
categorisation available only from 9 May 
95).
All applications are to be forwarded to the 
Directorate of Naval Service Conditions in 
the norm al m an n er  w ith  a 
recommendation from your Commanding 
Officer. This includes applications where 
circumstances already apply, whether or 
not a previous application was rejected 
under the previous rules. All relevant 
in form ation  including  supporting  
documentation must be provided so that 
the Navy Office delegate is able to properly 
consider applications on their merits. In 
this regard you should note that the 
co n s id era t io n s  a lread y  m entioned in 
relation to employment and education are 
not intended to be exhaustive.

POC D irectorate  of Naval Service 
Conditions.



28

Table 1 - Compare Your Current Package
DIRECT INCOME LEUT O/P CPO P/L 4 

O/P
AB P/L4 
O/P

YOURS

Salary $34 737 $34 815 $25 257
Service Allowance $5 712 $5 712 $5 712
UMA $634 $469 $390

Total $41 083.00 $40 996.00 $31 359.00

OTHER TAXABLE INCOME AMOUNT
Seagoing Allowance (per annum)
Seagoing $2 998
Refit $1 498
Minor War Vessel (MWV) $1 498
Separation Allowance
Per annum $453
Daily rate $4.47
Hard Lying Allowance (24 hr period)
Submarine $15.45
Ship $8.21
Submarine or ship in refit $4.10
Submarine Service Allowance (per annum)
Shore $3 500
Sea $13 500
Trainee (at sea) $10 000

Clearance Diving Allowance (per annum)
Skilled $1 189
Flying Allowance (per annum)
LEUT
0 / 5 $10 399
O/P $8 718
CPO $3 058
AB $3 058
District Allowance (Area dependent)
Leave Bonus

SUBSIDISED LIVING ALLOWANCES (untaxed)
Rations and Quarters (OVER 50%)
Married Quarters Rent (GRS) (50%)
Temporary Rental Allowance (50%)
Living Out Allowance
Living Out Away from Home Allowance
SUPERANNUATION - DFRDB/MSBS
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Looking for a New Job? 
Compare Your Current 

Package

Yes, I know, its been done before. But with 
so many people telling the PLT that they 
are getting out we thought a quick check 
off list might help you to compare your 
present employment package (see Table 1) 
with what other employers are offering. It 
will also give you an idea of the sorts of 
things to ask about. That is, the whole 
package, not just the money.
The Bits We Sometimes Take for Granted

• Leave: Leave Travel to NOK, Extra 
Recreation Leave, Seagoing Leave, 
Flying Leave, Compassionate Leave.

• Travel: Reunion Travel, Compassionate 
Travel, Access to Service Aircraft for 
non-duty travel, Duty Travel, Isolated 
E s ta b l ish m en t A llow ance,  R em ote 
Locality Leave Travel.

• E d u cation : E d u cation  A llow ance ,  
SV ETS, DFASS, Extra Tuition 
Allowance.

• R e m o v a l :  TAA, TAASA, Telephone 
Reconnection, Disturbance Allowance, 
Pet Relocation Expenses Allowance.

• H ou sin g : D efence Services  Hom e 
Loan, ADF Loan Assistance Scheme 
(H om eow ner) ,  H PSEA, Subsid ised  
Rations and Quarters,LOA, Living Out 
Away from Home Allowance, TRA, 
MQ Rent (GRS).

• Medical and Dental: Free Medical and 
Dental (short queues).

• P ersonal S ervices: Social Workers, 
P s y c h o l o g i s t s ,  C h ap la ins ,  Fam ily  
Liaison Officers, Regional Education 
Liaison Officers, National Consultative 
Group of Serice Families, etc.

• Other Benefits: RAN Relief Trust Fund 
Loans, Higher Duties Allowance, Child 
Care Reimbursement Allowance, Legal 
Assistance, Discount Buying Scheme 
(DEFCOM), Military M esses  and 
Canteens, Discounted Holiday Centres, 
Defence Force Leave Plan (DFLP).

Note:

• Tax has not been included in the 
comparison table because of the many 
l ik e ly  var ia t ion s  in in d iv id u al  
circumstances.

• Allowances not included in the table 
are av a ila b le  from you r fr iend ly  
Writers.

Overseas Posting 
Promotion Policy

DI(N) PERS 50-1 Annex B Para 10 
Following a review of the policy contained 
in the reference, sailors who are serving 
overseas and eligible for promotion will 
now be considered for promotion with the 
next promotion list framed.

If it is not possible to promote you due to 
reasons such as 'exchange' arrangements 
or the 'host' nation requires a sailor of a 
specific  rank, then prom otion will be 
effected on return to Australia. You would 
be prom oted  with rank sen ior ity  
backdated  to the authorisa tion  ie the 
anticipated date when you could have 
been prom oted , had you remained in 
Australia.
In all cases, if promotion is effected whilst 
serving overseas, you will remain in the 
position for the full tenure of the posting. 
Prom otion beyond W arrant O fficer to 
Lieutenant under the WOE Scheme is not 
affected as this type o f  prom otion  is 
governed by officer selection procedures.

POC WO T. Sweeney Directorate of Sailors 
Career Management (06) 265 5044.
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family

Veterans’ Advice Network

Am I a Veteran? Well you just may 
qualify so read on.

The term 'Veteran' is defined in subsection 
5 (c) 1 of the Veterans' Entitlements Act and 
inclu des a person  who has rendered 
operational service.

The definition is quite wide so if you are 
unsure, check with the nearest Veterans' 
Advice Network (VAN) office.
The Department of Veterans' Affairs has set 
up a new VAN to provide information, 
advice and an advocacy service for war 
veterans.

VAN will answer questions and provide 
information on any concerns war veterans 
may have about pensions, allowances or 
health care entitlements available through 
the Department.

The Service will also provide up-to-date 
information and advice on any community 
health and home support services available 
through the local community or through 
the DVA.
Assistance

This will help veterans and war widows 
connect with community and ex-service 
groups that could help them to live a more 
independent and socially active lifestyle.

VAN will also work with veterans, war 
widows and ex service organisations to 
develop programs to meet their lifestyle 
needs .

The network may be used by all members 
of the veterans of the veteran community, 
and not just those on DVA pensions or 
health care entitlements.

For further in form ation  contact  your 
nearest VAN office, you'll find it in the 
w hite  pages under V eterans ' A ffa irs ,  
Department of .

Relocation of PSO Sydney

Personnel Services Office (PSO) Sydney 
has relocated to Stockland H ouse, 181 
Castlereagh Street. Telephone (02) 265 
0911, Fax (02) 267 6211. Mail address: 
Locked Bag A4050, South Sydney PO, 
NSW 2000.
The role of PSO Sydney will continue to 
be to provide ass is tan ce ,  advice  and 
supp ort  in personal  m atters  and the 
general wellbeing of members and their 
families. The difficulties experienced by 
families during the member's absence at 
sea are given special attention. There is a 
PSO in each capital city and all regions 
with significant Naval populations. 

Services available to you and your family 
through all PSOs are:
Housing
A ssistan ce  w ith  all aspects  o f  Naval 
housing including new tenancies, advice 
on m ain ten an ce  and lia ison  w ith  the 
D efence H ou sin g  A u thority  (D H A ), 
inspect ion  of m arried quarters  and a 
contact point for Naval hom e ow ners 
w ish ing  to let their houses to Naval 
tenants.
Removals
PSO staff can assist with all aspects of 
d ep a rtm en ta l  rem ovals  inc lu d ing  
ass is ta n ce  w ith  the p rep arat ion  of 
inventories and monitoring the standard
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o f  service provided by con tract  
removalists.

Social Work
Naval Social Workers are available through 
the PSO to process all requ ests  for 
ass is tance  w hich m ay require 
administrative action. They also provide 
avenues for individual counselling, couple 
and marital counselling, crisis intervention 
and liaison with community services.

Entitlements
The PSO can provide advice on personal 
en ti t lem en ts  including Naval H ealth  
Benefits Society (NHBS), RAN Relief Trust 
Fund (RANRTF) loans and b rie fing  
m em bers  and d ep end ants  on rem ote 
locality or overseas conditions of service. 
Advice is also available to dependants, 
particularly when a member is absent at 
sea and to d ep end ants  of d eceased  
members.

Family Services
F am ily  Services staff provide in itia l  
support for families arriving from overseas 
or in terstate , em ergency  household  
e q ui p me nt ,  advice and assistance with 
temporary accommodation, reception and 
travel arrangements for reunion of children 
with parents serving overseas, emergency 
housekeeping services and assistance to 
relatives visiting or travelling under the 
Australian Dangerously 111 List (AUSDIL) 
Scheme.
Family Liaison Officers (FLOs)
FLOs act as a point of contact for Service 
families disseminating a broad range of 
informative material on subjects such as 
community facilities, service activities, 
local interest and support groups. They 
direct families to appropriate formal or 
professional PSO services and conduct 
'supportive' visits to incoming families 
and hospitalised clients. They assist in 
the activities of volunteers and self-help 
groups with practical program s and 
provide feedback to Social Workers on 
trends and problems evident in Naval 
com m unities . FLOs are available  to

provide information on schooling and 
childqare facilities and support for families 
of members who are absent from Australia, 
in c lu d in g  the o rg a n isa t io n  of social 
activities with family groups.

The unique demands of Service life, which 
im pact on both m em bers  and their 
fam il ies ,  are recognised  and you are 
encouraged to seek advice and assistance 
from your PSO as necessary. For routine 
business, you can contact the PSO direct. 
In an emergency, out of hours contact with 
the PSO can be established through the 
local Duty Officer.

PSO contacts across Australia are:

PSO Adelaide (08) 305 6727
PSO Brisbane (07) 233 4273

PSO Cairns (070) 32 0411

PSO Canberra (06) 266 9099

PSO Darwin (089) 80 4285

PSO Melbourne (03) 282 3277

PSO Nowra (044) 21 3855

PSO Sydney (02) 265 0911

PSO Tasmania (002) 37 7343
PSO Victoria (Frankston) (03) 783 9344

PSO Western Australia (09) 527 9233 

(Rockingham)

you tqiozo zufiat I'm say in? Me fo r example, I 
coufcfn't work' in some stuffy little office....‘Tfie 

outdoors just calls to me.'
Cartoonist C. Larsen Printed by Permission oi Universal Press Syndicate
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RAN Personal Support 
Services

Concern was expressed during a recent 
PLT vis it  that perhaps some people, 
especially those returning from service 
overseas with the United Nations, were not 
aware of the support services offered by 
the Navy. This is apart from the debrief 
given upon return to Australia and any 
C rit ica l  Inc id ent Stress M an a g e m e n t 
provided as a result of that UN service. 
This article is in response to that feedback.

Seek Help
There are many support services available 
to RAN members if they wish to talk to 
someone about their personal concerns. 
Despite your best endeavours to manage 
your own affairs there will be occasions 
when the demands of Naval employment 
may affect your personal situation. You 
are encou rag ed  to seek ass is tan ce  
whenever such situations arise and it is 
a lw a y s  preferab le  to do so before 
difficulties become critical.

The Providers
The professional Support Services that are 
av a ila b le  to RAN m em bers  include 
assistance from:

• Medical Officers

• Chaplains

• Psychologists

• Naval Social Workers

The people providing these services are 
professionally trained and will assist you 
in dealing with any concerns that you may 
have. They are readily accessible from all 
major RAN establishments, with Medical 
Officers and Chaplains borne in some 
ships. In the ordinary course you should 
request assistance through your Divisional 
Officer, but if you do contact any of these 
professionals directly, then you should 
inform your Divisional Officer so that

established procedures for solving the 
problem can be followed. If the matter is 
confidential, you need only inform your 
Divisional Officer that you have received 
support, rather than the details, unless it 
effects your service.

What Is Available
The following are some of the areas in 
which these professionals can provide 
assistance:

• advice and/or counselling on personal, 
marital, and family difficulties

9 counselling for Critical Incident Stress 
Management

• c la r ify in g  and resolv ing  personal 
conflicts

• confidence building and assertiveness 
training

• coping with stress, separation anxiety, 
homesickness and anger

• relaxation training

• counselling for sexual difficulties

• study habits

• grief counselling

• spiritual and pastoral guidance 

Don't be afraid to seek help.
POC Lieutenant L. Jakeman (06) 265 1156 
Directorate of Naval Personal Services
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