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‘Editorial
As we bid farewell to another summer, it is 
time for the autumn edition of SEATALK. 
Three months into the year, and 1996 is 
already shaping up to be every bit as busy 
as its predecessor, with a whole range of 
issues on the go in Personnel Division. 
Everyone should be aware by now of the 
outcome in December of the Seagoing 
Allowance Case (SGA), but on the off- 
chance you missed it, the full story is inside. 
So too some details on the ASAC Pay Level 
case from last year.
Hot off the press is a series of articles which 
look at some of the important implications 
of the MWOF Review, NMS 2010, and the 
new Defence Community Organisation.

SEATALK also brings you up-to-date with 
many of the interesting developments 
happening on the career front, including the 
new Sailors' Record of Training and 
Employment Books, and the outcome of the 
review into the officers' Administration 
Primary Qualification. Our road test this 
edition is the Naval Personal Services 
Organisation, with its new boss, 
Commander Terry Morgan, dropping by for 
a chat. We also look at child care, a new 
initiative to stop illegal drug abuse, and some 
tips for those yuppies out there 
contemplating buying a mobile phone.
So, take a few minutes at half-time in the 
football coverage to read this edition, and 
send me a note if you have any questions or 
suggestions. Go the Eels and the Blues!

•Ed.
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SHC'PE‘RS-91
Well, I don't know about the rest of you, but 
I am certainly shaking my head at how 
quickly January and February have come 
and gone. Into the third month of a new year, 
and the days are already getting cooler as 
autumn settles in.
Settling in too, after the hustle and bustle of 
Christmas, is the Personnel Division. Like the 
rest of the Navy, we have experienced a 
sizeable turnover of personnel as part of the 
annual end-of-year posting cycle. The new 
faces are already hard at work coming to 
grips with the many and varied issues we 
have on the go. High on the lengthy list of 
things to do is the work being done to 
examine the implications of the Glenn 
Review, and what it is going to mean in real 
terms for all of us in the years ahead. 
Meanwhile, the final agreed actions of the 
Submarine Integration Study team are due 
to be decided shortly; and the outcomes of 
the Uniform Survey can be expected soon. 
The new Personnel Communication Team 
kicks off a busy year with a visit to HMAS 
STIRLING and the New Submarine Project 
at the end of March; while staff from the 
Directorate of Sailors' Career Management 
are already out and about talking to as many 
of you as possible about the future direction 
of your careers.
Just a final word on the Seagoing Allowance 
Case which was so successfully concluded 
in December last year. The result was very 
very good for seagoing Navy people, both 
in terms of the increased allowance, and the

new tiered structure established which 
recognises and rewards extended sea service. 
None of this would have come about 
without the tireless efforts of the staff in the 
Directorate of Naval Service Conditions, and 
the well-considered advice of many others. 
The feedback we've received has been 
encouraging, and I hope we will see even 
more positive outcomes in the not too distant 
future.
Early next month I celebrate one year as 
ACPERS-N. What an eventful and 
interesting time it has been. I am constantly 
amazed at the breadth and complexity of 
issues dealt with by Personnel Division. For 
example, staff in the Medals Section receive 
something in the order of 7000 pieces of 
correspondence across their desks each year, 
most of it from retired officers and sailors 
asking to have their service recognised, or 
their decorations replaced. This we do for 
them free of charge.
Our people and their families, past and 
present, are very important to us, and I 
intend to continue to do everything possible 
to secure the best outcome on all the 
important personnel issues for everyone in 
the Navy.

R eg a rd s

Murray Torrzst

SEATALK is Published by Authority of ACPERS-N 

Editor LEUT Lorrae Blunden
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Conditions of 
Service

Outcome of the Seagoing 
Allowance (SGA) Case

The Seagoing Allowance (SGA) Case was 
heard by the Defence Force Remuneration 
Tribunal (DFRT) in Canberra on 11-12 
December 1995. The decision which was 
handed down was very favourable for 
seagoing Navy people, with a substantial 
increase to the allowance, and a change in 
the way in which it is paid.
This successful outcome was the result of 
eight months of intensive preparation on the 
part of staff from the Directorate of Naval 
Service Conditions (DNSC) and HQADF. 
Considerable consultation took place to 
gauge people's views on the dollar quantum, 
and how people thought the allowance 
should be paid. This information was 
analysed, and the case structure developed 
commensurate with the industrial principles 
which had to be followed, and the 
supporting evidence at hand. Visits to 
ADELAIDE, SWAN, TAILOR, CANBERRA, 
HOBART and BERMAGUI occurred in 
November 1995 to familiarise the Tribunal 
and the Department of Industrial Relations 
(DIR) with aspects of sea service pertinent 
to the case. Negotiations with DIR were 
undertaken in the first week of December, 
and a breakthrough occurred on Friday, 8 
December 1995, when agreement was

reached between the ADF and DIR. 
Essentially, this meant that the case could 
proceed to the Tribunal as an agreed matter, 
reducing the detail and quantity of evidence 
necessary and making the chances of 
endorsement by the Tribunal very much 
better. The hearing commenced on 11 
December 1995, and evidence was taken 
from two key witnesses: Vice Admiral 
Taylor (Chief of Naval Staff), and Rear 
Admiral Oxenbould (Maritime 
Commander). Witness statements were also 
provided by a number of other people in 
support of the proposed tiering and structure 
of the case.
The Tribunal handed down its decision on 
12 December 1995, with the operative date 
for the new rates and structure of SGA and 
Hard Lying Allowance being the first pay 
period after 12 December 1995. In handing 
down its decision, the DFRT stated: 'We 
welcome the...recognition that has been 
given by the Government to the valuable 
service given to the nation by those serving 
on Navy ships. We also welcome the 
recognition of the need for continued 
improvement of Service pay and conditions 
so as to ensure that the Defence Force can 
continue to attract and retain the highly 
skilled and committed personnel needed to 
maintain the nation's defences.'
The New Structure and Quantum of SGA 
The old structure of SGA was quite simple - 
it became payable on posting to a seagoing 
ship, and ceased when you were posted 
ashore. If your ship was in refit of duration 
greater than six weeks, the rate of SGA 
dropped to half the full rate. Similarly, if 
you served on a Minor War Vessel (which in 
the context of SGA meant a Torpedo 
Recovery Vessel or Mine Sweeper Auxiliary), 
then you only received the half rate of SGA 
during your posting, and this dropped to 
zero during a refit of that vessel.
The new SGA is tiered to recognise those 
who have served at sea longer. All ships in 
refit will receive SGA at the full rate, as well 
as people posted to a Minor War Vessel. This 
translates to the following rates:
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MAJOR WAR VESSELS Old Rate New Rate Increase
Tier 1: 0-4 years cumulative sea time $3,058.00 $6,000.00 $2,942.00
Tier 2: 4-8 years cumulative sea time $3,058.00 $7,300.00 $4,242.00
Tier 3: >8 years cumulative sea time $3,058.00 $8,300.00 $5,242.00

MAJOR WAR VESSELS IN REFIT AND MINOR WAR VESSELS
Her 1: 0-4 years cumulative sea time $1526.00 $6,000.00 $4,474.00
Tier 2: 4-8 years cumulative sea time $1526.00 $7,300.00 $5,774.00
Tier 3: >8 years cumulative sea time $1526.00 $8,300.00 $6,774.00

MINOR WAR VESSELS IN REFIT
Tier 1: 0-4 years cumulative sea time $NIL $6,000.00 $6,000.00
Her 2: 4-8 years cumulative sea time $NIL $7,300.00 $7,300.00
Tier 3: >8 years cumulative sea time $NIL $8,300.00 $8,300.00

What Does 'Cumulative Sea Time' Mean?
Cumulative Sea Time means the total time 
that you have accrued in your career whilst 
posted to a ship, including a ship in refit, 
minor war vessel or a submarine. Your 
experience up to now will count. Navy 
Office will work out how much cumulative 
sea time you have to date, and you will be 
placed in the appropriate tier.
Hard Lying Allowance (HLA)
To qualify for SGA, you must be posted to a 
ship. HLA is a daily payment to compensate 
those who suffer the disabilities of a sea 
going ship on an occasional basis, but who 
are not posted to one. To qualify for HLA, 
you must spend at least 48 hours living on 
board, at which time payment is made for 
the entire period, including the first 48 hours. 
Periods of less than 48 hours do not qualify 
for any payment. Under the new structure, 
the tiered arrangement will still apply - so 
experienced people will receive higher rates 
of HLA than those new to sea.
The rates of HLA are simply 1/365th of the 
annual rate of SGA. For example, if you have 
eight years of cumulative sea time and spend 
three days aboard a ship, you will receive 
$68.22 ($8300 divided by 365 = $22.74x3 days 
= $68 .22).

When Will I Get Paid?
Given that the SGA decision was handed 
down by the Tribunal in mid-December, and 
the Christmas break influenced pay dates 
over December, it will take a little while to 
bring in the more complex tiered SGA 
structure we now have in place.
To avoid delay, the new structure will 
therefore be implemented in two stages. The 
first stage will pay all people at sea at the 
first tier rate of $6000 p.a., including those 
in Minor V\&r Vessels or ships in refit. This 
should have been in your pay of 8 February 
1996. Navy Office will establish if you are 
in Tier 2 or Tier 3 as soon as possible, and 
will make a further adjustment to your 
allowance.
When Will SGA Be Reviewed Again?
This concludes the review of SGA, and it will 
not be reviewed again for some time. The 
allowance is, however, subject to any pay 
rises in the future. There are two incremental 
pay rises under work place bargaining 
scheduled for 1996 -1.6% in March, and 2% 
in October. SGA will therefore increase by 
these amounts, as will your basic salary. 
POC Directorate of Naval Service 
Conditions
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The ADF Activities Survey 
and the SGA Case

As was mentioned in the previous article, 
the Chief of Naval Staff and Maritime 
Commander were two important witnesses 
at the SGA case in December. A third key 
witness was Mr David Gilks, from INFuse 
Pty Ltd, the consultant company responsible 
for the ADF Activities Survey The SGA case 
was a good example of the success of 
collecting and presenting accurate and 
authoritative data. HQADF was able to use 
specific information extracted from the ADF 
Activities Survey project about working 
hours, days at sea, interrupted sleep patterns 
and other pertinent information. All of this 
data was of great assistance in obtaining a 
successful outcome.
In future Pay and Allowances cases, the 
need for such data will be even more 
important, as successive cases usually 
require comparative data to be presented. 
The ADF Activities Survey will continue to 
provide such information and allow very 
accurate assessment of what has changed 
in the ADF to provide justification for 
seeking increased remuneration.
POC DNSC

Submarine Escape Training 
Facility Allowance (SETFA)

The review of Submarine Escape Training 
Facility Allowance (SETFA) which 
commenced in June 1995 has been finalised, 
with a decision handed down on 19 
February 1996. The Defence Force 
Remuneration Tribunal (DFRT) has accepted 
that a substantial increase was warranted

due to the unique nature of the work 
undertaken in the facility, and that no direct 
comparison could be made with other ADF 
allowances.
Effective from 22 February 1996, the 
Instructor rate of $1 497 p.a. and trainee rate 
of $9.36 p.d. (maximum 100 days) has now 
increased to $5 000 p.a. for Instructors, $3 
333 p.a. for trainee Instructors, and $20.00 
p.d. for trainees performing SETF training 
ascents.
POC DNSC

CSO (ASAC) - Pay Group 
Increase

On 1 December 1995 the Defence Force 
Remuneration Tribunal (DFRT) awarded the 
CSO (Anti-Submarine Warfare/Anti-Surface 
Aircraft Controller) sailors a salary increase 
from Pay Group 4 to Pay Group 5. The 
increase was awarded to CSO Grade 2 (on 
successful completion of the ASAC course), 
CSO Grade 3, CSS and CSM sailors.
The award originates from a perceived pay 
anomaly that arose out of the Seaman's 
Category Restructure Study review when 
CSO(ASAC) sailors were aligned with CSO 
pay groups. The SCRS review aligned the 
ASAC course as a stream option for the 
Interm ediate CSO course. The DFRT 
decision on SCRS in October 1993 placed 
CSO Grade 2 sailors on Pay Group 3 and 
Grade 3 sailors on Pay Group 4.
Navy then sought a reassessment of the 
decision (on the pay group for CSO Grade 
2) and through CDF, presented new material 
regarding the training and increase in skill 
and responsibility inherent in CSO 
Intermediate training. As a result of the new 
evidence presented, the DFRT determined on 
24 December 1993 that Pay Group 4 should 
be allocated to CSO Grade 2 sailors.
Due to the perceived salary inequity 
affecting CSO( ASAC) sailors and the lack of 
volunteers to undergo ASAC training, the
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principle of SCRS relating to ASAC training 
was amended. ASAC training was removed 
from the intermediate stream training of CSO 
Grade 2 and restored to its pre-SCRS 
volunteer status for CSO Grade 2 sailors. 
This step recognised the ASAC sailor as a 
highly qualified sub-specialist of the CSO 
branch.
An ASAC pay submission seeking Pay 
Group 5 was then proposed and forwarded 
to HQADF in December 1994. At the initial 
review by the Employment Category Review 
Committee (ECRC) in February 1995, the 
ASAC submission was recommended for 
further action.
The ASAC case was developed in 
conjunction with HQADF (Pay and 
Conditions Branch), Directorate of Naval 
Warfare (DNW) and the Directorate of Naval 
Service Conditions (DNSC). Progression of 
the ASAC submission was delayed by the 
development of the ADF Pay Structure 
Review during 1995. The case was finally 
approved by the DFRT on 14 November
1995, with an amending Determination 
issued on 1 December 1995.
POC DNSC

Reasonable Benefit Limits - 
Uncovering the Mystery

Many members of the DFRDB and MSBS 
would have heard talk about Reasonable 
Benefit Limits (commonly called RBLs), and 
they are a matter of topical interest to many. 
What are RBLs?
RBLs are the maximum benefit that you can 
get and still receive concessional (ie. 
reduced) tax treatment. There are two types 
of RBLs - a lump sum RBL and a pension 
RBL. For the financial year ended 30 June
1995 the lump-sum RBL was $400,000 and 
the pension RBL was $800,000.
RBLs will be indexed each year according to 
Average Weekly Ordinary Time Earnings 
and for the financial year ending 30 June

1996 the lump-sum RBL increases to 
$418,000 and the pension RBL increases to 
$836,000.
What has changed?
Prior to 1 July 1994 RBLs were linked to 
salary and the period of service, however 
legislative changes have introduced the flat 
dollar limits outlined above. To reduce any 
disadvantages that may result from the 
introduction of the flat dollar limits, the law 
provides for special transitional 
arrangements.
What are these transitional arrangements?
Transitional arrangements may apply if a 
member can establish that their RBL under 
the old provisions is higher than the 1994- 
95 flat dollar limits outlined above. A 
member in this situation has what is referred 
to as a Transitional RBL (TRBL).
Who should apply?
A number of conditions must be satisfied in 
order to qualify for a TRBL, these include 
the age of the member, the Highest Average 
Salary (HAS) and the value of vested 
superannuation benefits, all as at 30 June 
1994.
Highest Average Salary is the highest 
average of any three consecutive financial 
years of income during a member's working 
life, up to and including the year ended 30 
June 1994.
A quick test to establish possible eligibility 
to a TRBL is to multiply Highest Average 
Salary by the figure shown as 'Greater Old 
RBM' on the 1995 information statement. 
Should this amount be greater than $400,000 
application for a TRBL should be made to 
the Tax Office.
This is not a conclusive test, and other 
factors such as your age will have to be taken 
into account when determining eligibility. It 
does however indicate that the least complex 
of all the conditions has been met.
How to fill out a TRBL application form. 
For guidance, members should carefully 
read the ComSuper leaflet which was 
enclosed with the 1995 inform ation 
statement, and if less than age 50 at 1 July
1994, the 1995 Ready Reckoner will need to
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be used to obtain the details needed to 
complete the application form.
1995 Ready Reckoner Discs have been issued 
to all Ships and Establishments, and TRBL 
application forms are available from the Tax 
Office.
The Tax Office help line can provide further 
assistance on 13 28 64. Applications must 
be submitted by 31 December 1996.
POC DNSC

MWOF Review

A review of the conditions of service 
applicable to those ADF members without 
dependants (referred to as members without 
family, or MWOF) has been underway for 
several years, and has been subject to many 
delays in that time. In December 1995, the 
Minister for Defence Science and Personnel 
agreed to implementation of a number of 
changes to conditions of service resulting 
from the review, the details of which have 
already been widely announced in 
December and January. The Minister also 
endorsed the conduct of a review into wider 
housing policies following earlier work 
within Defence and by consultants. 
Changes relating to accommodation policies 
generally and the MWOF Review include:
• Extension to Home Purchase/Sale 

Expense Allowance (HPSEA) to 
MWOF on the same basis as for 
members with family (with effect 
from 10 December 1995). Legal cover 
for the change is currently being 
drafted and is expected shortly.

• MWOF access, on same basis as for 
members with family, to full 
removals and storage, Disturbance 
Allowance, Isolated Establishment 
Allowance (IEA), District Allowance 
and Temporary Accommodation 
Allowance. The intention is to 
implement these changes by mid-
1996.

• The introduction of the remaining 
elements of common accommodation 
assistance packages, including the 
splitting of the rations and quarters 
charge, the introduction of a 'pay as 
you eat7 rations charging system and 
broad alignment of MWOF 
accommodation assistance with the 
assistance available to members with 
families, is to be further developed in 
the context of the wider review of 
housing and accommodation 
assistance policies (the review team 
is due to report in late-1996).

• The loan available under the ADF 
Home Loan Assistance Scheme is to 
be raised from $40,000 to $80,000. 
This will require a change to the 
legislation governing the scheme, and 
is not likely to be implemented at 
least until the second half of this year, 
depending on the Government's 
Parliamentary program. The detail of 
the legislative changes has not yet 
been finalised, and implications for 
members who have an entitlement 
under the Defence Service Home 
Loan Scheme (the old scheme) are still 
under consideration.

The concern of personnel regarding the 
uncertainty associated with the changes is 
appreciated, however resolution of these 
matters requires significant external action. 
Every effort is being made to implement the 
changes as expeditiously as possible.
POC DNSC

’Do It Yourself 
Remuneration Calculator

Back by popular demand, the following table 
is intended to give you an idea of what your 
current employment package is actually 
worth per annum. This is a useful exercise 
if you are contemplating a move into the 
civilian work force.
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Simply transcribe the information you have divide the fortnightly rate shown in the SVA 
on your Salary Variation Advice (SVA) into by 14 and multiply by 365. (Fortnightly $/ 
the table below. To work out an annual rate, 14 x 365 = $ Annual)

INCOME WHERE TO LOOK $ ANNUAL

Salary SVA $

Service Allowance SVA $

UMA SVA $

Seagoing Allowance SVA $

Submarine Service Allowance SVA $

Hard Lying Allowance SVA $

TRA SVA $

LOA Accounts Office $

Diving Allowance SVA $

Clearance Diving Allowance SVA $

Separation Allowance SVA $

Isolated Establishment Allowance Accounts Office $

Flying Allowance SVA $

Other Allowances SVA/Accounts Office $

Medical and Dental Estimate of Service $2,000.00

DFRDB/MSBS - Employer 
Contribution

The latest amount shown on 
your member's statement $

TOTAL PACKAGE $
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Additionally, there are many other 
conditions we in the ADF enjoy, and which 
should be assessed against any outside 
packages. You should determine the 
relevance of these to your personal 
circumstances. Some examples are:
Leave
• Leave Travel to NOK, Seagoing 
Leave, Extra Recreational Leave, Flying 
Leave, Compassionate Leave.
Travel
• Reunion Travel, Compassionate 
Travel, access to Service travel for non-duty 
travel, Duty Travel, Isolated Establishment 
Allowance, Remote Locality Leave Travel. 
Education
• Education Allowance, Extra Tuition 
Allowance.
Removals
• The removal, packing, storage and 
delivery of furniture and effects, TAA, 
Telephone Reconnection, Pet Relocation 
Allowance, Disturbance Allowance, 
Housing
• Defence Service Home Loan, ADF 
Loan Assistance Scheme (HomeOwner), 
HPSEA, Subsidised Rations and Quarters, 
LOA, Living Out Away from Home 
Allowance, TRA, MQ Rent (GRS).
Medical and Dental
• Medical and dental costs over and 
above the estimated amount shown in the 
table.
Superannuation
• Your Superannuation Scheme, in the 
space available, cannot be discussed due to 
the complexities of the schemes. In case of 
doubt, contact COMSUPER on (06) 252 6336. 
POC DNSC

Uniform Maintenance 
Allowance (UMA) - Proving 

Your Tax Claims

The Australian Taxation Office (ATO) would 
like to clarify the issues raised in an article 
published in the summer edition of 
SEATALK about receipts for dry cleaning 
and laundry claims.
What is required?
If you wish to claim a work expense, the 
substantiation legislation states that you 
must get a document (usually a receipt) from 
the supplier that sets out the:
• supplier's name,

• amount,

• nature of the goods or services and,

• date the expense was incurred.
The description of the goods or services 
should have enough detail to indicate 
whether the item was work related or 
private. For example, a receipt which 
describes the goods purchased as 'sales’ does 
not indicate what was purchased. A receipt 
which describes the purchase as 'books' does 
not indicate whether the books purchased 
were work related or private. However, a 
receipt stating the title of the book (eg. 'Naval 
Strategies') clearly details the exact nature of 
the purchase.
In certain circumstances, the Commissioner 
may exercise his discretion to allow an 
expense without the required written 
evidence. For example, if all but one of your 
fortnightly dry cleaning receipts stated

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.



11

'uniform skirt', the Commissioner may 
exercise his discretion to allow your claim 
where the receipt stated only 'skirt'. 
However, each case must be considered 
individually and will depend on the nature 
and quality of other evidence you have to 
prove your claim. It is important to ensure 
your receipts have adequate detail, as this 
discretion is only exercised in exceptional 
circumstances.
If the supplier's description is inadequate, 
can I write the description myself?
Changes made to the substantiation rules 
mean that you may now write the nature of 
the goods or services on the receipt yourself. 
This must be done before you lodge your tax 
return for the year. The other details must 
still be recorded by the supplier. This change 
only applies for expenses incurred on or after 
1 July 1994.
Do I need separate receipts for each item?
No, it is acceptable for several items to be 
included on the same receipt provided each 
item is listed individually. For example, a 
receipt which states only 'groceries $76.45' 
would not be sufficient because the amount 
paid for each item cannot be determined. 
How to substantiate small claims without 
receipts.
An alternative method of proving your 
claims is to make record of the details 
yourself. A diary is useful for this. You must 
record the same details that are required for 
a receipt. However, you may only use this 
method for expenses that are less than $10 
and where the total of your expenses proved 
in this way are less than $200.
Exceptions from substantiation.
If the total of your work expenses is less than 
$300, you may claim them without getting 
written evidence. This $300 limit includes 
laundry and dry cleaning expenses. 
However, even if your work expenses are 
more than $300, you may still claim up to 
$150 of laundry expenses without getting 
written evidence. A laundry expense 
includes the cost of washing, drying or 
ironing clothing, but does not include dry 
cleaning. Tax Pack contains a table to help

calculate your laundry expense. If your 
claim for laundry expenses is greater than 
$150 you must substantiate the total amount, 
not just the excess (unless your total work 
expenses are less than $300).
The $150 laundry exception does not 
increase the limit to $450. For example, if 
you want to claim laundry expenses of $140 
and union dues of $200 you must 
substantiate the union dues expense because 
the total of your work expenses is greater 
than $300. However, you don't need to get 
written evidence of the laundry expenses. 
Even if you don't have to get written 
evidence for your work related expenses, 
you still need to be able to show how you 
calculated your claim.
POC DNSC.

"9{pu> let me get this straight...We hired you to 
6aBysit the /(ids, and instead you cooked and 

ate them 6oth?"
Cartoonist G. Larsen Printed by Permission of Universal Press Syndicate
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Career

NMS 2010
In the past, the Navy's approach to its 
requirement for people was decided in small 
steps. Each step looked at one specific area, 
such as a review of a particular category, or 
the need for more people because of a new 
class of ship. Navy was reactive in its 
im plem entation of change, and these 
changes too often reflected short-term issues. 
There was no overall plan which indicated 
the future size and shape of the RAN.
This way of doing business was fine in years 
gone by, however in today's highly 
changeable world, it no longer meets our 
needs. Navy is undergoing a significant 
change to its seagoing forces, with five new 
classes of ship planned by the year 2005. By 
that stage, helicopters will operate from 
most ships, and a new type of helicopter will 
be in service. This new force means a shift 
is needed in the way Navy operates and 
provides support to the fleet, and this is 
where the Naval Manpower Strategy 2010 
(NMS 2010) comes in.
NMS 2010 aims to develop a direction for 
Navy's people, their employment and 
management to the year 2010. Thus far, the 
work has concentrated on examining factors 
that will affect the strategy. The study team 
commenced operations in August 1994, and 
an initial report was produced in December
1994. Phase 2 of the study started in 
February last year.
At the same time that NMS 2010 is 
considering the issues involved, there are 
many other complementary reviews 
happening or just completed. The Glenn 
Review has recently been published. As a 
result of its recommendations, the terms and 
conditions of employment for uniformed

people may alter considerably over the next 
15 years. Also, the Chief of the Defence Force 
has recently announced major changes to 
command arrangements for the Defence 
Force. A review of the recruiting organisation 
has just completed, and a Parliamentary 
inquiry has recommended major changes to 
the way officers are educated. Within Navy, 
the following reviews are complete: the 
Supply Officer 2003 Report, the Future 
Warfare Officers study, and the study into 
the Administration Primary Qualification for 
officers. In the medium to long term, these 
reviews will introduce different ideas that 
change the way business is conducted. 
What future should Navy prepare for? In 
Australian society there are many issues 
affecting the future of work. This requires 
strategies for tomorrow, strategies that 
predict where the greatest changes are likely 
to occur, what they are likely to be, and what 
impact they will have on the RAN. NMS 
2010 is concerned with Navy's future total 
work force, including the use of Reserves and 
civilians, as well as issues such as the shore 
support required for future ships and future 
shore basing.
NMS 2010 will provide a strategy later this 
year that will be used to develop action 
plans. Tomorrow's Navy will be very 
different from today's, and it is vital for the 
future of the Navy that we manage well the 
changes facing us using the direction 
provided by initiatives like NMS 2010.
POC LEUT M. Schelling (06) 265 3398.

Out With the Old - In With 
the New

Sailors' Record of Training & Employment 
(RTE) Books
The first of the new style Sailors' Record of 
Training and Employment (RTE) books was 
issued on 1st February 1996. This was the 
first change to the RTE since its inception in
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October 1975. The original RTE was 
introduced following the 'SAILSTRUC 
SEVENTY REPORT', which recommended 
that a log book be issued to all members of 
the RAN. This log book was to include all 
promotions, postings and a detailed 
employment history. With the introduction 
of Civilian Accreditation for many RAN 
courses, major changes to Naval training, 
and the rationalisation of many categories, 
an internal review was undertaken by RTE 
staff in late 1994 to modernise and update 
the RTE book format. The outcome was a 
new, more presentable book designed to 
reflect the professionalism of the RAN, as 
well as meet the high demands and 
expectations of future civilian employers. 
With the capabilities of today's computer 
software, the decision was made to produce 
the RTE entirely 'inhouse', with considerable 
savings in production time and cost.
The Old and the New Compared 
The old book consisted of a blue A5 vinyl 
folder containing an introduction page, 
member's service details, certificates for 
RAN training and a detailed employment 
history. The new RTE differs from the old 
format dramatically, being contained in a 
black leather look A4 vinyl binder gold 
embossed with the RAN crest and the 
inscription 'ROYAL AUSTRALIAN NAVY 
CAREER'. All inclusions are colour laser 
printed on A4 paper and placed in plastic 
folders. It retains the same sections as before, 
but also includes a list of courses completed 
(most recent first) and a section for civil 
accreditation certificates. The new issue RTE 
is now in production for members paying 
off on or after 1 February 1996.
Initial Issue
Apart from the final issue RTE, there is also 
an Initial RTE. This is available to Sailors 
who have more than 3 years effective service. 
The Initial RTE contains course certificates 
and certified true copies of civil accreditation 
certificates only. It can assist in producing a 
resume and the civil accreditation certificates 
can be used in obtaining exemptions when 
enrolling for tertiary studies. Initial Issue

RTE books will not be issued within six 
months of a member's dischaige date. 
Applying for RTE
The Initial and Final issue RTE are not an 
automatic entitlement, members must make 
an application for an RTE issue. Before 
doing so, members should read 'Record of 
Training and Employment' in either DI(N) 
PERS 43-5 or the newABR 10. These contain 
members' entitlements and an in-depth 
description of RTE. Application for RTE 
must be made through your Personnel or 
Ship's Office. Your RTE will be compiled 
from service history details in your PH4. IS 
YOURS ACCURATE AND UP-TO-DATE? 
Officere' RTE
Currently only Senior and Junior Sailors are 
entitled to an RTE. An Officers' Career 
History book is currently being developed 
using a similar format to the current Sailors' 
RTE.
POC POSY M. Chambers DSCM (06) 265 
4503

Communications Study
Few branches in the RAN can boast the 
tradition and history of the Communicators. 
Derived directly from Royal Navy 
antecedents, Radio Operators, for example, 
have been tweaking transceivers and 
manipulating codes since 1898 when radio 
first went to sea in a warship.
In many ways, the Branch has anticipated 
modern personnel policy. Historically, it had 
the highest proportion of females (32% in 
1980), has always had a Joint perspective, 
and possessed a strong civilian component. 
Nevertheless, fifty years have passed since 
the invention of the electronic transistor and 
developments over the last ten years, in 
particular, are nothing short of breathtaking. 
The volumes of m ilitary inform ation 
available for exchange are growing 
exponentially. The end user is demanding 
greater immediacy, flexibility, access and
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functionality than were ever dreamed of 15 
years ago.
In response to these pressures for change, 
the Deputy Chief of Naval Staff (DCNS) has 
approved a 'scoping study7 to review 'the 
future organisational structure, training and 
staffing requirements for RAN 
communications/
The study is being undertaken by a team of 
four, which travels under the acronym 
RANCORS. Consultation is the key element 
in the team's work. Any change to which 
the RAN subscribes will be incremental 
rather than sudden and will flow from, and 
not precede, other work currently under 
way, in particular NMS 2010. A change 
process will be recommended which is 
staged in a way that can be comfortably 
accommodated and administered.
The future organisational structure of RAN 
communications must be responsive to the 
information age and be capable of exploiting 
its opportunities. In this context, the 
communicator of the future will not survive 
unchanged for a hundred years as they did 
in the past.
Recommendations arising out of the study 
are expected to be released within the next 
few weeks.
POC WORS T. Froome (06) 266 3257

RANSC: 
Staff College

Twice a year, for 16 years, the Navy has 
conducted a course at its Staff College in 
HMAS PENGUIN to prepare officers for the 
wide range of command and staff 
appointments in the rank of Lieutenant 
Commander and Commander. Up to 35 
officers from the Navy, Army and Air Force, 
the Australian Public Service, and foreign 
military forces have participated in each 
intensive 23-week program which covered 
the requirements of Defence administration 
and m ilitary staff skills, management,

strategic studies and international relations, 
and military operations and defence studies. 
The RAN Staff Course (RANSC) is also the 
only opportunity that many RAN officers get 
to study management as middle-to-senior 
managers. Until quite recently the depth and 
standard of material in all areas of the course 
were considered more than satisfactory for 
the intended purpose, and this conclusion 
was vindicated by the 1995 recognition of 
the existing course as a Graduate Certificate 
in Management Studies. However, there has 
been an increasing awareness of a need to 
prepare Navy officers to lead and manage 
in a complex, and continually changing 
environment. Coupled with an 
acknowledgment of the 1995 Karpin 
Committee conclusion concerning the 
inadequacy of Australian managers' 
development, this resulted in a view that, 
while the accreditation was good news for 
more than 700 past graduates of the RANSC, 
it would not satisfy the need to improve the 
level of management education to ensure 
that naval officers were adequately equipped 
to deal with the environment in which they 
will have to manage tomorrow's Navy. The 
upshot was that in July 1995 it was decided 
to integrate an appropriate Graduate 
Certificate in Management with the existing 
staff course.
The intention is to enter a contract with a 
provider of tertiary education for a 
specifically tailored program covering the 
major areas of higher management to 
significantly enhance material in the present 
course. Much of the Graduate Certificate 
material will be consistent with the 
contractor's existing courses, but there will 
be sufficient military and public service 
flavour to ensure that the product reflects the 
environment in which officers will have to 
manage after graduation. Areas to be 
covered in the course are expected to include 
a selection from management theory, human 
resource management, strategic planning, 
quality and productivity, law, change 
management, financial management, 
operations management, and the use of 
information technology.
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The RAN is insisting that the Graduate 
Certificate be indistinguishable from those 
provided by the contractor to other groups 
of students. The program therefore will 
provide successful RANSC students with 
entry into follow-on education in the 
management field, and articulation into 
Graduate Diploma or Masters programs. 
Similarly, past graduates of the RANSC are 
expected to gain some advanced standing in 
a follow-on Graduate Diploma or Masters 
degree program sponsored by the contractor. 
The first new-style Staff Course will 
commence in January 1997 at HMAS 
PENGUIN. An academic or specific 
management background is not necessary 
for success at RANSC, and all who attend 
the staff course gain significant benefit from 
their participation - plus, in future, a 
Graduate Certificate awaits successful 
students.
This exciting initiative will be an important 
contribution to the development of naval 
leaders and managers of tomorrow, and in 
meeting Navy Goal 5 - 'achieve world class 
leadership and management skills and 
professional standards.' Lieutenant 
Commanders and senior Lieutenants are 
strongly encouraged to advise DNOP of their 
willingness to volunteer.
POC LCDR Eastman NTC (059) 507 618

RANSTS: 
Staff Training School

The RAN Staff Training School (RANSTS) 
was formed at HMAS CRESWELL in mid- 
1993, based on the provision of the Junior 
Officers' Staff Course, which has been 
conducted since 1987. Rapid growth of the 
RANSTS saw the addition of the South 
Pacific Officers' Course and the two phases 
of the Senior Sailors' Advanced Staff Skills 
Course to the School's training program. 
The RAN Staff Training School's vision is to 
be regarded throughout the RAN and the

ADF as a professional and competent 
provider of staff skills training and as a 
centre of reference on staff work issues. The 
consolidation and fine-tuning of this new 
structure and training program continues. 
RANSTS Courses
Junior Officers' Staff Course (JOSQ
JOSC is an intensive four-week course that 
has been conducted at Training Centre 
CRESWELL since 1987. It provides Junior 
Officers with the staff skills required to 
competently fill staff work billets. A number 
of Department of Defence civilians and 
overseas officers are included in the training 
program. The course is also completed by 
former Senior Sailors and Warrant Officers 
as part of their transition to commissioned 
rank.
South Pacific Officers' Course (SPOQ
The RANSTS component of the SPOC is a 
two-week English communications skills 
course conducted in conjunction with the 
Pacific Patrol Boat Project under the Defence 
Cooperation Program. It aims to hone the 
English communication skills, both written 
and oral, of participating South Pacific 
Officers, prior to their attendance at the 
Australian Maritime College, Launceston. 
Senior Sailors' Advanced Staff Skills 
Course Phase 1 (SSASSC1)
The SSASSC1 is a flexible correspondence 
course completed in six to eighteen months, 
depending on student commitments. It 
covers the basic elements of clear English 
expression as well as Service writing 
conventions. It is a course that has 
undergone considerable refinement since its 
introduction, and is a prerequisite for the 
Phase 2 course.
Senior Sailors' Advanced Staff Skills 
Course Phase 2 (SSASSC2)
The SSASSC2 is a three and-a-half week 
course designed to build on the SSASSC1 in 
addressing a broader range of staff and 
management skills. From 1996 it will be a 
promotion prerequisite for promotion to 
Warrant Officer.
POC LCDR R. Harrod OIC RANSTS (044) 
298 912
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Review of Administration 
Officers Completed

A study into the future of the Administration 
(AD) Primary Qualification for officers was 
recently completed by CMDR Sandy 
Coulson. The review made a number of 
recommendations, the majority of which 
were agreed by the Chief of Naval Staff 
(CNS) on the basis that the principal 
determ inant for retaining uniformed 
personnel is the requirement to serve at sea, 
or to have had that military experience. 
Given there is no requirement for AD officers 
to serve at sea, and as all officers now have 
common career opportunities, some of the 
agreed recommendations are as follows:
• all AD billets should be assessed as 

part of Navy's Manpower Required 
in Uniform;

• that there be no more recruiting or 
transfers to the AD PQ;

• junior AD officers should be 
encouraged to transfer to a sea going
PQ;

• those AD officers who wish to remain 
members of the AD PQ should be 
permitted to do so without career 
penalty; and,

• that accreditation for AD officers 
training and employment be 
finalised.

A signal was recently released (DEFNAV 
CANBERRA WOB 042229Z Feb 96)
announcing the findings of the study, and 
further information will be promulgated as 
recommendations are finalised. DNOP now 
has carriage of the AD study, and any AD 
officer who requires guidance on their career 
options following this review should contact 
their DNOP career manager.
POC CMDR S. Manning DNOP (06) 265 
2195.

Selection for Promotion to 
Warrant Officer

The policy relating to the promotion of 
sailors to the rank of Warrant Officer was 
updated in April 1993. The revised policy 
differs considerably from the previous 
method of promoting to the Warrant Officer 
rank.
The Senior Sailors' Advanced Staff Skills 
Course (SSASSC) was introduced to develop 
staff and management skills of senior sailors 
prior to promotion to Warrant Officer. 
Commencing with the 1996 Warrant Officer 
Promotion Board (WOPB), successful 
completion of the SSASSC is required to be 
considered for promotion.
Effective 1 April 1993, all Chief Petty Officers 
converted to bi-annual reports required on 
30 April and 31 October each year until they 
have attained three years seniority. Reports 
for Chief Petty Officers with more than three 
years seniority are required annually on 30 
April each year.
The method of calculating the initial order 
of merit for the WOPB has recently been 
amended as follows:
• Chief Petty Officers with four or more 

years seniority - MAT score 
calculated using the scores from all 
fully assessed Forms PERS1 rendered 
in the four years preceding the 
Promotion Board; and,

• Chief Petty Officers with less than 
four years seniority - MAT score is 
calculated using the scores from all 
fully assessed Forms PERS1 rendered 
since promotion to Chief Petty 
Officer.

The promotion recommendation from the 
latest PERS1 report will be used by the 
Promotion Board.
The full policy outlining the policy for 
promoting sailors to the Warrant Officer rank 
was recently distributed to all Commands 
undercover of DGNM minute N92/27516
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(70 / 96) of 5 Feb 96. All senior sailors should 
fam iliarise themselves with the pre
requisites required for promotion to Warrant 
Officer and the policy relating to the SSASSC. 
POC DSCM (06) 265 1278.

Transfer to the ANR
The Australian Naval Reserve (ANR) is 
divided into two components:
• The Naval Active Reserve, for which£

there is an annual training obligation, 
comprising the General Reserve and 
the Naval Ready Reserve.

• The Naval Standby Reserve, 
members of which do not have any 
training obligation.

Members of the PNF wishing to render 
Reserve service should, prior to discharge, 
submit a completed Form PE 6 through their 
Commanding Officer to DSCM or DNOP as 
appropriate, requesting transfer to the 
Australian Naval Reserve on cessation of 
their PNF service. The application must 
specify the component of the ANR to which 
they are seeking transfer, noting that the 
Standby Reserve is only open to officers of 
Lieutenant rank and above and sailors of 
Able Seaman rank and above. Once a 
member has been engaged or appointed in 
the ANR, movement between the various 
components, subject to billet availability in 
the active components, can be achieved by a 
relatively simple administrative process.
On 31 May 1995, the Chiefs of Staff 
Committee agreed to change the terminology 
used to describe the various organisational 
components which make up the ADF. The 
aim was to ensure that the use of a term to 
describe a part of the ADF in any one Service 
would mean the same thing in all three 
Services - a situation which did not 
previously exist. The term Standby Reserve 
is to be used to encompass the former 
Emergency List of Officers (R ANEM) and the 
Australian Fleet Reserve (RAFR). The terms 
RANEM and RAFR are obsolete, have no

basis in law and are not to be used. The use 
by officers of the post nominal RANEM can 
no longer be countenanced. All officers of 
the Australian Naval Reserve must use the 
post nominal RANR.
POC Director General of Reserves-Navy.

Senior Sailors’ Staff Skills 
Course

The Senior Sailors' Advanced Staff Skills 
Course (SSASSC) was introduced in 1993 
with the aim of further developing the 
administrative and management skills of 
senior sailors prior to promotion to the rank 
of Warrant Officer. Successful completion 
of the SSASSC is a prerequisite to be 
considered for promotion to the rank of 
Warrant Officer commencing at the 1996 
Warrant Officer Promotion Board (WOPB). 
The course comprises two phases. SSASSC1 
is a correspondence course comprising four 
modules completed prim arily in the 
students own time. SSASSC2 is a 17-day 
residential course conducted at HMAS
CRESWELL.
Senior sailors may nominate for SSASSC1 
using Form PT115 which is to be forwarded 
to HMAS CRESWELL. SSASSC2 is selected 
from the those personnel who have 
successfully completed SSASSC1. The order 
of merit is determined using the scores 
derived from Forms PERS1.
All Chief Petty Officers and Petty Officers 
are eligible to undertake the SSASSC. In the 
case of Petty Officers, they are required to 
have attained three years rank seniority prior 
to SSASSC1 commencement.
Full details on the SSASSC where 
promulgated undercover of DSCM minute 
N93/30980(3), (5423/95) dated 22 December
1995. All senior sailors are encouraged to 
familiarise themselves with the SSASSC 
policy.
POC DSCM Promotion Policy Cell (06) 265 
3950.
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family

Defence Community 
Organisation

A new organisation, the Defence 
Community Organisation (DCO) will 
commence operations on 1 July 1996. The 
DCO will provide a comprehensive range 
of social work, family liaison and education 
support services and related programs to 
enhance the wellbeing of ADF personnel, 
their families and communities.
The DCO is the result of a review into ADF 
Personnel and Family Support Services that 
was completed in 1994 by Ms Valerie Pratt. 
The review concluded that the ADF had the 
potential to provide an excellent service to 
the ADF members and their families, but that 
it could be done more efficiently and 
effectively by establishing a single 
organisation to deliver these services.
The DCO will consist of an amalgamation 
of all Defence social workers, Regional 
Education Liaison Officers and Family 
Liaison Officers who are currently working 
in the existing family support organisations. 
These family support organisations include 
the Naval Personal Services Organisation 
and the Australian Defence Family 
Information and Liaison Staff.
The new organisation will consist of a 
headquarters in the HQADF Personnel 
Division headed by a Director General 
(Colonel equivalent), regional managers in 
each state and area teams consisting of social 
workers and Family Liaison Officers. Each 
area team will have access to a Regional 
Education Officer. These teams will be

tasked by, and where practical collocated 
with, the relevant single Service support 
agency. In the case of Navy, this will be the 
Navy Personnel Services Organisation. 
Approximately 160 people will come into the 
new DCO, bringing with them a wealth of 
experience and skills and a commitment to 
professionalism, responsive service and 
teamwork. This will ensure the best possible 
service to the men and women of the ADF 
and their families.
POC CMDR S. Coulson (06) 266 4441.

Review of the Defence 
Child Care Program

The Defence Child Care Program, available 
to military and civilian Defence personnel, 
has grown rapidly since it was established 
in 1991. Defence provides approximately 
$1.6m per annum for child care, both in 
facilities and operational support. There are 
currently 13 employer sponsored long day 
care centres, and family day care places in 
six locations.
To maximise the benefits available to 
Defence from its investment in this program, 
and to ensure that effective and efficient 
procedures are in place to enable provision 
of high quality services, a review of the 
Defence Child Care Program is being 
undertaken by SQNLDR A. Schwonberg, 
under the guidance of the Defence Child 
Care Advisory Committee.
During the course of the review, SQNLDR 
Schwonberg will be visiting Defence Child 
Care centres to talk to Directors, 
Management Committees and users. She 
will also be consulting local commanders, 
Community Development Officers and as 
many other people as possible who are 
involved with, or have an interest in, 
Defence child care.
The objectives of the review are to:
• assess the adequacy of current 

management, practices and
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arrangements and identify measures 
which, if implemented, would 
enhance the quality of child care 
services available to Defence 
employees;

• identify the appropriate level and 
type of resources required; and,

• specify how the resources are to be 
provided.

To achieve the objectives, the review will 
address the extent to which the Defence 
Child Care Program meets the needs of the 
single Services and military and civilian 
Defence personnel, including those families 
with special needs children.
The review aims to identify factors or issues 
which impede or adversely affect the 
provision of high quality child care. It also 
aims to identify options and comment on the 
most appropriate model to supply further 
child care places.
Other issues that will be addressed include:
• funding and resource provision;
• types and levels of support available 

to centres;
• management models and training/ 

expertise required for successful 
management; and,

• legal liabilities and responsibilities. 
The review commenced in February, and the 
final report is due by 31 May 1996.
POC SQNLDR A. Schwonberg CP3-7-74 (06) 
266 4428, fax (06) 266 4440.

Become an Instructor in the 
Naval Reserve Cadets

The Naval Reserve Cadets (NRC) is a 
voluntary youth organisation sponsored by 
the RAN for young people who are taught 
the skills associated with citizenship, 
leadership and seamanship. Like any other

organisation that depends upon the 
goodwill and involvement of the 
community there is always a pressing need 
for volunteers who are willing to become 
instructors.
Serving and Ex Naval personnel have a lot 
to offer the NRC, and as there are 72 Units 
around Australia, there is plenty of scope 
for those who are prepared to give of their 
time and pass on some of their skills and 
Naval knowledge to young people. Parades 
are usually held on a Saturday afternon, 
and the training syllabus includes 
seamanship, navigation, physical training, 
shooting, sporting activities and other varied 
subjects. Many Cadets go on to have 
worthwhile careers in the RAN, while others 
successfully move on to diverse areas of 
employment. However, nearly all Cadets 
develop into better citizens as a result of the 
knowledge and experience they gain in the 
movement.
If you are interested in being a part of the 
Naval Reserve Cadet Movement, and would 
like further information, please contact the 
Cadet Liaison Officer in your State.
POC Staff Officer Naval Reserve Cadets, 
Naval Support Command, Locked Bag 12, 
Pyrmont NSW (02) 563 1668.

H(oad 'Test - WhfpS
Commander Terry Morgan, whose previous 
posting was CO of HMAS HARMAN, is 
the new Director of Naval Personal Services. 
SEATALK took the opportunity to find out 
about the Directorate, and what it does, from 
its new boss.

What is the Directorate of Naval Personal 
Services (DNPS) and what does it do?
The Directorate is many faceted, and covers 
policy and interpretation across the whole 
spectrum of non-financial conditions of 
service. Non-financial conditions cover such
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things as medals and awards; the RAN 
sponsored child care system; resettlement 
training packages, seminars and 
resettlement travel; and advice and policy 
input to compensation, rehabilitation and 
superannuation matters. Additionally, 
DNPS influences the HQADF policy on 
housing and accommodation issues 
including DHA, TRA, LOA etc.
Anything Else?
The eleven Personal Services Offices around 
the country are operationally controlled by 
DNPS. When you make out your Will it is 
sent to DNPS for retention, and in the 
unfortunate event that it may be needed, 
DNPS also looks after that. The Overseas 
Administration Cell takes care of Navy's 
many long term postees in "exotic" parts of 
the globe. You've heard of the EEO and 
GWR (Equal Employment Opportunities 
and Good Working Relationships) programs 
- all run in DNPS. If you ring LIFEGUARD, 
you will speak to one of our trained 
operators in DNPS.
Speaking of LIFEGUARD, is it still going?
Of course, calls are still coming in, and it 
continues to provide a very worthwhile 
service. Don't forget that LIFEGUARD isn't 
the last resort if you encounter 
uncomfortable circumstances in the 
workplace or elsewhere. If you are just not 
sure and want to shoot the breeze about 
GWR issues, our operators can put you on 
the right track. You will be given 
information about your rights and the 
avenues available to you for further action 
if desired.
CISM - What is that all about?
A number of people will have been involved 
in critical incident stress management, or 
CISM as it is more commonly called. Put 
simply, it is a rapid intervention program 
incorporating mobile teams of specially 
trained psychologists, social workers and 
serving members who arrive at the area of a 
substantial incident or accident involving 
Naval people to assist them to cope with the 
extraordinary circumstances. Intervention 
of this type has proved most beneficial to

the normalising process of many people 
subject to various forms of trauma.
Where can I find out about the help 
available to me?
Two directorates, DNPS and the Directorate 
of Naval Service Conditions (financial 
conditions such as salary and allowances) 
jointly oversee the vast majority of the 
conditions of service that impact on our 
Naval lives. If you are not sure about 
entitlements or conditions, your first ports 
of call are the Divisional Officer, the pay/ 
accounts office, or your PSO for removals, 
social work etc. If you have a curly 
circumstance that just doesn't seem to fit any 
of the regulations, then you should seek the 
assistance of DNPS or DNSC, through your 
CO, whose staff will assist with the 
paperwork. Although it's now due for 
update, the Personnel Inform ation 
Handbook is also a good source of 
information.
POC DNPS..

Buying a Mobile Phone
Whether you want it for emergencies, 
business or just to keep in touch with friends 
and family, a mobile phone can be very 
handy - but there are traps. Picking the 
wrong phone, the wrong network or the 
wrong 'calling plan' can be an expensive 
mistake. Here are a few tips.
• For low-volume and emergency 
users, analogue phones are still a viable 
option - handsets are cheap and there's still 
another four years before the analogue 
network is shut down.
• Make sure the tariff plan you select is 
most appropriate for your anticipated usage 
pattern. There's no point paying higher 
monthly access chaiges for lower call charges 
if you rarely call anyone.
• Check the coverage is available in 
your area for the carrier you intend to sign 
up with. The retailer should have coverage 
maps.
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• Ensure the phone you are buying has 
the features you want, but don't pay for 
expensive extra ones you don't need.
• If you are likely to spend a long time 
each day on your phone, check that it comes 
with a high-capacity battery, or buy one 
separately.
• If you're buying a digital phone as 
part of the plan, make sure you know the 
full cost of the phone over the term of the 
contract.
• Is the keypad backlit for use at night?

• Read any contract you sign very 
carefully, and be aware of any fees or 
penalties you have to pay if you don't 
honour it.
• If you're worried about the phone's 
'ring' being too loud, look at what silent ring 
facilities are available. Some phones have a 
flashing light which can be used to indicate 
a call is coming in.
• Think about where you'll be carrying 
the phone. Will it fit in your handbag or 
pocket? Will it feel comfortable carried on 
your belt? Hold the phone in your hand to 
make sure it's comfortable - how does the 
size and shape fit your hand? Can you dial 
easily while holding the phone?
• Some phones require the battery to 
be removed during charging, which means 
you can't use the phone unless you have a 
fully charged spare. A 'discharge function' 
is very useful as it allows you to completely 
discharge the battery before recharging - this 
promotes longer battery life. Desktop 
chargers are generally easier to use than 
having to plug a power supply directly into 
the phone to recharge the battery.
• If you have a problem, approach the 
company which sold you the phone. If you 
are still not satisfied with the phone or the 
network, contact your state consumer affairs 
agency or the ACCC (Australian 
Competition and Consumer Commission). 
Article courtesy of Choice Magazine, January
1996.

Faulty Phonecards
Every year Telstra issues millions of 
Phonecards, and with so many around, it is 
inevitable the odd faulty one will turn up. 
The problem is: how do you get it replaced? 
One way is to go back to the place of 
purchase. The vendor is supposed to give 
customers with faulty cards a special form 
(and a reply paid envelope) which should 
be filled in and sent back with the faulty 
card. Telstra then checks the card and 
replaces it.
If the card has never been used, the vendor 
may decide to replace it on the spot and 
claim the cost back from Telstra - but they 
are not obliged to do so.
Another alternative is to ring the Telstra 
Freecall number on the card and ask for the 
closest Telstra shop. There, you can have 
the card replaced immediately.
Article courtesy of Choice Magazine, January
1996.

Cartoonist G. Larsen Printed by Permission of Universal Press Syndicate
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Wfiat ‘ECse is 
happening?

Employee Attitudes Survey

During May 1996, the Chief of Naval Staff 
will be asking all of the Navy's uniformed 
(including Reserves on full-time or part-time 
service) and civilian employees to 
participate in the RAN Employee Attitudes 
Survey. The survey is designed to gather 
information on a wide range of employment 
related matters. It will seek your views on 
issues relating to work life in the Navy, 
including factors that encourage people to 
stay or cause them to leave the Service. The 
survey will also be used to measure the 
acceptance and effectiveness of some key 
organisational change initiatives, such as 
Equal Employment Opportunity, Good 
Working Relationships and Navy Quality 
Management.
Another key point of this particular survey 
is that it will address a range of important 
topical issues. Some of these concern policy, 
procedural and structural matters, while 
others focus on leadership, training and 
communication. The very nature of these 
issues will ensure that the survey 
questionnaire will be reviewed regularly. 
This will allow it to be used as a means of 
measuring important issues as and when 
they arise. It is intended that this survey be 
used to reduce the number and frequency 
of surveys currently being undertaken in the 
Navy by incorporating them, wherever 
possible, into this single routine survey.

It will provide the Navy with important 
objective information to enable policy 
developers and decision makers to take 
account of the views of people in the 
workplace before implementing policies that 
have wide-ranging impact. To ensure the 
currency of this information and to measure 
trends over time, it is intended to run the 
survey at approximately 12 to 24 month 
intervals. It is important to note that this 
survey is designed to complement, not 
replace, existing consultation channels 
between management and staff.
The survey will be conducted as a 
cooperative exercise between Naval 
Corporate Management Branch and Naval 
Personnel Division. The administrative 
details are yet to be finalised, however they 
will be advised to Commanding Officers 
well in advance of the survey week. 
Confidentiality of survey respondents is 
absolutely guaranteed. Appropriate 
mechanisms to ensure that the completed 
survey form cannot be linked to any 
individual will be put in pace before the 
survey is conducted.
POC MS Lesley Brown Directorate of 
Psychology - Navy (06) 265 5292.

Naval Work Study - 
Optimising Business 

Processes

Who are we?
Experience has shown that few people in the 
Navy are familiar with what the Naval Wfork 
Study (NSW) Branch does or how it works. 
Work study in the RAN involves the 
application of specialised, systematic 
Industrial Engineering techniques to design 
and implement methods and programs for 
improving productivity.
The NWS organisation is a group of 
dedicated Defence civilian and uniformed 
personnel from a variety of backgrounds,
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who collectively possess substantial 
corporate knowledge and understanding of 
Navy's requirements.
The NWS Branch is sponsored by the 
Directorate of Corporate Management - 
Navy and is functionally responsible to the 
Chief Staff Officer (Administration), Naval 
Support Command (NSC) through the 
Naval Quality Management Mentor Team 
Leader, CMDR Craig Marcombe.
Why do we exist?
In today's climate of reduced Defence 
resources (facilities, financial, machinery, 
plant, personnel and time), there is an even 
greater emphasis placed upon our managers 
to provide quality products and services. 
Naval managers at all levels have realised 
the need to better utilise their scant resources 
more efficiently and effectively as Defence 
funding diminishes. NWS services are 
readily available to all commands to 
maximise resource utilisation and improve 
business processes.
What services can we offer ?
NWS practitioners are professionally trained 
and possess a range of specialised skills that 
can assist management, both at sea and 
ashore, to optimise business processes. 
Process reviews are usually undertaken by 
a team of two or more personnel through 
consultation with stakeholders, customers 
and suppliers. Examples of projects that 
NWS have conducted or are currently 
undertaking include:
• Review of Warship Internal 

Communications
HMAS STIRLING Stage Two/Three 
Development

• RAN OCCABA Units - Component 
Level Maintenance and Servicing 
Feasibility Study

• Identification and Examination of 
Whole Ship Coordinator Role

• East Coast Armament Complex 
Facility Design

• Defence National Storage and 
Distribution Centre Facility Design

In essence, NWS is an internal consultancy 
group committed to providing cost-effective 
professional products and services to Navy 
managers.
How do you contact us?
To obtain NWS assistance please contact
either of the nominated contact officers or
forward a 'Request for Assistance' to:
OICNWS-E
Locked Bag 12
PYRMONT NSW 2009
Fax: (02) 377 3062
or
OIC NWS-W 
Building 36 
HMAS STIRLING 
ROCKINGHAM WA 6168 
Fax (09) 550 0793
POC Ms Alicia Roberts, OIC NWS-E (02) 377 
3052 or LEUT Tim Kenny, OIC NWS-W (09) 
550 0296.

Stop Illegal Drug Abuse

OPERATION DIAD is an attempt to help 
combat illegal drug abuse and other serious 
illegal activity that may impact on you, your 
ship and your shipmates. As a local 
initiative, a telephone hotline similar to 
Operation NOAH (run by the NSW State 
Police) has been established at the Naval 
Investigative Service. The hotline will 
consist of an answering machine that will 
provide a collection point for information 
received. All information received will be 
treated in strict confidence. The telephone 
line will not be monitored to trace the caller, 
nor will any attempt be made to do so.
The type of information sought is along the 
lines of:
• type of offence,
• the person/s involved,

• the type and date of involvement 
and,
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• any further relevant information 
known of the incident/s.

This hotline is not designed for those 
personnel who wish to self-refer. Self
referral requires a commitment on the part 
of the individual seeking assistance to 
overcome that involvement. Requests for 
self-referral should be made to a medical 
officer, drug and alcohol counsellor, or to 
divisional staff.
The use of illegal substances by Navy people 
cannot in any way be tolerated. The high 
demands by Navy on its personnel, and the 
necessity to work as a team, decree that any 
member endangering others must be 
brought to account.
Don't kid yourself. At sea or in the air, your 
life may be unknowingly at risk because an 
individual is under the influence of an illegal 
substance. This premise was recently 
highlighted by the drug related death of one 
Senior Sailor, and the near death of another. 
The RAN needs information on illegal drug 
use to provide a safer working environment 
for everyone.
OPERATION DIAD Toll Free 1800 672 484 
POC WONPC Daly (02) 359 2255

Uniforms

The Uniform Policy Cell (like you) eagerly 
awaits a decision on the Uniform Survey. 
Latest advice is that the Report from the 
Uniform Survey is to be considered at the 
March 1996 Chief of Naval Staff Advisory 
Committee meeting. To while away the time 
in the interim, we have been attending to 
other more mundane matters, such as 
providing information on policy related 
issues. There have been a number of policies 
which have recently been questioned and/ 
or amended, such as:
Wearing of Caps
Q. I often see personnel outside, not 
wearing their caps - What's the story?

A. Current Policy is:
Members in uniform are to wear headdress 
when out-of-doors, unless otherwise 
ordered. Caps are not to be worn in the 
vicinity of aircraft with engines running or 
on the flight decks of ships when flying 
operations are being conducted. Caps and 
hats are not required to be worn in Service 
vehicles unless required for ceremonial 
purposes. When members attend religious 
services held outdoors, headdress should not 
be removed, except at the request of the 
officiating chaplain. Both males and females 
are to comply.
Caps and hats are not normally worn in 
church (this includes females). However, 
where the wearing of headdress in church is 
required by religious custom, it should be 
worn.
Headdress should be removed indoors, 
except during indoor ceremonial events at 
the Commanding Officer's discretion. 
Wearing of Name Tags
Q. I was recently at a ceremonial 
commitment and noticed that some people 
wore name tags and others didn't - who is 
right?
A. If it was a ceremonial commitment 
where Medals were worn, then those 
without name tags were right.
ABR 81 and ACMAT-N minute N90/1338 
(252/93) provide guidance on the wearing 
of Name Tags. As a rule of thumb, name 
tags are not worn on uniforms when Medals 
are worn (S/Wl, S/W2, S/W4, S/W5), nor 
are they worn on working dress uniforms 
that have cloth strips sewn on for the 
purpose of marking with one's name (ie, 
AWD shirts, Combat Coveralls, Blue/White 
Coveralls).
Wearing of Medals and Ribbons
Q. At the same ceremonial commitment,
I also noticed that Medals were being worn 
in difference places, either high or low on 
the Left Breast - How can this be?
A. I suspect that the ceremonial function 
was prior to 1 January 1996, at which time 
the transition period to reposition medals
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and medal ribbons to the new (low) position 
ended.
ACMAT-N minute N90/1338 (252/93) also 
sets out the policy with regard to the revised 
positioning of medal ribbons and medals on 
uniforms. If in doubt, see your friendly 
Naval Policy Coxswains or Naval Stores 
personnel, who should have this minute 
incorporated into ABR 81.
POC SBLT John Gill, Staff Officer (Uniform 
Research) DLS-N, (06) 266 4590

The PCT Kicks Off
The first tour of the new Personnel 
Communication Team (PCT) was conducted 
in Sydney in early December 1995. A team 
from Naval Personnel Division (NPD) 
comprising the Director of Naval Manning 
Policy (DNMP), the Director of Naval 
Personal Services (DNPS), and the Director 
of Naval Service Conditions (DNSC) 
conducted a series of presentations for 
MHQ/HMAS KUTTABUL personnel and 
ships alongside FBE. The decision to utilise 
a specialist team from NPD to continue the 
face-to-face communication process of the 
old PLT was taken due to the increasing 
complexity and rate of change of personnel 
issues, and the growing demand by many 
of our people for more detailed information 
on these issues. It is all about trying to keep 
pace with your requirements and 
expectations.
The following topics were discussed by the 
PCT at each session:
• Manpower

• Pay and Allowances
• Members Without Family Review

• Housing

• Personal Services
• Good Working Relationships/Equal 

Employment Opportunity
• Drugs and Alcohol

• Compensation
Healthy audience participation was a feature 
of each presentation; and many who 
attended the sessions commented that they 
appreciated the opportunity to hear from, 
and speak with, the people who have 
responsibility for the development and 
implementation of the personnel policies 
which affect our daily lives. The next tour is 
scheduled for late March to HMAS 
STIRLING and the New Submarine Project 
in Adelaide, so keep your eye out for signals 
announcing future visits, and make sure that 
you take the opportunity to be informed and 
to be heard.
POC LEUT L. Blunden (06) 265 3314.

Reserve News
One of our Reservists, LCDR P. Champness, 
has some questions about employment 
protection for Reserves in the event of call 
out. This is too complicated and involved 
an area to deal with fully here, however the 
Director General of Reserves-Navy (DGRES- 
N) provided the following general points. 
Consultation continues on proposed new 
Employment Protection legislation. A 
discussion paper was distributed early in
1995, and responses to date have been 
received from the Department of Industrial 
Relations (DIR) and the Australian Council 
of Trade Unions (ACTU). Follow-up 
discussions are ongoing with the ACTU and 
the Department of Employment, Education 
and Training (DEET). Major amendments 
to the Defence (Re-establishment) Act are 
seen as the necessary and desired outcome 
of the consultation process. A legislative 
policy proposal has been developed, to be 
released by the Parliamentary Secretary, 
which will extend employment protection 
to Reservists who volunteer for 
peacekeeping or other humanitarian relief 
operations with 'leave' or 'suspension of 
employment' provisions. The actual form of 
the legislation and the best legislative
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approach for the required guarantees are still 
to be decided, and because of the sensitive 
nature of the issues, a full legislative 
development process, including Cabinet 
submissions, will be required. This process 
is expected to take some considerable time. 
Deferment of Studies applies to Reservists 
who are full time students in secondary/ 
tertiary courses including industry based 
training and private vocational courses. No 
legislation currently exists for a uniform and 
universal minimum guarantee of deferment. 
One of the difficulties is that Universities are 
autonomous organisations with authority to 
determine their own admission, deferment 
and related employment policies. As such, 
a one-on-one approach to educational 
institutions appears the only option. The 
education/deferment of studies issue is to 
be progressed separately from employment 
protection, and a response from DEET is still 
outstanding. It is likely that an 
Interdepartmental Working Party will be 
required, a quite lengthy process.
A proposal for a single, across-the-board 
Call Out Allowance embracing mortgage 
protection, rental assistance, and a call out 
gratuity was considered, however the 
proposal has been discarded in favour of a 
more equitable approach. Modifications are 
being developed to avoid financial detriment 
to Reservists during call out, by using the 
provisions of Temporary Rental Assistance 
(TRA). A case for mortgage protection and 
rental assistance for Reservists has been 
submitted to the Pay and Conditions Branch, 
HQ ADF. This will form the basis for further 
negotiations with DIR. These issues may be 
included in workplace bargaining processes 
scheduled for March 1996.
A Call Out Allowance is being developed 
separately from mortgage protection and 
rental assistance. The allowance will 
compensate Reservists for costs arising from 
disruption and dislocation (inconvenience) 
associated with call out. It will be equal 
across all ranks, but tiered according to the 
extent of inconvenience incurred. Case 
outline and justification has been developed 
and submitted as the basis for further

negotiation with the Department of 
Industrial Relations. Subject to agreement 
with DIR, a case could form part of the 
workplace bargaining process scheduled for 
March 1996.
A Personnel and Family Support plan has 
been developed to support Reservists and 
their families in the event of call out. The 
same provisions as for Permanent members 
and their families will apply. A new section 
will be incorporated into the revised DI(G) 
42-1 when repromulgated in March 1996. An 
important future step will be to raise the 
awareness of Reservists and their families of 
the services available.
Exploratory discussions have taken place 
with the Insurance and Superannuation 
Commission to determine existing 
Commonwealth and commercial insurance 
coverage for Reservists, and to ascertain 
deficiencies. The insurance industry is 
reluctant to commit itself until it has a better 
understanding of the role of Reserves and 
the risks involved in operations such as 
peacekeeping.
The Glenn Review on Personnel Policy 
Strategy has outlined a remuneration model 
for Reserve Forces which takes into account 
skill and proficiency levels. Any incentives 
contemplated for retention of specialist 
Permanent members will flow onto 
Reservists in keeping with the Total Force 
concept.
POC Director General of Reserves-Navy

RAN Dog Handlers?
A hanger fire at HMAS ALBATROSS in 1976 
resulting in the loss of Naval aircraft saw the 
introduction of Police Dogs into the RAN. 
The Man/Dog teams based at HMAS 
ALBATROSS provide security for the 
airfield, aircraft and support facilities outside 
of normal working hours. The dogs, 
utilising wind borne and ground scents, 
provide early warning of intruders into the 
area.
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In addition to the normal duties of the Naval 
Police Coxswain Dog Handler, members of 
the Dog Section are involved in community 
support by providing Display Teams. These 
teams attend events ranging from school 
fetes to major Navy Week displays in Sydney 
and Canberra. The Dog Section also interacts 
with other Government department dog 
units, such as the NSW Department of 
Corrective Services, for the purpose of 
exchanging training ideas.
If you are interested in becoming a Dog 
Handler, you need to:
• successfully complete the NPC 

category training,
• be able to undertake shift work,

• be able to work without supervision,

• be physically fit and,
• have the confidence to withstand a 

simulated attack on your person by a 
40kg German Shepherd (padded arm 
protection is used in this exercise).

If successful, you will undergo dog training 
at RAAF AMBERLEY in Queensland. Whilst 
there, you will be teamed up with a dog that 
will become YOUR exclusive partner. 
Together you and your dog will gain the 
skills, knowledge and teamwork necessary 
to become an efficient security force.
POC PONPC J. Williams NPC Dog Section 
HMAS ALBATROSS (044) 211 985

STOP PRESS!

Gambling in Defence Establishments
HQ ADF, in conjunction with the Services, is 
reviewing the ADF policy on gambling in 
Service establishments and Navy ships.

Random Urinalysis Program
The ADF Random Urinalysis Program, 
which was to be introduced on 1 July 1995, 
has been placed on hold pending 
clarification of some legal implications raised

by the Privacy Commissioner. Alternative 
options to random urinalysis are currently 
being considered to monitor substance abuse 
within the ADF.

Interservice Transfers
A legislative bid has been lodged for 
amendments to streamline the transfer of 
members between the Services, and help 
retain motivated, trained and experienced 
personnel. The proposed amendment will 
vest the power to transfer members between 
the Services with the Chief of Staff (or a 
delegate of the Chief of Staff) of the losing 
Service. The transfer would be effected by 
an instrument which would specify the rank 
the member is to hold in the gaining Service, 
the member's seniority in that rank, and the 
date of effect of the transfer. Additionally 
provision will be made to ensure that any 
return of service obligation will continue to 
apply to the member after transfer.

Officers' Pay Structure Review
Work has commenced on the proposed 
review of Officers' Pay Structure. The 
review will include consideration of the 
recommendations made in the Personnel 
Policy Strategy Review (Glenn Review) on 
reward and recognition. The aim is to 
complete the review by the end of the year.

Response to the Parliamentary Committee 
Report on Officer Education
HQADF has completed preparation of the 
draft Government Response to the Joint 
Standing Committee on Foreign Affairs, 
Defence and Trade's Defence Sub- 
Committee Report on Officer Education. 
The Response will pass through a lengthy 
review process involving the Defence 
Personnel Committee, the Academy Council 
and finally the Chiefs of Staff Committee. 
The Report has generated useful debate 
within academic and military circles as to 
how best to prepare all officers for the 
demands of the social, technological, 
strategic and military environment of the 
21st century.
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(Point of View.,.
with the WO-N

Just before Christmas, and more recently 
since, I spoke with sailors from FB-E and 
ships alongside. In almost every case (it 
seems one or two amongst us will never be 
content), I found general satisfaction with 
the changes (that word again) that are going 
on around us, and are having such a huge 
impact on our daily lives - like the 
introduction of OPS Tempo, and some of the 
developments in the area of conditions of 
service, for example. Likewise, I found most 
fairly optimistic about the future. And so 
we should be, because the changes are 
indeed major improvements.
Just a word on the GLENN Report. It is 
going to require an enormous amount of 
work to implement, but the results will be 
worthwhile. What we must all do, however, 
is work to ensure that those matters which 
need addressing and fixing don't cause us 
to inadvertently 'unfix1 things which are 
right. In other words, for all the 'fixing' 
which needs to be done, it is just as 
important to identify that with which is 
working. So, whenever you have the
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opportunity to express constructive opinion, 
don't forget to pass on the positives. 
Thought for the quarter.....
'There are a lot of things wrong in this world 
that we need to fix but, it7s not such a bad 
place to live. Well it's not when you consider 
the implications of an alternative place!'

Laurels and Lashes
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 for '96 goes to the Director 
of Sailors Career Management - If anyone 
feels they can do better, DSCM would love 
to have you aboard.
LASHES, Bosuns Cat, 20 in number - to those 
people who continue to ignore the 
established procedures available to them to 
deal with those matters that are within their 
own control to address; ie, submissions to 
their category sponsors (via the chain of 
command), the Divisional System, 'Stitch 
This', posting preferences and so on.

"I fought hard for these medals... the 6Co!<g 
in the second-hand shop put up a hec^of 

a struggle 6efore he Cet themgol"


