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‘Editorial
Winter has set in with a bad attitude down 
here in Canberra, the tax man is sharpening 
his pencil, and my favourite football team 
is losing as many games as it is winning - 
all of which means it is time for the winter 
edition of SEATALK. As usual, I have had 
no trouble finding articles to include in the 
magazine, simply because there is so much 
happening on the personnel front. This 
SEATALK is full of useful information that 
brings you up to date on all your career 
developments and entitlements. Specifically, 
there is a major article on changes to Navy's

uniformed manpower as a result of the 
Members Required in Uniform (MRU) Study.
I also look at the Divisional System Review, 
and the new Defence Housing Authority sale 
and leaseback program. The road test this 
time around is Medals Section in Naval 
Personnel Division.
One final note, I have only been the Editor 
of SEATALK for nine short months, however 
already I'm moving on to another job. Your . 
new Editor is Lieutenant Catherine Rice, and 
I'm sure she will enjoy putting the magazine 
together as much as I have.

<Ed.
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SiCPESV-nC
I received a very interesting letter the other 
day. It seems the Canadians are so impressed 
with our SEATALK, they have started up a 
personnel magazine of their own. They 
called their publication MATELOT, a 
century-old term for 'sailor' common to 
French and English - a happy coincidence 
given that their whole magazine is written 
in both languages, English on the left hand 
page, French on the right. It was fascinating 
to discover that the winds of change 
sweeping the RAN are also blowing strongly 
on the other side of the world. The 
Canadians, like us, are trying to come to 
terms with the many challenges of better 
managing their people in a climate of 
economic constraint. The Editor of 
MATELOT mentioned an ongoing review of 
Sea Duty and Submarine Allowance, benefits 
and conditions of service relating to 
Reserves, and even hair and earings as some 
of the topical issues they are currently 
grappling with. He also congratulated us on 
our recent 5.6% pay rise, because the 
Canadian military is labouring under a four 
year wage freeze - the old saying that there 
is always someone else worse off than you 
certainly rings true in this instance.
Closer to home, I was pleased to receive the 
positive report from the Personnel 
Communication Team (PCT) following their 
visit in March to HMAS STIRLING and the

New Submarine Project, Adelaide. By all 
accounts, most people are satisfied with the 
new format which affords the opportunity 
to speak with the specialists from Naval 
Personnel Division who are directly 
responsible for the development and 
implementation of the personnel policies 
which affect their daily lives. This is not to 
say that all the news they are conveying is 
necessarily good all of the time, but at least 
you are hearing the real story from the 
horse's mouth, as it were. It is very 
important in these times of rapid change that 
you take every opportunity to be informed, 
and to be heard.
I would like to end this edition on a note 
raised by the Canadian Command Chief 
Petty Officer in his article in MATELOT. The 
Chief makes the point that amid all the 
upheaval and uncertainty, our strong naval 
values and culture are the sheltered harbours 
to which we can always return. But above 
all else, it is the pride we have in our 
shoulder flashes that say Australia which 
should, and will, sustain us through these 
difficult and challenging times.

U S tfa rd s

Murray fontst

SEATALK is Published by Authority of ACPERS-N, Editor LEUT Lorrae Blunden
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Conditions of 
Service

Leasing of Own Home - 
Effect on Housing 

Entitlements

The legal authority for Temporary Rental 
Allowance (TRA) is Determination 503 made 
under Section 58B of the Defence Act 1903. 
Under the new Determination which took 
effect on 21 March 1996, a member who 
owns a home in the locality to which he/ 
she has been posted is not entitled to 
payment of TRA. The amendments:
• close off a loop hole in relation to 

TRA eligibility when members are 
posted to localities where they own 
a suitable own home under lease;

• remove reference to 'rank' from own 
home suitability assessments; and,

• clarify TRA eligibility at the losing 
locality.

Leasing of Own Home 
When posted to a locality where a suitable 
own home is under lease, members may 
receive TRA for a period up to three months 
provided that:
• the tenancy agreement was signed 

prior to the date of receipt of the 
posting advice;

• the lease includes a release clause of 
not more than three months; and,

• the member exercised a right under 
the release clause within a reasonable

period following receipt of the official 
notification of posting.

Members owning a suitable own home in 
the posting locality without a release clause 
will not be entitled to occupy a married 
quarter or receive TRA.
Transition arrangements were put in place 
allowing members who own a suitable own 
home under lease in the posting locality, and 
who are currently paid TRA, to continue to 
receive TRA until 22 June 1996. Members in 
married quarters in localities in which they 
have a suitable own home under lease 
without a release clause will be required to 
vacate their married quarters by 22 June 
1996, or pay market rent from this date. In 
the latter situation, it will be necessary for a 
new tenancy agreement to be drawn up. 
This agreement should have a release clause 
to allow Defence to claim vacant possession 
if, and when, required for an entitled 
member.
Own Home Suitability
Rank is no longer a consideration when 
assessing whether an own home is suitable. 
If the home provides adequate facilities in 
respect of the family size, ages and sexes, 
then the home will be considered suitable, 
and the member will not normally be entitled 
to a married quarter or TRA. In determining 
whether or not a member's own home meets 
the general domestic needs of the family, 
comparisons with SMQ90 are not to be used. 
TRA at Losing Locality 
If a member is entitled to TRA for a rented 
dwelling at the losing locality, and the 
member's family continues to occupy the 
dwelling, the entitlement continues after the 
member's posting to a new locality:
• while the member is Category 

Married Separated; or
• if the member has received written 

notification of another posting to take 
effect in the same calendar year 
following the member's posting to 
the new locality - until the end of the 
calendar year.

POC Directorate of Naval Personal Services.
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Ineligibility of Private 
Home Owners for IEA

POSY G. Swanton from HMAS CERBERUS 
raised the issue of the ineligibility of private 
home owners for Isolated Establishment 
Allowance (IEA). PO Swanton owns and 
resides in his own home in Frankston, and 
while he cannot collect IEA, "personnel 
working with me at HMAS CERBERUS who 
are living in Defence Housing Authority 
accommodation in the same street are eligible 
for the payment." The following response 
from the Director of Naval Service 
Conditions (DNSC) clarifies the policy:
IEA is currently paid, at a non-urban rate, 
in respect of certain designated 
establishments which are classified as 
isolated for IEA purposes as a result of being 
located outside an urban area. The non- 
urban rates are payable to members in own 
homes, Living Out Allowance (LOA) or 
Temporary Rental Allowance (TRA) 
residences who are required to travel to work 
at a designated establishment. IEA may also 
be paid at special, generally higher, rates to 
members residing in married quarters at 
designated localities. The married quarter 
localities which attract IEA are approved 
additions to the IEA provisions, agreed by 
the Department of Industrial Relations (DIR), 
in recognition of the fact that the 
Commonwealth has sited the married 
quarters away from the establishment they 
serve.
HMAS CERBERUS, for example, is located 
within an urban area, and is not a designated 
establishment for IEA purposes. The only 
people working at HMAS CERBERUS who 
are eligible to receive IEA are those residing 
in married quarters in designated localities, 
like Frankston, which attract a special 
married quarter rate of IEA.
Despite several past submissions, DIR has 
consistently refused to consider extending

the special married quarter rates to members 
living in TRA residences or their own homes 
in the married quarter localities which attract 
IEA. DIR's continuing view is that there 
remains a greater element of choice in 
selecting the location of an own home or 
TRA residence than is possible with the 
allocation of a married quarter.
POC DNSC.

Pay Structure Review

Pay Structure 95 (PS 95), implemented in 
November 1995, is the outcome of a review 
of ADF pay conducted primarily during 
1994 and 1995. PS 95 modernised and 
rationalised the pay for Other Ranks, and 
provided improved internal and external 
pay relatives. Now a new review of pay is 
being launched to address aspects of pay not 
dealt with in PS 95.
The new review follows the publications of 
Serving Australia, which is the report of the 
Glenn Review into ADF personnel 
management. Serving Australia identified a 
number of deficiencies with ADF financial 
conditions of service, in particular, in the 
areas of officers' pay, and allowances which 
are in the nature of pay.
The new review will, therefore, concentrate 
on the structure of officers' pay and the 
structure of allowances in the nature of pay. 
However, the nature of pay and allowances 
in the ADF structure may cause some flow- 
on changes into the Other Ranks' structure 
where this is seen as an advantage.
The review is expected to take 
approximately one year, and is seeking to 
develop a pay structure which is competitive 
with external employment; capable of 
responding flexibly to market forces; and, 
able to recognise the work value of jobs, 
including:
• the skills and qualifications applied on 

the job;
• responsibility;
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• military skills and the special nature 

of military work including the 
requirement to be employed in a 
variety of diverse jobs;

• facilitation of skills related career 
paths;

• provision for competency based 
advancement which recognises the 
development of skills at each level; 
and,

• recognition of members who are vital 
to the organisation who have reached 
a plateau in rank but not in 
contribution.

Any proposed structure for pay and 
allowances will allow for seamless transition 
from peace-time operations through non- 
war-like operations to warlike operations. 
A number of different models for pay and 
allowances are under construction. All of 
the models support the existing rank 
structure. The structure of pay related 
allowances is under examination to 
determine if any allowances can be rolled 
into pay or combined into a simple 'single 
payment' structure. The aim of this part of 
the review is to simplify the current, rather 
complex, arrangements, while maintaining 
the levels of compensation for ADF 
members. In addition, a new allowance 
called Mobility Allowance is under 
consideration. Mobility Allowance is being 
considered as a means of compensating 
members for the disruption caused by 
relocation. It has been proposed that it be 
paid on an on occurrence basis, providing 
an incentive to relocate, and assisting with 
the turbulence experienced and costs 
incurred as a result of relocation.
The pay structure Working Group is made 
up of representatives from Navy, Army and 
Air Force, as well as HQADF staff, and 
industrial and financial advisers. The 
development of the new pay structure and 
pay allowances is being conducted along 
project lines, with implementation dates set 
for mid-1997.
POC LEUT A. Boyle (06) 265 3449.

ADF Activities Survey

The ADF Activities Survey has been 
underway since February 1992. Each year 
about 3000 Naval personnel are surveyed 
and this will increase in 1997 to about 5000 
when a 'full' survey will be undertaken. The 
main purpose of the survey is to provide 
detailed supporting information and data for 
future decisions influencing defence 
structures, pay, working conditions and 
other planning issues. Survey results have 
already been used in cases put to the Defence 
Force Remuneration Tribunal (DFRT), the 
latest review of Sea Going Allowance (SGA) 
being one of these.
The survey also permits specific studies to 
be undertaken, such as the two which are 
currently underway in Navy. The first of 
these is the additional sampling of 
Submariners to provide sufficient data to 
enable a valid analysis of their work, and 
this data will be used in development of the 
next Submarine Service Allowance (SSA) 
case. Secondly, HMAS MELBOURNE 
personnel are being 'over-sampled' during 
their current deployment to the Gulf. This 
is providing an opportunity to survey 
personnel in an operational scenario, which 
will provide very useful information in 
development of the next SGA case.
The Navy's response to completion of the 
survey to date has generally been very good. 
These responses are particularly important 
for future pay and allowance cases such as 
SGA, and pleas of 'too busy to complete 
another survey' are detrimental to Navy's 
cause. So, next time you are tapped on the 
shoulder and asked to complete the 
Activities Survey, remember that what you 
are doing is helping to improve our work 
practices, organisation and (most 
importantly) your pay.
POC Directorate of Naval Service Conditions 
(Pay and Industrial Research)
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LSNPC Heterick from HMAS ALBATROSS, 
noting the recent increase in Seagoing 
Allowance, has questioned the lack of 
remuneration to "compensate watchkeepers for 
their unique situation". LS Heterick 
particularly pointed to the long and irregular 
hours worked by watchkeepers; the fact that 
their rosters take no account of important 
public holidays, such as Christmas or Easter; 
and routine requirements of the Service, like 
divisional meetings, which often encroach 
on watchkeepers' days off. I raised these 
issues with the Director of Naval Service 
Conditions (DNSC), and the following 
comments were received in response.
Members of the ADF are essentially paid for 
a seven day week. Because of this, Service 
Allowance is designed to compensate for 
many of the exigencies of Service 
employment, including:
• the need to be on call at all times, and 

to work long and irregular hours as 
required;

• the requirement at times to live and 
work in uncomfortable conditions, 
other than those for which express 
provision is made;

• the requirement to submit to 
discipline and control in many 
matters where a civilian has some 
freedom of choice; and,

• posting turbulence to the extent that 
such disruptions are not compensated 
when they occur.

Similarly, Seagoing and other allowances are 
paid, and extra Recreational Leave is often 
granted, to compensate members for these 
disabilities.
Problems such as meetings scheduled for off- 
watch periods and the like are issues which 
need to be addressed in the workplace, and 
do not constitute grounds for a special 
watchkeepers allowance, or any increase in 
Service Allowance.
POC DNSC.

SSA/SGA 98 - The Next 
Round

Submarine Service Allowance (SSA) and Sea 
Going Allowance (SGA) were both reviewed 
by the Defence Force Remuneration Tribunal 
(DFRT) in 1995, resulting in substantial 
financial benefits for the Navy's sea going 
personnel.
The Directorate of Naval Service Conditions 
(Pay and Industrial Research) is now 
preparing for the next round of reviews of 
these allowances (planned for 1998). To this 
end, it is essential to have processes in place 
now for research and data collection so that 
in 1998 our cases can be supported with 
valid and substantial evidence. The ADF 
Activities Survey is one of the sources of 
such information. In addition, a study is 
being conducted of submariners. The 
purpose of this study is to present to the 
DFRT the exact consequences of the 
transition from the Oberon to Collins class 
of submarine, in terms of the work value of 
the crews as well as the disabilities 
encountered. The possibility of using a 
similar approach is being examined in 
relation to SGA.
Further supporting information for both 
SSA and SGA will be drawn from data bases 
of historical and current statistics being 
developed on areas such as attraction, 
retention, operating patterns, postings and 
training. Particular issues will be examined 
on an ongoing basis. Direct contact with 
personnel in ships and submarines will be a 
major feature of the research being 
conducted, ensuring that the Navy's 
presentation to the DFRT is representative 
of the people directly affected by the 
allowances.
POC Directorate of Naval Service 
Conditions (Pay and Industrial Research)
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Changes to Navy's 
Uniformed Manpower

Reviews that have Affected Uniformed 
Manpower
Since 1990, there have been a number of 
studies and reviews which have affected 
personnel numbers in the Navy. The main 
two being the Force Structure Review (FSR) 
and the Wrigley Review. FSR re-aligned our 
capabilities based on their relevance to the 
role of the Australian Defence Force (ADF) 
in the defence of Australia. This saw Seacat 
and IKARA removed, NIRIMBA 
decommissioned and will see PERTH and 
PLATYPUS decommissioned in the future. 
At the same time it agreed the Mine Warfare 
capability.
The Wrigley Review into Defence and the 
Community recognised that there were 
many activities undertaken by uniformed 
personnel that could be equally well 
performed by civilians and contractors. The 
Commercial Support Program (CSP) 
resulted from this review, and is now saving 
of over $100m across Defence each year. We 
have already seen changes due to CSP, in 
catering at ADFA, PENGUIN and 
CRESWELL, aircraft depot level 
maintenance at ALBATROSS, and base 
support at CRESWELL. In 1992/93 these 
resulted in a reduction of 300 uniform billets. 
We are now undertaking the final CSP phase, 
which is testing 450 more billets. So far, 
contracts have been awarded for 
maintenance at NAVCOMSTA Canberra, 
base support activity at CERBERUS and 
guarding activities at RANAD Somerton

(Victoria). Guarding activities at RANAD 
Kingswood and RANAD Newington, 
catering and base support at ALBATROSS, 
and National Port Services and Support 
Craft activities will also be tested.
CSP and the Number of Personnel in the 
Navy
Given that Wrigley estimated that 2,400 
positions in Navy were suitable for 
commercialisation, the question is how 
many billets can we afford to lose to CSP 
before the ability to meet our core 
responsibilities is affected? To answer that 
question, another study - called Members 
Required In Uniform (MRU) was initiated. 
MRU defines the minimum number of 
uniformed manpower required to meet and 
sustain an agreed level of operational 
capability in the defence of Australia.
MRU will not reduce the total number of 
personnel doing work in the Navy, it merely 
shifts the balance between uniformed and 
non-uniformed personnel. The study is 
based on ensuring that our ships are manned 
to 100%, and that everyone enjoys an 
appropriate relief from sea service - based 
on the sea shore ratios.
The Effect on Downsizing on Individuals 
There appears to be two areas of real concern 
about MRU and CSP - firstly, will individuals 
lose their jobs; and secondly, will the sea 
shore ratios get worse. The short answer is, 
Navy has a firm policy against redundancies 
as a process for downsizing categories; and 
secondly, the MRU study results in those 
categories with high sea shore rosters being 
better off over time.
Because the MRU study is based primarily 
on the number of sea billets, then those 
categories with high sea service obligations 
will see improvements in their sea shore 
rosters (particularly CSO, SIG, MT and some 
ET streams), while categories with low sea 
service obligations will see a reduction in size 
(with a consequential increase in their sea 
shore rosters). In particular MTD, RO, SN, 
CK, WTR, PHOT and NPC categories will 
see changes to some degree (and we are 
seeing this with CSP testing of catering and
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base support). Officer specialisations except 
sub-groups such as PWO, MCD, Pilot and 
Observer, will also be affected.
The MTD category and officer 
Administration (AD) specialisations will be 
gradually phased out over time and, as 
many people know already, we ceased 
recruiting for these areas in February 1995. 
The process of phasing out, or downsizing 
of categories will mainly be achieved by 
'growing out from the bottom'. This means 
that as reduced levels of recruiting take 
effect, the number of junior billets will be 
reduced, but billets at the senior levels will 
be largely unchanged in order to allow viable 
career paths for the existing members. This 
will result in MTD and AD personnel being 
in the Navy for many years to come.
How big will the MRU Downsizings be? 
The MRU study has determined that 799 
billets will be either civilianised or tested 
for CSP. This will equate to a reduction of 
about 7% of Navy uniformed personnel. In 
comparison with the RAAF (which will see 
reductions from 22,500 to 14,500 uniformed 
personnel), the Navy downsizing is not very 
significant - mainly because we voluntarily 
achieved savings in the 1980s with significant 
restructuring. This downsize will be 
achieved gradually over the next five years 
and so far, we have achieved 20% of this 
target. If the remainder of CSP Tier Two 
activities are successful, we will reach 60% 
very quickly. The remainder, which are 
mainly officer billets, will need to be 
achieved through civilianisation. 
Conclusion
There will continue to be changes made to 
Navy's workforce throughout the next five 
years, with the final outcome due to the 
MRU study being a 7% reduction of 
uniformed numbers. These jobs will then 
be undertaken by civilians and contractors. 
At the same time, MRU will see a relief for 
those categories with high sea service 
obligations, but a reduction in numbers for 
those categories with low sea service 
obligations. Where substantial reductions 
are necessary, the changes will occur

gradually from the junior-most ranks, 
allowing existing members to enjoy viable 
career structures throughout their naval 
careers. The recent high separation rates 
will allow us to very quickly achieve the 
changes without having to disadvantage 
individuals.
These changes are evolutionary, and will 
place us in a better position to be able to 
man the new capabilities of early next 
century.
POC Directorate of Naval Personnel 
Management (06) 265 3413.

Personnel Related Factors 
in the Fleet

Living and working conditions at sea have 
long been a source of complaint. Lengthy 
separations from family and friends, and 
lifestyle restrictions have caused many 
problems for our personnel at sea. 
Unhappy people obviously do not work as 
well as happy people, so in an effort to 
improve life for seagoing personnel, the 
following initiatives have been 
implemented by Maritime Command:
• Units are to have no more than two 

deployments of between three and 
six months duration over two 
consecutive financial years.

• Any deployments outside the two 
major deployments outlined above 
are to be no longer than eight weeks.

• No unit is to be absent from its home 
port for a period in excess of six 
months.

• All units are to spend at least 120 
days in their home port.

• Where possible, Block Leave periods 
for most ships should be 
programmed to coincide with 
Christmas School holidays, and this 
period should be programmed as a 
minimum maintenance period.
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• Tasking for individual ships should 

not normally be planned to exceed 
150 sea days per year.

These initiatives represent a vast 
improvement for Navy personnel working 
at sea, and will be a welcome relief for 
families who have to endure long periods 
of separation. Of course, it must be 
remembered that these are guidelines only, 
and although every effort will be made by 
Operations Staff at Maritime Command to 
adhere to them, short notice developments 
may result in ships' programs being 
changed to accommodate contingencies. 
POC Staff Officer Support MHQ (02) 563 
4502.

Officers Leaving the RAN, 
What About Your Record of 
Training and Employment 

Book?
What is this ORTE thing?
The Officers' Record of Training and 
Employment (ORTE) book is similar in 
concept to the RTE book which sailors have 
received on discharge. Basically its a record 
of your Naval career.
What's in it?
The Final Issue ORTE is contained in an A4 
black 'leather look' vinyl A4 size ring binder 
with brass corner inserts, embossed with 
the RAN crest and the words 'ROYAL 
AUSTRALIAN NAVY CAREER'. Contents 
include:
• Authority for Issue
• Awards and Decorations Summary 

Sheet
• Summary Sheet of Academic and 

Professional Qualifications
• Record of Course Certificates Issued
• Course certificates for RAN courses 

successfully completed

• Australian Defence Force Civil 
Accreditation Program Information 
Sheet

• Qualifying Requirements for Civil 
Accreditation Certificates Issued

• Civil Accreditation Certificates with 
standard explanation of their meaning 
and value

• Service History Summary Sheets 
Space is set aside for your Certificate of 
Service, Letter of Appreciation (if 
applicable), Commendations and copies of 
PR5s (if applied for) to be included in the 
binder.
In addition to the Final Issue ORTE when 
you leave the Navy, during your career you 
can also apply for an Initial Issue ORTE 
book. This is a thermal bound binder 
containing Permanent Naval Force (PNF) 
Course Certificates and certified true copies 
of Civil Accreditation Certificates only. Its 
very useful if you're applying for 
exemptions when undertaking tertiary 
study.
What's it for?
The O fficers' Record of Training and 
Employment Book is designed as a high 
quality, authenticated record of 
employment, qualifications and training, 
and can be used in the production of 
resumes tailored for specific job 
applications. In essence, the ORTE is a 'user 
friendly' book, designed to assist you when 
you leave the PNF, to market the skills, 
qualifications and experience gained during 
your naval career. Its binder format allows 
you to add other memorabilia as required. 
If you're not seeking a second career, it's a 
valuable memento of your naval service. 
Am I eligible?
You become eligible for Initial Issue or Final 
Issue ORTE after acquittal of any Return of 
Service Obligation (ROSO) for training 
undertaken.
How do I obtain one?
An Initial Issue ORTE may be requested 
from Navy Office, but will not be issued in 
the 6 months prior to your separation from
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the PNF. Your application for a Final Issue 
ORTE book should reach Navy Office three 
to six months prior to your separation date. 
ORTE staff will try to forward the Final Issue 
book prior to your separation date.
What about my service prior to promotion 
to Officer?
When they leave the Navy, sailors promoted 
to Commissioned rank are eligible for an 
ORTE book covering their entire naval 
career.
What if my service history is incorrect?
Your Official Service History, Form PH 4, is 
the authority used for compiling the ORTE 
book. Certificates will only be issued for 
courses and/or qualifications that are EDP 
recorded. It's your responsibility to make 
sure that qualifications gained, both in 
Australia and overseas are correctly EDP 
recorded. To ensure the accuracy of your 
ORTE book, you should request a Form PH
4 from your ship's Personnel Office and 
verify the data it contains prior to applying 
for the book. (Before you ask - no, ORTE 
staff can't amend your EDP records. We 
have 'read only' access to the data). You 
should seek assistance from your Personnel 
Office regarding correction of PH 4 
discrepancies.
Can I apply after I've left the Navy?
If not applied for on separation, applications 
for an ORTE book issue may be made up to
5 years after that date. Officers who 
separated from the PNF after 31 December 
1990 are also eligible to apply for an ORTE 
book.
How do I apply?
Your application for Certified True Copies 
of Civil Accreditation certificates ORTE 
books should be directed via your ship or 
establishment Personnel Office to:

Manager Record of Training and 
Employment Office (ORTE) 
Department of Defence (Navy Office) 
PO Box E33 
Queen Victoria Terrace 
CANBERRA ACT 2600 

Your application must include two passport 
style photographs, not larger than 5 cm x 5

cm; (one photograph to be certified stating 
your rank, initials and surname); date of 
your last working day in the RAN (for issue 
purposes); actual separation date; address 
on separation; and preference for service 
history in chronological or reverse 
chronological order.
What If I Need More Information?
A new ABR covering Officers' Conditions 
of Service will be issued shortly. A chapter 
covering ORTE administration, issue and 
eligibility will be included in the ABR. In 
the interim, message DEFNAV CANBERRA 
WBZ 080455Z May 96 has some more 
information.
POC Mrs Donna Vanweerdenburg (06) 265 
5713, fax (06) 265 3353.

"9{pzu wait just a minute here..J{ow are we 
supposed to ^now you're tfu reaCAngetof 

(Death?"
Cartoonist G.Larsen Printed by Permission of Universal Press Syndicate
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Divisional System Review

A review into the Divisional System and 
associated support services in the RAN was 
commissioned by the Chief of Naval Staff 
(CNS) in September 1993. The aim of the 
Review was to assess the adequacy of the 
Divisional System in meeting the personal 
needs of individual members, and the 
management needs of the RAN as an 
organisation. The Review commenced in 
February 1995 and took just on twelve 
months to complete.
The need for the Review arose from various 
indications that there were shortcomings in 
the Divisional System, and a breakdown of 
communications at all levels. As part of the 
Review, 25% of uniformed Navy personnel 
were surveyed, and focus groups were 
conducted for over 800 officers and sailors

I
 in various ships and establishments. 

Submissions from individuals were also 
received.
On 22 March 1996, Chief of Naval Staff 
Advisory Committee (CNSAC) endorsed 
the principal recommendation of the Review 
which was that the Divisional System should 
continue to function as Navy's prime front
line personnel management system. 
CNSAC, however, agreed that a number of 

I changes were required to rejuvenate the 
system. The Report made a total of 47 
detailed recommendations in the following 
areas:
• Raising the profile of the Divisional 

System and the importance of 
Divisional duties;

• Better leadership training for 
Divisional staff;

• Spreading the Divisional workload 
more evenly;

• Improving two-way communication 
and information dissemination;

• Devolving more authority and 
accountability to senior sailors;

• Reducing bureaucratic processes;

• Shifting the emphasis from 
controlling personnel to empowering 
and entrusting them; and,

• Facilitating greater self-management 
and acceptance of more responsibility 
by junior sailors.

CNS has tasked the Maritime Commander 
and the Naval Support Commander, 
working in concert, to develop an 
implementation strategy to put in place the 
recommended changes as soon as possible. 
The Naval Training Commander will 
develop the necessary training required for 
the implementation of the strategies. The 
Assistant Chief of Naval Staff-Personnel 
(ACPERS-N) will develop a communications 
strategy which will ensure that all personnel 
are kept informed of the changes being made 
and the progress of implementation. The 
Deputy Chief of Naval Staff (DCNS) has 
been charged with integrating the Review 
recommendations into Navy's overall 
management initiatives.
POC Directorate of Naval Personal Services.

Recognition for Medical 
Sailors

The Royal Australian Navy and Charles Sturt 
University signed an important agreement 
on 17 April 1996 which recognises the 
training Navy gives to its Medical sailors. 
The agreement allows RAN Health Service 
Sailors to upgrade their qualifications by 
correspondence through the University to 
Degree and Diploma level, and recognises 
the training medical sailors have received 
from courses undertaken in the RAN. Under 
the agreement, sailors who have completed 
phase three and phase four medical courses 
will have direct entry, with advanced 
standing, into University courses in Pre- 
Hospital Care. Sailors wishing to take 
advantage of the agreement will be granted 
recognition of their training as follows:
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SG3 - Those personnel with Skill Grade 3 
will be granted recognition of prior RAN 
training for a credit of eight subjects towards 
the twelve needed to complete an Associate 
Diploma of Health Science (Pre-Hospital 
Care).
SG4 - Those personnel who have Skill Grade 
4 will have their RAN training recognised 
for a credit of eighteen subjects towards the 
twenty-four needed to complete a Bachelor 
of Health Science (Pre-Hospital Care) 
Completion of the Diploma is required 
before commencing the Degree course, 
unless the candidate has competed SG4 
course before 29 April 1996. Where 
candidates have passed the SG4 course 
before 29 April 1996, they are eligible to enrol 
directly in the Degree course without having 
completed the Diploma. This benefit is only 
open for a short time, and those who think 
they are eligible need to contact the 
University for full details.
Enrolment into the Diploma and Degree 
courses is open to all serving medical sailors, 
Permanent Naval Force (PNF) or Reserve, 
who have completed the necessary courses. 
ex-PNF and ex-Reserve sailors who have left 
the Service may apply for admission, 
however there are certain other conditions 
on their acceptance into the courses.
All eligible Medical sailors are being 
contacted by letter explaining the agreement 
and the contact points for more information 
and enrolment. Those medical sailors who 
have been missed in the mailing program 
and have not received their letter can get this 
information by contacting:

Charles Sturt University 
Faculty of Health Studies 
PO Box 588
Wagga Wagga NSW 2678 
Phone (069) 332 000 

This alignment by Charles Sturt University 
of RAN training to their Pre-Hospital Care 
courses, and the amount of advanced 
standing granted, reflects very favourably on 
the RAN and the medical sailors who have 
these skills. This standing demonstrates the 
RAN is training its medical staff to be equal

to the best practices expected in the civil 
community. This avenue provides an 
opportunity to develop those last few skills 
that more fully conform to community 
standards.
POC LCDR G. Spencer NTC (059) 507 658.

DSCM Aims for Better 
Career Management

In the interests of better career management, 
the Directorate of Sailors' Career 
Management (DSCM) has introduced an 
informal avenue of communication to allow 
sailors to liaise directly with their Career 
Manager. The form, titled 'Backchat', has 
been issued as a trial for three months after 
which a decision will be made whether to 
retain 'Backchat' on a permanent basis.
The 'Backchat' form has been issued to all 
ships and establishments as Annex B to the 
List of Sailors' Postings dated 15 March 1996, 
and should be freely available to all sailors 
who wish to raise issues of a career 
management nature with DSCM.
It should be stressed that the form is not 
intended to bypass the divisional system or 
the chain of command. Divisional staff 
continue to have direct access to DSCM staff 
on an as required basis, either by telephone 
or through routine correspondence. The 
'Backchat' form does not replace Form PE42 
(Posting Preferences) which should continue 
to be used to represent posting and course 
preferences to your Career Manager.
Other Navy Office directorates or authorities 
may be consulted to assist in providing a 
response to 'Backchat' forms received that 
contain issues that are not the direct 
responsibility of DSCM. Similarly, issues 
raised of an inappropriate nature may be 
brought to the attention of Commanding 
Officers.
Noting 'Backchat' is only on trial for three 
months, DSCM welcomes any feedback or 
suggestions regarding the form.
POC DSCM CPOWTR Jordan (06) 265 1916.
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RANSC - Graduate 
Certificate in Management

The previous edition of SEATALK contained 
advice on the RAN Staff College (RANSC), 
and of planned changes intended to ensure 
that graduates of the Staff College are as well 
prepared as possible for their imminent 
management roles.
On 24 April 1996, those plans took a big step 
forward when Queensland University of 
Technology (QUT) accepted a two year 
contract to provide a Graduate Certificate 
in Management to RANSC students. Under 
the contract, QUT will work in partnership 
with the RANSC to develop and present four 
management units that reflect the 
management environment in which Staff 
College students will find themselves after 
graduation.
The Graduate Certificate will consist of a 
suitable selection of management units 
which already exist at the University, and 
other material, relevant to the Defence and 
Public Service environment, blended into 
units which will be defined as university 
units. While there is still some work to be 
done, the unit titles are expected to be 
Management and the Business Environment, 
Managing Human Relations, Organisational 
Behaviour and Development, and 
Communication and Current Economic 
Trends.
The RANSC/QUT relationship is unique 
among the various arrangements between 
ADF Staff Colleges and tertiary institutions, 
in that it is the only situation in which 
students can gain a formal Graduate 
qualification from a university while 
completing their Staff Course. The RAN 
decided to take that route to ensure that the 
content and level of management training 
was aligned with best practice in the normal

tertiary environment; and also to ensure that 
RANSC graduates have a guaranteed path 
to a Graduate Diploma in Management, and 
Masters degrees in Management and 
Business Administration.
Both partners consider that the contract is a 
very important development - the RAN for 
the benefits that will flow to the management 
training of officers, and QUT in the 
continuing expansion of their customer- 
focused Graduate management programs. 
Selection of students for the first of these 
ground-breaking courses will commence 
within the next few months, and a series of 
promotional activities will shortly be 
undertaken aimed at providing target 
officers with relevant information on the new 
course. All Lieutenant Commanders should 
now be rethinking their career planning to 
include RANSC as an essential stepping 
stone in their naval career, and advising their 
desk officer in the Directorate of Naval 
Officers' Postings (DNOP) accordingly.
POC CMDR R. Steward (02) 9960 00437.

Instructing and Training - 
Way to Go?

What are Instructors?
Instructional and Training Staff are those 
who ensure that all RAN jobs at sea and 
ashore are performed well. It takes a certain 
type of person to become a good instructor. 
Firstly, there are those who feel they have 
something to offer in terms of passing on 
their skills and knowledge to others. 
Instructors and trainers are also those who 
wish to advance their own skills/knowledge
- if you want to develop your own 
competence, start by teaching somebody 
else. In fact, many people who are already 
'instructing' in on-the-job situations 
subsequently take up formal instructional/ 
training postings to further develop their 
confidence in public speaking and 
managerial experience.
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Benefits of being an Instructor.
Most instructors enjoy what they do. A 
recent survey of a large RAN training 
establishment found that of those who had 
volunteered for instructional billets, the vast 
majority (83%) remained volunteers for 
subsequent instructional postings. In 
addition, 71% considered training to be a 
good career path, which many described as 
a Teaming experience' that contributed to 
professional knowledge development. 
Given that absences from home are a routine 

I occurrence for most RAN personnel, training 
and instructional billets can also provide for 
stable shore time which can benefit personal 
and family relationships. Perhaps the 
greatest reward for most instructors is 
knowing that they are contributing to 'a job 
being done well for many years to come'. 
Instructing is the way to make a real and 
lasting impression.
How are they selected?
Instructional staff are selected because they 
have demonstrated sound professional and 
category knowledge, together with an above 
average performance in their reporting 
history. They are preferably volunteers with 
recent sea experience. Often a favourable 
recommendation from current divisional 
staff is sought to confirm the suitability of a 
member for an instructional/training role. 
This is particularly important for 
instructional positions concerned with the 
initial training of officers and sailors. 
Expressions of interest regarding 
instructional/training billets should be 
directed to the Directorate of Sailors' Career 
Management (DSCM) via form PE42, or to 
the Directorate of Naval Officers' Postings 
via form PE123.
Proposals for future recognition.
A number of non-financial initiatives are 
being examined to provide enhanced 
recognition for instructors; both for those 
who have performed in a general 
instructional billet, and those who would be 
regarded as deep specialist instructors.
POC Naval Training Command HQ CMDR 
J. Scott (059) 507 623.

Training Validation - What 
Is It All About?

A lot of time and effort goes into the 
preparation and delivery of training, but the 
job requirements change from time to time. 
This is where training validation comes into 
the picture. The Training Validation Unit is 
a small Naval Training Command team 
whose task it is to compare current training 
to job requirements and implement changes 
in training where and when they are needed. 
Your feedback can help to identify areas 
where the training could have more 
effectively met job requirements. So let the 
team know:

Training Validation Unit 
Training Centre - East 
99 Forbes St,
WOOLLOOMOOLOO NSW 2011 

POC LCDR M. Hickey (02) 357 2222.

’faster! Me's stiCC there!'

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

DHA Launches New Sale 
and Leaseback Program

The Defence Housing Authority (DHA) 
launched a new program of sale and 
leaseback of some of its houses at the end of 
March. Under the program, selected DHA 
houses will be sold with the condition 
attached to each sale that the house is to be 
leased back to the Authority for a period of 
nine years. The program continues the 
longstanding policy of the Authority that 
some of its stock should be acquired from 
housing investors.
The Authority recognises that there were 
drawbacks for all parties in the previous 
leasing program, and it believes the terms 
of the new lease overcome these deficiencies. 
For example, one of the most inconvenient 
aspects of the old lease from the tenants' 
viewpoint was that higher cost maintenance 
required the approval of the owner before 
the work was done. In the new lease there 
will be an inbuilt fixed fee for maintenance 
paid to DHA which will attend to all 
maintenance without prior approval from 
the owner.
Perhaps the best feature of the new program 
will be that the houses will have been built 
for DHA without any of the deficiencies 
found in some of the houses leased under 
prior arrangements.
DHA is contacting all affected Defence 
families to explain the sales and leaseback 
arrangements, and to ask their cooperation

in making their house available for 
inspection by prospective buyers. 
Inspections will be by appointment only, and 
every effort will be made for a DHA 
employee to attend the inspections wherever 
possible.
Funds raised from this program will be used 
by DHA to improve Defence Housing 
everywhere.
Any Naval members considering investing 
in the sale and leaseback program should 
be aware that DHA leases do not have a 
release clause. Ownership could effect 
housing entitlements when posted to the 
locality of the own home.
POC Directorate of Naval Personal Services.

Defence Housing 
Expectations

There is growing evidence that RAN 
members and their families have 
increasingly unrealistic expectations with 
regard to subsidised Defence Housing. This 
trend has seen personnel demanding 
entitlements which exceed Navy's obligation 
to provide.
The Australian Defence Force (ADF) must 
be very careful with expenditure, especially 
in the case of such topical issues as housing 
and the subsidy which it attracts. Taxpayers 
would not thank us for ignoring fiscal 
responsibility in cities like Sydney where the 
realities are such that most people simply 
could not afford to live in the inner city or a 
close inner suburb. The ADF must therefore 
strike a balance at all times between 
reasonable amenity and affordability.
On application for a married quarter, 
members are encouraged to express their 
preferences for housing. Personal desires are 
taken into account where possible, but 
should not mandate housing allocation. The 
following are some examples of 
inappropriate demands being made by some 
members:
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Locality Preference. Whilst maximum 
choice of area is offered, there is no obligation 
to provide married quarters in the specific 
suburbs preferred. Factors such as spouse 
employment, pre-enrolled schools, dislike of 
area, family support etc. are not reasons for 
rejecting suitable properties.
Garaging. Single car accommodation is the 
standard amenity to be provided in Defence 
housing. There is no obligation on the part 
of Navy to provide garaging to 
accommodate all possessions of a member 
on every posting. Storage is available for 
additional inventory items.
Yard Size. Whilst the desire for a sizeable 
back yard for children and pets is 
understood, Navy's responsibility is to 
provide suitable housing only. 
Unfortunately, small yards and medium 
density living is a fact of life in major cities, 
particularly Sydney where 80% of married 
quarters are medium density. Both Defence 
housing and civilian developments are 
heading towards this type of community 
living. Again, factors such as children's play 
sets and pets will be taken into account as 
preferences, but they will not be accepted as 
reasons for rejecting suitable properties. 
TRA versus Married Quarters. There has 
also been a tendency for members to demand 
they be given Temporary Rental Allowance 
(TRA) instead of a married quarter to enable 
them to have more freedom of choice. As 
Defence pays rent on all married quarters 
whether they are occupied or not, TRA is 
only provided when there are no vacant 
married quarters. Personnel should also 
remember that TRA stands for Temporary 
Rental Allowance, and should a suitable 
married quarter become available, the 
member may be required to occupy that 
dwelling or forego their entitlement. 
Members who do not wish to take up the 
housing entitlement because they are not 
satisfied with the housing offered to them, 
may rent or buy privately at their own 
expense.
POC Directorate of Naval Personal Services 
(06) 265 3247.

Stop Thief!
The Australian Bureau of Statistics estimates 
that 6.8% of Australian households (about 
one in 15 homes) were the victim of an actual 
or attempted break-in over a recent 12- 
month period. The most common items 
reported stolen across Australia are: 
jewellery, video recorders/cameras, cash, 
stereos and CD players, watches, tapes/ 
CDs/videos, and televisions. But not all 
homes are equally vulnerable. If you're 
considering improving your home's security 
against property crime, there are two main 
things to consider - your risk of burglary, 
and how best to meet that risk. Here are 
some hints:
• Keep hedges and bushes trimmed 

and keep them well clear of doors 
and windows, so they don't provide 
cover for thieves. In particular, avoid 
having a high fence or tall trees and 
bushes at the front of your house.

• If you go away on holiday, take steps 
to make the house still appear 
occupied.

• All external doors should be lockable
- with a deadlock on the front door 
at least. If you have rear access, put 
one on the back door too. (In case of 
fire, you should either keep the key 
in the deadlock, or not lock it all 
while you are home. A smoke 
detector is also a good idea to give 
you more time to escape from your 
house in the event of fire).

• All easily accessible windows should 
have locks, bars or a grille.

• Make sure you secure your garage or 
shed.

• Movement sensor lighting can be 
installed to light up entrances and 
outside walls.

• An alarm system, prominently 
displayed, can be an effective 
deterrent.
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• Don't leave things like bikes or 

lawnmowers lying unattended on 
your property.

• If you like dogs, they're said to have 
a deterrent effect on prospective 
thieves.

• Try not to leave valuables inside 
where they are easily seen from 
outside your home.

And remember, if you are burgled, you're 
at a greatly increased risk of being burgled 
again soon. The thieves already know how 
to get in, and many return for things they 
couldn't take the first time, or wait for you 
to replace the items originally stolen. So if 
you are in this position, consider upgrading 
your home security immediately.
Article courtesy of Choice Magazine, March 
1996.

Having an Operation?
What happens behind the closed doors of 
the Operating Theatre Suite at the Medical 
Centre HMAS CERBERUS? Well, if you are 
really interested and want to know, the 
following article will hopefully answer all 
of your questions.
Firstly, you (the patient) will be reviewed by 
a Medical Officer in the Outpatients 
Department who will refer you to a surgeon 
through the Specialist Department, and 
you'll be booked in for surgery. On the 
afternoon prior to the operation, you will 
be admitted to the Surgical Ward. From 
midnight you will be fasted, which means 
no food or drink prior to the operation, this 
is to reduce the risk of vomiting during 
intubation. (Intubation is when the 
anaesthetist passes a plastic tube down into 
the windpipe which allows the patient to 
breathe when they are unconscious).
On the morning of the operation, you will 
be checked by the Anaesthetist, Nursing 
Officer and ward staff to ensure that your 
consent form is signed for the correct

surgical procedure. By the time you are 
transferred to the Operating Theatre Suite, 
you'll be feeling sleepy from the 
premedication ordered by the anaesthetist. 
Once in the Operating Theatre you'll be 
transferred by a patient sliding board onto 
the operating table (firm to lie on and 
narrower than a ward bed). At this stage a 
mask will be placed on your face and you 
will be asked to take normal breathes while 
the anaesthetist introduces drugs via an 
intravenous line which will cause you to be 
rendered unconscious. (The mask is on the 
patient's face is also introducing volatile 
gases which will maintain a state of 
unconsciousness over the period of time that 
is required to complete the operation). 
During this period other members of the 
theatre team have been busily setting up the 
Operating Theatre for the operation list. 
Surgical equipment is prepared and set up 
on sterile trolleys by the scrub nurse. 
Surgeons preferences cards are checked to 
ensure that for each procedure the correct 
articles and extras are available. After the 
patient is positioned the scrub nurse will 
wash the area with antiseptic solution to kill 
germs on the patient's skin. The area is then 
draped with sterile cotton green drapes 
which form a barrier around the surgical site. 
Then the surgeon will commence the surgical 
procedure as per the consent form and 
theatre list. Prior to the commencement of 
surgery and at its completion, a surgical 
count is performed by the scrub nurse to 
ensure that all articles and equipment are 
accounted for. During the operation the 
scrub nurse will supply instruments and 
articles to the surgeon, as well as monitoring 
the safety of the patient.
At the completion of the procedure, the 
unconscious patient will be reversed out of 
the general anaesthetic by medications given 
intravenously by the anaesthetist. In the 
recovery room you will be assessed by the 
recovery nurse who will record and monitor 
your vital signs. If you're experiencing pain, 
the recovery nurse will administer 
medication to alleviate the pain. When you 
are settled and your vital signs are stable,
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the ward staff will be notified who will then 
come and collect you for return to your 
ward.
Now all of that doesn't sound too bad, does 
it? This brief overview will hopefully 
alleviate any fears or concerns that you 
might have concerning what happens during 
a surgical procedure in an Operating Theatre 
Suite.

Alcohol and Drug Program
If you are having concerns regarding your 
use of alcohol or drugs, there are people in 
the RAN who have been trained to provide 
you with assistance in dealing with these 
issues.
The staff of the Alcohol and Drug Program 
are Navy, uniformed personnel trained by 
the Australian Institute of Counselling in 
Addictions. These personnel are called 
Alcohol and Drug Program Coordinators 
(ADPCs) and Chemical Abuse Assessment 
Counsellors (CAACs). They are responsible 
for the coordination of education programs, 
assessment of personnel who are abusing 
alcohol or drugs, and the provision of 
treatment to those personnel who are 
formally assessed as substance abusers or 
substance dependent.
Alcohol and Drug Program Advisers 
(ADPAs) are also part of the Alcohol and 
Drug Program, and are located in each ship 
and establishment. ADPA duties are 
collateral ones, so beside their normal jobs 
ADPAs assist in the screening and referral 
(if necessary) of personnel who may be 
experiencing problems with alcohol or 
drugs. However, their primary role is in 
providing alcohol and drug prevention 
education in the workplace. Because they 
are part of every ship's company, they are 
easy to access, and should always be the first 
point of contact (via your divisional staff) in 
any matter regarding alcohol or drugs. 
There are three levels of treatment which can 
be provided to personnel with alcohol or 
drug problems. The level which is utilised

will depend on how severe the individual's 
problem is assessed as being. The three 
levels of treatment are:
LEVEL 1: general education and awareness 
of alcohol and drug issues. This is provided 
by the ADPA and is for people who do not 
usually drink over the recommended low 
risk levels for their gender; or if the problem 
is drugs, the individual has not used before 
but who may have had a one-off incident 
which itself has caused a problem.
LEVEL 2: an outpatient treatment program 
called the Substance Abuse Prevention and 
Education Group (SAPEG), which is 
conducted by the ADPCs and CAACs. 
SAPEG is provided for people who have 
been assessed as having a substance abuse 
problem, (ie. are not yet addicted). That is, 
someone who is consistently drinking at 
high risk or hazardous levels for their gender 
and has started to have problems in their 
life associated with substance abuse (ie. 
work performance, relationship difficulties 
or medical ailments). Because this person 
is not yet addicted to the substance, they can 
be assisted to moderate their drinking (or 
abstain from their drug use since the use of 
illegal drugs is prohibited in the RAN if that 
is their problem). SAPEG is based on group 
counselling to deal with personal issues and 
a combination of education and life skills 
workshops which ultimately assist clients to 
stay within low risk levels of drinking or 
cease their drug use.
LEVEL 3: an in-patient treatment program 
for alcohol dependent (addicted) personnel. 
This is normally conducted by the Alcohol 
Rehabilitation and Education Program at 3 
Hospital, RAAF Base Richmond. AREP 
provides medical detoxification and 
monitoring, individual as well as group 
counselling, life skills workshops, physical 
training, specialist support and attendance 
at self-help support groups. In most cases, 
AREP encourages spouses to also attend the 
program from about the three week mark 
(out of a six week program). AREP 
promotes a total abstinence program with 
the member accepting responsibility for his/ 
her actions.
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Further information regarding the Navy's 
Alcohol and Drug Program can be obtained 
from your local ADPA or Alcohol and Drug 
Program staff. Contact details are as 
follows:
National ADPC 
NSW ADPC 
(incorporating QLD 
and ACT)
VIC ADPC 
(incorporating SA 
and TAS)
WA ADPC 
(incorporating NT)
The following Instructions contain the RAN 
policies on alcohol and drug use:
DI(N) PERS 13-1 Illegal Use of Drugs
and Drug Education in the RAN
DI(N) PERS 31-9 Management Policy of
Alcohol Abuse in the RAN
POC LEUT L. Peters (06) 265 1156.

Royal Australian Navy 
Chaplains

Chaplains have been accompanying RAN 
sailors into battle since the Navy first came 
into being. Although Chaplains are non- 
combatants, historically, they are often found 
in the thick of battle offering prayers and 
first aid to the wounded and dying, and 
providing ministry to those who would soon 
make the ultimate sacrifice. So what has 
become of this specialist group of officers, 
affectionately known as the Sin Bosuns, in 
today's peacetime Navy?
Who Are They?
Chaplains are ordained ministers of religion, 
nominated to join the Navy by a multi-faith 
committee called the Religious Advisory 
Committee to the Services (RACS). Once 
having been nominated, they undergo the 
same recruiting and training process as any 
other specialist officer, and must satisfy the 
same entry criteria.

Where Are They?
Chaplains serve wherever Navy members 
need them the most. This boils down to three 
priority areas that Chaplains are posted to: 
Operations at sea are the prime business of 
the Navy, and it naturally follows from this 
that Chaplains are posted to sea as a first 
priority. The lack of facilities for religious 
worship and pastoral care at sea, as opposed 
to ashore, means that Chaplains will be at 
sea before they are anywhere else.
Secondly, because the Navy places a very 
high value on the spiritual and moral 
development of it's people, Chaplains must 
play an important part in the building of 
ethics, values and character during initial 
and further training. Hence, Chaplains are 
posted to training related jobs as the second 
highest priority.
Navy members posted to remote localities 
do not have the same access to Religious 
facilities that members posted to 
establishments in or near a large city or town 
do. It is for this reason, that postings to 
remote localities are the third priority for a 
Chaplain's employment.
Once these posting priorities have been met, 
Chaplains are posted to establishments on 
an as needed basis.
What do they do?
Besides providing pastoral care and religious 
ministry, Chaplains perform a great variety 
of other tasks and functions. These include 
the more obvious and recognisable ones such 
as conducting weddings, baptisms and 
funerals; and the perhaps not so 
recognisable, such as visiting the sick and 
injured, providing personal and family 
support to members and their families who 
have suffered a death or loss, and visits to 
those members who have been detained in 
cells. Chaplains also play a key role in the 
Navy's Critical Incident Stress Management 
Teams. And don’t be surprised to see a 
Chaplain as the Helicopter Control Officer, 
Port Visits Coordinator, Ceremonials Officer, 
etc.
POC SO DGCHAP-N (06) 265 6306.

(02) 359 3187 
(02) 359 3186

(059) 50 7610

(09) 550 0391
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Compensation Myths
I can not claim until after I am discharged. 
Compensation is no use to me while I am still 
serving.
I will be covered for any illness or injury I 
sustain whilst serving in the RAN.
To debunk the last myth first. Not every 
accident or illness you sustain whilst a 
member of the RAN is going to be 
automatically covered for compensation. 
The Safety Rehabilitation and Compensation 
Act (which includes the Military 
Compensation Act) covers Australian 
Defence Force (ADF) personnel for injuries 
and or illnesses that arise from, or are 
aggravated by, their Defence Force service. 
Each claim is assessed on its merits to 
determine whether or not the ADF service 
has caused or aggravated the illness or injury. 
In effect, each claim must be proven. The 
provision of proof of cause or aggravation 
is the responsibility of the member, and can 
include such things as the accident report 
form you should have completed at the time 
of the injury, or statements from witnesses 
to the accident.
This leads on to the first myth that you can 
not claim until you are discharged. You can, 
and should, claim when the illness becomes 
apparent or the accident occurs. You should 
certainly not leave it until after your 
discharge. It will be easier to find supporting 
evidence, such as witness reports, whilst you 
are still serving and the causes of the accident 
or injury are still fresh in the minds of 
yourself or others. Trying to prove that the 
ADF is liable for an injury or illness 20 years 
after the symptoms have shown or the 
accident has occurred is obviously going to 
be far more difficult than trying to provide 
such proof immediately after the incident. 
In fact, individuals can have their claims 
disallowed because after a long period, the 
proof is no longer available.
So what of the myth that compensation is 
no use to you whilst you are still serving.

Obviously, your medical costs are going to 
be covered by the Defence Force whilst you 
are still serving and therefore, you will not 
need compensation coverage for this. 
However, if you claim now you can establish 
whether or not your claim will be accepted. 
You may then be entitled to 'top up' of salary 
if salary or particular allowances are lost due 
to the compensable injury, and payment of 
a lump sum if the injury is assessed at 10% 
whole person or more. The Act also 
provides for the payment of Household and 
Attendant care services if you are entitled 
to them. These are payable whilst you are 
serving.
So, having debunked a few compensation 
myths, where do you get more information 
on the Military Compensation Scheme? 
There is a booklet on compensation called 
'Just In Case', which was issued to every 
serving member in 1994. This booklet 
broadly explains entitlements under the 
Military Compensation Scheme and the 
Veterans' Entitlements Act. Also, staff from 
the Military Compensation and 
Rehabilitation Section in your local Defence 
Centre are always willing, when requested, 
to go to units and establishments to provide 
advice or Shopfronts on compensation. 
Finally, there are compensation hot lines for 
individual enquiries. The numbers are: 
National Office 1800 624 761 
DNATS 866 8627
Adelaide 1800 634038
Brisbane 1800 670616
Canberra 1800 624761
Darwin 1800 637695
Hobart 1800 816071
Melbourne 1800 066869
Perth 1800 817489
Townsville 1800 620532
Sydney 1800 645451
Additional copies of the 'Just in Case' 
Booklet are available from the Directorate of 
Naval Personal Services (DNPS), or the local 
Compensation and Rehabilitation Section. 
POC DNPS (Staff Officer Benefits) (06) 265 
2171.
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What *ECse is 
Ĥappening?

Submariner Attitude 
Survey

In December 1995 a survey was conducted 
of all submariners serving in the West 
Australian area, and those who have families 
resident in WA. The purpose of the survey 
was to examine impressions of life in WA, 
and experiences during the progressive 
relocation of billets to the west in recent 
years. The questionnaire aimed to determine 
both the level of satisfaction of submariners 
already in WA, and to gauge the issues of 
greatest concern to them. Respondents were 
asked what advice they would give to others 
following their footsteps. The results will be 
utilised to develop internal Submarine 
Squadron personnel management strategies. 
Some of the results from the survey 
included:
• 46% of respondents indicated that 

their removal to WA was no different 
to others they had experienced, 24% 
said that it was a more difficult move, 
while 7% actually thought the 
removal was easier than others they 
had undertaken. For 23%, it was their 
first removal.

• When asked their opinion on WA 
after 12 months, 85% responded that 
the location was what they though it 
would be or better, while 15%

indicated that it was worse than 
expected.

• 76% indicated satisfaction with the 
standard of housing provided in WA, 
while 24% were dissatisfied.

• 81% of respondents were satisfied 
with the standard of education 
available in the west, 19% were not.

• 80% of those surveyed responded that 
they were satisfied with the standard 
of medical facilities available to them 
in WA, while 20% were unhappy with 
these services.

• When questioned on the standard of 
shopping facilities, 84% indicated 
they were satisfied.

• On the issue of spouse employment, 
35% responded that his/her spouse 
found employment easily, while 47% 
only found it with difficulty. A 
further 18% were unable to find 
employment at all.

When asked what were the major advantages 
for Submariners coming to WAin the future, 
a variety of answers were provided, 
including: a good quality of life, particularly 
for children, and family benefits; quality and 
affordability of housing; good climate, 
beaches and environment; the west is less 
crowded, with a slower more relaxed pace 
of life; and, the lower cost of living 
POC LEUT G. Booth (09) 550 0834.

MCS - Who Are We and 
How Can We Help You?

The Manager Customer Support (MCS) cell 
was established within the Naval Support 
Command (NSC) to provide a single point 
of contact for NSC customers both internal 
and external, and to act as 'honest broker' 
in dealing with complaints on inquiries 
regarding poor or inefficient service from 
within NSC. There are dedicated cells to
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cover operating fleet units and establishment 
liaison, ships in refit, new construction 
projects and Urgent Defects (URDEF). As 
the name implies, MCS is responsible for 
providing a range of customer service 
facilities in support of Logistic Branch 
customers.
Liaison
The Liaison Cell provides the bulk of support 
of fleet units and establishment customers, 
including the processing of walkthrough 
requirements.
Refits
The Refit Cell is responsible for ensuring the 
supply of Government Furnished 
Equipment (GFE) to contractors, this 
includes originally tabled work, defect 
packages and any emergency work 
throughout the refit.
New Construction Projects 
This cell, among other things, is responsible 
for the protection of project assets by 
maintaining their isolation from the main 
inventory and preventing their unauthorised 
use for operational requirements.
URDEF
This cell is the only fully uniformed cell in 
the MCS organisation. They monitor all fleet 
unit stores-related URDEF's. Frequent 
contact is maintained between the cell and 
material sections to ensure URDEF's receive 
the highest level of attention and that they 
are processed as quickly as possible. The cell 
also provides technical support to fleet 
customers and can react at short notice when 
urgent stores requirements are represented 
by fleet units.
Other Services
The MCS organisation also provides 
ancillary services, including:
Weekly visits to units alongside Fleet Base 
East by a uniformed and civilian member of 
MCS. This provides the opportunity for an 
informal forum for the Supply Officer/DSO 
and the Senior Stores Sailor. Any problems 
encountered are noted and action taken to 
rectify the problem. MCS also visits 
establishments around the country on an 
annual basis. Supply staff are encouraged

to raise any problems being experienced, 
which are then included in a visit report that 
is disseminated to the relevant Material 
Managers on return.
MCS provides basic information to our 
customers through the Customer Support 
Manual, Version 3 which is due for release 
shortly.
If you are wondering why you haven't heard 
of us before, it is probably due to our 
relatively small size making it virtually 
impossible to canvass every ship and 
establishment. As a result of this we rely on 
the customer to inform us of any problems 
being encountered.
POC Staff Officer MCS SBLT Eric Gruber 
(02) 377 2883.

"̂ FCetcher, youfooC...fIhe gate! <Ihe gate'/

Cartoonist G.Larsen Printed by Permission of Universal Press Syndicate
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Defence Ethics and Fraud 
Awareness Campaign

Fraud. We hear about it on news bulletins, 
and read about it in newspapers. Stories 
involving large companies, millions of 
dollars, and disgraced business executives 
imprisoned for their part in the crime. But 
what does it mean to the average person in 
the RAN? Well, in the words of the Chief of 
Naval Staff (CNS), fraud 'is an ongoing 
battle in which all of us should become 
involved.' Experts estimate that each year, 
fraud deprives the Services of up to 2% of 
their total appropriation. In Navy, this 
equates to a loss approaching $32m. 
'Furthermore', says CNS, 'people who 
engage in fraudulent activities betray the 
trust and leadership qualities the Navy gives 
them.'
Fraud Case Studies
So what constitutes fraud? Perhaps one of 
the following examples of recently dealt 
with fraud cases may 'ring a bell' for you:
• A Member issued with cabcharge 

vouchers for an approved purpose, 
used them instead for personal 
business.

• A civilian employee was approved to 
take leave without pay to study at

university. Due to an error, he was 
paid on full pay while studying. 
Although he was aware he had no 
entitlement, he kept the money thus 
committing fraud. He was 
subsequently dismissed, and steps 
were taken to recover the money.

• A Defence Member under 
investigation on another matter was 
found to be using a Commonwealth 
vehicle without authority.

• A Defence employee was found to be 
in a conflict of interest situation with 
a civilian contractor, involving gifts 
(the use of a car) and hospitality 
(regular free lunches) which could 
have influenced a tendering decision.

• A Member was found to be receiving 
Living Out Allowance (LOA) for 
living in his own house.

Fraud Control Plans
Defence is assessed as a high risk area in 
terms of total fraud in the Commonwealth 
sector. Navy resources considered to be at 
risk include assets control (property and 
money), information (intellectual property), 
and acquisition and equipment (including 
project management and requirement 
specification development).
Navy management believes fraud can only 
be eradicated through an effective, ongoing 
education campaign aimed at convincing 
every person that committing fraud against 
the RAN is unethical and severely 
undermines our operational capabilities and 
our working conditions. To this end the 
Defence Ethics and Fraud Awareness 
Campaign (DEFAC) has been put in place 
which aims to promote a positive 
community understanding of 'right' and

Disclaimer
SEATALK contains information about conditions of service, pay and allowances that 
was correct at the time of going to press. However, this magazine cannot be quoted as 
an authority in Service correspondence - you must consult your ship's office and your 
Divisional Officer for the official references.
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'wrong' so that people can make their own 
judgements appropriately.
Defence Fraud Control Plan No.3 will be 
developed this year. In preparation, a Fraud 
Risk Assessment was conducted in the 
majority of ships and establishments. This 
was the first comprehensive risk assessment 
conducted in Navy, and when the analysis 
is completed, it will allow Navy mangers at 
all levels to be aware of the level of risk in 
their areas of responsibility. The data, in 
conjunction with direction from the 
Inspector-General, will then be used to 
produce Defence Fraud Control Plan No. 3. 
How the Culprits are Caught.
No amount of training and education will 
eradicate fraud without the support of a 
credible, effective deterrent. The Department 
of Defence has in place a formidable array 
of 'weaponry' to both identify fraud and 
prosecute offenders. They include:
• The Defence Financial Information 

System (DEFMIS) which provides a 
powerful tool for monitoring 
financial transactions;

• Management audits, both internal 
and independent;

• People who share a concern for the 
proper vise of Defence resources will 
continue to alert management to 
suspected fraudulent activities;

• Fraud Control Plans - highlight areas 
of potential risk from fraud for special 
attention; and,

• Case studies - provide valuable 
lessons for managers in particular 
areas of responsibility, and for all 
Navy people who think about how 
they do their daily work.

Remember, fraud is serious, and all of us 
have a responsibility in helping to combat 
its effects so that we can gain maximum 
benefit from our precious resources.
POC Directorate of Naval Financial 
Development and Management (06) 265 
5996.

Uniforms
It is apparent to the Uniform Policy Cell that 
SEATALK is widely read, and therefore 
appropriate as a vehicle for disseminating 
information. This conclusion is drawn from 
the fact that the Cell has received telephone 
calls from as far afield as Tasmania and 
Japan! Whilst we are happy (and indeed 
strive) to keep you 'in the picture' with 
regard to uniform matters, the purpose of 
the point of contact at the end of the article 
is not so that you can ring up requesting to 
be included in trials of uniform items etc. 
We appreciate that the current uniform 
inventory is deficient in a number of areas 
(such as coats and jackets), which is why 
development of these garments is occurring. 
Trials of garments are conducted in certain 
selected areas which will provide the most 
efficient means of analysing results, taking 
into account the limited financial resources 
that can be allocated to development and 
design (which also dictates the number of 
garments that can be produced for trials). 
To this end, it is (unfortunately) 
inappropriate to send out trial items to the 
far reaches of the RAN. Please, please, no 
more requests to be included in trials.
From Idea to Shelf
Having said that, this issue is perhaps a good 
place to outline how things are developed. 
In the first instance, an idea is germinated 
(whether original, through reviews or 
feedback, or some other avenue), and broad 
performance characteristics, as specified by 
the originator, are agreed.
An approach is then made to the Material 
Manager (Victualling) at Naval Support 
Command (NSC), to ascertain whether or 
not funds are available for development of 
this idea. Once approval for this is given, a 
number of prototypes are made, which are
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then assessed against the performance 
characteristics and evaluated. A further (and 
hopefully final) prototype is made, agreed 
and put to a 'snap-shot trial'.
The 'snap-shot' trial is undertaken to ensure 
that no significant shortfalls have been 
overlooked, and on conclusion, a trial is 
conducted, which is normally undertaken 
by 'areas' identified by the Directorate of 
Logistic Services-Navy (DLS-N) in 
conjunction with MHQ/NSC. (Note that 
'areas' and not 'individuals' are selected). 
On conclusion of the trial, statistical data is 
correlated by the Clothing Development and 
Design Group-Navy, which is then 
onforwarded to DLS-N.
Should the statistical data and comments in 
the Evaluation Questionnaire support the 
introduction of the garment, approval from 
higher authority is then sought to introduce 
the item into the RAN inventory. The 
importance of the Evaluation Questionnaire 
can not be stressed enough - the information 
written on these forms could mean the 
difference of accepting or rejecting a trial 
outcome. Please complete these forms very 
carefully.
Once approval is given to introduce the 
garment, a bid is then made for funding 
against the FYDP for allocation of funds. 
Once funds have been allocated, the garment 
is codified and entered on the RAN 
inventory- tenders are then called for the 
'mass' manufacture of the garment.
Tenders are then assessed and the contract 
let.
Manufacture then commences and the item 
is brought into stock, providing it satisfies 
Quality Assurance requirements.
Once sufficient stocks are held a signal is 
released advising clothing stores that 
demands for the item may then be placed. 
As can be appreciated from the above, all of 
this takes time. As a rule of thumb, it is not 
unusual for a period in excess of two years 
to elapse from the time the idea came to light, 
to the actual provision of items, so please be 
patient. On a final note, we are often asked 
why don't we just go and buy things from

commercial outlets - the short answer is that 
we are obliged to observe the tendering 
process so as to be seen to comply with 'fair 
trading' practises.
Big Brother is Watching you!!
In this ever growing information age , just 
one more word of caution - 'Big Brother' is 
watching - more and more often I see 
inappropriate uniforms, incorrectly worn 
uniforms, or non-prescribed uniforms being 
faithfully captured on film for posterity and 
then displayed in all manner of journals and 
the like. Heed my warning! Media such as 
Navy News etc. are widely read, and it does 
the Navy no justice if you look 
unprofessional during your moment of 
fame!
POC SBLT John Gill, Staff Officer (Uniform 
Research), DLS-N (06) 266 4590.

H(pad ‘Test - ‘Medals
Section
Keith Freemantle is the head of Medals 
Section in the Directorate of Naval Personal 
Services, and he kindly agreed to answer a 
few questions about his area of 
responsibility.
Medals is a very busy area. Where does all 
your mail come from?
Medals Section is responsible for 
determining the eligibility of serving and ex 
serving members of the Royal Australian 
Navy (RAN) for awards and medals dating 
back to the inception of the RAN in 1911. 
We receive correspondence from past and 
present members of the RAN, relatives of 
deceased members, Legacy, the Department 
of Veterans' Affairs and other Government 
Departments, the general public, and various 
organisations within Defence. In the past 12 
months alone, we have received over 6000 
written inquiries. The volume of work can 
be expected to increase following the 
introduction of the new Liberal
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Government's medal policy, which will 
introduce a raft of changes for the awarding 
of medals from World War II up to 1975. 
Someone told me you have a vault 
somewhere full of unclaimed medals. Is 
this true?
At present there are approximately 2,500 sets 
of unclaimed medals held by my office, some 
dating back to World War I. I am only too 
happy to forward these medals to eligible 
recipients, or in the case of deceased persons, 
to their next of kin. Lists of the unclaimed 
medals have been provided to RSL's and 
various Ships and Naval Associations 
throughout Australia.
Briefly, what is the process to be gone 
through to have your medal awarded?
Establishing the correct entitlement for an 
individual is, as I am sure you will 
appreciate, a painstaking and time- 
consuming procedure, entailing lengthy 
searches of Naval records and often 
involving other Government Departments 
such as the Australian Archives. To ensure 
fairness, each new inquiry is processed in 
order of receipt which at present means a 
full answer can take between 3-4 months. All 
Defence Force Service Awards have to be 
approved by the Governor General. A 
schedule of names listing the various awards 
is raised by the section and forwarded to 
Government House for approval. Following 
approval the awards are engraved and 
despatched to recipients. This whole process 
may take up to 5 months.
What is the most interesting case you have 
ever worked on?
Probably my part in assisting the Australian 
Federal Police to uncover a forging operation 
involving military service medals and 
decorations. The said forger was being 
assisted by an Australian Army Sergeant 
who had been granted access to medal 
records by virtue of his research involving 
the Royal Australian Naval Brigade. The 
forged medal sets were sold at various 
auctions not only in Australia but also 
overseas. Both the forger and Army Sergeant 
pleaded guilty to the charges.

Should anyone have a query concerning 
their awards, the Medals Section is more 
than happy to answer it for you. For serving 
members, inquiries should be forwarded 
through your personnel office. For ex 
serving members, we may be contacted at 
the following address:
Director of Naval Personal Services
Attention: Staff Officer Medals
D-3-32A
Russell Offices
CANBERRA ACT 2600
POC Staff Officer (Medals) (06) 265 3321.



Point of View...
with the WO-N P.J.Whittaker

A Junior Sailor recently related to me a rather 
sorry story about a person senior to himself 
who could not, it seems, carry image, self 
respect and personal pride ashore after 
secure. Apparently, so I am advised, the 
individual concerned was observed one 
evening in the sprawling car park of a well 
known shopping centre, in a less than 
uniform appearance: sleeves of the woolly- 
pulley hauled up above the elbows, no cap, 
sporting a brightly coloured back-pack and 
pushing a shopping trolley.
Now don't get me wrong, I do not have a 
problem with the shopping trolley - over the 
years I have picked up my fair share of 
groceries on the way home from work. We 
are all, in that regard, as much a part of 
society as anyone else. But I have never 
thrown my service pride out of the window, 
nor have I allowed my self-respect to be 
open to public ridicule. Certainly I have 
never allowed the image of the Navy to be 
anything less than special and unique. You 
can no doubt imagine, though, what must 
have gone through the minds of various 
members of the public that evening. Why 
should we be regarded with respect by the 
Australian community if we have no 
personal pride in ourselves? How can we
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expect our uniforms to be viewed as special 
and unique if we don't take the time and 
effort to wear them properly? Thanks to just 
one person, our image in the eyes of a small 
section of the public has been harmed, at 
least in the short term.
Thought for the quarter...
'Your unique Navy image can reflect a 
common desire for respect. A personal lack 
of desire for respect, however, is unique to 
yourself.'

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!
A gold LAUREL to each and every person 
who has given so freely of their time and 
effort lately in raising funds and generally 
lending a hand to assist the dozens of 
charities seeking our assistance. Believe me, 
we do make a difference, and they so very 
much appreciate it.
Ten LASHES to those who continue not to 
take OH&S matters seriously. Feedback, 
both up and down the chain, on how to make 
the workplace safer is everyone's 
responsibility. If not for yourself, then think 
of those around you!


