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Here we are at the Autumn edition of Seatalk 
already! Summer seems to have hardly 
arr ived , and it seem s im possib le  a fter  
enduring weeks of temperatures in the high 
30s that we'll be coming to work in a few 
short weeks in a "refreshing" -7 degrees! 
That's Canberra for you.
T h e re 's  b een  a lot hap p ening  in the 
Personnel arena over the last couple of 
months and we bring you up to date on 
what's been happening around the regions
- there are updates on pay and allowances, 
the N aval P erso n n el  S tra teg y  and 
C o m p e te n c y  Based  Training and 
A ssessm en t .  I f  y o u 're  th inking  of 
discharging, we've provided a table to help 
you compare your present RAN package 
with your new employment package, and

an update o f  D efence Child Care. We 
Spotlight the Navy Psychologists this issue, 
and I think you'll be surprised at what they
do.
Feel free to drop me a line if you have any 
questions or concerns about personnel 
issues, and I will pass your concerns to the 
relevant area on your behalf. Catch you next 
time,

•Ed.
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Well, if your place of work is anything like 
mine, it didn't  take long for the pace of 
activity to pick up to full speed after the 
Christmas leave period. Recruit, category 
and advanced training were straight into it, 
and a successful Fleet Concentration Period 
was the prelude to Tandem Thrust ju st  
c o m p le te d .  In C an berra  and o ther  
headquarters the Defence Efficiency Review 
is our principal focus apart from business- 
as-usual activities and the final Report is now 
with the Government. There is no doubt 
that the outcomes of the Review will have 
far reaching implications on the way Navy 
conducts business.
Another major project, about which you'll 
have heard before, is the Naval Personnel 
Strategy 2010 (NPS 2010), which will assist 
us to p lan the N a v y 's  person n e l  
requirem ents  until the year 2010. It 's  
underlying theme is 'Navy and its people in 
partnership'; and there is no doubt it will help 
us through the uncertainties of the Defence 
Efficiency Review. Implementation of the 
Strategy began in January this year through 
all Commands and Divisions, focusing on 
g rad u a l  chang e  throug h  the long and 
com plex process of ensuring our future 
maritime capability is met while meeting the 
individual needs of our people. The aim of 
the strategy is to develop action plans and 
to consider the cost, in personnel terms, of 
issu es  such  as o rg a n isa t io n a l  change , 
operational requirements, skill restructuring, 
t ra in in g ,  p o st in g s  and co n d it io n s  of 
employment.
The Service Conditions area is preparing a 
number of allowances to be presented before 
the Defence Force Remuneration Tribunal 
this year. They include Flying Allowance 
and Flight Duties Allowance; Clearance

Diving Allowance and Diving Allowance; 
Deep and Experimental Diving Allowance; 
L a n g u ag e  P rofic iency  A l lo w a n c e ;  and 
Arduous Conditions Allowance.
Also, salaries for a number of categories will 
be reviewed this year; including Electronic 
Warfare Analyst, Bosun Mate Grade 4, and 
Combat Systems Operator.
The Navy has gone through many changes 
over the last few years, but the period of 
change is by no means over. With the advent 
of the Defence Efficiency Review and the 
Naval Personnel Strategy, the journey down 
the road of change looks as though it will 
continue with the pace we have become 
accustomed to.
You may seem unsure, overwhelmed or even 
a bit cynical about these changes but there 
is no avoiding them. I am confident that 
the management teams in the Personnel 
Division and elsewhere, together with the 
calibre and understanding of our people, 
will ensure we can meet these changes head 
on and that Navy remains a most capable 
force well into the future.

H ty ja rd s

Murray Forrest

SEATALK is Published by Authority of ACPERS-N, EDITOR LEUT Cathy Rice
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Conditions of 
Service

The RAN Employee 
Attitudes Survey - all you 
wanted to know but were 

afraid to ask
Most personnel will remember that during 
M ay 1996, a su rv e y  was cond u cted  
throughout the N avy to determ ine  the 
attitudes of the N avy 's  uniformed and 
civilian members. The survey was designed 
to measure and monitor personnel attitudes 
in three key areas:
• attitudes to recent major change 

issues particu larly  N avy Quality  
Management (NQM) and the Equal 
E m p lo y m e n t (EEO) and Good 
W orking R e la t io n sh ip s  (GW R) 
programs,

• attitudes to issues that would allow 
a more com p reh en siv e  
understanding of why people choose 
to leave or stay and the impact this 
might have on the Navy, and

• a tt i tu des  to the more tran sient 
'topical' issues that may be of concern 
to personnel.

The survey was designed to improve the 
Navy's management information systems 
by gathering your opinions on a range of 
issues that would allow  the N avy 's  
leadership to gain a better understanding of 
the organisation from the viewpoint of its 
people. These objectives have been fully

met and this success can largely be attributed 
to the excellent response rates to the survey 
The report on the survey was considered by 
the Chief o f  N a v y 's  Senior Advisory  
Committee (CNSAC) on the 13 December 
1996 and it has subsequently been released 
for general distribution. Copies of the full 
report have been  fo rw ard ed  to all 
Commanding Officers. Staff in the Deputy 
Chief of Navy (DCN) and Naval Personnel 
Divisions (NPD) are currently progressing 
work towards completing actions arising 
from the CNSAC.
It must be noted that the report concentrates 
on total employee populations, gender, sea 
versus shore postings (Service) and rank 
(Service). While data is potentially available 
for n u m erou s  co m p a riso n s  of var io u s  
em p loy ee  s u b -g ro u p s  and o ther  
demographic variables, the report gives a 
very good general understanding of the 
attitudes held by Navy people. A more 
comprehensive and focussed analysis will 
need to be undertaken to allow particular 
policies and strategies to be evaluated.
The main areas of concern for the survey 
relate to change and personnel issues. What 
follows is a summary of the main report in 
terms of these issues. It outlines the main 
findings of the su rvey  and g ives  som e 
indication of the actions to be taken. Anyone 
requiring more details should refer to the 
main report and its appendices. A copy of 
the report should be available for loan from 
your ship's office.
In a nutshell, the results can be summarised 
as follows:
• The R A N E A S  has es tab lish e d  a 

comprehensive database of personnel 
a tt i tu d es  from w h ich  e x is t in g  
policies/strategies can be fine-tuned 
and trends can be measured over 
time.

• The data is now available and with 
further analyses will facilitate the 
development of more focussed and 
specialised reports.

• A nu m ber of sca les  have been  
developed that will help us to better



understand and also provide us with 
a m ean s  o f  m e a su rin g  and 
monitoring the various components 
of change and personnel retention/ 
attrition.
Data is now available to better inform 
the d ev elopm en t of other change 
program m es like the Leadership , 
M an a g e m e n t  and P erso n al  
D e v e lo p m e n t  (L M P D ) tra in ing  
continuum and implementation of 
Naval Personnel Strategy (NPS) 2010 
and the Activity Based Management 
Project (ABMP).
There is a perception that change 
in it ia t iv e s  in the N av y  are 
ch a ra c ter ised  by poor
co m m u n ic a t io n  and a lack  of 
commitment by senior management. 
Junior sailors, and to a lesser extent 
junior officers, are clearly the most 
disgruntled and disillusioned groups 
in the Navy, especially males serving 
at sea.
Future postings are a more important 
determinant of whether people stay 
or leave the service than are their 
promotion prospects.
Many personnel consider that there 
is insufficient 'team feeling' in the 
Navy.

Despite an apparent low awareness 
level of the p r in c ip le s  o f  N Q M , 
p e rso n n e l  hold s trong  p o sit ive  
attitudes towards the key tenets of 
co n t in u o u s  im p ro v e m en t and 
customer focus.
The vast majority of personnel have 
a high level of pride in their work. 
A cce p tan ce  o f  w o m en in the 
workplace is generally high but some 
w orkplace  behav io u ra l  problem s 
persist.
L ea d e rsh ip  d em o n stra te d  at the 
supervisor level is rated favourably. 
People are generally happy with their 
postings, however a majority have

expressed a general distrust of other 
career management processes (this 
a t t i tu d e  was m ore s tro n g ly  held 
amongst officers than sailors).

• Most personnel view their training 
positively with the exception that 
m a n y  c o n s id e r  th e m s e lv e s  ill-  
prepared for their jobs in terms of 
interpersonal skills training.

• Tolerance of ethnic diversity is high. 
It must be emphasised that this first survey 
is not a basis for major changes to policy. 
However, for the first time, the Navy now 
has a baseline of attitudinal data from which 
future trends can be monitored. When this 
data is compared with the results of future
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surveys we will not only be able to better 
understand the complexities of personnel 
and change management in the Navy but 
also develop policies that aie based on strong 
quantitative evidence. In the meantime, 
some existing policies will be reviewed and 
where possible fine-tuned to take account 
of your input. As a starting point, the Chief 
of Navy has directed the Deputy Chief of 
N avy (DCN) and the Assistant Chief of 
Navy - Personnel (ACPERS-N) to progress 
the following tasks:

• C o n d u ct  an e v a lu a tio n  o f  the 
effectiveness of NQM thus far and 
develop a strategy for the future.

• evaluate  the EEO /GW R program 
and devise ways for dealing with 
problematic workplace behaviours 
that sill persist in the workplace.

• Review existing personnel planning 
models and procedures in light of the 
new information gathered by the 
survey.

• Develop strategies to better market 
the s tro n g  p o in ts  o f  the N avy 
internally.

• E xa m in e  ways to ov ercom e the 
pro b lem s of d isa ffec t io n  and 
discontent amongst junior sailors and 
junior officers.

• D ev e lo p  s tra te g ies  aim ed at 
improving the Navy's oiganisational 
com m u n ica t iv e  and consu lta tiv e  
processes.

• Develop a model that will facilitate 
the implementation of change in the 
Navy.

• Develop options that will limit the 
impact of family disruption, duties, 
and perceived loss of control of life 
for officers and sailors.

• Review the first version of the RAN 
Em ployee A ttitud es  Su rvey  and 
d ev e lo p  op tions and 
recommendations for the timing of 
future versions.

Remember, this article presents a limited 
overview of the results of the RAN Employee 
Attitudes Survey. If people wish to read the 
more detailed results you can obtain of a 
copy of the report from your ship's office. 
Anyone wishing further information on the 
results of the survey or if you have any 
b u rn in g  q u est io n s ,  p lease  feel free to 
telephone the Project Manager, LCDR Pete 
Smith on 06 - 265 6134 (DNATS 8 65 6134) or 
write to:
A/DCM-N(MSD)
Russell Offices A-2-15 
CANBERRA ACT 2600

Moving Interstate - What 
about my Car Rego?

Have you ever been transferred interstate 
and wondered what your entitlements were 
regarding the transfer of M otor  Vehicle 
Registration? The Directorate of Naval 
Serv ice  C o n d it ion s  (A llo w an ces  and 
Entitlem ents) has received a num ber of 
queries on this issue, and the entitlement is 
as follows:
The authority to pay the costs associated 
with the tran sfer  of m o tor  veh ic le  
registration is part of the Determination to 
pay Disturbance Allowance. No m otor > 
vehicle transfer costs are payable if the 
member has not effected a removal and been 
paid Disturbance Allowance.
The Determination allows reimbursment for 
one vehicle only of
• stamp duty on registering vehicle; 

and
• the establishment fee for transfer of 

the reg is tra tio n  of the veh ic le  
(including the chaiges for standard 
licence plates).

The question most often asked is what makes 
up the establishment fee? Navy's position 
is that the establishment fee for transfer of
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registration includes all fees which are in 
addition to those fees the member would pay 
if he or she were simply renewing the vehicle 
registration in the same State.
For example, the Queensland Road Worthy 
Certificate (RWC) fee is reimbursable on first 
re g is tra t io n  of the veh ic le  on transfer, 
because it is not required in subsequent years 
to re-register the vehicle in Queensland. In 
N SW  on the other hand, where a RWC is 
required each year to renew the registration, 
the fee would not be reimbursable because 
it is a standard cost each year for registration 
and is not therefore an additional cost 
incurred on transferring interstate.
Members should also be aware that HQADF 
has negotiated with all states and teritories 
(except NT) so that Defence personnel now 
need only renew vehicle registration in the 
new state when the registration from the 
former state expires.
POC DNSC(A&E).

'Fashion From The House 
Of Jay Gee' - A new year 

dawns in the Fashion 
House

Ah, the start of a new year! I suppose I could 
take this opportunity to reflect upon the 
achievements (and otherwise) that I have 
witnessed during the preceding year in the 
Fashion House. However, I have decided to 
not take this course of action, but rather, that 
I should continue to strike while the iron is 
hot - so it is full steam ahead and keep the 
guns blazing! My primary target with this 
salvo, is to introduce the revised 'Stitch This' 
p ro form a (Would you be l ieve  that the 
original made its debut in SEATALK 1/94!). 
The revised form, 'A Stitch in Time', removes 
the exclusive anonymity from the old, and

provides an indicator to show whether the 
comment is Policy or Supply related. We 
have taken these bold in it ia tives  for a 
number of reasons, but particularly so that 
we will be in a better position to provide 
acknowledgment of receipt and feedback (if 
necessary). Similarly, our intention is to 
direct forms to appropriate channels (ie, 
Policy or Supply) as they are very useful 
tools in research and analysis for these 
discrete areas. Additionally, it is intended 
that the form also be used in conjunction 
with regular segments appearing on the 
'Scuttlebutt' video. As can be seen on the 
form, the ability to remain anonymous still 
exists for those who might otherwise feel 
uncomfortable in being identified.
The proforma will continue to be made 
available from normal outlets, albeit that the 
one provided here will have to be used in 
the in ter im , p e n d in g  p r in t in g  and 
distribution of a 'stores available' product. 
So, what else lies ahead this year? I hear you 
ask. The forthcoming twelve months will 
see the Fashion House continue to clean out 
the Wardrobes (so to speak); Coats, Jackets, 
Dresses, Boots, Shoes and Working Dress 
(W9) are all to be looked at during this time
- so stay tuned to both SEATALK and 
SCUTTLEBUTT - or should I say read the 
book and see the movie??
As with all my previous submissions to 
SEATALK, I hope that this article and those 
to follow are seen as informative and, to 
quote from the television, 'not too heavy, not 
too light'. I thank the Editor (past and 
present) for affording me the opportunity 
to relate to our customer base through this 
medium, and only hope you enjoy reading 
these articles as much as I enjoy writing 
them.
Finally, for any critics out there, I have 
enclosed a cartoon that may well sum up 
your feelings, which is on page 13.Until the 
next edition, in the parlance of the trade and 
as uttered in the Fashion Flouses of Paris, 
Au Revoir tnes enfants! Contact SBLT John 
Gill ,  S taff  O fficer  U n ifo rm  R esearch , 
Directorate of Supply Policy Navy 
(06) 266 4590.
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On completion, please forward this 
form in a Fleet Mail envelope to: 
Directorate o f Supply Policy - Navy 
CP3-1-01
Campbell Park Offices 
CANBERRA ACT 2600 
Attention: Sta ff Officer (Uniforms)

This form will allow you to comment on any uniform clothing matters. Please use one form per item. 
Your feedback is important, to assist in clothing design and development, and will help to ensure that 
our uniforms are ‘right’ for the Navy- after all, ‘A stitch in time, saves nine!’

RANK SURNAME (*) P/No. (*) SEX SHIP/EST AB/HQ/OTHER HMAS (*)

M/F (Delete as appropriate)
(*) Complete only i f  acknowledgment receipt is required

Is your comment directed at Uniform: POLICY/SUPPLY (delete as appropriate)

| Please describe the item tha t you are  commenting on: |

Name/Title | Colour

| W hat are your reasons for subm itting this comment?

| Can you provide a constructive solution? ( i f  appropriate) 

i f  Yes, What is it?____________________________________

1 f 1 Yes 1 [ ] No
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What's Happening with 
Pay, Industrial Research 
and Salaries This Year

Pay and Industrial Research Section
The Directorate of Naval Service Conditions 
(Pay & Industrial Research) is currently 
preparing a number of allowance cases for 
p re sen ta t io n  to the D efen ce  Force 
R e m u n e ra t io n  Tribunal (D FRT). These 
include:

• Flying A llow an ce  (FA) & F light 
Duties Allowance (FDA);

• Clearance Diving Allowance (CDA) 
& Diving Allowance (DA);

• D eep  and E x p e r im e n ta l  D iv ing  
Allowance (DEEP);

• Language Proficiency Allowance;

• Arduous Conditions Allowance;

• Separation Allowance;

• Submarine Service Allowance (SSA);

• and Sea-Going Allowance (SGA). 
DFRT inspections for FA and FDA will be 
undertaken during March 1997, whilst the 
formal case hearing is scheduled for late 
April. The review is tri-Service, with Navy 
in p u t d e v e lo p e d  by D N SC  (P & I) in 
c o n s u lta t io n  w ith  the C o m m a n d e r  
Australian Naval Aviation.
CDA & DA are scheduled for hearing in late 
May, with inspections occurring earlier that 
month. Case development has proceeded in 
c o n s u lta t io n  w ith  the C o m m an d er  
A u stra l ian  M in e w a rfare  and Clearance 
Diving Forces (COMAUSMINDIVFOR) and 
other diving authorities.
Following the scheduled review of CDA and 
D A , it is in te n d e d  that D N SC  (P & I) 
undertake a comprehensive review of DEEP, 
with DFRT consideration likely in the third 
quarter of this year.
SSA is scheduled for review in September 
1998. The case will focus on the work value 
change accompanying the transition from 
the O B E R O N  to the C O L L IN S  class 
submarines. Case development is currently

progressing on a number of fronts. A recent 
work study undertaken by Naval Corporate 
D ev e lop m en t (West) has exam ined  the 
training and personnel implications of the 
in tro d u ctio n  o f  the C O L L IN S  c lass  
subm arine . The recom m end ations and 
conclusions of this report are presently being 
considered and will be used as a basis to 
further develop work value examinations. 
R esearch is also being undertaken by a 
consultancy firm, INFuse Pty Ltd, to develop 
an Attrition-Cost Retention-Benefit Model 
for Defence Force personnel. Submariners 
have been selected as the pilot sample for 
the developm ent of the model and it is 
anticipated that the research will provide 
information to assist DNSC (P & I) with the 
development of SSA '98. The ADF Activities 
Su rv e y  c o n t in u es  to p rovide  v a lu a b le  
information on the work of submariners. 
A d d it io nal  research has been  initiated  
examining a number of physiological and 
so c io lo g ica l  issu es  a sso c ia ted  w ith  
submarine service.

Salaries and Related Allowances Section 
Category Reviews
The Salaries section is currently developing 
various category reviews - some of which 
may change the member's pay group, whilst 
others may not. The purpose of a category 
review is not just to provide more money to 
the member, but to ensure they are being 
paid ap p ro p ria te ly  in a ccord an ce  w ith  
industrial principles. The categories under 
review are:
• E le c tro n ic  W arfare A n alyst  

(Submarine)
• Bosun Mate Grade 4

° Bosun Mate (Fire Fighter)

• C o m m u n i c a t o r s / S i g n a l s  
amalgamation

• Electronic Warfare

• Combat Systems Operator

• Marine Science
D u rin g  D e ce m b e r  1996, D N S C (P & I)  
co m p le te d  a ca te g o ry  review  o f  the
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AWA(SM). The result of this review was the 
category restructure into 3 grades with a pay 
group rise at each grade (PG3, 4 & 5). 
Supply & Secretariat Review  
D N S C (P & I)  are not cu rre n tly  d irectly  
involved in this review. Any queries or 
submissions should be forwarded to the 
Review Team.
Sea G oing A llo w an ce/H ard  Lying  
Allowance
M ost of the confusion  arising from the 
implementation of the tiered system seems 
to have abated, with the number of requests 
for assessment or re-assessment of Sea Time 
diminishing substantially.
One matter of concern is that members do 
not seem to be aware that they have to be 
posted to a ship, or to an establishment for 
the purpose of serving on a ship, in order to 
receive SGA. Members who are loaned to a 
ship (for more than 48 hours) do not qualify 
for SGA, but they do qualify for Hard Lying 
Allowwance, which is the daily rate of the 
appropriate tier. POC DNSC(P&I)

Thinking of Discharging? 
Compare Your Current 

Package
Seatalk has previously published similar 
articles about our employment package. 
Due to popular demand, the table opposite 
is intended to give you an idea of what your 
current employment package is actually 
worth per annum. This might help you to 
com p are  you r present em p loy m en t 
package with what other employers are 
offering. It will also give you an idea of 
the sorts of things to ask about. Simply 
transcribe the information you have on 
your Salary Variation Advice into the table 
on page 11. To work out an annual rate, 
divide the fortnightly rate shown in the SVA 
by 14 and multiply by 365. (Fortnightly $ -r 
14 x 365 = SAnnual).

A dd it ionally , there are m any  o th er  
conditions that 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, Extra 

Recreation Leave, Seagoing Leave, 
Flying Leave, Compassionate Leave.

• Travel: R e u n io n  Travel, 
Com passionate Travel, Access to 
Service Aircraft for non-duty travel, 
Duty Travel, Isolated Establishment 
Allowance, Remote Locality Leave 
Travel.

• Education: Education Assistance 
Scheme

• Removals: The Removal, packing, 
storage of Furniture and Effects, 
Delivery, TAA, TAASA, Telephone 
R e co n n e ct io n ,  D is tu rb an ce  
A llow ance ,  P et R e lo ca t io n  
Allowance.

• Housing: Defence Service Home 
Loan, ADF Loan Assistance Scheme 
(Home owner), FIPSEA, 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 
estim ated am ount show n in the 
table.

• S u p e ra n n u a tio n : Your 
S u p era n n u a tio n  S ch em e, in the 
space available, cannot be discussed 
due to the co m p le x it ie s  of the 
schemes. In case of doubt, contact: 
COMSUPER
M em b er and E m p lo y m e n t
Communications
Military Group (Team C)
PO Box 22
Belconnen ACT 2616
or phone ComSuper on (06) 2526336
or (06) 2526444.

POC DNSC
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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 $

C learance Diving 
Allowance

SVA $

Separation Allowance SVA $

lolated Establishment 
Allowance

Accounts Office $

Flying Allowances 
(Aircrew etc)

SVA $

Other Allowances SVA/ Accounts 
Office

$

Medical and Dental Estimation of 
Service

$2,000.00

Superannuation DFRDB or 
MSBS - Employer 
Contribution

Transcribe the latest 
annual amount 
directly from your 
ast member 
statement.

$

TOTAL PACKAGE $
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Career

Competency Based 
Training and Assessment

What is Competency Based Training and 
Assessment?
M any of you may have heard the term 
Competency Based training and Assessment 
(CBTA) in the w o rk p lace  or tra in ing  
environment. What is CBTA and how does 
it affect you in the RAN?
CBTA is training and assessment against 
defined jobs tasks to a standard set by 
industry. CBTA is an Austra lia  wide 
initiative to develop a national structure for 
training and remove the obstacles posed by 
separate state and territory governments. 
CBTA will make education and training 
more relevant to industry and maximise the 
use of skills that individuals hold. 
Competency refers to what is expected of 
an individual in the w orkplace. A 
competency defines the requirements for 
effective operation in the workplace as a 
combination of:

• what people need to know

• how well they need to do it

• the knowledge and skills required 
Under CBTA, competencies are recognised 
whether they were gained in formal training, 
informal on the job training or through 
experience. CBTA means the same new 
skills will be recognised within and between 
ind u str ies  and from state  to state . 
Importantly, your skills recognised under 
CBTA will be much more portable across the 
country.
Assessment of competency could result in 
aw ard of a n atio n al q u alif ica t io n  if 
assessment is based on nationally endorsed 
com petencies. W hen com petencies  are 
w ritten  they can be linked with an

appropriate qualification and endorsed by 
national training authorities. Completion 
of a course based on the competencies could 
result  in the aw ard  o f  all or part of a 
qualification. A course may only result in 
the completion of some of the requirements 
for the qualification. In such instances, 
individuals  will receive a S tatem ent of 
A tta in m en t w h ich  id e n tif ies  the 
competencies achieved and could contribute 
to aw ard of q u a l i f ica t io n  th ro u g h  the 
completion of additional competencies. 
How is CBTA different from the RANTS? 
The RAN introduced a systematic approach 
to training in the 1970s. The aim of the RAN 
tra in ing  System  (R A N T S) is to ensure  
personnel are capable of com petent job 
performance by conducting training based 
on clearly defined objectives derived from 
job analysis. Although there are similarities 
between CBTA and RANTS, there has been 
no process to link knowledge, skills and 
attitudes gained in the RAN to those of 
external e m p loy ers  nor to n a t io n a l  
standards. The RAN has recently been 
seeking accreditation (ie, having training and 
employment recognised by a qualification) 
and all of us should receive some form of 
qualification. The CBTA system, however, 
provides an o p p o rtu n ity  to l ink  RAN 
tra in ing with n a t io n a lly  recog nised  
qualifications.
How will CBTA effect me?
Where possible, competencies written by 
industry but w hich accu rate ly  describe  
Naval jobs will be used in the RAN. Your 
category sponsor, as the job owner, will 
identify which competencies describe your 
job and if none already exist, will lead the 
writing of new competencies. From these 
competencies, training and assessment for 
the job will be developed.
In time CBTA will impact upon all RAN 
members in terms of qualifications gained 
from non-RAN training, assessment in the 
workplace and qualifications gained from 
RAN training.
Qualifications you receive from non-RAN 
training could contribute to the recognition 
of prior L ea rn in g  (R P L ).  RPL is



13

determination, on an individual basis, of the 
com petencies obtained by an individual 
through previous training, work experience 
and/or life experience and the advanced 
standing the learner is entitled to as a result 
of these com petencies.  Thus, through 
com petencies achieved outside the RAN 
training system, you could get exemption for 
Naval training.
An im p o r ta n t  e le m e n t  of CBTA is 
competency assessment. Assessment may 
take place in the workplace, off the job (ie in 
the training environment) or a mix of both 
depending on how well the workplace can 
be simulated. Many of you will be formally 
assessed in the w orkplace  (as technical 
sa ilors  have under TTP 92) and this 
assessment will be recorded in a competency 
log. A competency log differs from a task 
book in that a competency log is a record of 
an individual's performance of competencies 
in the w o rkp lace  w hereas  a task  book  
in v o lv e s  tra in in g  in the task, not just 
assessment.
Formal training, informal on the job training 
and experience gained whilst in the RAN can 
lead to the award of qualifications which are 
recognised externally to the RAN. Such 
qualifications will be recognised by external 
o rg an isa t io n s  and will provide c lear 
information to potential employers about the 
qualifications you hold.
For m ore in fo rm a tio n  con tact  LCDR 
A m and a Gaw, SO CBTA, in NTC 
Headquarters (03) 5950 7905.

Officer Promotion Policy
On 28 January 1997, two major changes 
co n c e rn in g  o fficers  p ro m otion  were 
announced by general message (DEFNAV 
CANBERRA WBK/WBO 280053Z JAN 97):
• a change from biannual to annual 

pro m otion  boards w hich  select 
officers for promotion to LCDR and 
above; and

• the introduction of Phased Batch 
Promotion to LCDR (PNF only).

The ch a n g es  have been in trod u ced  to 
achieve greater efficiency and effectiveness. 
Most senior officers can expect to experience 
a red u ction  in their  a d m in is tra t iv e  
workload, while all LEUTs and below will 
b enefit  from the im proved  sy stem  of 
promotion.
From 3 February 1997, senior DNOP staff 
have been providing presentations to officers 
to explain the changes in detail. All Australia 
based PNF officers will have the opportunity 
to attend a presentation. For ANR officers 
the change is minimal, as outlined in the 
general message 041 All Ship All Shore 
(D EFN AV C A N B E R R A  W B K / W B O  
100501Z FEB 97).
These changes will have no im pact on 
Warrant Officers seeking appointments as 
officers. They will continue to be considered 
by the Commodore's Promotion Board in 
June of each year.
POC Directorate of Naval Officers' Postings

'What did I say ‘Boris? ‘These new 
uniforms are. a croc/(!'

Cartoonist G. Larson. Printed by Perm ission of Universal Press Syndicate
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Child Care
Where are Centres Located 
and What Recent Changes 

Have Occurred in 
Childcare?

Where are Centres Located?
The Navy currently has four established 
Defence Child Care Centres throughout 
Australia. They are:
Cerberus Child Care Centre (4Cs): This 
centre is located within the on base Married 

: Quarter area of HMAS CERBERUS. It can 
take bookings for up to 45 full time places 
and care is also provided during holidays 
for children up to 6 years of age and for out 
of school hours and occasional care. The 
centre's operating hours are from 0700 until 
1715.
E n d eavou r Child Care Centre (EC C C ): 
E C C C  is located in Sydney  w ithin  the 
Endeavour House complex at 102 Moverly 
Road South Coogee. This centre is licensed 
for 46 places with 10 of these places available 
for babies. The centre's operating hours are 
from 0630 to 1730. A cooked lunch and a 
nappy service are provided.
K Hangar Inc Child Care Centre: K Hangar 
is located onboard HMAS ALBATROSS. 
This facility is licensed for 29 places with 10 
of these places available for babies. The 
centre's operating hours are from 0700 -1700. 
A nappy service and a cooked lunch are 
available at the centre.

Kangaroo Cottage: Kangaroo Cottage is 
located within the on base Married Quarter 
area of HMAS CRESWELL and became part 
of the D efen ce  Child Care  program  in 
September 95. This facility is licensed for 
14 places. Operating hours are tailored to 
the working hours of CRESWELL - 0715 to 
1630 and care can be provided outside these 
normal working hours.
W hat Recent Changes Have Occurred in  
Child Care?
In 1996 the Defence Personnel Committee 
(DPC) directed that a review of the Defence 
Child Care program (DCCP) be undertaken 
in order to provide a strategic focus to the i 
management of Child Care in Defence. This 
was conducted and on 3 October 96, the DPC 
considered  recom m end ations  from this 
review. On 18 N ov em eb r 96 the DPC 
finalised  its re co m m en d a tio n s  with  
significant changes for the Defence Child 
Care Program.
The major recommendations of the review 
will introduce commercialised management 
of all Defence Child Care Centres and new 
centres as they are built. It is envisaged that 
the commercialisation of the centres will 
commence in 1997.
Any questions regarding Child Care may be 
directed to CPO Bert Faella on telephone 06 
265 6051 or DNATS 8 65 6051.

Spotlight On... Navy 
Psychology - More Than 

Just Counselling
One group who form an integral part of 
Navy's management and personnel support * 
systems but whose diversity of work is little 
know n or un d ersto od  are N avy 
psychologists. Altogether the RAN employs 
about 26 full and part time c iv i l ian  
psychologists .  They  are supported  by 
approximately 15 Reserve psychologists and 
14 administrative support personnel.
What Psychologists Do 
Psychologists use their study of human 
behaviour to measure aptitudes, abilities, 
emotions and attitudes and to assist people
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to bring about changes in thinking, feelings, 
and b ehav io ur.  T h ey  can  also offer 
information, skills training and support to 
in d iv id u a ls  and a range of serv ices  to 
organisations.
Specific areas of support provided for the 
RAN and for individual serving personnel 
include:
Personnel Selection
Most members of the RAN would have been 
tested and interviewed by psychologists 
when being processed for entry to the RAN. 
The tests and interviews help ensure that 
members who are selected are more likely 
to be successful in their training and to adapt 
to the rigours of Navy life than would be 
the case if they were not so screened. This 
benefits the RAN through savings in costs 
a sso c ia ted  w ith  acc id e n ts ,  a d ju stm e n t  
difficulties, 'wastage' and extended periods 
of training. It also benefits most individuals 
processed. For those rejected, and for whom 
success is considered unlikely, it saves much 
time, effort and potential emotional trauma. 
Those who succeed are placed in areas of 
e m p lo y m e n t  m a tch in g  their  sk il ls  and 
interests. Groups with similar abilities and 
goals  are like ly  to w ork together more 
readily in the achievement of both individual 
and Naval objectives.
Matching 'person-job' requirements is also 
the task for psychologists involved with 
selection boards and in providing advice 
reg ard in g  c a te g o ry  tran sfer  or the 
u n d e rta k in g  o f  sp e c ia l is t  tra in ing  eg 
submariner selection.
M anagement Support
Psychologists may be asked by management 
to un d ertak e  assessm en ts  of personnel 
wishing to resign or take an early discharge. 
A sse ssm en t  is a lso  requ ested  where 
performance, disciplinary or behavioural 
problems exist, particularly in the context of 
discharge RNIN. Assessment may also be 
requested for issues associated with the use 
of illegal drugs and alcohol.
The involvem ent of psychologists  helps 
ensure  that in d iv id u a ls  are g iv en  the 
opportunity to have their views and feelings 
represented to senior management. It also

makes sure decisions made by management 
take in to  a cco u n t  any  m it ig a t in g  
circum stances and an assessm ent of the 
p rospects  for successfu l  rehabil ita t ion . 
Associated counselling is concerned with the 
d e v e lo p m e n t  o f  m eth o d s  to im p ro ve  
performance and avoid the repetit ion of 
offences.
F or s im ila r  reasons,  p sy c h o lo g is ts  
participate in the assessment of training 
failure and membership of training review 
boards. Knowledge of aptitudes, learning 
methods and learning difficulties are also 
used in assessments of training progress. 
Personnel Support
A major role of Navy psychologists is to 
provide  a p p ro p r ia te  c o u n s e l l in g  for 
personnel where em otional or personal 
issu es  are a ffec t in g  ad ju s tm e n t  and 
performance within the Naval environment. 
Assistance has been provided for a wide 
range of concerns including anxiety, stress, 
depressions (including suicidal thoughts), 
relationship issues, sexual harassment or 
a ssa u lt ,  recov ery  from sex u a l  ab u se ,  
m e d ica l ly  related d iso rd e rs  ( eg pain  
m a n a g e m e n t,  e a t in g  d iso rd e rs )  and 
vocational counselling. Referral to external 
agencies  can be arranged if a required 
specialist skill is not available in a particular 
psychology section.
Referral and Reports
R e ferra ls  are g e n e r a l ly  a rran g ed  by 
Commanding Officers, Divisional Officers, 
M ed ical  O fficers  or o thers  involved in 
personnel support eg chaplains and social 
w o rk ers .  W hile  reports  are produ ced  
following formal referral, personal details 
d iscu ssed  are treated in the s tr ic te s t  
co n f id e n ce .  F or  p erson al  m atters ,  
a p p o in tm en ts  w ith  p s y ch o lo g is ts  are 
normally arranged through the divisional 
system, but direct contact (or self referrals) 
can be made.
Critical Incident Stress M anagement
In  ad d it io n  to in d iv id u a l  c o u n s e l l in g ,  
m em b ers  who e x p e r ien ce  'o u t  o f  the 
ordinary ' stressful events are g iven  the 
o p p o rtu n ity  to vent the ir  e m o tio n s  in 
s u p p o rt iv e  g ro u p  d eb r ie f in g s  ru n  by
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psychologists and other trained personnel. 
To date, the majority of such events have 
involved accidental death or suicide. In 
addition to assisting personnel understand 
and manage their immediate responses to 
such events, it is also anticipated that the 
activity will reduce the long term impact of 
such incidents.
D u r in g  som e ov erseas  d ep lo y m en ts ,  
p ar t icu la r ly  w ith in  UN op erat ion s,  
personnel frequently experience unusual 
and stressful events. Attempts are being 
made to ensure that the opportunity for 
individual or group debriefs is also provided 
under these circumstances.
Personnel Research
In a d d it io n  to d ea l ing  d irectly  with  
personnel, psychologists are involved in 
trying to improve management decision
making processes by undertaking research 
to provide ob jective in form ation  about 
matters of concern. For example, personnel 
selection decisions are based on validation 
research that seeks to ensure that scores on 
psychology tests link directly to chances of 
success during training or to attrition rates. 
Similarly, psychologists are involved in the 
development and analysis of the RAN Exit 
Survey and the Employee Attitude Survey 
Results from these analyses feed information 
back from members to senior management 
about factors influencing their decision to 
'stay or go' or about other relevant issues in 
an objective and measurable way.
Training
One of the findings of the Employee Attitude 
Survey was that many members considered 
that more effort  could be put into 
'interpersonal skills' training. This is another 
area where psychologists have had some 
input. Specifically they are involved in 
tra in ing  in such areas as study habits,

personal development, stress management, 
time management, interviewing skills and 
staff management. They contribute during 
recruit training, basic and advanced category 
cou rses ,  lea d e rsh ip  and m an a g e m e n t  
courses, junior officer training, divisional 
w orkshops, recruiter courses and CISM 
training. This involvement is in addition to 
individual assessment and counselling for 
learning problems, poor study habits and 
personal matters affecting training progress. 
Policy Development
Frequently the psychology directorate will 
be ca lled  on to have input into the 
formulation of policy. Examples of policy ’ 
areas in which they may have input include: 
educational or psychology entry standards 
w hen new ca te g o r ie s  are crea ted ; 
d ep loym ent related stress m anagem ent 
program s; the m a n a g e m e n t  of 
organisational change in the N avy; the 
relationship between family background and 
adjustm ent difficulties; com puter based 
remote area testing; suic ide prevention  
program s; the im p a ct  o f  dual career  
marriages (with or without both partners in 
the military); and the psychological profile 
of successful submariners.
Overseeing Professional S tand ard s and 
Records
A m ajor  fu n ct io n  of the p sy c h o lo g y  
d irectorate  is to set s ta n d ard s  for 
professional psychology activities in the 
RAN and to manage all psychology records 
of Naval personnel, including maintenance 
of their confidentiality. These records are 
restricted for use only by psychologists for 
the assessment, counselling and research 
activities mentioned above.
Where can psychologists be found 
Psychologists are located in Navy Office, 
'TA R A N A ' ( just op p osite  H M A S

Disclaim er

SEATALK contains information about conditions of service, pay and allowances that was 
correct at the time of going to press. However, this magazine cannot be quoted as an 
authority in Service correspondence - you must consult your ship's office and your 
Divisional Officer for the official references.
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K U TTA BU L), H M A S P EN G U IN , H M A S 
ALBATROSS, HMAS CERBERUS, HMAS 
STIRLIN G , H M A S COONAW ARRA and 
Defence Force Recruiting units in Sydney, 
Brisbane, Melbourne, Adelaide and Perth. 
POC DPSYCH-N (06) 265 2362

New Consumer Credit 
Code

Do you use a credit card or deal with credit 
providers such as banks, building societies, 
finance companies and credit unions? If you 
do, the new Consumer Credit Code should 
make life easier. It applies to all credit 
transactions from 1 November 1996.
The Consumer Credit Code was introduced 
to address long-standing problems in the 
credit marketplace, such as hidden fees, 
m is le a d in g  in fo rm atio n ,  high levels of 
co m m is s io n ,  o v erc h a rg in g  and heavy 
handed debt collection practices.
There were also inconsistencies between 
states and between different types of credit. 
The Code now requires credit providers to 
take a standard approach wherever you live, 
and however you use credit.
The aim of the code is to make 
u n derstand ing  and shopping  for credit 
products better and fairer. In some cases it 
may take a little longer to get a loan, but 
you'll be in a much better position to assess 
the deals on offer:

• Information about the loan, and the 
contract itself, must be presented in 
a comprehensible format.

• Full information about the cost of the 
loan, including fees and charges, 
must be provided.

• Your rights and obligations must be 
made clear - in the past, too many 
people  took out cred it  w ithout 
rea lis in g  the im p lica t io n s  if 
something went wrong.

• Credit providers should be more 
flexible if you experience hardship 
(for example, lose your job).

Of course, even with the Code in place you 
still need to need be alert to get the best deals:
• Ask for the comparison rate when 

shopping around - credit providers 
should be able to give you this. This 
rate probably won't be in the glossy 
ads, but it takes fees and charges into 
account as well as the interest rate.

• Check whether your contract allows 
fees and charges to be varied after 
you've taken out the loan. If you 
think provisions in the contract allow 
unreasonable future rises, you might 
want to think again about going for 
that particular loan.

Article supplied courtesy Choice Magazine, 
January 1997

"‘Bear! ‘Bear!"
Cartoonist G. Larson Printed by Permission of Universal Press Syndicate



18

Naval Personnel Strategy 
2010

W hat is it? Navy's Personnel Strategy (NPS 
2010) recognises the need for continuous 
validation and improvement in all of our 
p e rso n n e l  a c t iv it ie s .  It p rov ides  the 
framework for a strategy to enhance our 
future core maritime capabilit ies whilst 
meeting the personal needs of our people. 
To that end, a rolling program to develop 
action plans has begun. The objective of 
these plans is to propose optimum Core 
Business, Operational Experience, Skill 
Restructuring, Training, Crewing, Operational 
Respite, Postings, Management Approach, 
Personnel Management, Careers, Terms of 
Employment, Remuneration, Flexible Careers, 
Civilian Careers, and Navy's Image needs. This 
p rogram  will co n s id er  and cost, in 
personnel terms, all of the inputs, and 
measure the outputs.
How did it start? You may recall that the 
Autumn 96 edition of Seatalk included an 
article on NMS 2010 - Naval Manpower 
Strategy. The Strategy title has since been 
changed to Naval Personnel Strategy 2010 
(N PS 2010).  It em braces  the 10 ADF 
Personnel Management Principles. While 
the strategy has been developed in line with 
these principles, it has been further tailored 
to meet Navy's particular personnel needs. 
The C hief  of N avy's  Senior A d v isory  
C o m m itte e  end orsed  the N PS 2010 
Implementation Plan in December 1996 and 
teams have been established within all 
Commands and Divisions to study specific 
personnel issues.
Why do it? In recognising the need for a 
strategy to best utilise and best reward our 
most precious resource, we decided to adopt 
a global approach to reviewing personnel 
issues and devising mechanisms to ensure 
the best partnership between Navy and its 
people was developed. So rather than study 
one or two issues at a time we decided to 
incorporate all the key issues into one global 
study. This follows the completion last year

of our Workforce Plan - published in the 
documents Members Required in Uniform 
96 and Billets 96. So having worked out 
what we needed in our workforce - how  
many people, what types of people/skill 
levels, and when we will need them - it was 
logical to then decide how we should be 
recruiting, training and su staining the 
p ersonne l  to m eet ou r w o rk fo rce  
requirements. HQADF has also established 
a team to develop Workforce and Personnel 
Plans which will cover the entire ADF. The 
Personnel Plan has been released and the 
Workforce Plan is due for release in mid 1997. 
They are not, and should not be, as detailed 
as the Navy Plans but rather provide the 
framework and guidance within which the 
Navy Plans will evolve.
What happens now? The Action Plans for 
each of the strategies mentioned earlier are 
due for consideration by the Chief of Navy 
in Ju ne  1997. These  p lans ideally  will 
consider all the factors which will or might 
impact on our lives until the year 2010. 
While some of the issues will be relatively 
simple to study and changes if needed will 
be readily identifiable, others may take much 
longer, even years to be developed. For 
example, in considering optimum crewing 
arrangements for new classes of ships to be 
introduced in the next century, we will need 
to wait until specifications of the ships and 
their roles are known in some detail. It 
should be noted that whilst Navy has the 
ability to implement some personnel specific 
ch an g e s ,  in o th er  areas we need 
Headquareters Australian Defence Force 
approval.  Furtherm ore, some changes 
which may be considered necessary will 
require  leg is la t iv e  change  by the 
G o v ern m en t.  W h ate v e r  s tra te g ies  are 
considered we have to assume that Navy will 
not receive any extra funding to support the 
implementation. Therefore, any strategies 
will need to be resource neutral or otherwise 
will need supplementation from other areas 
of Navy. However, whilst some of the key 
issues may take some years to implement, 
there are already lots of things happening 
on the Personnel side across the whole of the
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ADF which have the potential to have a 
positive impact in the shorter term. Some 
of these issues include Flexible and Part time 
work practices, Job-sharing and a review of 
the posting system.
What's in it for me? The vision of the NPS 
2010 team was:
• N av y  and its p eople  are in 

partnership. People give Navy its 
capability.

• By controlling the flow of its people, 
enhancing their skills and providing 
them opportunities to achieve their 
potential, Navy maximises its ability 
to achieve its mission.

• NPS 2010 identifies people as being 
the Navy's most important resource.

Broad consultation with all levels and ranks 
is planned in order to develop plans for each 
of the strategies. All personnel should have 
the opportunity to become involved within 
their Commands or Divisions to make a 
positive contribution to the success of NPS 
2010. The enormous potential of this can 
o n ly  be realised if we all con tr ib u te .  
Together we can develop the Navy into an 
organisation which embraces all the needs 
of its personnel, and that strategies such as 
enhanced career opportunities, flexible work 
practices, minimum time ashore, geographic 
stability and many others, are in place to 
meet the long term personal requirements 
of its members.
Who's co-ordinating it? The Director Naval 
Personnel M anagem ent (DN PM ), CAPT 
Max Hancock, has been given the role of 
co-ordinating implementation of NPS 2010 
within the Navy Program. With the help of 
a sm all  c o -o rd in a t io n  cell ,  he will be 
resp on sib le  for en su rin g  that the 
Implementation progresses in accordance 
w ith  agreed t im elines  set in the 
Implementation Plan.
Who can I speak to? There are Points Of 
Contact within all Commands and Divisions: 
Maritime Headquarters
CMDR Bob McNeill
LCDR Howard McCallum
DNATS: 8-234493 STD: 02 9563 4493

Naval Support Command
Mr Geoff Hilton, LCDR Sue Hart
DNATS: 8-242183 STD: 02 9377 2183
Naval Training Command
CMDR Neil Meaden, LCDR Jeff Nankervis
DNATS: 8-577263 STD: 03 5950 7263
Naval Personnel Division
CAPT Max Hancock, LEUT Vanessa Ganley
MIDN Kel Mansfield
DNATS: 8-654724 / 1482 / 5258
STD: 06 265 4724 / 1482 / 5258
DCNS Division
CMDR Ted Walsh
DNATS: 8-655039 STD: 06 265 5039 
Material Division 
CMDR Andy Anderson,
LEUT Biigitte Jensen 
DNATS: 8-664284 STD: 06 266 4284 
Any inform ation on the S trategy or its 
Implementation may be addressed to your 
C o m m a n d / D iv is io n  rep resen ta t iv e ,  or 
alternatively, to the Staff Officer NPS 2010, 
D-4-11, Russell Offices. Point of Contact is 
LEUT Vanessa Ganley 8-651482.

"Say... ‘What's a mountain goat doing 
to ay up here, in a ctoud 6an((?"

Cartoonist G.Larson Printed by Permission of Universal Press Syndicate.
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Principles of ADF 
Personnel Management

The previous article on the Naval Personnel 
S tra teg y  2010 m entioned the 10 ADF 
Personnel Management Principles. You 
m ay have b een  w o n d erin g  what these 
principles were, so here they are:
Principle 1: The personnel policy strategy 
enables the ADF to achieve the Defence 
m iss io n  o f  p ro m otin g  the secu rity  of 
Australia and protecting its people and its 
interests.
Prin cip le 2: In achieving the D efence 
mission, the ADF demonstrates commitment 
to its people by giving personnel factors due 
weight in all ADF considerations 
P rinciple 3: The ADF co m p rises  
p ro fe ss io n a l ,  well tra in ed , f lex ib le ,  
innov ativ e ,  d isciplined  and productive  
people amongst whom ethics and probity 
prevail
P rin cip le  4: The ADF is a fa ir  and 
co m p e t it iv e  e m p lo y e r  and m ust offer  
attractive employment and fulfilling careers, 
affording flexibility, participation, choice 
and challenge, in an environment where 
equal opportunity employment prevails. 
P rin cip le  5: The ADF seeks to g ive 
recognition to the special nature of military 
service.
Principle 6: In the ADF, recognition and 
a d v a n ce m e n t  are m erit  based ; and 
rem uneration  and conditions of service 
sy s tem s  are flex ible  and responsive to 
in d iv id u a l  co n tr ib u t io n s ,  needs and 
circumstances.
Principle 7: The well being of members 
and their families is integral to the efficiency 
and effectiveness of the ADF and is a shared 
responsibility between the ADF and the 
member.
P rin cip le 8: P ersonnel policy seeks a 
b a la n ce  b etw een  the org an isa t io n a l  
requirements of the ADF and the individual 
in terests  and p ersonal freed om s of its 
people.
Principle 9: The ADF effectively manages 
the impact of change on its people through 
its personnel policies and takes account of

the v a r io u s  e lem en ts  o f  the in teg rated  
Defence Organisation.
Principle 10: Effective communications 
with its people, the Government and the 
c o m m u n ity  are integral to the ADF 
personnel policy strategy.
POC Mrs Clare Hack, NPPST (06) 265 3265

Defence Warriors. We Want 
You!

The Canberra Defence Australian Football 
C lub (D efen ce  W arriors)  was form ed  
towards the end of 1995 by a group of 
motivated Australian Football fo llowers. 
That group had a vision which ultimately 
led to the Defence Community providing an 
o p p o rtu n ity  for S erv in g , C iv i l ia n  and 
Reserve personnel in the National Capital to 
play Australian Football at the elite level. 
The Club was accepted into the expanded 
eight team ACT Australian Football League 
(ACTAFL) fielding teams in the 1996 First 
and Second G rad e and U n d e r  19 
competitions.
Eighteen ACTAFL Home and Away games 
for Season 96 gave opportunity to more than 
170 Defence Warriors to play Australian 
Football at the elite level. A number of those 
footballers were also chosen to represent 
their respective single services at Interservice 
and N ational C h a m p io n sh ip  C a rn iv a ls  
played in Canberra during 1996. Of note, 
three Defence Warriors were also selected in 
the ACTAFL R epresentative  Squad that 
played against Port Adelaide during the 1996 
Season.
The home ground for the Defence Warriors 
is the Nol Australian Football Oval at the 
Australian Defence Force Academy, and a 
partnership had been formed this year with 
the Harman Hogs for competition. 
Membership of the Defence Warriors is wide 
and varied, and anyone posted to or passing 
through the ACT is encouraged to come and play 
for the side as formation of the team has 
provided an avenue for players to compete 
at all levels of AFL.



21

Som e of the m ajor aims of the Defence
Warriors for the coming seasons include:
• consolidating the Club's position on 

the ACTAFL
• the a p p o in tm e n t  o f  a sa lar ied  

p e rm a n e n t  part time c iv i l ian  
administrator

• raising the Club's profile, on and off 
the f ie ld ,  locally  reg io n ally  and 
nationally within Defence and the 
civilian arena

• promoting Canberra as an attractive 
career posting opportunity, with the 
parent Service  p ro v id in g  career  
o p p o rtu n it ie s ,  and the D efen ce  
Warriors providing the opportunity 
for footballers ,  support staff  and 
a d m in is tra to rs  to be involved in 
Australian Football at an elite level.

• making available match payments to 
players to attract a higher calibre of 
footballer to the Defence Warriors.

For further information contact Principal
Chaplain Max Davis on (06) 265 3264.

Navy Telecommunications 
Management Group

The Navy Telecommunications Management 
Group (NTMG) was formed in February
1996. The group was formed under the 
d irection  and guid ance  of Staff O fficer 
Com m s (SO C O M M S) at N aval Support 
Command, Pyrmont. NTMG provides high 
level  m a n a g e m e n t of our national 
te le co m m u n ica t io n s  in fras tru ctu re  to 
enhance user services, improve productivity 
and a ch iev e  best re turns for N a v y 's  
telecommunications outlays.
N T M G  is responsib le  for 
te le co m m u n ic a t io n s  ra t io n a l isa t io n s ,  
co n d u c t in g  site  su rv ey s,  a ccou nt 
rationalisation and consolidation, equipment 
audits and enhanced environment reviews. 
They are also responsible for cooidination 
of PABX installation projects, performance

management and reporting for all national 
Navy telecommunications assets.
In the latter part of 1996, NTMG became 
N aval  Su p p o rt  C o m m an d s  m o bile  
telephone/pager managers. Since this time 
they assumed responsibility for purchasing 
mobile telephones and are now the sole 
sup p liers  to N aval Su p p ort  C om m and  
elements, including establishments and all 
sh ip s .  N T M G  is a v a ila b le  to provide  
guidance to local area managers on all facets 
o f  te lecom m u n ications ,  including asset 
rationalisation and account consolidation. 
NTMG has been working tirelessly with the 
two major service providers on personal 
mobile telephone and Telecard /Calling Card 
offers for service personnel. Information on 
these offers  shou ld  reach y ou r 
neighbourhood shortly.
Contacts for further information are:
LCDR Julie Fowler, (02) 9563-1590
POSY Leigh Mortimer 9563-1575 
Mrs Tracey Da Pra, 9563-1526
LSSIG Scott Kernahan, 9563-1527 
ABRO Elena van Geelen, 9563-1527 
and soon to be joined by 
LSSIG Ross Padman, 9563-1528 
Facsimile 9563-1529
N T M G  is located at N aval Su p p ort  
Com m and H Q , W h arf 17, P irram a Rd, 
Pyrmont, NSW, 2009.
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ANZAC Ship Project - the 
runs on the board and 

current status of the project
Greg Austin of 'The Australian' wrote that 
"W e need a peacetim e strategy  for our 
forces." He went on to suggest that strategic
p o licy  shou ld  " ...... inc lu de  a h igh ly
developed system of strategic command and 
control; high quality intelligence; a weil- 
oiled equipment procurement organisation; 
an effective logistics organisation; a results- 
orientated network of training institutions; 
a h ig h ly  m o tiv ated  p ersonnel  base in 
uniform and out of it; a responsible defence 
industrial system, effective management 
s y s te m s ;  an e ffe c t iv e  in tern a tion a l  
diplomacy including working alliances and 
security co-operation agreements."1 
The Anzac Ship Project can certainly claim 
to have a number of these runs already on 
the board. The project is well on the way to 
achieving its goal of building ten ships to 
t ime, cost and technical  perfo rm an ce  
specifications (i.e. eight for Australia and 
two for N ew Zealand, and the contract 
includes an option for a further two ships 
for New Zealand). The three shore facilities 
com prise  the A N Z A C  SH IP SU P P O R T 
CENTRE (ASSC) located at Williamstown, 
and two Combat System Tactical Trainers 
(CSTT); one located at HMAS WATSON and 
one located at HM NZ TAMAKI in New 
Zealand. The CSTT at HMAS WATSON was 
delivered early  D ecem ber 1996 and the 
Combat Systems Support Facility at HMNZ 
TAMAKI is due for delivery mid to late 1997. 
Consequently, the range of capabil it ies  
required to fulfil the scope of the project 
includes expertise in project management, 
systems engineering, software engineering, 
and integrated logistic support, in addition 
to naval ship design and construction skills. 
Traditionally a ship the size of an Anzac 
would take from four to five years to build.

By contrast HMAS ANZAC was completed 
within 36 months and by Ship 3 the time will 
be d ow n to around  24 m o nths .  This 
compares very favourably with the best 
international practice.
In August 1993 the ANZAC Ship Project 
signed a Contract with LOPAC Pty Ltd for 
the establishment of the ANZAC Ordnance 
Support and Training Centre. The OSTC was 
o f f ic ia l ly  op ened  in M arch  1995, and 
accepted into Naval Service by the Chief of 
N avy  on 13 D e c e m b e r  1996. The 
establishment of the ANZAC Ship OSTC 
provides an excellent training and in-service 
support facility. The Mk 45 Gun and Mk 41 
vertical launch missile system centre of 
excellence is viewed as a regional asset which 
will foster c loser  defence  re lat ionsh ips  
through tra in in g  o p p o rtu n it ie s  w ith  
n e ig h b ou rin g  co u n tr ie s  who use these 
weapon systems. In addition the OSTC fully 
embraces the commercial support program 
phil osophy  and provides  a m easure  of 
defence self-reliance with respect to the 
support and training aspects  of the US 
manufactured Mk45 and Mk41 systems. 
Last year H M A S  A N Z A C  s u c ce s s fu l ly  
conducted NATO Seasparrow missile firings 
in the Pacific Missile Range Facility. It is 
intended that HMAS ANZAC will return to 
Hawaii this year to repeat the multiple target 
engagement trial and conduct further missile 
firings and other trials. HMAS ANZAC will 
be "Home Ported" in Western Australia from 
M arch 1997. TE K A H A  (Ship  02) has 
successfully completed Initial Contractor Sea 
Trials and Final Contractor Sea Trials and is 
due to be delivered to the Project in May
1997. ARUNTA (Ship 03) is presently being 
fitted out at Transfie ld  and is due to 
commence Initial Contractor Sea Trials in 
December 1997. The modules forTE MANA 
(Ship 04) are presently being assembled at 
Transfield's slipway and the ship is due to 
be launched mid 1997. Keel laying for 
WARRAMUNGA (Ship 05) is due mid 1997. 
Steel is presently being cut for STUART 
(Ship 06).
After more than seven years into the fifteen 
year contract the project remains on target
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for both cost and schedule. The first ship, 
ANZAC, was delivered on schedule at the 
end of March 1996 and commissioned on 18 
May 1996. The remaining ships are due to 
be delivered at the rate of about one ship per 
year. All ships are expected to be delivered 
on or before their contracted delivery dates. 
The last ship (Ship 10) is scheduled for 
delivery on 31 August 2004. The Prime 
Contractor's performance in respect of its 
A u stra l ia  and N ew  Z ealand  In d u stry  
Program commitments is ahead of plan, and 
a competent and capable local supplier base 
has been established.
There are still many challenges that lie ahead 
for the project, not least being a new program 
to increase the offensive and defensive 
capabilities of the Australian ships. This 
development is known as the ANZAC Ship 
W arfig hting  Im p ro v e m e n t Program . 
However, based on progress to date the 
project remains optimistic that the ANZAC 
Class of ship, once fully operational, will 
play a rewarding role for those who serve in 
the Fleet, not to mention great satisfaction 
for all those associated with delivering them. 
POC Mrs Lindy Rose ANZAC Ship Project 
(06) 266 0118
l ."W e need a peacetime strategy for our 
forces,"Greg Austin The Australian 9 Jan 97 
page 11.

Need Resources To Do Your 
Job Better?

It's not uncommon to feel you don't have 
the resources you need to do your job 
effectively . Equally, m any o f us see 
opportunities to eliminate waste, or to use 
resources better. It has been a frustration to 
many that it is often difficult to progress such 
good ideas. It is has also been difficult to 
find reliable cost information to support 
business cases to get ideas approved for 
action.

A new m an a g em en t sy stem  is being  
introduced that will identify exactly where 
resources are needed to help Navy do its job 
better. This new process, Activity Based 
Management (ABM), is a collection of tools 
and techniques that will allow managers to 
manage Navy resources more efficiently and 
effectively by providing consistent and 
reliable cost and performance information. 
At this stage Navy does not have a complete 
picture of how resources (e.g. personnel, 
cash, equipment and facilities) are used. To 
be able identify this information ABM will 
be used to map the current use of personnel, 
cash, facilities and equipm ent across all 
Navy Commands and establishments. Once 
this occurs managers will be able to use 
ABM to identify where resources are needed, 
where there is waste, and where there are 
opportunities for reallocation. Over the next 
18 months, three teams of Navy personnel 
and co n su lta n ts  will  be v is it in g  
establishments and commands to carry out 
this m app ing  process. D isru p tio n s  to 
normal working routines will be minimal. 
The project team has also recognised that it 
is important to not only find out all the 
financial information, but to also provide 
personnel with the skills to use it. Navy 
Activity Based Management has taken a leaf 
out of the implementation programs in other 
public and private organisations and is 
providing a wide range of workshops and 
one-on-one coach ing  sessions that will 
provide participants with the skills and 
knowledge to use ABM in their day-to-day 
work.
After the initial roll-out, there will be no 
additional workload for most managers as 
the majority of data will be accessed from 
source data systems. A few people will be 
asked to contribute to updating the data 
which may take half a day on a quarterly 
basis.
Everyone will receive further information on 
ABM, so keep you eyes peeled for when an 
ABM team will be in your area, and other 
Navy publications for news and updates on 
project progress, or telephone Lesley Brown 
on 06 265 4780.



Point of‘View -
With the Warrant Officer of the Navy 

(Michael McConnell)
As mentioned in the sum m er edition of 
Seatalk, I was appointed as the second 
Warrant Officer of the Navy on 13 Jan 97 
succeeding WO Whittaker, who has since 
b een  com m iss ioned  and posted as the 
Deputy Naval Recruiting Officer Brisbane. 
The m ajority  of office procedures  and 
systems are now in place and I would like 
to thank LEUT Whittaker for his tireless 
efforts and dedication over the past three 
years and to wish him well for the future. 
The role of the Warrant Officer of the Navy 
is still re latively  young and requires a 
nu m ber of o u ts ta n d in g  issues  to be 
completed. One of my goals will be to 
further develop and mature the position. 
During the short time I have been here I have 
found the job  to be in te res t in g  and 
challenging. The position of WO-N has a 
number of transparent duties including the 
obligation to spend a fair amount of time 
away from the office and I look forward to 
speaking to as many sailors as possible (both 
afloat and ashore) over the next three years. 
As we commence building up the operations 
tempo for 1997, I ask all members to carry 
out their duties taking cognisance of and 
com plying with Occupational Health & 
Safety and Good Working Relationships 
responsibilities.
Thought for the Quarter
At the end of the day, we all wear the same
colour uniform and work on the same team.
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Stop Press! New Maternity 
Uniform Approved

DSUP-N has approved the introduction of a 
redeveloped Maternity Uniform (S/W ll) .  
The U n ifo rm  will c on sis t  of a w hite  
Maternity Smock Top ( with long sleeves and 
buttons all the way up the front), b lack 
Maternity Pants and a Navy blue Long Line 
Cardigan for Winter wear. For sum m er 
wear the same white Maternity Smock Top 
(with sleeves rolled up) will be used with 
white Maternity Pants. These items will be 
issued gratuitously on the first occasion of 
pregnancy. Maternity Skirts, black and 
white will also be available, to be purchased 
by the member, and may optionally be worn 
in lieu of the Maternity Pants. When Skirts 
are worn members will be required to wear 
court shoes.
The Maternity Smock and white Pants are 
uniform S l l ,  and should be worn on the 
same occasions as S7/S8/S9. The Maternity 
Smock (sleeves rolled down) and black Pants 
are uniform W l l ,  and should be worn on 
the same occasions as W7/W9. W l l  may 
also be worn as Red Sea Rig for evening wear 
in Summer (with sleeves rolled up).
It is envisaged that this uniform will be 
available by the end of this year. Stay tuned 
for further details. Point of contact for this 
matter is DSUP-N, Staff Officer (Uniforms) 
SBLT John Gill on (06) 266 4590.


