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By the Chief of Navy

By now, all Naval personnel should 
have seen the Future Directions 

Statement that I promulgated last 
December. Many naval 
families may also have seen 
it. One of the goals that I 
set in that statement was to 
improve communications 
with our people. Seatalk is 
an essential element of our 
communication strategy, 
and I am pleased that it is 
now back in production 
and that I have the 
opportunity to pen some thoughts to 
Navy’s extended family.

I know that the implementation of the 
Defence Reform Program has 
generated some uncertainty and 
concern regarding the effects on Navy 
and its people. I wish to assure all 
Navy personnel, and your families, 
that I am working to ensure that your 
interests are given proper weight in 
the reform process, and that you are 
kept as fully informed as possible 
regarding changes in train or under 
consideration. Indeed, Seatalk will 
play an important part in providing 
information to you over the next few 
years. In this issue of Seatalk, there is 
an article outlining Navy’s approach 
to the personnel restructuring 
required under the Reform Program.
I would like to emphasise that Navy 
has reached it’s required Permanent 
Force size and consequently there will 
be no redundancy program by Navy 
during this financial year. In future 
years I hope that a redundancy 
program w ill not be necessary. I

would prefer to use other options to 
reshape the force-options such as 
retraining\change of branch, 
recruiting and attrition. After all, I 
would prefer to retain experienced 

people and I don’t believe 
that a sailor who has served 
for six years and receives a 
12 week pay package is on 
a good deal. I believe this 
approach is more caring. I 
am hopeful that the 
situation will be clearer by 
the time the Spring (or 
Summer) issue of Seatalk 
goes to print.

On a more pleasing note, our second 
Collins Class subm arine, HMAS 
FARNCOMB, com m issioned in 
Fremantle on 31 January, and will be 
homeported at Fleet Base West with 
HMAS COLLINS. The commissioning 
of the third submarine, WALLER, is 
planned for later this year while 
DECHAINEUX will be launched in 
March. The ANZAC Ship Project is 
also progressing well with ARUNTA 
due to be commissioned in August 
and WARRAMUNGA to be launched 
in May. Rounding off our current 
acquisitions, the second Mine Hunter 
Coastal, HAWKESBURY, and the 
second hydrographic ship, 
MEIVILLE, will be launched in April 
and June respectively. Naval Aviation 
has also received a recent boost, with 
Navy receiving a funding increase for 
the Aviation Force of nearly 90 
percent over the next four years. The 
reinvigoration of the Fleet Air Arm 
will allow Navy to maintain a well 
equipped air warfare component into 
the next century.
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Before the Christmas leave break I 
announced changes to the 
Communications Branch, with the 
Signals and Radio Operator categories 
form ing the core of the new 
“Communications and Information 
System s” (CIS) category. More 
recently, I have also promulgated 
details of the Supply Category Review, 
which will result in retention of the 
current Supply Branch categories, but 
with some significant changes in their 
roles. Together with the recent (but 
still evolving) restructures of the 
Seaman and Technical branches and 
similar reviews of smaller branches, 
the Com m unications and Supply 
branch reviews contribute to a 
com prehensive exam ination of 
Navy’s entire sailor em ployment 
category structure. I am confident 
that the changes being introduced 
will result in a Navy that is well placed 
to serve the nation into the next 
century, as well as provide our people 
with the opportunity for rewarding 
and satisfying careers.

In closing, I would like to remind all 
personnel that Navy is committed to 
providing a safe environment where 
people are encouraged to achieve their 
maximum potential in forming the 
high quality teams we need to fulfil 
the demands of our core business, 
regardless of gender, race, religion or 
political belief. Navy is a fair and 
competitive employer that demands 
its people act with integrity, respect 
and courtesy. There w ill be no 
tolerance of d iscrim ination or 
harassment, nor of acts of retribution 
against personnel who have 
submitted complaints regarding such 
activities. I trust, however, that such

issues w ill not be a significant 
problem for the Navy we are building, 
and I look forward to working with all 
of you.

Regards

Don Chalmers

From the Editor's Desk

Y es, its true! After skipping two 
editions, Seatalk is now back on 

the streets.

Following the disestablishment of the 
Naval Personnel Division injune 1997, 
as part of the Defence Reform 
Program, the new Defence personnel 
structure was unable to produce the 
Spring and Summer editions of 
Seatalk. This edition has been 
produced by the Directorate of Public 
Information-Navy, and the Chief of 
Navy has now committed Navy to 
continued production of Seatalk on a 
quarterly basis.

Nevertheless, the changes being 
introduced under the Defence Reform 
Program continue to have an impact 
on Seatalk, in a number of ways. As 
you read this edition you will find that 
a fair amount of the content, not 
surprisingly, focuses on personnel 
reforms that have been, or are being, 
im plemented under the Program. 
Secondly, the editorial team (me and
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Lieutenant Chris Carroll RANR) have 
had the task of tracking down 
appropriate authorities in the new 
organisation to contribute articles. 
We hope that we have been able to 
cover most issues of relevance, both 
w ith contributions from those 
authorities and by filling the gaps 
with articles put together by us, but 
we would welcome any suggestions 
for articles on other areas of interest. 
We will do our best to cover such areas 
in future editions.

The other area where the Reform 
Program is impacting on Seatalk is in 
relation to distribution. Many of the 
authorities that previously received 
copies simply don’t exist any more, 
and new authorities seem to come into 
existence on a weekly basis. We have 
attem pted to take a saturation 
approach with this edition, but 
recognise that there are likely to be 
many mismatches. If your copy has 
been wrongly addressed, you know of 
areas that haven’t received a copy or 
you are reading someone else’s copy 
because none went to your area, then 
please let us know. Our E-Mail and 
postal addresses are on the back page.

There is a lot of information in this 
edition, which we hope is of interest 
to you. As well as Defence Reform 
Program related change, there is 
information on many other important 
developments, including major 
changes to a number of employment 
categories and significant fam ily 
support and personnel initiatives. 
Please take the time to read those 
articles that are relevant to you, and so 
help us in our job of improving Navy’s 
communication with you.

Ed

Pay Rise in April

I n October 1997 the Defence Force 
Remuneration Tribunal endorsed a 

submission from the Defence Force 
known as the ADF Productivity Based 
Rem uneration Arrangement: 1997-99. 
The Arrangement included proposals 
for phased salary increases totalling 
six per cent for all Permanent and 
Reserve Force m em bers of the 
Defence Force over the eighteen 
months between then and April 1999.

The Arrangem ent recognises and 
rewards the commitment of Defence 
Force members to the Defence Reform 
Program and the related major 
changes under way to enhance 
Defence Force capability  as 
foreshadowed by the M inister for 
Defence on 28 May 1997 following the 
Defence Efficiency Review. The 
Defence Force Arrangem ent was 
developed in conjunction with the 
development of a Certified Agreement 
for Defence civ ilians, who are 
expected to achieve a comparable 
outcome later this year.

In endorsing the Arrangement the 
Tribunal approved the proposed 
increases to salary and salary related 
allowances of:

2.5% in October 1997;

1.5% in April 1998; and

2% in October 1998.

The April increase will be payable 
with effect 2 April—that is, on payday 
16 April.

Point o f Contact: D irectorate o f  Salary  
and A llowances, D efence Personnel 
Executive
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Changes Ahead for Communicators

A T A L K

C om m unicators have always 
managed, from a functional 

perspective, the flow of information to 
and from a ship and often distributed 
the inform ation, either by verbal 
report or by paper copy. While the 
function of com m unicators w ill 
continue to be much the same in the 
foreseeable future, the introduction of 
new technology and communication 
architectures will radically change 
the amount of information handled, 
and the way that information will be 
passed to, from and around the ship. 
Local area computing networks are 
now critica l to inform ation 
distribution w ithin a ship. 
Consequently, responsibility for all 
afloat local area network 
management is to be assumed by the 
Communications Branch, in order to 
provide an optimised service to the 
Command through the integration of 
information systems management.

There are many changes ahead for 
Communicators. One of the most 
important is the amalgamation of the 
Radio Operator and Signals 
categories. The new communications 
category w ill be known as 
Communications and Information 
Systems (CIS). It is expected that the 
Chief of Navy will decide the form of 
the category badge for the new 
category by May 1998. The RAN 
Communication Information Service 
Review (RANCIS) Implementation 
Team has been formed in Navy 
Headquarters to manage the creation 
of the new category and the 
alignm ent of existing

Com m unications Branch sailors. 
Recruiting to the CIS category is 
underway with the first intake due to 
join the Navy in April 1998.

CIS category sailors will require a 
more diversified skill set than their 
predecessors in current categories, 
and this will be developed through a 
combination of formal core and just 
in time training. Formal core training 
w ill be conducted by the 
Com m unications School, HMAS 
CERBERUS, in three tiers at the 
Operator (Tier One), Supervisor (Tier 
Two) and Manager (Tier Three) levels, 
supporting a category structure in the 
same form. The diagram opposite 
depicts the career and training 
structure of the CIS category.

Alignment training packages are also 
being developed and details will be 
promulgated as soon as they are 
known. These are based on the 
difference in training between that 
already provided to current sailors, 
and training to be delivered under the 
three tiered system.

Current Radio Operator and Signals 
sailors will align at the Supervisor, 
Manager or Advanced Manager level, 
after undertaking appropriate 
alignm ent training. Most Able 
Seamen and Leading Seamen will 
align at the Supervisor (Tier Two) level. 
Those Leading Seamen who have 
completed an advanced course, Petty 
Officers, Chief Petty Officers and 
W arrant Officers will align at the 
Manager (Tier Three) or Advanced 
Manager level as appropriate.
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A proficiency log is being developed 
for junior sailors that w ill ensure 
current sailors aligning at the 
Supervisor level will have achieved, at 
a minimum, the competency level of 
a Tier One CIS sailor prior to 
undertaking the alignment training. 
This will reduce the level of formal 
coursework required during the 
alignment training courses. Sailors 
aligning at the Manager or Advanced 
Manager level will not be required to 
com plete a proficiency log.

Proficiency logs will be distributed 
after further development and 
validation.

Selection for alignment training will 
be based on a number of criteria. The 
following requirements must be met 
to qualify for selection at the 
Supervisor level:

completion of the proficiency log,

com pletion of the category
Command Test Part 3 and/or the
Submariner equivalent, and

Com m anding O fficers
recommendation (PPD:34).

Selection criteria for Managers and 
Advanced Managers are under 
development. Selection for alignment 
training, from those qualified, will be 
by merit - based on MAT score.

The Defence Force Remuneration 
Tribunal w ill be requested to 
determine the pay group placement of 
the CIS category, probably in about 
September 1998. As an initial step in 
the preparation of a case for 
consideration by the Tribunal, the 
Employment Category Review 
Committee—in the Defence Personnel 
Executive—was given a presentation 
on the new category by the RANCIS 
Im plem entation Team. The 
Committee accepted the proposed 
career and pay structure, and a case 
officer w ill now be appointed to 
develop the formal pay case.

Although the RANCIS 
Implementation Team has been in 
place for some time, there is still a 
great deal of work to be done—with an 
emphasis on getting it right the first 
time. The support of all
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com m unicators during the 
amalgamation process is imperative if 
Navy and our communicators are to 
get the category we need.

The Implementation Team can be 
contacted at A-G-13 Russell Offices, 
CANBERRA ACT 2600; telephone 
(02) 6265 5670 or facsimile (02) 6265 
4723, and is available to discuss 
anything to do with the RANCIS 
review.

The Naval Aviation 
Force Management 
Review

It is probably fair to say that Naval 
Aviation underwent something of 

an identity crisis in the period since 
the early 1980s. However, Naval 
helicopters are now recognised as 
being an integral part of the surface 
com bat, am phibious and logistic 
support forces, and this recognition is 
fully supported by the Government’s 
strategic priorities. Many readers will 
be aware that in the attempt to ensure 
that naval aviation was ready for its 
current role, the Naval Aviation Force 
seemed to be in danger of death by 
review, with the latest review being 
the Naval Aviation Force 
Management Review (NAFMR).

Understandably, many in the aviation 
com m unity may have become 
concerned about the prospects for 
Naval Aviation. In response, it can be 
said that NAFMR is considered to be 
something of a watershed, and that 
Naval Aviation is now on the way 
back. So what is significant about the

NAFMR other than being the latest in 
a long line of reviews into Naval 
Aviation?

The review was conducted over nine 
months by a team led by a non-aviator, 
Captain (now Commodore) Ruting 
CSC, RAN. Importantly, the team’s 
final report and its 65 key 
recom m endations have been 
endorsed by the Chief of Navy’s Senior 
Advisory Committee, w hich has 
appointed an implementation agency 
com prising Commander Marcus 
Peake and Lieutenant Commander 
Paul Jones. Perhaps most significant 
is that funding for Naval aviation has 
increased by some 90 percent.

Navy now has a unique opportunity 
to address many of the long standing 
problem areas associated with Naval 
Aviation—from recruiting and 
training to organisation and logistic 
support. If improvements can be 
achieved, the goal of a sustainable, 
high level of aircraft availability 
within five years will be realised. The 
emphasis is on the sustainability of 
any improvement.

That is not to say that short-term 
improvements have been overlooked. 
Observable improvements are already 
taking place (for example, an 
immediate injection of funding for the 
Navy Aircraft Logistics Organisation,
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the development of a com pletion 
bonus for Observers, a Review of 
Engineering Support for Naval 
Aviation).

The implementation agency has been 
directed to provide the Chief of Navy’s 
Senior Advisory Com m ittee with 
regular reports on progress achieved 
in implementing the NAFMR report’s 
recom m endations. A detailed 
implementation plan, which has been 
approved by the Committee, will 
ensure that all of the actions arising 
from the report have been initiated by 
the time the agency is deactivated in 
June 1998. In fact, it is anticipated that 
much of the action will be completed 
by that time.

In summary, the NAFMR is the most 
significant review ever conducted into 
Naval Aviation and endorses Navy’s 
aviation capability. The result will be 
that everyone who is either involved 
with, or depends on, Naval Aviation 
will benefit.

Point o f  Contact: LCDR Paul Jones, 
NAFMR1A on (02) 6265 5177.

HDA—The Qualifying 
Period is (Still) Five 
Days!

T here appears to be some 
confusion regarding the 

qualifying period required for the 
payment of Higher Duties Allowance 
(HDA), apparently arising from a 1996 
directive from ACPERS-N regarding 
the performance of higher duties 
within Navy.

The ACPERS-N directive, w hich 
remains in force, stipulates that when 
a member is absent for a period of less 
than 20 days, another member should 
not automatically or necessarily be 
directed to undertake the duties of the 
absent member. The directive 
reinforced the provisions of INDM AN 
0104, w hich require that where 
possible and appropriate, the absence 
of a member should be addressed by 
alternative means, including:

temporarily deferring the duties of 
the vacant position;

distributing the duties among 
several other members of the unit; 
and/or

redirecting decision-m aking 
authority  to the next higher 
ranking member in the chain of 
command.

Nevertheless, if the options above 
cannot be utilised in a particular 
instance, and there is a consequent 
requirem ent that the duties be 
undertaken by another member on a 
higher duties basis (albeit for less than 
20 days), then the normal qualifying 
criteria apply for the payment of HDA. 
In particular, the qualifying period is 
five days! Under no circumstances 
should a m em ber—who has been 
properly directed to carry out the 
higher duties, does carry  out the 
duties to the required standard and 
does meet the elig ib ility  
requirements—be denied payment of 
HDA simply because the member 
performed the duties for a period of 
less than 20 days.

Point o f  Contact: D irec to ra te  o f  
E n titlem en ts, D efen ce Personnel 
Executive
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Financial Conditions of Service Administration

A T A L K

T he m ission of the Defence 
Personnel Executive requires a 

new approach to the way business is 
conducted in the personnel area. This 
applies to all aspects of Defence Force 
conditions of service policies, their 
implementation, and administration.

Policy im plem entation and 
entitlement casework is now managed 
in an integrated tri-service 
environment, primarily within two 
directorates of the Financial 
Conditions Branch w ithin the 
Executive—the D irectorate of 
Housing (DH), responsible for housing

and relocation entitlements, and the 
Directorate of Entitlem ents (DE), 
responsible for most other 
entitlem ents. The Directors are 
Group Captain Chris Stunden and Mr 
Andre Bobets, respectively. 
Entitlem ents relating to overseas 
service are administered by the joint 
Overseas Administration Cell with 
the Personnel Operations Branch of 
the Defence Personnel Executive. The 
conditions for which the Directorates 
of Housing and Entitlem ents are 
responsible are summarised in the 
table below.

D irectorate of Housing Directorate of Entitlem ents

Married Quarters Pay and pay allowances

Temporary Rental Allowance Retention Bonuses

Removals Leave and Leave Travel

Living Out Allowance and Living Out 
Away From Home Allowance

Travel Baggage and Travelling Allowances

House Hunting Trips Isolated Establishment Allowance

Temporary Accommodation Allowance 
and Temporary Accommodation 
Allowance-Serviced Apartments

Home Purchase and Sale 
Expense Allowance

Living, District and Meal Allowances

Education assistance provisions

Married Separated categorisation

Recognition of defacto relationships and of 
persons as ‘family’

Discharge Resettlement Training and other 
post-separation benefits

Redundancy provisions

Compensation for loss\damage to personal 
belongings

10
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With the change from single to tri- 
Service management, procedures and 
processes w ill be managed, and 
delegations exercised, to ensure that 
conditions of service policies are 
applied coherently and consistently 
across the Defence Force. At the same 
time, there rem ains an ongoing 
recognition of the special 
requirements that may arise from the 
different operating environments of 
the single services, including the sea
going com m itm ents of Naval 
personnel.

Staff of DH and DE will maintain an 
ongoing program of briefings\liaison 
visits to Defence Force units to update 
personnel on topical and proposed 
conditions of service initiatives. This 
program will also provide a forum for 
individual members to convey their 
views and air their concerns.

[This program  is understood to be 
sim ilar in nature to that undertaken  
by Navy’s Personnel Communication  
Team between 1995and mid 1997.-Ed]

Where Do You Get It?

A s well as Seatalk, there are a 
num ber of sources of 

inform ation, available to Navy 
personnel and their fam ilies, 
regarding issues of interest within 
Navy and the Defence Force.

Navy News is published fortnightly 
and distributed widely throughout 
the Navy. T he K ey  newsletter, 
produced quarterly by the Defence 
Personnel Executive is distributed as 
an insert to Navy News, as well as

through other means. All 
developments of significance 
regarding personnel issues that are 
promulgated are summarised in the 
Heads-Up message released by Navy 
Headquarters at the end of every 
month.

S cuttlebutt is a video produced 
quarterly by the Directorate of Public 
Inform ation-Navy which features 
item s of interest regarding Navy 
operations, activities and personnel 
developments. The Directorate also 
manages Navy’s Home Page on the 
internet (www.navy.gov.au). As well 
as providing a wide range of 
information on the Navy, the Home 
Page also provides links to other 
useful internet sites, including the 
Defence Home Page.

Staff of Navy’s P erson al S erv ices  
O rgan isation  and the D efen ce  
Community Organisation hold a vast 
range of inform ation designed to 
assist fam ilies, not only at the 
commencement of their posting, but 
throughout their time in a particular 
locality. The Defence Community 
Organisation also manages the FIND 
information network.

[A rticles on D efen ce C om m unity  
Organisation initiatives are on pages 
12 and 28, and an article on FIND is on 
page 19—Ed ]
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Spouse Employment Assistance Initiatives

T he Defence Com m unity 
Organisation (DCO) is 

responsible for the development, 
management and administration of 
several programs that operate in 
support of Defence fam ilies— 
including the provision of assistance 
to Defence Force members’ spouses 
seeking employment. Defence cannot 
create jobs specifically for spouses, but 
a number of self-help initiatives have 
been developed to collectively provide 
access to a number of job search 
resources and assist Defence Force 
spouses to become work ready. These 
are summarised below.

Spouse Internet Access
Thirty internet access locations have 
been identified in selected areas for 
use by Defence Force spouses. The 
DCO has developed an Internet Home 
Page on the World Wide Web and an 
E-Mail Bulletin Board Service (BBS) to 
assist spouses when seeking 
employment. Staff and some spouse 
volunteers have been trained at each 
internet access location to help 
Defence Force spouses access the 
service.

Defence Force spouses can search on 
line for job vacancies Australia wide. 
On line access is available to the 
A ustralian Job  Search database 
(previously managed by the 
Commonwealth Employment 
Service, and now by its successors) 
and a large number of additional 
employment related resources. Job 
applications can be entered on the 
internet and E-Mailed to potential

employers. A facility also exists for 
employers to register vacancies on the 
site and check the details of Defence 
Force spouses seeking employment 
against existing vacancies.

It is not necessary to visit a DCO 
sponsored internet access location to 
access the BBS. For Defence spouses 
wanting to access the facility from 
their home com puters or other 
internet access locations, the address 
(URL) of the DCO Home Page and BBS 
is:

http://www.dco.dod.gov.au

Certain areas of the BBS that are only 
available to the Defence community 
require a User Name and Password. 
These are as follows (all upper case):

User Name: DCO

Password: SEAP

Can you  help to raise awareness of 
the serv ice? All members of the 
Defence com m unity are strongly 
encouraged to heighten the awareness 
of employers to the availability of the 
DCO web site. Those with links to 
Cham bers of Commerce, sm all 
business councils, service 
organisations and other local 
employment bodies can certainly 
assist to raise awareness. Defence 
spouses already working can 
encourage their employers to register 
vacancies on the site. The fact that 
there is no cost involved for use of the 
web site is a significant selling point 
with employers, as the cost associated 
with advertising vacancies in other 
ways can be quite high.
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The DCO is also contacting employers 
and agencies at the local level. A mail 
out w ill be undertaken to all 
appropriate local contacts during 
March/April. Also, those contacts 
will be included at local employment 
inform ation sem inars whenever 
feasible and appropriate.

Preparation of Resumes 
or Applications
The computers at the DCO sponsored 
internet access locations can also be 
used for preparing resumes and 
applications. Unfortunately, resource 
constraints do not permit DCO staff 
to provide assistance with resume 
preparation. If assistance is needed 
when preparing resumes or 
applications, it is strongly suggested 
that the facilities on the BBS are used. 
These provide a framework for resume 
preparation. Alternatively,
attendance at a Defence sponsoredjob 
Club w ill assist to develop the 
appropriate skills.

Job Clubs
Access to Job Clubs is available to 
spouses where there is an expressed 
need. Job Clubs are practical courses 
that enable job seekers to improve job 
search skills and provide practical 
experience in writing applications for 
jobs and practising telephone and 
interview techniques. Basic keyboard 
training can also be provided. DCO 
staff can either arrange for placement 
of Defence Force spouses with Job 
Clubs that are available in the wider 
community, or develop a Job Club to 
meet local needs.

Employment Related 
Information
Employment information seminars 
are being arranged by DCO that 
include invitations to local 
employment agencies, local 
Chambers of Commerce and other 
participants who are appropriate to 
local conditions and requirements. 
W here there is a dem onstrated 
requirement, the seminars w ill be 
scheduled following the peak posting 
periods—during the period February 
to April, with a later one about August.

Inform ation regarding local 
employment agencies is also being 
included in DCO family information/ 
welcome packs, together w ith an 
employment checklist for spouses.

Childcare
Reimbursement of childcare costs is 
available when attending 
Employment Information Seminars or 
Job Clubs.

Handbook and Resource
Kit
An employment assistance handbook, 
Jobs on the Move, has been compiled 
for Defence Force spouses to provide 
inform ation, ideas and practical 
advice. An employment assistance 
resource kit is also being developed by 
the DCO and will be available initially 
at all the designated internet access 
locations. Material from the resource 
kit will be available on a loan basis to 
Defence spouses. Copies of the 
handbook and details about the 
resource kits can be obtained from 
DCO offices or by calling the Family 
Inform ation Network for Defence 
(FIND).

13



Support Network Groups
The initiatives summarised above 
have been form ulated to assist 
Defence Force spouses to help 
themselves and also enhance a sense 
of com m unity spirit by helping 
others. Defence Force spouses seeking 
employment are encouraged to form 
support networks, to assist with the 
provision of local information on 
employment and work opportunities. 
This would provide the potential to 
foster a focus for employment 
m entoring and support amongst 
Defence Force spouses on a national 
basis. Please contact your local DCO 
staff if you are interested in forming 
or participating in this type of activity.

Contact Details
Please contact your local DCO staff for 
inform ation about any of the 
initiatives summarised above, or call 
FIND on free call 1800 020031 to 
obtain details of your closest DCO 
internet location and the appropriate 
telephone numbers. Further detail 
can also be obtained from the 
Program Manager, Julie Graham, on 
(02) 6 2 6 6 4 4 3 2  or E-Mail 
dcopopi@bigpond.com.au.

Equity in Defence

The Defence Equity Organisation 
(DEO) was established to inform, 

encourage and educate personnel in 
Defence Equity matters including 
policies, practices and processes; and 
to ensure Equity forms an integral 
part of doing business in Defence. 
Equity is not a new concept to 
Defence, but rather is an often
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misunderstood and very important 
com ponent of leadership and 
operational capability. Leadership in 
equity is an im portant tool in 
sustaining operations both at sea and 
ashore to receive the best from our 
people in both peacetime and war. For 
Equity to work and be effective it 
requires a high level of commitment 
from all personnel, which in turn will 
reflect sound m anagem ent and 
premium operational effectiveness.

In broad terms, equity means that 
everyone is given a fair go in the 
workplace and all personnel have 
equal access to training, to fair 
working conditions and equal 
opportunities for promotion. Equity, 
however, does not assume that 
everyone has the same abilities and 
talents or that they will all reach the 
same level. The emphasis is to provide 
all personnel with an equal 
opportunity to utilise their abilities 
and talents in the best possible way for 
their respective Service. Part of the 
strategy to ensure an equitable 
workplace is the Defence policy of zero 
tolerance of sexual harassment in the 
workplace. In simple terms, sexual 
harassment means unwelcome sexual 
attention directed towards a fellow 
employee. Sexual Harassment is not 
lim ited to specific acts but also 
includes non-specific acts such as the 
display of printed material which 
may give offence and therefore 
constitute harassment. The use of 
derogatory language is also a form of 
harassment and could cause offence 
to both males and females in the 
workplace. The Sex Discrimination 
Act 1984 guarantees the basic right of 
individuals to work in an

mailto:dcopopi@bigpond.com.au
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environment free from harassment 
and discrim ination. It is the 
responsibility of all of us in Navy to 
ensure a zero-tolerance in all ships 
and establishments. It is also worth 
noting that within the Defence Force, 
acts of retribution against any 
member who reports an incident of 
harassm ent w ill not be tolerated 
under any circumstances.

Guidance on the Sex Discrimination 
Act 1984 and Defence policies are 
provided in Defence Instruction- 
General (PERS) 35-3 and Defence 
Instruction-Navy (PERS) 16-5.

Point o f  contact: D efen ce Equity  
Organisation

Australian Naval 
Reserve—The Total 
Force Develops

(Opportunities for Ex- 
Permanent Force 
Personnel)

I t is now some six years since the 
Australian Naval Reserve ceased to 

operate under the Attached Training 
Vessel philosophy, moving instead to 
N ational Management and the 
development of the Total Force.

The Total Force philosophy centres on 
part-time officers and sailors serving 
in Fleet Units and Establishments of 
the RAN on an equal basis as their 
full-time counterparts. Reservists are 
spread across the full spectrum of 
RAN activities and there is a better

opportunity to provide the best 
possible return for the Navy in 
perform ance term s and for the 
Reservist in terms of training and 
operational experience.

The Total Force concept has made 
good progress in a range of areas, but 
certain aspects of RAN employment 
are complex and many prospective 
volunteers have found training, 
availability and skill currency very 
daunting. Nevertheless, Navy 
management is continuing its efforts 
to increase the effectiveness of the 
Total Force concept. An overall view 
is being taken, but particu lar 
attention is to be directed to the main 
stream areas of Seamanship, Supply 
and Engineering. As might have been 
expected, these areas presented the 
greatest challenge for Career 
Reservists, no longer employed on 
Attached Training Vessels, because 
operational major and minor fleet 
units demanded a more regimented 
input than was possible for many 
Reserve Officers and Sailors.

Significantly, the development of the 
Total Force concept has seen a far 
greater involvement of ex-Permanent 
Naval Force officers and sailors, who 
now find that there are the structures 
in place to continue their contribution 
to the Total Force on a part-time basis. 
Previously, many such personnel had 
found it d ifficu lt to make the 
transition to the Reserve Force. Their 
level and type of skill plus their rank 
and seniority had been difficult to 
accommodate in the more limited 
Attached Training Vessel structure 
that the Reserve then had in place.
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Currently, the opportunity exists to 
press on with a Total Force structure 
that has significant benefits for the 
RAN’s new responsibilities under the 
Defence Reform Program. As well as 
providing ongoing part-time career 
involvement for existing Reservists, 
individuals separating from the 
Permanent Force and suitably 
qualified civilians, the Total Force 
concept plays an important role in the 
RAN’s overall development of an 
integrated workforce in keeping with 
current A ustralian industrial 
relations trends.

W hile significant further progress 
w ill require skilful workplace

restructuring, the opportunity for 
Reservists to contribute to a 
substantial part of the RAN’s 
Headquarters, Combat Force and 
Training Programs, as well as to a 
variety of support services, is very 
exciting. All the more so, because the 
excitement is all about one maritime 
defence challenge to be met by one 
RAN team.

Point o f Contact: Commander Karel de 
Laat, D irector R eserve U tilisation  
Policy

[Those personnel intending to separate 
from  the Perm anent Naval Force are 
en cou raged  to contact th e ir  ca reer  
managers to discuss opportunities in 
the Reserve—Ed]

What's the Fleet up to?

Operations
Operations have already proven to be 
a big issue for 1998. HMAS 
NEWCASTLE has recently returned 
triumphant from Heard Island for the 
far warmer clim ate of Western 
Australia, and a quick thaw out, before 
returning East. NEW CASTLE 
apprehended the fishing vessel Big 
Star allegedly fishing illegally in the 
Heard Island exclusive fishing zone. 
The operation was complicated by 
five metre seas and forty knot winds.

HMA Ships SUCCESS, TOBRUK and 
BALIKPAPAN have had the much 
warmer task of being part of the Truce 
Monitoring Group at Bougainville. 
As Seatalk goes to print, TOBRUK is 
expected to return to Sydney in late

March after spending over 60 days 
continuously at sea.

Deployments
The Deployment of the Year is 
difficult to select this year with many 
fine contenders.

HMA Ships ADELAIDE, 
NEWCASTLE, TORRENS and 
CANBERRA are off to South East Asia. 
ADELAIDE and TORRENS will be 
participating in the Philippines Naval 
Review in Manila in late May, and 
their tour may include a visit to other 
parts of Asia not visited for over 
twenty years!

HMA Ships ADELAIDE and HOBART 
will deploy to South East Asia and 
possibly India in October, hopefully
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with a port visit to Vishnan 
(Yes, it’s in the atlas).

HMA Ships SYDNEY and 
ANZAC will also deploy late 
in the year—to North East 
Asia. The ships w ill 
participate in the Pusan 
Naval Review in October, 
and their tour will include 
visits to Yokosuka, Shanghai 
and Hong Kong.

Exercises
The exercise highlight of the 
year is RIMPAC 98 (a 
m ultilateral pacific com bined 
maritime exercise) being held in late 
June and early July off Pearl Harbour. 
The participants are HMA Ships 
MELBOURNE, DARWIN, PERTH, 
BRISBANE and ONSLOW. These 
ships, having completed participation 
in the recent Fleet Concentration 
Period, will be focusing on readiness 
for RIMPAC over the coming months.

Other major exercises for the year 
include Exercise IADS (a Five Power 
Defence Agreement air-defence 
exercise) in April and Exercise NEW 
HORIZON (a b ilateral m aritim e 
warfare exercise with Indonesia) in 
May. Exercise NEW HORIZON is the 
largest of the exercises outside 
RIMPAC. The exercise involves HMA 
Ships CANBERRA, NEWCASTLE 
and WESTRALIA operating in the 
Surabaya area.

Minor War Vessels
The Minor War Vessels have also been 
busy. Follow ing BALIKPAPAN’s 
efforts at Bougainville, the Landing 
Craft are participating in Exercise 
INITIAL LANDING in the Shoal water

Bay area in late March. The Patrol 
Boats have, as always, been 
continually involved in Fisheries 
duties and surveillance of the Top 
End. They have made a number of 
apprehensions of foreign fishing 
vessels and other vessels already this 
year, and undoubtedly there will be 
more to come.

Submarines
The Submarine Squadron highlight 
for 1998 is probably ONSLOW ’s 
participation in RIMPAC. ONSLOW 
will deploy for RIMPAC from May and 
conduct an Assisted Maintenance 
Period in Pearl Harbour in June/July.

A successful SMASHEX (Submarine 
Missing at Sea Exercise) was 
conducted during the last Fleet 
Concentration Period. The logical 
progression of this exercise is Exercise 
BLACK CARILLON, which exercises 
the rescue phase of a SMASHEX and 
is scheduled to be conducted in April.
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The Good Oil on Redundancies

F ollowing the M inister’s 1996 
announcem ents regarding 

personnel reductions under the 
Defence Reform Program (DRP) and 
the consequent redundancy program 
for senior ranks, there have been many 
buzzes circu lating regarding the 
implications of the DRP for Naval 
personnel generally. These have 
particularly been in relation to the 
potential for an extended redundancy 
program. The uncertainty created by 
those buzzes has been disconcerting 
for some personnel and their families, 
especially those who may be 
interested in accepting a redundancy 
package, if any are offered. To help 
dispel the buzzes, the situation is 
summarised below:

The DRP results, in part, from a 
requirement to reduce personnel costs 
in support activities, to increase the 
level of funding available for ships and 
other equipment. There is also a 
requirem ent to divert personnel 
positions from support functions to 
combat and combat related areas. 
These requirements will result in the 
disestablishm ent of about 3,100 
civilian and 4,700 military positions 
across the Defence organisation (with 
about half of those being used to fund 
the increases in combat and combat 
related positions). The result will be 
a Defence Force of about 50 ,000  
military personnel byjuly 2001, with 
at least 65% of those personnel serving 
in com bat and com bat related 
positions. Navy will be 14,000 strong, 
Army 23,000 and Air Force, 13,000. 
Unlike the other Services, Navy is
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already at its target of 14 ,000 
personnel, therefore there is no overall 
reduction in personnel num bers 
required. What will be required by 
Navy however, is a fairly significant 
change in the mix of its personnel to 
staff the RAN of the future. We need 
the right mix of people to crew eight 
ANZACs, six COLLINS, six MHCs, 
two LPAs (as well as retaining 
TOBRUK) and to multi-crew the new 
hydrographic ships. In terms of our 
current personnel structure, Navy’s 
Members Required in Uniform (MRU) 
study identified a m ism atch in 
categories and qualifications of 1,400 
sailors and 400 officers, for our future 
requirem ents. This applies in 
particular to the Admin, Instructor, 
Dental, Nursing and Supply Officer 
qualifications and the Bosuns Mate, 
Cook, Dental, Medical, Motor 
Transport Driver, Stores Naval and 
Steward categories.

The restructure must be managed to 
ensure that appropriate personnel 
rem ain available to carry  out 
necessary functions during the 
transition. For that reason, reductions 
in the size of particular categories 
must be synchronised with the 
civilianisation/commercialisation of 
the functions undertaken by those 
categories, or the growth of other 
categories to take over the functions. 
A detailed plan is being developed to 
manage the transition to the Navy 
personnel structure required in 2001 
and beyond, and this is expected to be 
available for consideration by CN in 
August of this year. Current
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indications are that Navy will be able 
to achieve the transition by means of 
natural attrition  and voluntary 
retraining. As personnel discharge or 
resign, their replacements will be 
recruited to the categories requiring 
additional personnel. W here 
personnel in excess of the requirement 
for particular categories remain in the 
Navy, transfer of category (and 
associated retraining) will be made 
available. A redundancy program 
would only be considered if these two 
approaches are insufficient to produce 
the required personnel structure. 
There definitely w ill not be any 
redundancy program within Navy 
during this financial year. Nor will 
there be before the detailed transition 
plan is considered by CN. Any 
funding for redundancy programs 
w ithin the Defence Force this 
financial year w ill be directed to 
Army and Air Force.

CN recognises that the lack of access 
to a redundancy program w ill be 
disappointing for some. However, he 
has stressed that Navy’s strong 
preference is to retrain (where 
necessary) and retain our valued 
people. He is also acutely aware that 
the benefits available under 
redundancy provisions are not overly 
beneficial for junior personnel. The 
principal redundancy benefit is the 
payment of two weeks military salary 
for each completed year of service. For 
a Leading Seaman (Pay Group 4) with 
ten years of Service, that would equate 
to a little  under $14,800—a small 
reward for giving away your career!

Point o f  contact: Navy C areer  
Management Branch

Family Information 
Network for Defence 
(FIND)

On the 9th Anniversary of the 
introduction of FIND, the Find 

team thought it would be a good 
opportunity to update you on the 
Service and some of their future plans.

What is FIND?
FIND is an inform ation network 
w ithin the Defence Com m unity 
Organisation (DCO). We are located 
in the DCO Headquarters in Campbell 
Park Offices, Canberra. We have been 
operating an Australia-wide toll-free 
inform ation helpline since we 
com m enced operations in March 
1989. The FIND service was 
established to provide easy access to 
personnel inform ation for every 
Service person and family anywhere 
in Australia, in absolute confidence.

How can FIND help you 
and your family?
When you ring FIND during normal 
operating hours you will be speaking 
to a trained and experienced operator. 
After hours you can leave a message 
on our answering machines and your 
call will be returned by one of our 
operators promptly the next working 
day.

FIND has developed an extensive up- 
to-date database on personnel policy 
issues with single service and tri
service documents and information. 
For reference material we maintain a 
library  of current Defence 
publications and instructions along 
with the Defence Managers Toolbox 
(Computer CD).
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If you have any questions or enquiries, 
no matter how trivial, about any topic, 
subject, situation or even rumours, 
sim ply give us a call and we can 
explain the situation to you. If we don’t 
have the information we will certainly 
find out for you or if necessary refer 
you to some one who does. We have 
developed some special FIND packs 
on removals, spouse information for 
new members, and a discharge 
information pack. These cover all 
those conditions and allowances to 
which you may be entitled, in one easy 
to read document. We have 
information on almost any personnel 
topic ranging from Pay Scales, Holiday 
Accommodation, Housing, Education 
and Redress procedures to Ship’s 
Movements, SWIM Line numbers and 
contact details regarding Sexual or 
any other form of Harassment. We 
can send out copies of any documents 
we have. We can provide the phone 
numbers and addresses of Family 
Liaison Officers, M ilitary Liaison 
Officers, Social Workers, Chaplains 
and other support areas. We also 
maintain the contact details for the 
DCO Spouse Employment Assistance 
Initiatives internet sites. [Ed—see 
artic le  on page 12]. In the not too 
distant future it is planned that FIND 
will have a home page within the 
current DCO web site.

FIND is a totally confidential service, 
if you wish you can remain 
anonymous. By calling FIND, you 
don’t commit yourself or your family 
to anything—your enquiry will not be 
made known to anyone other than 
your FIND representative without 
your permission. On the other hand, 
the information you receive does not

guarantee you an entitlement to any 
provision, but does provide the 
information you might need to know 
to allow you to make an informed 
decision. We can send you an up-to- 
date FIND Index on what we have 
available. All you have to do is call 
FREECALL Australia-Wide on 1800 
0200 31.

FIND operators are available to 
answer your enquiries between 8:30 
AM and 4:30 PM (Canberra time) 
Monday to Friday (excluding public 
holidays). We look forward to your 
call, we are at your service.

Good News for NHBS 
Members (a Message 
from the NHBS Chairman)

There is good news on two fronts 
for NHBS members. Firstly there 

will be no increase in contributions 
this year. You will be only too well 
aware that contributions have had to 
be increased every year for the last few 
years to accommodate the increasing 
level of benefits paid out. These had 
arisen from higher utilisation and 
higher health service costs. You can 
take heart from the fact that our 
increases have generally been below 
those made by other funds and that 
unlike most, we will not be increasing 
our contribution levels again at least 
until the second quarter of 1999. This 
will mean that the cost of your health 
insurance won’t have changed for at 
least eighteen months—not bad in 
today’s climate of increasing health 
costs.
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The second piece of good news is how 
our fund continues to be ranked so 
highly in all performance measures in 
the industry. The industry annual 
report to Federal Parliament for the 
last financial year shows that you 
belong to one of the best performing 
private health funds in Australia. 
Look at these facts:

In 1996/97 the private health 
insurance industry recorded a 
total loss of over $130 million—an 
average of $38 per member. NHBS 
very nearly broke even with a loss 
of only $35,000—this equates to 
just $3 per member and is 0.082 of 
the national average.

NHBS has reserve assets of nearly 
$6 million and ranks sixth of the 
44  funds in reserves per member. 
These reserves are an essential 
element in the long term stability 
of the fund and allow it to 
subsidise your contributions with 
investment returns.

NHBS continues to have very low 
administration costs and ranks 
8th lowest of the 44  funds with 
costs just 6.8% of income, 
contrasting w ith an industry 
average for 1996/97 of 12%.

Members should always remember 
also that they have access to NHBS 
travel insurance and Lifecover at rates 
significantly lower than external 
products. Phone NHBS on (03) 9510 
3422 or toll free 1800 333156 for more 
information.

I am proud of the high level of service 
our fund provides to the broader naval 
fam ily and attribute our high 
performance ranking in the private

health industry to the commitment, 
expertise and enthusiasm  of the 
management and all the staff. I think 
you could look long and hard and still 
not find a better private health fund 
than our own NHBS.

R.A. CHRISTIE 
Commodore RAN 
Chairman
Naval Health Benefits Society

Cartoonist C. Larson. Printed by Permission of 
Universal Press Syndicate

STOP PRESS
Clearance Diving 
Allowance and Diving 
Allowance
The Defence Force Remuneration 
Tribunal has handed down a decision 
on its review of Clearance Diving 
Allowance and Diving Allowance. 
The outcome of the review is 
summarised in the message - HQADF 
WAC 030050ZMAR98.
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Posted to Support 
Com m and  
Melbourne!

[Although the creation o f the Support 
Command Australia in M elbourne did 
not result in a wholesale movement o f 
Support Command (Navy) personnel 
south from  Sydney; a small num ber o f 
b ille ts  have been  estab lish ed  in 
Melbourne. For those who may be in 
line fo r  a posting to one o f those billets, 
our intrepid southern correspondent 
has penned a few  thoughts on life north 
o f CERBERUS—Ed ]

W hat is it like to be posted to 
Victoria Barracks, Melbourne? 

Of the twelve hundred or so people 
working at Victoria Barracks, there are 
sixteen in the Support Command 
Australia (Navy) component, as well 
as several other Navy personnel 
working w ithin the Jo int Staff in 
Support Command Australia, and 
w ithin the various other Defence 
elements accommodated at Victoria 
Barracks. While the small number of 
Navy personnel relative to the 
majority presence of Army personnel 
may initially be daunting, relaxed 
adjustment to the situation is quick to 
set in. This is especially so once it is 
realised that people in khaki-coloured 
uniforms, as well as the few Air Force 
personnel and the significant number 
of Defence public servants, are 
actually quite easy to talk to and work 
alongside.

V ictoria Barracks has no Service 
accom m odation on site, so all 
personnel are required to live 
elsewhere. For those living with their

dependants, the usual option is 
private rental accom m odation 
utilising Temporary Rental 
Allowance, while for those not living 
w ith dependants, Service 
accommodation is generally available 
either at RAAF Laverton, or at 
Watsonia Army Barracks.

Service personnel posted to Victoria 
Barracks are administered by Defence 
Corporate Support-Southern Victoria 
(DCS-SV), located at the Defence Plaza 
in Bourke Street, Melbourne. The 
Service Personnel Support Centre 
within DCS-SV performs all pay and 
allow ances, leave and other 
adm inistration functions. PSO 
Melbourne is also located in the 
Defence Plaza building.

There are a range of facilities available 
at Victoria Barracks for use by all 
personnel, including Officers’ and 
Senior NCOs’ Messes, canteen, 
gymnasium, tennis courts, Credit 
Unions, medical and dental units, tri- 
Service clothing store and library. The 
Melbourne city centre is also only a 
leisurely ten minute walk, or a quick 
tram ride, away. (It’s worth noting that 
although the city centre is full of 
Victorians, there aren’t as many of 
them as there are in Queensland!)

Review of Pay and 
Allowances

D efence has been developing a 
new, more contemporary and 

flexible, pay and allowance structure 
for the Defence Force for some time. 
Principal responsibility for the project 
now rests with the Financial
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Conditions Branch of the Defence 
Personnel Executive. The intention is 
to commence implementation of the 
project’s outcomes from July 1998.

The proposed new structure w ill 
support other reforms in employment 
and career management, recognise the 
changing nature of Defence Force 
work, and provide a greater range of 
remuneration tools for management. 
The project is developing separate 
structures for each of the following 
four groups:

• Trades-Based

Seaman to Petty Officer 

Command and M anagem ent

Chief Petty Officer to Commander 

Sp ecialist

Personnel who are employed for 
specialist professional skills and 
who will work exclusively in the 
one technical area (for example— 
Medical Officers)

• Higher Command and 
M anagem ent

Captain to Rear Admiral

Remuneration for the Trades-Based 
group was fundam entally re
structured in 1995 w ith a new 
definitional framework, a realignment 
of relativities and an adjustment of 
work levels. The focus for the current 
project is the remuneration of the 
other three groups, however there may 
be some adjustments for the Trades- 
Based group to ensure appropriate 
relationships between it and the other 
groups, and due to any changes to the 
remuneration structure with general 
application across all groups.

The appropriate composition of the 
Specialist group is currently under 
consideration. Members in this group 
will be paid a rate based on accredited 
professional skill level with a smaller 
loading or increment for rank.

The intention is to pay the Command 
and Management group using a 
graded system  that has some 
similarities to the system in place for 
the Trades-Based group. In other 
words, these personnel would be 
placed in a pay group depending on 
their occupational group 
(employment category or primary 
qualification, together w ith any 
relevant sub-specialisation). The fact 
that many occupational groups will 
do many jobs in common with other 
occupational groups w ill be 
considered in determining the pay 
group placement. Comprehensive 
work value assessments of the forty 
seven career specialisations in the 
group are being carried out by a 
dedicated project team. Results of a 
pilot study indicate that there is a 
quantifiable difference in the work 
value of the specialisations which is 
su fficient to w arrant a graded 
remuneration structure.

The structure for the Higher 
Command and Management group 
will soon be considered by the Service 
Chiefs and other key decision makers. 
It is proposed that it be based on a 
consolidated salary to cover the very 
broad nature of duties at this level. The 
introduction of flexible salary 
packaging options is a feature.

Point o f Contact: D irectorate o f  Salary  
and A llowances, D efence Personnel 
Executive

23



The Navy Career 
Management Branch 
(Post-DRP)

W hen the Defence Personnel 
Executive (DPE) was 

established in July 1997, it assumed 
responsibility for the m ajority of 
functions previously carried out by 
the three single-Service Personnel 
Divisions including those functions 
related to career management.

Although there has been major 
organisational change and 
redistribution of personnel 
responsibilities as a result of the 
Reform Program, the posting and 
career management function is one 
aspect that has survived pretty much 
intact. The D irectorate of Naval 
Officers Postings (DNOP) and the 
Directorate of Sailors Career 
Management (DSCM), although 
moving from the Navy Program to the 
DPE Program, have retained their pre- 
DRP structures and responsibilities. 
From the point of view of individual 
officers and sailors in the RAN, 
nothing has changed in the way day 
to day posting and career 
management business is conducted.

From a management perspective, 
however, some organisational changes 
have occurred. Three single-Service 
career management branches—each 
headed by an officer of Commodore 
(equivalent) ran k—have been 
established, and have responsibility 
for the posting and career 
management directorates. Although 
responsible to the Head of the DPE, 
these officers also have well defined

functional responsibilities to their 
respective single-Service Chiefs. 
Commodore R.A. Christie AM RAN is 
the present Director General Career 
Management-Navy (DGCM-N).

People Management 
in Maritime Command

T he Human Resource 
Management Cell in Maritime 

Command was created in 1996 to 
provide advice and raise the profile of 
manpower and personnel issues 
throughout the Maritime Command. 
Headed by the Fleet Human Resource 
Manager, the Cell deals w ith all 
financial and non-financial 
conditions of service, individual 
training and manpower m atters 
affecting Permanent Force, Reserve 
and civ ilian  personnel w ithin 
Maritime Command. It contributes to 
the development and implementation 
of manpower and personnel related 
policy issues stemming from such 
initiatives as the Personnel Analysis 
Reporting Survey, the Glenn Review, 
Naval Personnel Strategy 2010, and 
other major reviews.

The Fleet Human Resource Manager 
is responsible for:

the provision of the M aritime 
Command points of contact for 
issues affecting Equal 
Employment O pportunities 
(EEO), Human Rights and Equity;

developing “one-stop” methods to 
capture personnel details;

seeking suggestions from 
personnel within the Maritime
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Command on possible conditions 
of service im provem ents that 
could be sought;

examination of, and providing a 
focal point for, individual training 
matters;

the integration and management 
of Permanent Force, Reserve and 
civ ilian  personnel resources 
within Maritime Command;

contributing to the policy 
development, implementation and 
dissem ination of all m atters 
concerning financial conditions of 
service for all m em bers of 
Maritime Command;

the provision of inform ation 
reports and advice to promote the 
effective staffing of M aritime 
Command hum an resource 
management issues;

the development and 
im plem entation of policy as 
appropriate for all non-financial 
conditions of service that promote 
quality of life for M aritime 
Command civilian and Service 
personnel;

the implementation of policy and 
provision of advice on civ il 
personnel administration, staff 
development and tasking, 
establishm ent and industrial 
issues;

reviewing current delegations in 
regard to allow ances such as 
Temporary Accom m odation 
Allow ance and Higher Duties 
Allowance; and

development and implementation 
of personnel related policy

To discuss and resolve issues within 
Maritime Command, members of the 
Cell will undertake visits to ships on 
an on-going basis, commencing this 
year. The Cell is located on level 5 in 
Maritime Headquarters, and its fax 
number is (02) 9563 4519. Contact 
details are provided below.

Fleet Human Resource Manager 
Commander ‘Jock’ Lowe 02 9563 4493

F leet M anpow er\T rain ing O fficer  
(FMANTO) Lieutenant Commander 
Jenny Stroud 02 9563 4679

R eady R eserves\ M aritim e Tasking  
(FMANTA1) Petty O fficer Marty 
Baker 02 9563 4559 
(fax - 02 9563 4468)

Fleet Personnel Officer (FPO) 
Lieutenant Jayne Craig 02 9563 4457

C ivilian  Human Resource M anager 
(CHRM) Ms Marianne Cheetham
02 9563 4540

Streaming of the 
Marine Technician 
Category

In May 1997, Navy decided to stream 
all General Service Marine 

Technician (MT) sailors into electrical 
and m echanical streams. This 
decision was made to correct a 
perceived shortfall of electrical 
expertise in the RAN. The streams 
will be termed Marine Technician- 
M echanical, MT(M), and Marine 
T ech n ician-E lectrica l, MT (E). 
Because of the unique employment of
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MT personnel in submarines, MTSM 
sailors will not be streamed. Any 
MTSM sailors applying to transfer to 
General Service will be required to 
indicate a stream preference at the 
time of application.

All MT General Service sailors 
entering the RAN will undertake a 
com m on com ponent of Initial 
Technical Training (including some 
aspects of both m echanical and 
electrical elements) to provide the 
underpinning engineering
knowledge for service as an MT. These 
sailors will then undertake specialist 
training in either m echanical or 
electrical areas. Similarly, currently 
serving MTs will be streamed and 
afforded the necessary training for 
specialist employment. W hilst the 
streaming of MTs will ensure that the 
necessary specialist skills are resident 
in each stream, all MTs will continue 
to be employed in a range of both 
mechanical and electrical activities. 
This is consistent w ith the 
maintenance of the m ulti-skilling 
philosophy underpinning the 
training and employment of Navy’s 
technician categories.

So that MT sailors can have a say in 
their future employment, all General 
Service MT sailors will be afforded the 
opportunity to express a desired 
career path after w hich Career 
Managers w ill balance those 
preferences against the overall needs 
of the RAN. Accordingly, all MT 
sailors are required to notify the 
D irectorate of Sailors’ Career 
Management (DSCM), through their 
divisional system, of their preferred 
stream.

Although all MT Warrant Officers 
and sailors are being invited to 
express a stream preference, it is most 
likely that Warrant Officers and Chief 
Petty Officers will be streamed based 
on their former SAILSTRUC category. 
That is, former high power qualified 
W arrant Officers and Chief Petty 
Officers w ill in all probability be 
streamed MT(E) and former 
propulsion and hull Warrant Officers 
and Chief Petty Officers streamed 
MT(M). Nevertheless, each request for 
stream preference will be dealt with 
on its merits, with recognition given 
to the member’s qualifications and 
wishes and, of course, the 
requirements of the Navy.

All Commanding Officers have been 
requested to forward Permanent 
Naval Force Warrant Officers’ and 
sailors’ preferences at the same time as 
the next round of routine 
performance reports (PERSls). All 
Warrant Officers’ and Chief Petty 
Officers’ preferences will therefore be 
required to reach DSCM no later than 
14 May 1998 and the preferences of all 
other sailors by no later than 14 June
1998. Those members of the Active 
Naval Reserve (ANR) who have been 
aligned to the MT category and 
trained accordingly will be given the 
opportunity to indicate a stream 
preference on the occasion of their 
next training commitment. As with 
members of the Permanent Naval 
Force, members of the ANR will be 
allocated to a stream with due regard 
to their preference, qualifications and 
the needs of the Service. Ex- 
Permanent Naval Force SAILSTRUC 
high power, hull or propulsion sailors 
who have not aligned to the MT
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category and are serving in the ANR 
will continue to be employed on a case 
by case basis.

On receipt of preferences, DSCM will 
balance billet structures against the 
preferences and qualifications of MT 
sailors and determ ine in w hich 
stream each sailor will serve. This 
should be completed by July 1998, 
after which all sailors will be advised 
of their streams. By October 1998, all 
MT sailors w ill effectively be 
streamed, to coincide with the 
form ation of the MT streamed 
promotion lists. During the 
streaming process, there will be a 
number of postings where there is a 
stream m ism atch of personnel to 
billets. The intention is to introduce 
the streaming with as little disruption 
to postings as possible.

The decision to stream MT sailors will 
change the maintenance focus for MT 
sailors to allow consolidation of their 
specialist maintenance skills. For the 
majority there will, however, be no 
immediate change to their normal 
work routines or machinery operator 
requirements. All MT sailors will still 
be required to work in both the 
mechanical and electrical fields, but 
they w ill undertake specialised 
m aintenance tasks based on their 
stream. So that no confusion exists, it 
is important to note that sailors who 
are currently  required to attain 
operator qualifications as promotion 
prerequisites will still be required to 
gain those qualifications subsequent 
to the MT stream ing process. 
However, an exception to this 
requirement will apply to some ex- 
high power sailors. This is explained 
in the following article.

The point of contact for streaming 
issues is Com m ander Bradley 
(Technical Training Plan Executive 
Director) DNATS 8234406/STD 02 
95634406, Fax 02 95634469. The 
point of contact for matters related to 
the expression of stream preferences 
is Petty Officer Writer Dwyer-King 
(DSCM) DNATS 8653305/STD  02 
62653305.

Operator 
Qualifications for Ex- 
High Power Sailors

Ex-high power sailors streamed for 
service in DDGs and HMAS 

TORRENS w ill not be required to 
attain all operator qualifications as 
prom otion prerequisites, in 
recognition of the limited remaining 
periods of service of these ships and 
their m aintenance and operating 
requirements. These sailors will be 
required to complete the common 
A uxiliary M achinery Operator 
Certificate, however they will not be 
required to obtain any further 
operator qualifications or the Marine 
Technician Charge Certificate for as 
long as they remain in the DDG/DE 
stream. Similarly, ex-high power 
sailors who aligned to the MT 
category at the rank of Petty Officer 
or higher w ill not be required to 
obtain further operator qualifications 
or the Marine Technician Charge 
C ertificate. In contrast, ex-hull/ 
propulsion sailors and graduates of 
Initial Technical Training wishing to 
be streamed MT(E), for service in the 
DDG/DE stream, will be required to
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obtain and m aintain all operator 
qualifications—as they would if 
streamed for any other ship type. 
Similarly, DDG/DE ex-high power 
sailors wishing to streamed MT(M), 
regardless of ship stream, will also be 
required to obtain the necessary 
operator qualifications.

W hilst the approach for DDG/DE 
sailors will ensure that ex-high power 
sailors are not disadvantaged, they are 
nevertheless encouraged to gain the 
operator qualifications, particularly 
as they will be required to obtain the 
appropriate qualifications when 
transferring to another ship type 
stream. Sailors who do obtain, or have 
made good progress towards gaining, 
operator qualifications can expect to 
find the transition to a new ship 
stream considerably easier.

In summary, only DDG/DE ex-high 
power sailors wishing to become 
MT(E) sailors in the DDG/DE stream 
w ill not be required to obtain all 
operator qualifications, but only for 
the period that they remain in the 
DDG/DE stream.

Points o f contact: As fo r  article above

Funding for Support 
Projects Initiated by 
Defence Families

T he Defence Fam ily Support 
Funding Program (FSFP) 

provides grants to support projects 
and services initiated by families of 
Defence Force personnel. Grants are 
also available to existing groups in the

com m unity composed of, or 
benefiting, Defence Force families. 
The program is managed and 
adm inistered by the Defence 
Community Organisation.

A considerable number of support 
services and facilities have been 
established for Defence Force families 
as a result of funding through the 
Program. Defence Force families can 
now have confidence that when they 
move to a new location there will 
usually be a family newsletter, some 
type of com m unity centre/ 
neighbourhood house and a family 
support group offering a variety of 
activities for spouses and children.

The Program was reviewed late last 
year for economy, efficiency and 
effectiveness. The outcome is that a 
number of administrative changes 
have been introduced to the Program 
guidelines. The changes will assist in 
ensuring that the operational 
objectives of the Program are met and 
that the overall accountability and 
effectiveness of the Program is 
enhanced.

Grant applications for the 1998/99 
financial year close in Canberra on 30 
April 1998. A closing date of two to
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four weeks earlier will apply at a local 
level to allow for the necessary 
adm inistrative processes to be 
undertaken before applications are 
sent to Canberra for consideration.

Application forms and policy 
guidelines can be obtained from your 
local Defence Com m unity 
O rganisation office. Further 
information can also be obtained from 
the Family Support Funding Program 
Manager, Ju lie  Graham, on (02) 
62664432.

[By the tim e you read this, local dosing  
datesw ill be very close. I f you haveany  
in it ia t iv es  in m ind, contact the  
D efen ce Com m unity O rganisation  
without delay to ensure there is still 
time to lodge an application—Ed]

Defence Force 
Census—1999

T he Defence Force conducts a 
census every four years to update 

its data on the Defence Force 
corporate family. This is done to 
ensure that the Defence organisation 
is in a position to argue its case 
convincingly for appropriate levels of 
remuneration, and for financial and 
non-financial conditions of service.

Many of you will recall that the last 
Census was conducted in 1995. The 
next Census will be held in March
1999. This will include, for the first 
time, not only permanent members of 
the Defence Force but also those 
serving in the Active Reserve. This 
reflects Defence’s commitment to the 
Total Force Concept, and recognition

that by March 1999 the concept of 
permanent and permanent part-time 
members of the Defence Force will be 
further developed.

The census involves the collection of 
important information about you and 
your family, that enables the 
personnel planners and other decision 
makers to get an accurate picture of 
current work and lifestyle issues. The 
census relies very much on you and 
your spouse (where applicable), to 
provide this inform ation. It is 
important to stress that everybody 
remains anonymous and nobody can 
be identified from the data collected. 
The inform ation you provide 
contributes to important decisions 
that have to be made about such issues 
as housing, working conditions, pay 
and allowances, removals, spouse 
employment, education and child 
care, to name but a few.

In addition, the Defence Force’s 
Aboriginal and Torres Strait Islander 
Employment Strategy includes 
provision for the 1999 Census to 
identify Aboriginal and Torres Strait 
Islander personnel in order to develop 
reliable data on actual indigenous 
Defence Force membership. Indeed, 
all Defence Force personnel will be 
given the opportunity to identify their 
ethnic background as a m atter of 
equity. The availability of such data 
w ill assist decision makers in 
form ulating future recruiting 
strategies for the Defence Force in an 
increasingly multi-cultural national 
environment.

Towards the middle of this year some 
of you will be invited to participate in 
a focus group activity to assist the
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form ulation of the Census 
Questionnaire, and a little later others 
will be involved in testing it to ensure 
that it works. Following the conduct 
of the Census next year, a number of 
reports will be produced, including 
one which will provide feedback to 
you and your families.

The Census Manager is Colonel 
Charles Gillman-W ells. He can be 
contacted on 02-62655916. Further 
news on development of the Census 
project w ill be included in future 
editions of Seatalk.

Navy's Holiday 
Centres

Did You Know ......... ?

The RAN Central Canteens Board 
owns and operates three Holiday 

Centres on behalf of, and for the 
benefit of the Naval community. The 
Centres are Amblin Park, in Busselton 
WA, Forster Gardens, in Forster NSW 
and Bungalow Park, in U lladulla 
NSW. These Centres provide 
reasonable cost quality holiday 
accommodation for all serving 
and retired Service personnel and 
their families. Discounts of up to 
40%  are given to serving and 
retired Naval personnel, Reserve 
Naval personnel, serving 
members of other Services, 
Returned Service Men and 
Women and TPI pension 
recipients, and their dependants.
The Centres are also open to the 
general public, who pay full 
tariff.

The Board has embarked on a major 
im provem ents program for the 
Centres, w ith Am blin Park and 
Forster Gardens both receiving 
$100,000 accommodation upgrades, 
while major improvements to the 
value of approximately $1.3 Million 
are planned for Bungalow Park.

To date, Bungalow Park improvements 
have included:

installation  of an inground 
swimming pool (12.3 m), wading 
pool (9.3 m) and BBQ area set in 
landscaped gardens;

replacement of all playground 
equipment;

laying of Softfall around all 
playground equipment; and

installation of clothes dryers in the 
camping ground amenities block.

Major works at Bungalow Park are 
planned to commence after the 1998 
Easter school holidays, and w ill 
involve:

replacing the 20 ‘1970s’ cottages 
w ith 22 new luxury cottages 
featuring five different designs to
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cater for single m em bers and 
families of all sizes, with private 
BBQ facilities for each cottage, and 
with one cottage to be fully 
configured for wheelchair/ 
disabled access;

removing the power poles and 
installing underground power 
supplies;

repairing and resurfacing of 
cottage and villa access roads;

replacing the staff workshop/ 
amenities building with a modern 
dual purpose building (the current 
workshop/amenities building is a 
gutted 1950s fibro cottage); and

providing a bitumen surfaced car 
park adjacent to the Tennis Courts.

These major changes to Bungalow 
Park are planned to be completed 
before the September school holidays. 
One of the new Navy cottages will be 
on display at the 1998 Caravan and 
Camping Industry A ssociations 
supershow at the Rose Hill 
Racecourse in Sydney from 18 to 25 
April.

Remember, generous discounts—from 
20% to 40%—are available to serving 
m em bers upon presentation of a 
Service ID card and to the ex-Service 
community upon presentation of a 
discount card. Discount cards can be 
obtained by writing to Petty Officer 
Writer Mick Musson at DSUP-N, CP3- 
1-Bay 1, Cam pbell Park Offices, 
CAMPBELL ACT 2600.

Amblin Park 08 9755 4079

Bungalow Park 02 44551621

Forster Gardens 02 6554 6027

Phased Batch 
Promotion to 
Lieutenant 
Commander 
Development of 
Professional Standards

The introduction of phased batch 
promotion to Lieutenant 

Commander was announced in 
January 1997. Announced at the same 
time, was Navy’s intention to establish 
prerequisites—specific to each 
Primary Qualification—for selection 
for promotion. Once developed, these 
will apply for selection at the first and 
second consideration of officers in 
each year batch.

The Directorate of Naval Officers 
Postings and the sponsors of each of 
the Primary Qualifications are jointly 
developing achievable and relevant 
professional standards in relation to 
the prerequisites. It is anticipated that 
the standards will be finalised and 
promulgated by general message in 
the near future. To provide officers 
with a reasonable opportunity to 
achieve the requisite standards and 
thus be eligible for promotion at the 
first and second consideration, the 
professional standards will only be 
applied to officers with seniority as a 
Lieutenant of 2July 1997 or later (that 
is, from year batch 1997/98 onwards).

DNOP contact o fficer is L ieu tenant 
C om m an der A d rian  Kops on 
(02) 6265 2004 or DNATS 8-65 2004
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Supply Category Review
S E A T A

What Has Happened?

The Supply Category Review was 
considered by the Chief of Navy’s 

Senior Advisory Com m ittee in 
January The Committee approved 
the major recommendations from the 
Review, and these will drive the entire 
reform process. These
recom m endations may be 
summarised as follows:

New Tasks &  Training. The four 
existing Supply Categories will be 
retained, but many personnel will be 
re-trained to undertake a broader 
range of tasks. Senior Sailors will 
receive bridging training first, 
followed by Junior Sailors. Training 
will be delivered in ships’ home ports.

Category Names. The relevance and 
currency of the existing category 
names and badges will be discussed 
further with all Supply personnel 
(new category names and badges may 
be proposed as a result).

Post SCR Em ploym ent. Supply 
Category sailor employment will be 
focused predominantly at sea and in 
operational shore establishments. 
Minimum numbers in each category 
have been determined to meet these 
requirements. The overall number of 
personnel at sea w ill not change, 
although there may be some change 
in ranks and category numbers at sea, 
to reflect the transfer of some 
functions between Supply categories. 
It is important to note that reductions 
in personnel num bers w ill be 
achieved over a relatively long period 
of time (in some cases between now

and 2006). Therefore, the majority of 
the personnel requirements for all 
Supply categories should be achieved 
via natural attrition, although other 
methods, such as transfer of category, 
may be necessary to achieve the 
balance of the reductions. To provide 
pools of personnel for sea relief, 
Supply Sailors will be geographically 
dispersed in the following areas:

operational shore establishments;

• designated headquarters (for 
example—NHQ);

training development and 
delivery;

policy development and 
implementation;

policy and business practice audit 
centres; and

Class Logistic Offices
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Implementation. An implementation 
team is to be formed, consisting of a 
Lieutenant Commander and a Chief 
Petty Officer from each category

The Report of the Supply Category 
Review is being widely distributed. 
All Supply personnel are urged to 
obtain a copy of the Report and to read 
it. In addition, an E-Mail Discussion 
Database will be established to enable 
Supply personnel to present their 
views, and receive feedback from the 
Implementation Team.

What Is Going To Happen 
and When?
The changes proposed in the SCR 
Report are not dramatic. Stores Naval 
Sailors w ill continue to provide 
m aterial support. They w ill lose 
provisions management, but will 
become more involved in 
procurement and financial support. 
Cooks w ill assume greater 
responsibility  for provisions 
management. The focus for Writers 
will change so that greater emphasis 
is placed on personnel support. The 
emphasis on administrative tasks will 
be reduced by better utilising current 
and emerging technologies. Stewards 
will assume responsibility for Service 
funds, as well as a range of whole ship 
mess management functions which 
are currently being trialed at sea.

The review recommendations will be 
implemented in various phases over 
the next twelve to eighteen months. 
The head of the Implementation Team 
is currently planning the details of the 
implementation process, with the 
Im plem entation Plan due to be 
ratified by the Supply Advisory 
Council during April. The team

should be fully established by the end 
of June. One of the first tasks for the 
team w ill be to visit all Supply 
personnel in their workplace, to 
provide presentations and a broad 
overview of the changes proposed in 
the SCR Report. The first round of 
visits will most likely occur in July 
with regular follow up visits to keep 
you informed of progress. Workshops 
w ill be programmed to gather 
feedback and to ‘nut out’ the precise 
details of the changes to be 
implemented. The Implementation 
Team will also be briefing the Supply 
Advisory Council and the Supply 
Category Advisory Groups on a 
regular basis. The initial focus will be 
on implementing the changes at sea. 
Once these changes have been proven, 
and embedded in new business 
practices, attention will be turned to 
replicating (wherever possible) the 
changes ashore.

Development of the Bridging Courses 
and redevelopment of existing 
Category Courses and Pre-Joining 
Training is underway. Bridging 
Courses are expected to commence in 
November and conclude in May next 
year.

Supply Category sailors will assume 
their new tasks as soon as everyone in 
their unit has been trained. Schemes 
of Complement will be modified prior 
to transition to ensure that adequate 
numbers of staff are borne to meet the 
new range of tasks.

Im plem entation w ill effectively 
conclude in June next year, but will be 
followed by a number of other related 
initiatives. These include reviewing 
the pay levels of the new Supply
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Categories, and reviewing the civil 
accreditation of Supply Category 
trade skills.

Conclusion
The Supply Category Review has 
come at a time when the impact from 
other changes, such as the Defence 
Reform Program, the Commercial 
Support Program and the Members 
Required in Uniform Study, is 
beginning to be felt. The changes 
resulting from the SCR w ill 
com plem ent these changes, 
positioning a leaner Supply Branch in 
a better position to meet the 
operational needs of the RAN now 
and into the im m ediate future. 
Supply Category Sailors will be able 
to look forward to a more satisfying 
and professionally challenging career 
following SCR im plem entation—a 
career that strengthens the 
connection between the contribution 
of the Supply Category Sailor and 
Navy’s m ission of ‘fighting and 
winning at sea’.

The point o jco n ta c t  is L ieu ten an t  
C om m an der D avid D ykstra  (OIC  
Supply C ategory  R ev iew  
Im plem entation Team) on (02) 6266 
2483.

Changes in the Naval 
Training Command

T he Naval Training Command 
(NTC) is undergoing its share of 

the current round of Defence-wide 
changes. This article is intended to 
bring readers up to date from a 
training perspective. As well as

responding to the Defence Reform 
Program, the Command has changed 
its structure with the establishment of 
five Lead Authorities (LA). The new 
structure will fit more comfortably 
into the post Reform Program 
environm ent we are all working 
towards.

Firstly, the Defence Reform Program 
has had significant impact on NTC 
and will continue to do so. Already 
we have welcomed into the Command 
the four training establishm ents 
HMAS CERBERUS, HMAS WATSON, 
HMAS CRESW ELL and HMAS 
PENGUIN The Naval Reserve Cadets, 
the RAN Bands and the Maritime 
Studies Programme have also joined 
NTC. The Reform Program involves 
an increased amount of tri-service 
training both in joint management 
and co-location of schools. These 
initiatives will take some years to 
achieve and require more detailed 
work before the way ahead is clear. 
The Joint Education and Training 
Agency has been formed to look 
closely at these issues and six areas of 
training that may affect NTC are 
Technical, Medical, Intelligence and 
Communication, Logistics, Security 
and Military Police, and Staff Colleges. 
Teams will be formed in each subject 
area to work through the detail. Some 
have already started while others are 
not expected to kick off until later in 
the year.

Another change that comes out of 
Defence Reform Program is the 
market testing of functions carried 
out by uniform and Defence civilian 
personnel. This process is no stranger 
to NTC, and in recent years we have 
been approaching many of our
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training tasks in new ways. Technical 
and Further Education (TAFE) 
colleges now deliver some of our 
technical training and the Navy has 
contracted out both technical and 
operational training to Australian 
Industry as we build and commission 
new ships and subm arines into 
service. The reform process is asking 
us to look even more widely to test for 
cost effective ways of doing our 
business of training. NTC will need 
to identify potential areas that can 
then be tested for contracting or 
commercialisation. Not all ideas will 
make it to the formal testing stage, but 
many will, and all NTC personnel will 
need to work hard at good 
com m unications as new ways of 
doing business unfold.

Putting the Defence Reform Program 
to one side (if that is possible), the 
second big change process has seen 
the Command reorganise itself along 
functional lines. All individual 
training has been assigned to one of 
five LAs. Each w ill have full 
responsibility for the development, 
approval and delivery of their 
training. CAPT Patrick Oates is Head, 
LA Leadership and Management and 
his domain spreads from the Initial 
Training Faculty in CERBERUS to the 
staff course in PENGUIN. The Head, 
LA Logistics is CAPT John Diercks 
whose functional areas cover 
technical, health and supply training. 
LA Maritime Warfare is led by CAPT 
Martin Bell while the LA Submarines 
is headed up by CMDR John Taubman 
and LA Aviation by CMDR Tony 
Dalton. Any NTC training activity or 
course has a home under one of these 
Authorities.

The make up of the Headquarters staff 
has also undergone major change. The 
desk officers that provided general 
assistance, guidance and approvals 
are now embedded within the Lead 
Authorities and this should cut down 
the red tape. A Strategic Development 
Division has been formed as the 
Com m and’s principal planning 
m echanism  for future training 
requirements. New lines of 
com m unication and financial 
processes are being introduced to 
provide resources out to the schools.

So what does all this mean for you 
(and me) in the Command? Well it 
should mean that your workplace 
w ill experience some degree of 
change! It may mean that you will 
work side by side with outside 
contractors or in a tri-service team 
delivering common training or a 
combination of both. It could mean a 
change in location. It will mean using 
new training term inology as we 
increasingly mix and integrate with 
the other services, contractors and 
training systems. It means more 
change to our culture. As NTC and the 
LAs start to develop the detail of these 
broad initiatives the Command will 
progressively firm up what path it 
wants to travel down and you will be 
kept regularly informed. Should you 
want more information, Commander 
Peter Quirke at NTCHQ can be 
contacted on DNATS 8577747 or STD
03 59507747.

35



A T A L K

Point of View
With the Warrant Officer 
of the Navy 
WO-N J.M. McConnell

It has been quite some time since I 
last wrote an article for Seatalk (last 

year) so let me take the belated 
opportunity to welcome you all back 
from the Christmas holiday break.

A number of changes have now been 
introduced as a result of the Defence 
Reform Program, m ainly 
organisational in nature, which do not 
effect the day to day operation of the 
Fleet. The Port Services Support 
Contract has been implemented, and 
the Defence Corporate Support 
Program has been formed. W hilst 
acknowledging a number of minor 
problems encountered with these two 
systems, we need to give both the 
opportunity to reach maturity before 
forming conclusions about their 
performance. Rome wasn’t built in a 
day either...

There is a considerable amount of 
work being conducted on the various 
category structures, for example the 
Marine Technician (M echanical/ 
Electrical) streaming, Bosun’s Mate 
training, Supply category review, the 
PHOT category and Communicators 
to name a few. Without exception, 
the category sponsors and the 
D irectorate of Sailor’s Career 
Management are working hard on 
your behalf to achieve the best 
possible result, but at the same time 
giving cognizance to the Navy’s 
requirements. One sailor recently 
asked me how he could be expected

to make a ‘career’ decision when he 
was not fully aware of all the facts 
(promotion, expected postings etc). I 
have been assured that the various 
‘Posters’ will be more than happy to 
discuss such issues w ith your 
Divisional Officer, so why not give it 
a try.

Warming the bell a little, the split of 
the Rations and Quarters charge 
(R& Q ) and the introduction of 
random urinalysis (and possibly 
random breath testing) should be 
expected from about 1 July 1998—the 
exact policy is still being determined 
as some specific Navy aspects need to 
be considered. I also understand that 
the Defence Personnel Executive is 
working on the replacement of the 
Defence Force Service Medal with a 
common (Perm anent Force and 
Reserves) service medal. Again, the 
exact policy is still being 
determ ined—w atch out for the 
various signals. Recently the Chief 
of Navy signalled the introduction of 
the RAN Fitness policy, presently 
focused on those personnel serving 
ashore. The actual policy will be 
promulgated as a Defence Instruction 
(Navy) and whilst still early days, I 
seek the pro-active support of all 
members with respect to this policy

[The RAN fitness standards are tabled  
onpagE41—Ed]

During a recent visit to Sydney, I 
noticed Australian Defence Industries 
contract security staff (located at the 
Main Gate to GI Dockyard) 
conducting random car searches of, 
among others, naval personnel. I 
brought this fact to the attention of 
the Chief of Staff to the Maritime
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Commander noting that, under Naval 
Establishment Regulation 101, only 
Naval Police Coxswain personnel have 
the statutory authority to conduct 
such searches at Naval 
establishments. In his reply, the Chief 
of Staff stated that ‘ADI Contract 
Security staff have been advised that 
in the absence of legislation allowing 
them to conduct searches of vehicles 
leaving their property, they do not 
have a right to carry out searches. 
However, they can ask persons leaving 
the dockyard for consent to search a 
vehicle being driven by that person. 
Any search conducted with consent 
would be legitimate. Nevertheless, 
they cannot force anyone, including 
RAN personnel, to submit to a search’

Finally, I hope to be promulgating a 
‘Question / Answer’ document in 
Navy News within the next couple of 
issues. These are the questions I have 
been asked during 1997 and the 
appropriate staff reply. At the same 
time, a copy of my Annual Report to 
the Chief of Navy has been 
distributed to all Commanding 
Officers with the request that it be 
passed down the divisional chain for 
discussion.

Personnel and Career 
Management 
Initiatives

A num ber of projects are 
underway w hich w ill 

significantly alter the way Defence 
Force personnel are managed. Many 
of these initiatives arise from 
recommendations contained in the

‘Serving Australia’ report of the Glenn 
Review and in the report of the 
Defence Efficiency Review. As a 
consequence of Navy’s earlier study, 
Navy Personnel Strategy—Towards 
2010, Navy management had already 
decided to pursue many of these 
initiatives. The difference is that they 
are now being considered on a 
Defence Force-wide basis.

Many of the projects are still at a 
conceptual stage, and no clear 
indication can be given of the final 
shape of things to come. The current 
state of development of some of the 
projects is summarised below to 
provide an indication of the direction 
in which we are headed and allay any 
unfounded concerns that may have 
arisen.

Flexible Career 
Management System
The aim of this project is to encourage 
increased personnel retention by 
replacing the present system of Open 
Ended Engagements/Appointments 
with a system similar to Short Service 
Appointments for officers and Fixed 
Term Engagem ents for sailors. 
Incentives will be selectively offered 
to encourage personnel in some 
categories to serve to the end of their 
engagem ent rather than seek an 
earlier discharge. This could provide 
a more predictable separation rate 
which will allow far greater certainty 
in the development of posting and 
career development plans of 
individual members.

In November 1997, the Chiefs of Staff 
Committee (the Chief of the Defence 
Force and the Chiefs of Navy, Army 
and Air Force) directed that no
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presently serving personnel would be 
compelled to relinquish their present 
conditions of service and be moved 
onto the conditions associated with a 
flexible system. Personnel w ill, 
however, be given an opportunity to 
voluntarily transfer.

As an interim  step, all personnel 
enlisted or appointed in the Defence 
Force on or after lju ly  1998 will serve 
for fixed periods of service. The length 
of the initial period of service for the 
various types of entry is presently 
being exam ined by the Defence 
Personnel Executive and the three 
Services.

Tri-Service Officer And 
Senior Sailor Performance 
Appraisal System
The intention is that the present 
single-Service performance reporting 
forms be replaced by new forms to be 
common throughout the Defence 
Force, for senior sailors and officers. 
No change is intended for junior 
sailors. The present forms PR5 (for 
Officers and Warrant Officers) and 
PERS1 (for Senior Sailors) would be 
replaced, probably by som ething 
along the following lines:

C aptain  to R ear A dm ira l: 
development of the present senior 
officer report format;

L ieu ten an t to C om m ander: a 
newly developed appraisal system;

M idshipm an to Sub-Lieutenant: 
noting the use of tim e and 
qualification based promotion to 
Lieutenant, a simple narrative 
based report might be considered;

Petty Officer to Warrant Officer: a 
newly developed appraisal system.

Personnel Management 
Key Solution (PMKEYS)
A project has been established to 
purchase and introduce a commercial 
software package that will replace the 
present single Service and Defence 
civilian personnel management and 
pay computing systems, including 
Navy’s NPEMS system. The field of 
potential suppliers has been narrowed 
to two preferred tenderers, who are 
presently giving Defence detailed 
briefings and demonstrations of the 
capabilities of the systems that they 
are offering.

Point o f  Contact: Navy C areer  
Management Branch

MSBS Retention 
Benefit—Extension of 
Eligibility

T he MSBS Retention Benefit is 
payable (on application) to 

officers who have reached the rank of 
Lieutenant Commander and sailors 
who have reached the rank of Petty 
O fficer on or after fifteen  years 
service, if they are members of the 
MSBS scheme and if they make a 
commitment to undertake a further 
five years service. An exception is 
where personnel are in a category or 
employment stream that has been 
recognised as having slow promotion 
prospects, and has been “specified” as 
such for the purposes of the Retention 
Benefit. In such specified categories,
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personnel have been able to claim the 
Benefit despite not having reached the 
rank of LCDR/PO, if they have been 
fully passed out for promotion to that 
rank at the fifteen year point.

Recent legal advice indicates that the 
relevant legislation does not require 
that promotion qualifications are held 
by members in specified categories, in 
order for the Benefit to be payable. 
That is, any member of a specified 
category can claim the Benefit at the 
fifteen year point (providing the other 
conditions are met) regardless of 
promotion qualifications held.

Members are advised that those who 
may have been deterred from

MSBS Specified Categories

applying for the Benefit, or have had 
an application for the Benefit rejected, 
may be eligible for a compensation 
payment equal to the amount of the 
MSBS Retention Benefit. If a member 
believes that they may be eligible for a 
payment they should forward an 
application to the D irector of 
Entitlem ents (through their 
Commanding O fficer) including 
evidence to substantiate their claim.

The Navy categories affected, with 
relevant periods, are shown in the 
table below.

Point o f  Contact: D irectora te  o f  
E n titlem ents, D efen ce Personnel 
Executive

CATEGORY PERIOD

OFFICER PRIMARY QUALIFICATIONS

Pilot 31Jul 96-Continuing

SAILOR EMPLOYMENT CATEGORIES

Electronic Technical Weapons Systems 010ct91-29Sep92

Meteorology 010ct91-27Sep95

Radio Operator 010ct91-27Sep95

Radar Plot 010ct91-27Sep95

Survival Equipment 010ct91-27Sep95

Signals 010ct91-27Sep95

31Jul96-Continuing

Underwater Control (Submarines) 010ct91-27Sep95

Marine Technical Hull (Submarines) 010ct92-27Sep95

Combat System Operator 010ct93-27Sep95
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Fashion from the House of Jay Gee

I t is hard to believe that nearly 9 
months have passed since the last 

article. In that time though, the staff 
of the Directorate of Uniforms-Navy 
(DU-N) have continued to beaver 
away, and might I say, not without 
some success! (Yes, there are now two 
of us in the office, with LEUT Michelle 
Hinge having arrived in November 97. 
We have also had a name change since 
our move to the Naval Corporate 
Management Branch (DGNCM) in 
December 1997.)

In the intervening period, a number of 
initiatives have been finalised, along 
with the production and printing of 
our two ‘b ib les’ ABR 81 (Dress 
Regulations) and NAVSUPMAN 18 
(Scales of Issue). November 1997 saw 
Chief of Navy and Deputy Chief of 
Navy consider a number of Uniform 
m atters, w ith decisions as 
summarised in the table opposite.

These decisions come hot on the heels 
of the introduction of the U tility 
Jacket (for wear with Dress W7, S7 and 
S8) and the redeveloped Maternity 
Uniforms. Other issues that the Chief 
of Navy has directed be investigated 
are Raincoats, Umbrellas, and the use 
of Baseball Caps.

The Director of Supply Policy-Navy 
(DSUP-N) has also approved the 
introduction of Boxer Shorts and 
Bathrobes into the RAN inventory. 
Boxer Shorts—to meet the 
recommendation for the garment to 
be worn under Combat Coveralls; 
Bathrobes—to better serve Good 
Working Relations. It is expected that

these items will be available through 
repayment clothing stores in the near 
future, as w ill the RAN Tracksuit 
w hich is already being issued to 
Officers on appointment and to new 
Recruits.

Whilst on the subject of repayment 
clothing items, moves are underway to 
have the pre-tied bow and false panel 
of the female Junior Sailors’ 
ceremonial jackets made available for 
purchase as separate items to the 
Jackets.

Cooks’ and Stewards’ working dress 
are also under review, with a trial 
expected to begin in a number of ships 
and establishments in the near future. 
Safety Footwear (boots) will also be 
assessed during this trial, w hich 
parallels a continuing review of all 
types of footwear used by the RAN.

As can be seen above, many clothing 
issues have been addressed and are 
still being progressed w ithin the 
D irectorate, w hile a few more 
initiatives will be considered by the 
Deputy Chief of the Navy shortly. 
More information will be provided on 
the outcome of these in the next 
edition of SEATALK. Other matters 
w hich the D irectorate intends to 
address during the forthcoming year 
are the redevelopment of the working 
dress uniform (W 9) and 
rationalisation of Mess Uniforms 
(W4/5, S4/5).

Point o f  contact within DU-N is LEUT 
Jo h n  G ill, A ssistant S ta ff O fficer  
(Uniforms), telephone (02) 6266 4590, 
facsim ile  (02) 6266 2388.

40



A u t u m n l 9 9 8

In itiative D ecision

B u sh jacket (op tion a l f o r  
Commanders and above)

A W hite version of the Army 
specification to replace the existing 
Bushjacket

A trial is to be conducted producing 
1 or 2 jackets of the Army style and 
modified RAN Bushjacket (no belt, 
suppression darts). The Bushjackets 
used by the Malaysian and 
Singaporean Navies are also to be 
examined.

Sleeveless Sweater

A change in current policy allowing 
the garm ent to be worn when 
transiting to and from residence/ 
workplace (in dress W7) when PMV 
or Service transport is used.

Recommendation agreed, until the 
introduction of the new U tility  
Jacket (Battle Jacket Style). A wide 
distribution message has been 
promulgated

Berets

Berets to be authorised headgear 
with uniforms W7, S7, and S8 for all 
ranks.

Not approved.

Form al Overcoat

a. Proceed with manufacture of 

Formal Overcoat.

Approved with gold buttons for all 
ranks.

b. Use Gold Buttons across the

ranks.

c. Introduce as repayment item.

Navy Minimum Physical Fitness Standards

CN has recently promulgated 
Navy’s new physical fitness 

policy and the minimum physical 
fitness standards for RAN personnel 
(CN AUSTRALIA 080001Z FEB 98).

The standards are as shown in the 
table on page 42. Protocols on Fitness 
and Testing standards are expected to 
be issued by 31 March 1998.
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MALE
Physical Fitness 
Standards

On Completion of 
Initial Training

<35yrs 35-45yrs >45yrs

Flex Arm Hang 30sec 25sec 20sec 15sec

Sit Ups (3sec Cadence) 30 25 20 15

2.4km run\walk 
(minutes)

12 13 15 17

5km Walk (minutes) 40 42 44 46

500m Swim (minutes) 15 15.45 16.45 17.5

FEMALE
Physical Fitness 
Standards

On Completion of 
Initial Training

<35yrs 35-45yrs >45yrs

Flex Arm Hang 30sec 25sec 20sec 15sec

Sit Ups (3sec Cadence) 30 25 20 15

2.4km run\walk 
(minutes)

13 15 17 19

5km Walk (minutes) 41 43 45 47

500m Swim (minutes) 16 17.15 18.5 19.15

The com ponents of the Physical
Fitness Standards are designed to be:

simple to perform and measure;

• indicative of the basic 
requirements for occupational 
preparedness; and

• sub-maximal in nature in order to 
measure minimum requirements 
rather than m axim um  
performance, thus reducing any 
health risk to susceptible 
individuals associated with tests 
of maximum exertion.

Personnel have a choice of either the
2.4km run/walk, the 5km walk or the
500m swim.

Point o f  Contact: DSM-N Cartoonist C. Larson. Printed by Permission of 
Universal Press Syndicate
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RAN Employee Attitudes Survey 1998

T he inaugural RAN Employee 
Attitudes Survey was conducted 

in May 1996, to establish a base-line of 
employee attitudes, and analyse:

the impact of change initiatives 
such as Good Working 
Relationships and Naval Quality 
Management;

personnel retention and attrition; 
and

issues such as leadership, training, 
career m anagem ent and 
communication.

The results of that survey were used 
to allocate priorities in personnel 
management—both in terms of work 
practices and organisational 
structure.

A second Employee Attitudes Survey 
will be conducted over the period 18- 
29 May 1998, targeting a random 
sample of about 20 percent of 
uniformed and civilian personnel. 
The survey will be in the same format 
as the 1996 survey, and ask many of 
the same questions. This will allow 
direct com parison of results and 
identify any changes in attitudes that 
have taken place since 1996.

Point o f  Contact: Lieutenant 
Com m ander Trish Madden

Ph: 02 6265 6134, Fax: 02 6265 5050

E-Mail:
trish.madden.129036@navy.gov.au
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