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BY THE SUPPORT COMMANDER (NAVY)

As the first Commander of the Naval 
component of the Support Command 
Australia, I thought I should take this 
opportunity to explain a little bit 
about the Command, particularly 
given the extent of change that the 
Defence Reform Program has brought 
to the Defence organisation.

Support Command Australia (SCA) 
was formed on 1 July 1997. It is one of 
the fourteen programs created under 
the Defence Reform Program. The 
Com m and’s m ission is to prov ide  
materiel support f o r  the Defence Force 
to train fight and win and our vision 
is to be a modern integrated Defence 
logistics business team . SCA is 
commanded by Major General Des 
Mueller and is headquartered in 
Victoria Barracks Melbourne. Within 
SCA there are three Service 
components, each of which is also 
headquartered in Vic Barracks. 
Although outwardly single Service 
Components, each has certain 
Defence Force-wide functions. The 
Navy com ponent, for example, is 
responsible for the storage, 
m aintenance and distribution of 
Explosive Ordnance, management of 
Defence Force fuels and lubricants, 
Defence Force customs and Defence 
Force disposals as well as being 
responsible for the tri-service logistics 
unit in the West. For shared functions 
such as personnel, training doctrine 
and operations, there is a joint staff 
w ithin the Headquarters which 
provides support to each of the 
Component Commanders.

Support Command Australia (Navy) 
consists of three main organisations; 
the Logistics Branch, Naval Materiel 
Requirements Branch and the Defence 
Ammunition Logistics Office.

The Logistics Branch has evolved from 
the old COLOG branch of the former 
Naval Support Command, and is 
undergoing a major redevelopment; it 
w ill encompass Director of Class 
Logistics Management (DCLM) and 
the Director Logistics Support (DLS). 
DCLM is responsible for the 
implementation of Class Logistics 
Management and ship refit and repair. 
DLS is responsible for all the activities 
which support the actual repairs and 
refit processes as well as for 
m anagem ent of Defence Force 
disposals, fuels and lubricants and the 
jo in t logistics unit in W estern 
Australia.
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Of the other major elem ents of 
COLOG, the Naval Aviation Logistics 
Office is in the process of being 
reorganised and transferred to 
Support Command Australia (Air 
Force), w hich is assuming 
responsibility  for the technical 
airworthiness of all Defence Force 
aircraft.

The Armament Logistics Office is 
joining with its equivalent Army and 
RAAF organisations to become the 
Defence Ammunition Logistics Office 
(DALO) (watch for a name change). 
DALO reports through the Director 
General Logistics Operations (Navy) 
who acts as Chief of Staff to the Navy 
Component.

The Naval Materiel Requirements 
(NMR) branch transferred to SCA(N) 
from the former Naval M ateriel 
Division. This branch is responsible 
for m ateriel policies, m ateriel

requirem ents and certification  in 
support of acquisition and for the 
provision of specialised engineering 
services in support of the Navy.

As I have said, the mission of the 
Command is to provide m ateriel 
support for the Defence Force to train, 
fight and win. It is im portant, 
therefore, that during this period of 
change we don’t lose sight of the needs 
of our primary customer, the Fleet. 
There is still much work to be done 
within SCA(N) and it is an exciting, if 
sometimes frustrating, place to work.
I look forward to the opportunity of 
working with all members of the 
Command to achieve its mission.

Simon Harrington

FROM THE EDITOR'S DESK

It’s winter time, and SEATALK seems 
to have survived its rebirth. That is to 
say that we are pushing out another 
edition, at least. We received some 
positive feedback to the Autumn 
edition, and no negative comments at 
all! Maybe you are all happy with the 
current product—or maybe you don’t 
think anyone will listen to whatever 
criticism you might like to make. In 
an effort to make sure that we are on 
the right track, this edition of 
SEATALK includes a pull-out 
questionnaire designed to give us your 
views about the magazine. We really 
do want to know what you think—is

the magazine spot on, or can it be 
improved? Please take the time to fill 
out the questionnaire, and get it back 
to us through Fleet Mail, the post or 
by fax (02 6265 4723).

A large number of copies of the last 
edition of SEATALK were returned to 
us because of incorrect m ailing 
details. We have attempted to refine 
the content of our address lists, but 
must rely heavily on our readers in 
this matter. If corporate address 
details are incorrect, please advise 
DPI-N directly at the address on the 
back page. For copies going to
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members/families, please ensure that 
address details on the NPEMS system 
are up to date.

This edition owes much to the efforts 
of LEUT Kelly Gregg RAN (my 
current offsider), who has managed to 
cajole contributions out of a good 
number of policy makers, and has 
filled in the gaps with several articles 
herself. She has been ably supported 
by the staff at DPI-N, whose 
assistance has been invaluable. As a 
result, we have a wide range of articles, 
which we hope will be of interest. In 
particular, there is a very long article

addressing recent changes in 
accommodation policies, principally 
for members without (recognised) 
dependants (you remember those 
people, we used to call them “singlies”). 
Unfortunately the article has to be 
framed in terms that are technically 
precise, and therefore is pretty heavy 
going, but it is very important that 
everyone is aware of the changes that 
are coming. There are also a number 
of articles addressing changes to pay 
and other financial conditions of 
service.

T,d

CLEARANCE DIVING ALLOWANCE AND DIVING 
ALLOWANCE

As mentioned briefly  in the last 
edition of SEATALK, the Defence 
Force Remuneration Tribunal (DFRT) 
has handed down a decision following 
its review into Clearance Diving 
Allow ance (CDA) and Diving 
Allow ance (DA). The last 
com prehensive review into these 
allowances had been undertaken by 
the Tribunal in 1988. CDA had been 
further reviewed—with respect to the 
disability  com ponent related to 
Unpredictable Explosives—during a 
review into Unpredictable Explosives 
Allowance (UEA) in 1993, and the 
rates of both allow ances had 
subsequently been increased by flow 
on of salary increases awarded 
through National Wage Case 
increases, Enterprise Bargaining 
increases and Workplace Bargaining 
Arrangements. This article provides

the background to, and outcomes 
from, the latest review.

After careful exam ination of the 
existing allow ance and detailed 
consultation with the Clearance 
Diving Force in 1996-97, the Defence 
Force recognised a clear need for CDA 
to be restructured. The Defence Force 
proposed a new tiered structure for 
both the Q ualification and Skill 
(Q& S) elem ent and also for the 
Disability element of the allowance. 
The Defence Force case took full 
cognisance of the Industrial 
Principles, the changed command 
arrangements implemented since the 
last review and a need for consistency 
between all Defence Force allowances. 
The quanta being sought was based 
on the significant and unprecedented 
changes to the roles and tasks of
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Clearance Divers and on work value 
changes since 1988.

Diving Allowance was also closely 
reviewed w ith the major change 
sought being the introduction of a 
training allowance to compensate for 
the disabilities encountered when 
diving during initial diver training.

In summary the changes sought by 
the Defence Force to the existing 
structure were as follows:

Clearance Diving Allowance

Abolition of the current single 
Q ualification and Skill 
com ponent which ignores the 
significant qualification and skill 
progression achieved by Clearance 
Divers at various stages through 
their careers.

Implementation of a new three 
tiered Q ualification  and Sk ill 
structure which recognises the 
different skill levels attained by 
Clearance Divers.

Abolition of the current Disability 
structure, w hich no longer 
adequately reflects the work 
performed by the Clearance 
Divers.

Im plem entation of a new four 
tiered Disability structure which 
acknowledges the different levels 
of d isabilities experienced by 
different m em bers w ithin the 
A ustralian Clearance Diving 
Force Elem ent Group 
(AUSCDFEG).

Increased quanta for both 
elements of the allowance.

Diving Allowance

Im plem entation of a training 
allow ance to bring Diving 
A llow ance in line w ith other 
allow ances, such as Flying 
Allowance and Submarine Escape 
Training F acility  Allowance, 
w hich provide a training 
allowance where disabilities are 
involved in the conduct of 
training.

Increased quanta for the 
allowance.

The Defence Force achieved most of 
the changes sought with the final 
structure and quanta being 
determined by the DFRT as shown on 
pages 7 and 8.
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Clearance Diving Allowance

Qualification and Skill Rate
effective
5/3/98

Rate
effective
2/4/98

Basic Clearance Diving Course 

Intermediate Clearance Diving Course 

Advanced Clearance Diving Course

$2500

$3000

$4500

$2538

$3045

$4568

Disability Rate
effective
5/3/98

Rate
effective
2/4/98

Tier 1. In the case of a qualified Clearance Diver $7000 per $7105 per
whose duties include regular diving annum annum
with a regular commitment to render safe
or dispose of unpredictable explosives or
dangerous substances;

Tier 2. In the case of a qualified Clearance Diver $5500 per $5583 per
whose duties include regular diving annum annum
with a regular commitment to engage in
searches for or assist in either the rendering
safe or the disposal of unpredictable
explosives or dangerous substances; or

Tier 3. In the case of any other qualified Clearance $4000 per $4060 per
Diver not covered by Tiers 1 or 2 whose annum annum
duties include regular clearance diving
(other than for the sole purpose of
maintaining the member’s clearance diving
qualifications)—plus;

For each day on which the member $120.00 per $121.80 per
is required to render safe or dispose of day day
an unpredictable explosive or
dangerous substance (up to a limit of
25 days a year); or
For each day on which the member is $60.00 per $60.90 per
required to engage in searches or assist day day
in either the rendering safe or the
disposal of an unpredictable explosives
or dangerous substance (up to a limit
of 25 days a year).



Diving Allowance

Rate
effective
5/3/98

Rate
effective
2/4/98

In the case of a qualified diver who is required to 
undertake diving duties. For each day on which 
the member undertakes such duties (up to a limit 
of 40 days a year);

$35.00 per 
day

$35.53 per 
day

In the case of a qualified diving instructor posted 
to a diving instructor position at the Army School 
of Diving and who is required to regularly 
undertake diving duties; or

$3560 a 
year

$3613 a 
year

In the case of a member who is engaged in 
diving training to become a fully qualified diver. 
For each day on which the member dives in 
connection with such training.

$20.00 per 
day

$20.30 per 
day

Full details regarding the payment of the allowances are in INDMAN Instruction 
0110 and 0111.

DEFENCE COMMUNITY ORGANISATION

The Defence Com m unity 
Organisation (DCO) provides a 
comprehensive range of social work, 
fam ily liaison, education liaison 
support services and related 
programs, including projects and 
research, that enhance the well-being 
of RAN personnel, their families and 
communities. Within DCO there are 
four areas of specialised assistance:

Defence Social Workers
The Defence Social Workers assist 
RAN members and their families by 
providing the following services:

a case work service;

support in times of crisis;

counselling for personal, marital 
or family problems;

financial counselling;

referrals, where necessary, to 
appropriate services and agencies;

com m unity development 
programs;

the planning, development and 
conduct of remedial, preventative 
and educative projects; and

liaison with community welfare 
bodies and programs and with 
other Defence support agencies
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relevant to the w ell-being of 
Defence Force members and their 
families.

All services provided by the Social 
Workers are undertaken on a 
confidential basis. Social Workers can 
be contacted either by phone or by 
calling in to their office. 
Appointm ents are not required, 
although they are advisable to ensure 
that the Social Worker is available.

FLO
The Fam ily Liaison Officer (FLO) 
assists RAN personnel and their 
families with information on matters 
related to family and community life. 
The FLO is also a supportive resource, 
providing assistance to enable 
families to be better prepared and 
confident about transferring to a new 
locality and settling in to a new area.

REDLO
The Regional Education Liaison 
Officer (REDLO) assists families with 
m atters relating to education. A 
REDLO can assist you by:

providing advice and information 
on education services and 
resources;

assisting parents and students to 
be better prepared and confident 
when transferring to a new school;

liaising w ith schools and 
education authorities about 
mobility and Defence;

linking you with other REDLOs 
around Australia;

providing inform ation about 
Defence education allowances;

connecting you w ith special 
education providers;

presenting educational
opportunities to spouses; and

contributing to educational policy 
affecting Defence families.

FIND
The Family Information Network for 
Defence (FIND) is a phone service that 
provides easy access to personnel 
information on matters of everyday 
interest and concern, no matter how 
trivial, and can advise you of the 
appropriate contact officer in order for 
you to pursue your enquiries. The 
service is available to every Service 
person and fam ily anyw here in 
Australia, in absolute confidence, free 
of charge. You can call FIND 24 hours 
a day, seven days a week. The phones 
will be staffed between 8:30am and 
4:30pm  EST, Monday to Friday. 
Outside these hours, and on public 
holidays, an answering machine will 
take your message and your call will 
then be returned promptly the next 
working day.

[More detailed inform ation regarding 
FIND was in clu ded  in the Autumn
1998 edition o f  SEATALK-Ed]

Swim Line
“SWIM LINE” stands for “Ships 
Weekly Information and Messages 
Line”. The service provides a weekly 
recorded message which has been 
made available in order for families 
and friends at home to receive regular 
up to date information on what the 
ships have been doing. This service is 
activated for ships that proceed on 
long or operational deployments.

9
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Reverse Swim Line
This service has been made available 
for families and friends at home to 
send a message to a loved one or friend 
who is serving in a ship that has 
proceeded on a long or operational 
deployment. The Reverse SWIM LINE

radio program is produced on a 
Thursday m orning at Australian 
Defence Force Radio. If you leave a 
message on this service by 0900  
(Eastern Standard Tim e) of a 
Thursday the ship w ill norm ally 
receive the message that evening.

CONTACT PHONE NUMBERS

Location FLO REDLO Social W orker

SYDNEY-NTH (02)92650936 (02)92650902 (02)92650917
SYDNEY-STH (02) 96004865 (02)92650902 (02) 96004863
SYDNEY-WEST (02)45872225 (02)92650902 (02)45872508
NOWRA (02) 44213855 (02)92650902 (02) 44213855
CANBERRA (02)62669184 (02)62669181 (02)62669186
CAIRNS (07) 40321418 (07) 47251383 (07) 40320411
ROCKINGHAM (08)95279833 (08) 93112379 (08)95279833
DARWIN (08)89473580 (08)89473553 (08)89473556
MELBOURNE (03)92823012 (03)92823027 (03) 92823009
HOBART (03)62377241 (03)62377191 (03)62377241
ADELAIDE (08)83056623 (08)83056730 (08)83056729

FIND
SWIM LINE 
REVERSE SWIM LINE

1800 020031 
1800 064957 
1800 818920

NAVY HEADQUARTERS HAS MOVED

Navy Headquarters relocated from 
Russell Offices Building A to Russell 
Offices Building R1 on 19 June 1998. 
The telephone numbers for NHQ staff 
have not changed. To obtain the new 
addresses of NHQ staff call the person 
directly, call the Russell Offices 
Switchboard on (02) 62659111 or refer 
to the Russel Offices Electronic Phone 
Book.

The Directorate of Public 
Information-Navy, which was part of 
NHQ, is now part of the Defence 
Public Inform ation Organisation 
w ithin the Corporate Support 
Program. The D irectorate has 
relocated from Russell Offices 
Building A to Russell Offices Building 
B (Room B-4-05A). The Directorate’s 
phone numbers and E-Mail details are 
unchanged.

10
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NEW ENLISTMENT/APPOINTMENT 
ARRANGEMENTS—FIXED PERIODS OF SERVICE

From 1 July 1998 all personnel joining 
the permanent Defence Force will be 
engaged or appointed for a fixed 
period of service (FPS). This

arrangement will replace the present 
system of Open Ended Engagement 
for sailors and Open Ended 
Appointment for officers.

Sailors

For sailors, the length of the 
engagement w ill be based on the 
duration of category course training. 
For the following categories, with a

course length of less than twenty six 
weeks, the initial engagement will be 
four years:

Boatswains Mate Medical Assistant
Cook Steward
Dental Assistant Stores Naval
Marine Science Writer

11
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The following categories, with a more, will have an initial engagement 
course length of twenty six weeks or of six years:

Aviation Technician Electronics Technician
Communications and Electronic Warfare-Linguist

Information Systems Electronic Warfare-Tech
Clearance Diver Marine Technician
Combat Systems Operator Musician
Combat Systems Operator-

Mine Warfare

Direct entry tradesmen will serve an 
initial engagement of four years.

Other than the claim for an Optional 
Discharge during Recruit Training, 
sailors will not have a right to claim a 
discharge before the expiration of 
their initial engagement. Requests for

Discharge at Own Request prior to the 
expiration of the initial engagement 
may be subm itted and w ill be 
considered on their merits. In general 
these w ill only be approved if 
compelling personal circumstances 
exist.

Officers

For officers, the length of the initial 
appointment w ill be governed by 
their Prim ary Q ualification, the 
method of entry and the planned 
initial education and training 
program. For ADFA entrants the 
“base line” appointment is nine years 
and for non-ADFA entrants it is six 
years. The actual period of initial 
appointment will be extended beyond 
the baseline if the planned initial 
education and training program 
attracts a Return of Service Obligation 
(ROSO) that will expire after the end 
of the baseline period. In such 
instances, the initial appointment will

expire on the anniversary of 
appointment immediately following 
ROSO acquittal.

Direct Entry Seaman, Supply and 
Engineering officers will, therefore, 
have an initial appointment of six 
years. Direct Entry Observers will be 
appointed for eight years and Pilots for 
ten years.

For ADFA entrants undertaking an 
arts or science degree, allowance has 
been made in the initial appointment 
for the com pletion of a four year 
honours degree program. The initial 
appointments are therefore:

Seaman 11 years
Supply 10 years
Pilot 13 years
Observer 11 years
Engineer (AE, ME or WE) 10 years

12
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The appointment of officers studying 
under other undergraduate schemes 
will be determined on the basis of the 
greater of either six years or the 
anniversary of appointm ent 
following acquittal of the ROSO 
associated with sponsored education 
and initial Primary Q ualification 
training.

Direct Entry Medical Officers, Dental 
Officers and Chaplains and

professionally qualified officers 
laterally recruited from other Services 
or overseas w ill be appointed for 
periods at the discretion of the 
Director General Career Management 
-Navy.

An officer may request to resign at any 
time, however, the Chief of Navy may 
decline to accept the resignation if the 
officer is bound by a ROSO.

The Future

FPS is the first step on the path toward 
the adoption of a Flexible Career 
Management System (FCMS) by the 
Defence Force. It is planned that a 
fully  developed FCMS w ill be 
implemented by l ju l y  2001. The 
initial engagement of the first sailors 
who join under FPS will not expire 
until July 2002. It is intended that all 
personnel on FPS who meet Service 
requirem ents w ill be given the 
opportunity to have their engagement 
or appointment extended under the 
conditions applicable to FCMS.

It is important to reiterate that FPS 
will apply only to those personnel 
who join the Defence Force on or after 
l ju ly  1998. The arrangement will 
have no effect on the tenure or 
conditions of em ployment of 
personnel who joined on or before 30 
June 1998.

Point o f  Contact: LCDR A drian Kops 
DNOP SO (Policy) Ph: (02) 6265 2004 
DNATS 865 2004

NEW DEFENCE FORCE HOUSING POLICY

The final phase of the review of 
Defence Force housing and removal 
policies has now been completed. The 
purpose of the review was to update 
the whole range of existing 
arrangements with an emphasis on 
consistency between the entitlements 
of m em bers with, and members 
without, recognised dependants.

The new Defence Force Housing

Policy w ill result in significant 
changes for members without 
recognised dependants and category 
Married/Separated (MS) members 
which w ill be phased in over the 
period ending July 2004. This time 
frame coincides with the existing GRS 
subsidy reduction plan. The 
Implementation Timetable is shown 
at the Table on page 19.

13
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The major changes w ill be the 
splitting of the combined Rations and 
Quarters (R&Q) charge into separate 
food and accommodation charges, 
and the transition of Living Out 
Allowance (LOA) and Living Out 
Away From Home Allowance 
(LOAFH A) to Rental Allowance (RA). 
Seagoing personnel will also gain 
access to accommodation ashore, on 
the same basis as their counterparts 
posted to establishments.

For the purposes of determ ining 
housing entitlement, Defence Force 
members will be grouped as follows:

Members without dependant(s)—
MWOD.

MEMBERS WITHOUT

Under the new policy, the requirement 
that certain members live in will not 
change. Members will be required to 
live in if under the age of 18 years, on 
disciplinary or duty grounds, when 
directed by a Commanding Officer for 
operational, training or other single 
Service policy reasons or when 
undergoing new entrant training. 
Members not falling into the above 
categories will be offered Living In 
Accommodation (LIA). W hen 
suitable LIA is not available, members 
will be offered RA.

From January 2000 MWOD owning 
a suitable home in their posting 
locality will not be entitled to LIA or 
RA. No distinction is made between 
property purchased as a home or as an 
investment. The definition of suitable 
own home is contained in INDMAN 
2502. A property of any size would

Members with dependant(s)— 
MWD

Members separated from their 
dependants for service reasons— 
MWD(S)

The situations of each group are 
summarised in separate articles below, 
as is the situation for seagoing 
personnel.

[These articles are pretty heavy going, 
but it is essential that a ll personnel 
understand the im plications/or them  
o f the changes. Good luck—Ed ]

DEPENDANTS—MWOD

be considered suitable for a MWOD. 
This does not mean that the member 
must live in their home. They are free 
to make whatever accommodation 
arrangements they wish, but will not 
receive housing assistance.

The major changes for LIA will be the 
phasing in of separate charges for 
accommodation, utilities and food.

LIA units have been graded into one 
of five am enity groupings and 
members will pay for the standard of 
accommodation occupied. Level 1 
rates equal approximately half the 
current R&Q charges w ith other 
charges rising in equal increments to 
Level 5 rates which are based on half 
the average market rent for a one 
bedroom unit. When determining the 
LIA rating the following factors were 
taken into consideration:

14
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size of the room;

quality of wardrobes;

window coverings;

type of bathroom;

access to, and am enities in, 
common rooms and laundries;

storage; and

parking.

Because of the elapsed time since the 
last classification of LIA ratings was 
conducted, and some inconsistencies 
with the data held by the Defence 
Personnel Executive, the intention is 
to reassess the classification of all LIA 
by July 1999.

From 3 Septem ber 1998 MWOD 
living in will pay Level 1 charges. 
From 1 July 1999 different charges for 
Levels 2 to 5 accommodation will be

Members on a seagoing vessel or on 
duty in the field will not pay for meals.

Members, other than recruit trainees, 
who do not intend eating meals on a 
regular basis in the mess may elect not 
to pay the discounted fortnightly meal 
charge. Any such election will be 
valid for three months or until the 
member is posted whichever is the 
earlier. Members electing not to pay 
the discounted fortnightly meal

phased in gradually by way of annual 
increases until the full charges are in 
place in July 2004, with the charges 
being reviewed annually. The table on 
page 20 shows the estimated yearly 
increases in today’s dollars.

After July 1999, MWOD may choose 
RA if only Levels 1 or 2 LIA are 
available.

In addition to accom m odation 
charges, there will be a separate LIA 
Utilities charge of $15.00 per fortnight. 
This charge will be updated annually 
in line with Consumer Price Index 
movements.

Until an automated pay-as-you-eat 
food charging system  can be 
introduced, an interim discounted 
fortnightly meal charge will operate, 
which will be half the current R&Q 
charge, with rates as follows:

charge will be charged the current 
casual meal rates for any meals taken 
in the mess.

The special mid-day meal allowance 
which is currently paid to living-in 
members who are unable to return to 
their mess for the mid-day meal will 
cease being paid from 3 September
1998. Other meal allowances will 
remain under the same conditions as 
present.

Cost p er Fortnight Average Cost per Meal 
f o r  42 meals

Junior Sailors $68.60 $1.63

Senior Sailors $84.70 $2.02

Officers $91.35 $2.17

15
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Free transport/vehicle allowance 
from LIA to place of work will not be 
provided after 8 July 1999. This new 
policy will bring MWOD in line with 
normal workplace practice whereby 
employees are expected to commute 
daily to and from work in their own 
time and at their own expense. Service 
transport may still be provided by 
units/commands but on a repayment 
basis.

MWOD absent from their LIA on 
leave for longer than 72 hours will not 
pay the discounted fortnightly meal 
charge for the duration of their 
absence. LIA accommodation charges 
w ill norm ally continue while 
members are on leave. LIA members 
proceeding on leave may choose to 
forfeit their accommodation and not 
pay LIA accommodation charges, 
however the member w ill be 
responsible for arranging and funding 
the removal and private storage of 
their effects whilst on leave. Units will 
not store personal effects for members 
on leave. Forfeited accommodation is 
to be made available for reallocation 
and there will not be any guarantee 
that the members’ LIA will again be

available on their return from leave. 
LIA charges will not be applied for 
periods when the member is required 
to live aboard a ship/submarine or to 
live in field conditions.

Because recruit trainees normally 
share accommodation as part of the 
training process, recruit trainees will 
only be required to pay the utilities 
charge. Other members undergoing 
initial entry/trade training will pay 
Level 1 LIA charges, or if required to 
share a room, will pay a share of the 
Level 1 charges based on how many 
are sharing. All members will pay the 
utilities charge.

The MWOD contribution rate under 
RA will be the appropriate Level 5 LIA 
rate except for members choosing to 
share accommodation. The sharing 
contribution rate will either be Level 
3 (when sharing w ith one other 
person) or Level 1 LIA rate (when 
sharing with two or more persons). 
The rental ceilings subsidised by 
Defence will vary according to the 
situation. These ceilings are outlined 
below:

Situation Rental Ceiling M em ber
Subsidised Contribution
by Defence

1 entitled member 90% of 3 Bedroom LIA Level 5
2 entitled members sharing 90% of 3 Bedroom LIA Level 3
1 entitled and 1 non-entitled person 45% of 3 Bedroom LIA Level 3
3 entitled members sharing 3 Bedroom LIA Level 1
2 entitled and 1 non-entitled person Two Thirds of

3 Bedroom LIA Level 1
1 entitled and 2 non-entitled One Third of

persons 3 Bedroom LIA Level 1
4 entitled members sharing 4 Bedroom LIA Level 1
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On 3 Septem ber 1998 the food 
allowance for members in receipt of 
RA will be discontinued. Members 
may elect to eat in the mess on a 
regular basis and pay the discounted 
fortnightly meal charge or eat the 
occasional meal in the mess and pay 
the casual meal rate. On 1 January
1999 the utilities and laundry 
allow ances and any rem aining 
furniture rental allowances will be 
removed.

MWOD in receipt of RA will continue 
to contribute towards their rental 
costs whilst on leave.

When a member has been approved 
RA because appropriate LIA is not 
available that member will normally 
remain on RA for the duration of their 
posting unless they sp ecifically  
request to move into suitable LIA 
when it becom es available. An 
exception will be if the member is 
required to vacate their RA premises 
at the end of a lease period and there 
is suitable LIA available.

Members who are required to live 
aboard a ship/submarine or in the 
field will not be required to pay for 
their food, utilities or accommodation 
for that period. A member who lives 
out, but is required to live in for service 
reasons, such as attachm ents for 
courses or exercises, hospitalisation or 
detention will not be required to pay 
for their food, u tilities or 
accom m odation regardless of the 
length of time required to live in.

Entitlem ent to Temporary 
Accommodation Allowance (TAA/ 
TAASA) will be fully extended for 
MWOD. If LIA is available, MWOD 
w ill continue to utilise that 
accom m odation as transit 
accommodation. W hen LIA is not 
available, MWOD will be provided 
with TAA. MWOD will make the 
appropriate transitional Level 5 LIA 
contribution plus a contribution for 
utilities and food. Contribution rates 
w ill be promulgated in the 
appropriate INDMAN Instruction.

MEMBERS WITH DEPENDANTS—MWD

For MWD, there will be no changes to 
entitlements under the Group Rent 
Scheme (GRS) or under Temporary 
Rental Allowance (TRA), although 
this allowance will become RA.

The 1992 decision to progressively 
reduce the GRS subsidy to 50% is still 
applicable, with an increase in rental 
contributions of 2% each year until 
the year 2004.

17



MEMBERS SEPARATED FROM THEIR DEPENDANTS 
FOR SERVICE REASONS-MWD(S)

MWD(S) w ill not be required to 
maintain two households. Housing 
assistance at the previous posting 
locality  w ill be retained with 
members occupying LIA or receiving 
RA for furnished premises at the 
posting locality at no additional cost.
From 3 September 1998 MWD(S) will 
no longer be provided with free meals 
in the mess, the charges for meals will 
be the same as those paid by MWOD 
living in. This is justified by the 
reasoning that during the absence of 
the MWD(S) member from the family 
home, expenditure on food at the 
fam ily home is reduced, so it is 
reasonable to expect the member to 
pay for food consumed at the posting 
locality. MWD(S) are not required to 
pay the accommodation or utilities 
components of LIA charges.

MWD(S) temporarily absent from 
their norm al place of duty and 
tem porarily living-in at another 
establishment will be treated the same 
as other members in receipt of 
travelling allowance.

Free transport/vehicle allowance 
from LIA to place of work will not be

provided after 8 July 1999. This new 
policy will bring MWD(S) in line with 
normal workplace practice whereby 
employees are expected to commute 
daily to and from work in their own 
time and at their own expense. Service 
transport may still be provided by 
units/commands but on a repayment 
basis.

MWD(S) will no longer be provided 
with the food component of RA from 
3 September 1998. Members may elect 
to eat in the mess on a regular basis 
and pay the discounted fortnightly 
meal charge or eat the occasional meal 
in the mess and pay the casual meal 
rate. MWD(S) will remain exempt 
from contributing towards RA.

When a member has been approved 
RA because appropriate LIA is not 
available that member will normally 
remain on RA for the duration of their 
posting unless they sp ecifically  
request to move into suitable LIA 
when it becomes available. An 
exception will be if the member is 
required to vacate their RA premises 
at the end of a lease period and there 
is suitable LIA available.

ACCOMMODATION ASHORE FOR 
SEAGOING PERSONNEL

All MWOD and MWD(S) posted to 
sea-going vessels will be offered access 
to the same housing assistance under 
the same terms and conditions as that

available to all other MWOD and 
MWD(S). This means that seagoing 
personnel may apply for living-in 
accom m odation at a shore
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establishment in the ships home port 
and if LIA is not available, then RA 
will be provided. Accommodation 
and u tilities charges and the 
appropriate food charges w ill be 
applied to seagoing MWOD allocated

LIA whenever the ship is alongside in 
the home port. Seagoing MWOD in 
receipt of rental allowance will pay 
the applicable member contribution 
rate whenever the ship is alongside in 
the home port.

Implementation Timetable

3 SEPTEMBER 1998
R&Q Charges will be split. MWD(S) will be charged for meals but will not be 
levied the LIA charges.
Living Out Allowance (LOA) and Living Out Away From Home Allowance 
(LOAFHA) will be modified. The food component will be removed. Members’ 
contribution will be the appropriate Level 1 LIA rate. MWD(S) will not be 
required to make a member contribution towards their accommodation. 
Special mid-day meal allowance will no longer be paid.

7 JANUARY 1999
The LIA Utilities Charge will commence for MWOD.
The laundry, utilities and furniture rental components of LOA will be removed. 
This will complete the transition from LOA to RA.

8 JULY 1999
Members occupying Level 1 or Level 2 LIA will be given the choice of continuing 
to live in or to live out with RA assistance.
Levels 2 to 5 charges will be introduced. These increased charges will be the 
first of six annual instalments to achieve full rates of these levels byjuly 2004. 
Members’ RA contribution rate will be at the Level 1 LIA or at the transitional 
Level 3 or Level 5 LIA rate, depending on how many persons are sharing the 
accommodation.
Free transport/vehicle allowance from LIA to workplace will cease to exist.

6 JANUARY 2000
MWOD owning a home in their posting locality will lose eligibility for LIA 
and RA.

JULY 2000 TO JULY 2003
Levels 2 to 5 LIA charges will be progressively increased in annual increments. 
Members’ Level 3 and Level 5 RA contribution rates will be progressively 
increased in annual increments.

JULY 2004
The transition to full Level 2 to Level 5 LIA charges will be achieved.
As appropriate, members’ RA contribution will be at full Level 1, Level 3 or 
Level 5 rate.
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This policy applies to submariners 
also. However, for the time being 
submariners will not pay member 
contributions for accommodation,

utilities or food when alongside 
pending further consideration as part 
of a review into attraction  and 
retention benefits for submariners.

Transition to Full Living in Accommodation Rates 
Estimated Fortnightly Charges at 1997/98 Prices

LEVEL Sep 98 Ju l9 9 JulOO JulO l Ju l0 2 Ju l0 3 Ju l0 4

OFFICERS

One $95.40 $95.40 $95.40 $95.40 $95.40 $95.40 $95.40

Two $95.40 $100.18 $104.94 $110.90 $115.68 $120.44 $125.20

Three $95.40 $104.94 $115.68 $125.22 $134.76 $145.48 $155.00

Four $95.40 $109.72 $125.22 $140.72 $155.02 $169.34 $184.80

Five $95.40 $115.68 $134.76 $155.00 $174.10 $194.38 $214.70

SENIOR SAILORS AND WARRANT OFFICERS

One $84.10 $84.10 $84.10 $84.10 $84.10 $84.10 $84.10

Two $84.10 $88.32 $92.54 $97.78 $102.00 $106.20 $110.40

Three $84.10 $92.54 $102.00 $110.40 $118.82 $128.28 $136.70

Four $84.10 $96.74 $110.40 $124.08 $136.70 $149.32 $163.00

Five $84.10 $102.00 $118.82 $136.70 $153.50 $171.40 $189.30

JUNIOR SAILORS

One $70.20 $70.20 $70.20 $70.20 $70.20 $70.20 $70.20

Two $70.20 $73.72 $77.22 $81.60 $85.12 $88.62 $92.20

Three $70.20 $77.22 $85.12 $92.14 $99.16 $107.06 $114.10

Four $70.20 $80.74 $92.14 $103.54 $114.08 $124.60 $136.00

Five $70.20 $85.12 $99.16 $114.00 $128.10 $143.04 $158.00
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CHANGES TO MSBS SUPERANNUATION MEMBER 
BENEFIT PRESERVATION RULES

Currently, MSBS members have the 
option of gaining access to some or all 
of their mem her benefit on separation 
from the Defence Force. Since the 
early 1990s, successive Federal 
Governm ents have announced 
intended changes to the preservation 
rules, which would require member 
superannuation benefits to be 
‘preserved’ in funds such as MSBS.

It should be noted at this point that 
these proposed changes (relating to 
the preservation of m em ber  benefits) 
do not apply to the DFRDB Scheme, 
w hich is exempt from these 
provisions.

Although Government policy 
statem ents have previously been 
made that m em ber  benefits (in 
addition to em ployer benefits, which 
have always been subject to 
preservation in schem es such as 
MSBS) would become subject to 
com pulsory preservation, the 
measure has not yet been 
implemented. Instead, introduction 
was delayed in 1996 and again in 1997.

The Government announced last year 
that member benefit preservation 
will now come into effect from 1 July 
1999. MSBS members may recall that 
this announcement was referred to in 
the 1997 MSBS Annual Member 
Report. Regulations enabling the 
provision are expected to be 
promulgated by the Government 
shortly.

For MSBS members, this means that 
if you leave MSBS on or after 1 July

1999, you will not necessarily be able 
to take a l io  f your member benefit as 
a lump sum at that time, depending 
on your age and future working 
intentions. Amounts contributed or 
earned after  that date will be subject 
to the same age preservation rules as 
the employer benefit.

However, any member contributions 
made and interest earned on those 
contributions before 1 July 1999 will 
continue to be available in fu ll  after 1 
July 1999. In other words, the only 
amount to which you will not have the 
current access privileges w ill be 
member contributions and earnings 
accrued from  1 July 1999 onwards.

It is likely that ComSuper will simply 
record that the m em ber benefit 
balance as at 30 June 1999 will be the 
amount the member can choose to 
access in full (or voluntari ly preserve) 
on separation, from that point 
onwards. This amount should then 
form part of the inform ation 
contained on each annual member 
statement.

It is stressed that the change to the 
member benefit preservation rules is 
a com m unity w ide measure, which 
w ill apply to all non-exem pt 
superannuation schemes throughout 
Australia.

For instance, there is unlikely to be 
any advantage to be gained by a 
member seeking to leave the Defence 
Force before 1 Ju ly  1999 simply in 
order to retain unrestricted access to
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their member lump sum benefit. This 
is because all access rights to money 
earned up to 30 June 1999 will remain 
unchanged anyway while any other 
fund to w hich a member might 
subsequently transfer would be 
subject to the same preservation rules 
(for member or employer benefits) as 
MSBS.

Should members have any further 
questions about any aspect of member 
benefit or more general age 
preservation rules, they should 
contact the ComSuper M ilitary

Advisory Service (Ph: (02) 62526178) 
for personal counselling. As always, 
members are also encouraged to seek 
professional tax and financial 
planning advice before making any 
personal financial decision based on 
announced superannuation rule 
changes.

Point o f  Contact: MAJ Martin Kennedy, 
A ssistant D irector  Policy  
Development, F in an cial Conditions 
Branch. Ph: (02) 62653445 DNATS 
8653445 Fax: (02) 62654327,

Email: ddfpa@ozemail.com.au

THE SUPERANNUATION SURCHARGE 
IS (STILL) COMING!

The Superannuation Contributions 
Tax (surcharge) for higher income 
earners, first announced by the 
Federal Government in the August 
1996 Budget, w ill soon be 
implemented for DFRDB and MSBS 
members. This follows the 
finalisation of the “actuarial factors” 
required by law to perform the 
surcharge calculations.

The surcharge is a general 
government tax measure w hich 
applies to the whole community, 
implemented by the Australian Tax 
Office (ATO) and the superannuation 
fund administrator (for the Defence 
Force—ComSuper).

Interested Defence Force personnel 
need to know where to go to get the 
information and practical assistance 
they will require to attempt to make 
sense of this complex measure.

So, who is most likely to be affected 
by the surcharge? Because of the way 
the surcharge works, it can’t be stated 
with certainty that members below a 
certain  rank w ill be unaffected. 
However, as a general indication, 
members of either DFRDB or MSBS 
below the rank of LCDR should not 
be affected by the surcharge if their 
sole taxable income is their military 
salary and they did not receive any 
substantial allowance, retention 
benefit, specialist pay increment or 
similar payment during the assessed 
financial year.

Defence Force members seeking 
further general information on the 
surcharge are strongly encouraged to 
refer to a recent Defence Force-wide 
message (Signal: ADHQ TAA DGFC 
8/98 of 040020Z M A R 98), w hich 
provided a detailed update on the

22

mailto:ddfpa@ozemail.com.au


W i n t e r 1 9 9 8
implementation of the surcharge. The 
message included guidance on the 
likely impact of the surcharge on 
Defence Force members and an 
indicative (worked) surcharge 
example. It also pointed out where to 
look to learn more about any possible 
surcharge liability  Defence Force 
personnel may face as individual tax 
payers.

The ‘notional surcharge contribution 
factors’ (NSCF) to be applied to both 
DFRDB and MSBS members are now 
available for release by ComSuper to 
interested members, through their 
Military Advisory Service (Ph: (02) 
62526178). Due to the complexity of 
the process, the ComSuper Ready 
Reckoner will not contain surcharge 
calculations. However, relevant 
inform ation, including the NSCF 
tables for MSBS and DFRDB, will soon 
be displayed on the ComSuper Web

SPECIALIST OFFICERS'

The Defence Force Pay Structure and 
Pay Allowances Project Stage 1 Report 
recommended the establishment of 
separate management and supporting 
salary structures for officers employed 
on specialist work within the Defence 
Force. This initiative was in response 
to identified deficiencies in the 
Defence Force’s ability  to recruit, 
retain and manage specialists.

The Project Team recommended that 
specialist officers would not require 
the full skill set of officers in the 
command and management structure 
and could be managed w ithin 
separate career structures w hich

Site (http://www.comsuper.gov.au).

ComSuper has also provided some 
detailed guidance on surcharge issues 
in its first Military Super News for 
1998 (Issue 20), which is distributed 
to all unit pay representatives. It 
includes a com prehensive list of 
answers to frequently asked questions 
about the surcharge.

As always, members are encouraged 
to seek professional tax and financial 
planning advice before making any 
personal financial decision based on 
an estimated surcharge liability.

Point o f  Contact: MAJ Martin Kennedy, 
A ssistant D irector  Policy  
Development, F in an c ia l Conditions 
Branch. Ph: (02) 62653445 DNATS 
8653445 Fax: (02) 62654327,

Emai I: ddfpa@ ozem ai l.com.au

SALARY STRUCTURE

would employ the officer primarily 
w ithin the specialist area. These 
structures would be called Specialist 
Officer Career Structures (SOCS) and 
would be supported by unique 
Specialist Officer Salary Structures 
(SOSS) which would facilitate the 
management of specialist careers.

The SOSS will transfer the focus for 
both management and remuneration 
from a rank based to a competency 
based system. This is a fundamental 
shift in the way in which the Defence 
Force will manage these groups. The 
SOSS will involve an emphasis on 
community accepted and accredited
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competency standards which will 
more readily facilitate the lateral 
movement of personnel between the 
Defence Force and the civilian  
community.

A proposal for the detailed 
development of a SOCS was endorsed 
by the Chiefs of Service Committee on 
14 April 1998. The initial development 
for the introduction of a SOCS will be 
aimed at the Medical, Dental and 
Chaplain specialisations.

The D irectorate of Salary and 
Allow ances in the Financial 
Conditions Branch has carriage of the 
task and will be liaising closely with 
the career managers, workforce 
planners, and the sponsors for each 
specialisation. It is currently planned 
that the new structures will be fully 
implemented for these specialisations 
during 1998.

THE RAN SKI CLUB

Thinking of going skiing this season? 
Looking for cheap accommodation in 
the snow? Then you should think 
about joining the RAN Ski Club.

The principal objective of the RAN 
Ski Club is to foster the sport of skiing

and other alpine sports among 
members of the Royal Australian 
Navy. Rank is left behind when we hit 
the snow and club members, their 
families and friends enjoy the relaxed 
and informal atmosphere of our Club

The RAN Ski Club Lodge—Mt Butter, VIC.
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BLOW YOUR HORN

TURN THE PAGE AND TELL US WHAT YOU THINK 
ABOUT SEATALK



Please fill this form out so we can make sure Seatalk is what you want.

Question Strongly

Agree
Agree Unsure Disagree Strongly Not 

Disagree Applicable

I like the current approach 
to Seatalk A B C D E F

I think Seatalk, in its current 
form, is a useful publication A B c D E F

My spouse and/or family enjoy 
reading Seatalk A B c D E F

The layout of Seatalk makes it 
easy to read A B c D E F

The content of Seatalk tells me 
what I need to know about 
important personnel issues A B c D E F

The content of Seatalk helps 
my spouse and/or family keep 
up to date on important 
personnel issues A B c D E F

I think there’s too much 
unnecessary information 
in Seatalk A B c D E F

I think that Seatalk only 
repeats information that I 
already get from other sources A B c D E F

I think Seatalk should change 
its style/approach A B c D E F

Questionnaire
I would like future editions to include articles o n :

I think Seatalk should change by:

Any other comments:



DIRECTORATE OF PUBLIC INFORMATION-NAVY 
B-4-05A RUSSELL OFFICES 

NAVY HEADQUARTERS 
DEPT OF DEFENCE ACT 2600

Fold Here

Staple or Tape Here
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lodges above the snowline at Mt Buller, 
VIC and Perisher Valley, NSW. Lodges 
are used in winter for Downhill and 
Cross Country skiing and 
snowboarding and in summer for 
enjoying the high country and alpine 
hikes.

The Club owns a 60 bed lodge at Mt 
Buller, 3 hours by road from 
Melbourne and a 19 bed lodge in 
Perisher Valley, a little over 2 hours by 
road from Canberra and 5-6 hours 
from Sydney. Both lodges are warm 
and comfortable with spacious living, 
dining and recreational areas. 
Blankets, doonas and pillows are 
provided but you take your own 
sheets, pillow cases, towels and food. 
Kitchens are fully equipped and both 
resorts have superm arkets if you 
forget anything.

Ordinary (voting) Membership is only 
open to current or past members of 
the RAN or Naval Reserve. The

spouses and children of Ordinary 
Members may also join as Fam ily 
(non-voting) Members. The Club also 
has provision for other non-voting 
members (Associates) who are not 
otherw ise eligible for Ordinary 
Membership.

There is a one time joining fee of $100 
for each person or each family. 
Additionally, the Annual 
Subscription is $75 per person over 4 
years of age, with an upper limit of 
$250 per family. Accommodation 
charges vary, depending on the time 
of year, from $10 per person per night 
in summer to $30 per person per 
weekend night in winter high season. 
Members may take guests to the 
lodges at $40 per person per night in 
high season.

If interested in joining, please call the 
C lub’s Registered Office on (06) 
2956634 and ask for an application 
form.

The RAN Ski Club Lodge—Perisher Valley, NSW.
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WHAT CAN I DO TO ENSURE THAT I PASS THE 
RAN FITNESS TEST?

(By POPT Darryl Oehm)

You’re lying down, on your back, 
comfortable. Heels tucked up towards 
your buttocks, hands on your thighs. 
You look up at the person standing 
over you. In anticipation your pulse 
begins to race, blood pressure rises and 
your palms begin to sweat. In that all 
too familiar, firm but encouraging 
voice, the person standing over you 
asks, “Are you ready?”. Your eyes roll 
back, you take a deep breath and your 
body goes limp as you wait for that all 
important moment in time to arrive.

In what seems to be a millennium, 
slow motion, the person above you 
moves. Right then, you tell yourself , 
“I can do this”. Time ticks by and in 
the darkness of closed eyes, the voice 
is encouraging, but you are beginning 
to hurt. Your mind argues with your 
body as hurt increases and you ask 
yourself, “What can I do?”.

Then as quickly as it has begun, it’s 
over. You lie there pondering the 
things to come. Finally, you think— 
“There must be an easier way to pass 
the RAN Fitness Test”.

The good news is that, there IS. How? 
Follow these few simple steps.

Like everything in life, practice makes 
perfect, and fitness is no exception to 
the rule. But this doesn’t have to mean 
long sweaty hours in the gym or 
pounding the pavement. A healthy 
diet and regular exercise is all that is 
required.

Step 1. Prepare mentally to change to

a better, healthier lifestyle. Give 
yourself a goal—pass the Fitness Test, 
walk the dog without puffing, enjoy 
an outdoor activ ity  with your 
children without fatigue, run the 
Bonshaw Cup and not come last.

Step 2. Seek medical advice if you are 
concerned about past injuries or 
illnesses. It is also advisable to check 
your fam ily history for medical 
conditions and consult with your 
friendly medical staff.

Step 3. Consult with Physical Training 
staff. Everyone’s wants and needs 
differ, and your local PTI can assist you 
with individual requirements. Fitness 
is very much a personal quest and 
specialised in nature, so don’t think 
you can ’t do it. You can, there is 
something for everyone and your 
ship’s Club Swinger can help.

Step 4.Complete steps 1,2 and 3, and 
then begin. Just do it!

Twenty minutes of physical activity 
per day is all that is required to start 
building your fitness levels up. Try 
this by walking or jogging, swimming 
or cycling. Take a friend with you and 
you will find that exercise is enjoyable 
and the benefits you gain are 
lifesaving. Remember though, during 
physical activity if you experience 
shortness of breath, rapid increases in 
pulse (heart rate) or dizziness—slow 
down, take it easy and consult with 
your doctor. Good luck, and prosper 
through fitness.
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FLEXIBLE REMUNERATION PACKAGING FOR THE 
DEFENCE FORCE

The Defence Force has decided to 
introduce Flexible Rem uneration 
Packaging (FRP) for its members. This 
had been foreshadowed in the most 
recent Defence Force Productivity 
Based Remuneration Arrangement. 
The Department of Defence has also 
proposed this initiative separately for 
Defence civilians as part of its new 
certified agreement.

This article seeks to introduce the 
concept of FRP. More detailed 
information will be passed on as the 
im plem entation process gathers 
momentum.

FRP (also known as salary sacrificing) 
allows an employee to take part of his 
or her remuneration package as an 
employer-provided benefit and to 
receive less PAYE (pay as you earn) 
taxable cash income. The reduction of 
PAYE pay would equal the employer’s 
cost of providing the benefit, 
including the cost of any fringe 
benefits tax payable by the employer 
and any administrative costs. Any 
advantage to the member is generally 
derived where the tax rate paid on 
behalf of the employer is lower than 
the member’s normal marginal tax 
rate. Motor vehicles and additional 
employer contributions to 
superannuation are among the more 
common and attractive types of 
salary packaging benefits available.

At this stage, it is intended that FRP 
will generally be made available to all 
Defence Force members (other than

trainees) on permanent service with 
a residual com m itm ent of twelve 
months or more service.

The Defence Force will choose an 
“ADF FRP” administrator from the 
private sector who w ill be the 
interface between the member, the 
pay system, the financial planner, 
benefit providers and the Tax Office. 
Participating members would remit a 
fortnightly administration fee to the 
administrator as part of their package.

It is hoped that FRP can be made 
available to members in the first half 
of 1999. Its introduction w ill be 
preceded by a com prehensive 
com m unication cam paign for 
potential participants, as well as for 
pay and other personnel staff. More 
specific inform ation on likely 
introduction dates and other key 
milestones will be provided when 
available.

Point o f  Contact: MAJ Mar tin Kennedy, 
A ssistant D irector  Policy  
Development, F in an cia l Conditions 
Branch, Ph: (02) 6265 3445 DNATS 
865 3445 Fax: (02) 6265 4327

Email: ddfpa@ozem ail.com .au
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SEA POSTING QUALIFICATION TRAINING

The first Sea Posting Qualification 
Course com m enced at HMAS 
CERBERUS on 4 May 1998, heralding 
a new era in the way sailors are 
prepared to meet the challenges of 
their first sea posting. The previous 
method was to conduct basic sea 
fam iliarisation subjects in no 
particular sequence, as part of the 
Initial Training package. While this 
may have been effective for sailors 
w ith short category courses, the 
majority of sailors were no longer 
current by the time they completed 
category training and were posted to 
sea.

The solution to this problem was the 
introduction of a Sea Posting 
Q ualification Training (SPQT) 
package. SPQT is conducted at the 
completion of category training for 
those sailors with long initial category 
courses. SPQT combines all the initial 
m aritim e skills into one distinct

training package with an emphasis on 
whole ship activ ity  skills and 
shipboard living. SPQT is aimed at 
helping personnel to become effective 
members of a ship’s company as soon 
as possible after joining their first ship. 
All sailors joining the Navy after 1 
January 1998 undertake SPQT.

SPQT for all Seaman Branch 
categories will be conducted prior to 
category training. Technical, Supply 
and Com m unications personnel 
trained at CERBERUS will receive 
SPQT directly after category training. 
Aviation Technician, Musician, 
Dental, Medical and Electronic 
Warfare categories will carry out 
SPQT after completion of category 
course and on posting to sea as 
directed by the Directorate of Sailors 
Career Management.

SPQT has six separate modules, three 
of these were formerly part of the
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In itia l Training package, nam ely 
Survival at Sea, Seamanship and Ships 
Husbandry Maritime Casualty Care 
and Life at Sea are two valuable new 
modules included in SPQT. The 
attachm ent of Standard NBCD to 
SPQT completes the package. The 
length of the course is 15 instructional 
days.

Since all the seagoing elements have 
been transferred from Initial Training 
to SPQT, Initial Training has been 
shortened by two weeks, reducing the 
time sailors spend in recruit training 
to 10 weeks.

The content and length of the SPQT 
modules are as follows:

Module Duration Subject

One 2 days Life at Sea, including:
- communal living at sea,
- ship’s personal communications,
- equity,
- personal safety in a seagoing environment, and
- drugs and alcohol.

Two 1 day Maritime Casualty Care
Three 3 days Seamanship
Four 2 days Survival at Sea
Five 2 days Ship’s Husbandry and Introduction to Maritime 

Environmental Control
Six 5 days Standard NBCD

Point o f  Contact: LEUT P.W. Beresford, Seam anship School HMAS CERBERUS, 
Ph: (03) 59507283

SNIPPETS FROM THE HOUSE OF FASHION

Gratuitous Issue of 
Uniforms Vs using 
Uniform Maintenance 
Allowance (UMA)
The policy with regard to this often 
asked question is to be found in 
Chapter 9 of ABR 81 (RAN Dress 
Regulations), which dictates that 
UMA is to be used unless there is a 
pressing Service requirem ent to 
provide all, or a class of, members with

new uniform items immediately. In 
the case of the recently introduced 
Utility Jacket (which will become an 
integral part of Dress W 7), there was 
not an im m ediate or pressing 
requirement to gratuitously issue this 
item to all current serving personnel, 
observing that personnel wearing 
Dress W 7 can currently be seen in 
shirt sleeves, or with the Rib Knit 
Sweater, or with the Sleeveless Sweater.
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Deputy Chief of Navy 
Approves Changes to 
Uniforms
Since the last edition of SEATALK, the 
Deputy Chief of Navy has approved a 
num ber of uniform initiatives as 
follows:

Positioning of Rosettes on DFSM.
For those with an eye for detail, it 
would be noticeable that differences 
can be seen on individual DFSM 
ribbons. In future, when positioning
2 rosettes on the DFSM, they are to be 
placed in the centre of the yellow 
bands (in lieu of equidistant from the 
ends of the ribbon and each other). 
For those personnel who currently 
have 2 rosettes on their DFSM, there is 
no requirement to comply with the 
new positioning until the next rosette 
is awarded. Flowever, if you are in the 
market for a replacement ribbon, due 
to fair wear and tear, then this would 
also be an ideal time to make the 
conversion. This change does not 
effect the placement of rosettes on the 
RFD or RFM ribbon for Reserve 
personnel.

h i  m
‘Old’ position ‘New’ position

(NB. Not to scale)

In trod u ction  of ‘Schooner R ig’.
Approval has been given to introduce 
a ‘Schooner Rig’ for wear during the 
day in Winter (South of the tropic of 
Capricorn), following identification of 
the perceived hazard of wearing 
unconstrained ties whilst in Dress W7 
(Military Style Shirt, Necktie, Black 
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Trousers). This uniform comprises the 
Short Sleeve White Shirt and Black 
Trousers, which is already worn as 
Dress S6. This winter ‘day’ uniform 
will be numbered as Dress W6.

Introduction of Epauletted Short 
Sleeve W hite Shirt. An epauletted 
short sleeve w hite shirt is to be 
progressively introduced into the 
Navy inventory. The plan is to achieve 
total introduction over a five year 
period (see opening topic above). This 
will enable current stocks to be used, 
w hilst at the same time permit 
natural attrition of the white shirts 
gratuitously issued to Junior Sailors 
with the recent introduction of their 
standardised uniform. At this stage, 
the epauletted shirt will be worn by 
Chief Petty Officer rank and below 
using Soft Rank Insignia (SRI); 
Officers/Warrant Officers will still be 
required to use the current style Hard 
Shoulder Boards on eyeleted shirts, 
until such time as an approved ‘slide- 
on Hard-Board’ is introduced into the 
Navy inventory (a prototype is 
currently being made).

Redeveloped W hite Dress. Design 
of the white ‘Bowling’ dress has been 
redeveloped, adopting a more 
contemporary style. This new style is 
similar to the RAAF Blue/Grey dress, 
but with some minor modifications 
(ie, a side pocket). It is epauletted, and 
as with the epauletted white short 
sleeve shirt above, will be worn with 
SRI (CPO and below) and Slide-on 
Hard-Boards (Officer/W arrant 
O fficer), once introduced. Gold 
buttons will be worn on the dress by 
all ranks, as with the recently  
approved Formal Overcoat. A ‘sunset’ 
period will be used for introduction,
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which will enable those personnel 
recently issued with the old style 
Dress to achieve some use before it is 
no longer to be worn.

‘Black on G rey’ em bellishm ents 
for W orking D ress U n ifo rm s/ 
Coveralls. Approval has been given 
to introduce a suite of embellishments 
for Dress W9/S9 and coveralls, as part 
of the redevelopment of Working 
Dress Uniforms. The embellishments 
will comprise Embroidered Name 
label, ‘NAVY’ label, SRI and a generic 
‘a ll-ran k s’ category badge (ie, no 
crown). Policy and procurem ent 
strategies are currently being 
developed w ith regard to this 
initiative. In this instance it has been 
determined that there is a pressing 
need for uniformity, so all 
em bellishm ents will be provided 
gratuitously.

Time Frames
So, having provided all this 
inform ation, the next obvious 
question is ‘When can I get my Dress/ 
Shirt/Badges?’. The answer is, ‘not in 
the short-term’. As with all uniform 
matters, approval is the first step, and 
it now behoves the Uniform Policy 
Cell to generate the guidance for 
wearing the items; while this is being 
done, the items w ill have to be 
manufactured. In the case of the 
epauletted shirt, there could be a wait 
of at least 12 to 24 months before they 
start to ‘trickle’ in for repayment sale, 
as it is intended to bring them in as 
existing stocks exhaust. The ‘new’ 
Dress, on the other hand, is expected 
to be on the shelves within 12 months. 
Badges will hopefully be available 
within 9 to 12 months.

POINT OF VIEW 
WITH THE WARRANT OFFICER OF THE NAVY 

w o - n j.m . McC o n n ell

It seems only yesterday since I last 
penned an article for SEATALK—a 
magazine that a large number of 
sailors have said they are glad to see 
back in publication. Since last 
writing, I have been in the NT and 
QLD on my northern tour, 
highlighted by:

a tour of MANOORA and 
KANIMBLA in Newcastle;

one week sea-riding in Fremantle 
Class Patrol Boats during the

Minor War Vessel (MWV) Fleet 
Concentration Period (FCP) in 
Darwin;

a tour of the survey vessels 
MERMAID, PALUMA and 
MELVILLE in Cairns; and

a look around at the annual 
Australian Army Skill at Arms 
Meeting (AASAM 98) in Brisbane 
(where the champion shot of the 
Navy is determined).

The survey vessels, essentially built to 
civilian standards with the latest
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generation of remote control 
engineering and navigation 
equipment, are surprisingly large and 
fitted out w ith excellent 
accom m odation and recreational 
facilities. These ships are well worth 
a look over if you get the chance.

Despite their age, operations tempo 
and “m ilstandard” design and 
construction, the Fremantle Class are 
in good shape, although the 
maintenance effort is increasing as 
they come toward their end of life. 
The enthusiasm  and team 
cooperation displayed during the 
MWV FCP was excellent and reflects 
well upon this small, tight knit group 
of dedicated sailors.

Interestingly, following my visit to 
Newcastle, I was asked why the Navy 
hadn’t kept its people informed about 
the status of MANOORA and 
KANIMBLA’s refit and the expected 
usage/home porting of the ships in 
the future. I suggested that a small, 
4 -6  page (A4) supplement to Navy 
News, similar to The Key’ (with colour 
graphics) might be appropriate, only 
to be informed that... “I throw all o f the 
advertis in g  m a ter ia l out before  
reading the Navy News”. This type of 
reply highlights the dilemma facing 
Navy Fleadquarters—what sort of 
communications medium is best used 
to promulgate information to our 
sailors noting that we already use 
Scuttlebutt, Navy News, SEATALK 
and Category Newsletters? Noting the 
Navy’s personnel policy functions 
were transferred to the Defence 
Personnel Executive, The Key’ is an 
excellent medium to promulgate 
changes of defence policy and I would 
recommend all sailors take the

opportunity to read each edition 
where possible.

By now (hopefully), all members 
should have read the special edition of 
T he Key’ and subsequent follow-on 
signals regarding the split of the 
Rations and Quarters charge (R&Q). 
No doubt this policy change has 
resulted in significant divisional 
discussion and possibly some 
concern. Any concerns regarding 
these policy changes should be 
pursued through the chain of 
command, detailing specific 
circumstances.

[Articles on these changes are at pages 
13 to 20—Ed.]

The annual AASAM com petition 
commenced in 1984 as a two and a 
half day com petition, and has 
progressed to a 12 day competition 
which encompasses 72 individual 
and team matches in target rifle/ 
pistol/shot gun and service weapons. 
AASAM is open to international and 
Defence Force service shooters. This 
year, 42 Navy members (28 of whom 
were first timers, out of some 580 
shooters) attended AASAM in 
Brisbane from MHQ, ADFA, 
ALBATROSS, CAIRNS, CERBERUS, 
HARMAN, WATERHEN, PERTH, 
BRISBANE and MELBOURNE. It is 
particularly pleasing to see this level 
of representation. Training is a must— 
not only the actual shooting but 
mental and physical preparation (the 
Army even brings along a resident 
Psychologist to help them out). The 
Navy com petitors I spoke to all 
indicated that they were having a 
great time, were enjoying the 
interaction with Army and Air Force
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personnel and had gained from 
improved weapons training and 
disciplines. If you would like any

further information on AASAM, give 
Warrant Officer Bosun Richards a call 
at MHQon (02) 95634314.

NAVAL RESERVE CADETS 
DEVELOPING THE YOUTH OF AUSTRALIA

The Naval Reserve Cadets (NRC) is a 
voluntary youth organisation 
sponsored by the Royal Australian 
Navy for young men and women aged 
over 13 and under 19 years.

Communities around Australia in 
towns and cities have sought 
recognition to establish NRC units in 
their local area. Sponsorship is offered 
by the Navy in training resources and 
equipment, w hilst the local 
community is responsible to acquire 
a Unit Headquarters and help fund 
other equipment not provided by the 
Navy. There are 75 Units throughout 
the country and they are identified by 
their own name and are staffed by 
volunteer NRC O fficers and 
Instructors.

Cadets enjoy learning the skills 
associated with citizenship, 
leadership and seamanship. They also 
have the opportunity to experience 
training programmes in the 
vocational specialist fields, such as 
cerem onial parade and gunnery, 
catering, m arine engineering, 
communications, physical training 
and adventure training. More 
importantly, Cadets are encouraged to 
explore their full potential as valued 
members of a team, and develop 
confidence, pride and self discipline in 
a supportive environment.

The qualities and skills a Cadet 
develops become a real asset in 
pursuing a successful career whether 
it be in the Navy or the commercial 
world.

The O fficers and Instructors 
appointed by the RAN for voluntary 
duty with the NRC are selected for 
their experience in youth leadership 
and are able to dedicate an ongoing 
com m itm ent to the NRC training 
programmes.

Each local area Unit has an Officer 
appointed as the Commanding 
Officer who is responsible for the 
activities of that Unit in accordance 
with documented procedures. Units 
are grouped into State Areas and 
adm inistered by an Area 
Headquarters. The Senior Officer of 
an Area is responsible through the 
Local Naval Authority (a Senior Naval 
Officer) for overall administration.

Activities are organised through the 
Unit training programmes as part of 
a State Program. Unit training usually 
occurs on one day or night a week as a 
parade, and for some weekends. State 
training camps and courses are 
m ostly of a 5 to 8 day duration. 
O fficial approval is given to 
programmes six months in advance, 
so that Cadets can plan their 
com m itm ents. During weekend
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training, leave is given on request to 
Cadets who may have work or study 
com m itm ents or for other special 
reasons. Progressive training records 
are kept so cadets can keep them as a 
personal record or as a career portfolio.

Commitment. Cadets are expected to 
show com m itm ent in attending 
activ ities for at least 12 months. 
Personal satisfaction is best achieved 
if the Cadet shows a keen interest in 
progressing through programmes.

Cadets training aboard Young Endeavour.

Parent Involvement. Because the NRC 
is a non profit, self funded 
organisation, parents are expected to 
support the Unit through

To be eligible for entry as a Naval 
Reserve Cadet, a candidate shall: be a 
person ordinarily resident in 
Australia; have attained the age of 13 
years, but not yet 18 
years; produce a 
statem ent from a 
m edical practitioner 
that he/she is fit and 
capable of carrying out 
the activ ities of the 
NRC; be not a member 
of another Cadet Corps; 
and com plete an 
application form duly 
signed by the parent or 
guardian.

Interview. On receipt of 
an application form, the 
Commanding Officer 
w ill arrange an 
interview  w ith the 
candidate and parent 
or guardian. It will be 
an opportunity for the 
parents or guardian to 
discuss any aspects of 
the membership, and 
for the candidate to ask 
any questions that she 
or he may have of the 
activities offered and 
commitment required 
in being a member of 
the NRC.
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membership of the Unit committee 
and/or attending busy bees and 
fundraising events.

On acceptance into a Unit, a Cadet 
will be issued with a Naval Uniform. 
Cadets will be shown how to look 
after their uniform and wear it with 
great pride.

Officers and Instructors are appointed 
by the RAN after completing the 
requisite application forms, an 
interview with a senior NRC Officer, 
and a police check. Personnel are 
entered at a rank based upon their 
experience, for example as former 
Defence Force members or experience 
as members of other youth-based 
organisations. The rank structure 
begins at Provisional Petty Officer and 
extends through to Commander.

On appointment to the NRC, Officers 
and Instructors are provided with a 
Naval Uniform and insignia 
according to their rank. They are not 
part of the Defence Force, however are 
paid an annual allowance for their 
efforts.

The primary role of an Officer or 
Instructor is to further the aims of the 
Cadet Scheme. That is, to better equip 
young people for community life by 
fostering initiative, leadership,

discipline and loyalty through 
training programmes and 
experiences, as well as to stimulate an 
interest in the RAN.

If you think that the NRC has what 
you are looking for, give us a call or 
write to one of our Cadet Liaison 
Officers at the following addresses:

NSW &r A C T -L E U T  Frank Kirk 
HMAS WATSON Ph: (02) 93370560

Northern Territory—LEUT Tanya 
Daniels HMAS COONAWARRA Ph: 
(08)89804450

Queensland South—LCDR Dennis 
Collyer Bulimba Barracks Ph: (07) 
33323513

Queensland North—CPOB Mark Lee 
HMAS CAIRNS Ph: (07) 40503372

South Australia—LEUT Tony Booth 
Keswick Barracks Ph: (08) 83056708

Tasm ania—LEUT Kim Hyland 
Locked Bag 3 Hobart Ph: (03) 
62377291

V ictoria—CPOB Rod Owen 146 
Nelson PI W illiam stow n Ph: (03) 
93999926

Western Australia—LEUT Richard 
Magtengaard HMAS STIRLING 
Ph: (08) 95532488
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RAN EMPLOYEE ATTITUDES SURVEY-UPDATE

As reported in the last edition of 
SEATALK, the second RAN Employee 
Attitudes Survey (RANEAS) was 
conducted over the last two months. 
All survey forms should have been 
completed and returned by now. 
Completion and return of the survey 
forms is very important so that a true 
picture of the attitudes and opinions 
of Navy personnel can be gained. The 
RANEAS provides senior Navy 
management with the actual feelings 
and concerns of Navy uniformed and 
civilian personnel. Part of the 1998 
survey sought com m ents on the 
Defence Reform Program, w hich 
began after the 1996 survey, and other 
issues such as A ctivity Based 
Management. About 3,500 uniformed 
staff and 1,500 civilian staff were 
randomly selected to be surveyed this 
year. Their completed survey forms 
w ill be scanned into a database 
m aintained by the Directorate of 
Psychology (Navy) then the original 
forms will be destroyed. In other 
words, your privacy will be strictly 
protected.

The survey responses are analysed by 
the Directorate of Psychology (Navy) 
and staff from Navy Corporate 
M anagement to produce a report 
which is to be considered by the Chief 
of Navy’s Advisory Committee later 
this year. The final report should be 
available to any interested personnel 
by the end of 1998.

The Directorate of Psychology (Navy) 
has recently completed a third report 
arising from the 1996 round of the
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RANEAS. The study detailed in the 
report examined the relationships 
between RAN service m em bers’ 
attitudes and beliefs, their career 
satisfaction, and their intention to 
leave with the use of a statistical 
technique called path analysis. This 
analysis was repeated for each rank 
level thereby establishing a baseline 
attrition model for each rank.

The study found that for all ranks 
except Recruit and Captain (and 
above), an intention to leave the RAN 
could be directly predicted by career 
satisfaction. Career satisfaction 
includes feelings about one’s career in, 
and commitment to, the Navy.

A second im portant predictor for 
most rank levels was the level of 
attraction a civilian career has for 
members. The attractiveness of future 
posting options was a third important 
factor for most officer and senior sailor 
ranks. It is of note that levels of 
satisfaction with pay or workloads 
were not directly related to an 
intention to leave.

The most important predictor of an 
intention to leave, career satisfaction, 
was itself generally predicted by 
attitudes towards Navy life and career 
management. Attitudes towards Navy 
life include feelings about living 
conditions, benefits, and the extent to 
which being in the Navy is interesting, 
exciting, and enjoyable. Attitudes 
towards career management include 
feelings about promotion prospects, 
performance appraisal, and guidance 
from career managers. For sailors,
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family support for a Navy career was 
also important for career satisfaction. 
For officers, however, feelings of pride 
in work and job  security were 
important. Career satisfaction appears 
to be a function of one’s sense of worth 
to the organisation as well as one’s 
enjoyment of it. This appears to be the 
case for the Navy as a whole, but for 
sailors in particular. It suggests that 
the im portance of one’s sense of 
belonging to and well-being in the 
Navy cannot be underestimated.

By and large, the findings of the study 
were consistent with those of past 
research, particularly with respect to 
posting concerns, family issues, career 
m anagem ent, and job/career 
satisfaction. Similarly, the findings 
were largely mirrored by those of the 
RAN Exit Survey from 1995 to 1997. 
D issatisfaction with Navy 
m anagem ent and lack of job

satisfaction, for instance, were 
identified by the exit surveys as strong 
influences on RAN members’ decision 
to leave. Another finding of the RAN 
Exit Survey was that pay-related 
issues were not rated as strong 
influences on the decision to leave.

Overall, the study suggests which 
policy areas are likely to have most 
impact on leaving patterns of specific 
rank levels in the RAN. It provides a 
valuable tool to better target personnel 
policies and practices that influence 
personnel attrition and retention.

Points Of Contact: Mr Perri Timmins 
DPSYCH-NPh: (02) 626 56448 Emai I: 
Perri.Timmins.74563025@navy.gov.au 
LCDR Trish M adden DDOD-N(MSD) 
Ph: (02) 6265 6134 DNATS 865 6134 
Email:
trish.madden.129036@navy.gov.au

CHANGES TO THE PERSONAL SERVICES 
ORGANISATION (PSO)

From 1 July 1998 the Personal Services 
Organisation (PSO) will cease to exist 
in its current form. This however does 
NOT mean that RAN personnel and 
their families will lose those services 
previously offered by PSO. No services 
will be lost, but where, how and by 
whom these services are provided will 
change.

The changes to PSO are initiatives 
being progressed as part of the 
Defence Reform Program. Navy PSO 
has been transferred to the tri-service 
Defence Personnel Executive (DPE),

which is responsible for the 
development of personnel policy and 
planning and the reform of personnel 
managem ent. Under the new 
program arrangem ents, DPE will 
manage those resources associated 
with delivering personnel related 
services. The expected outcomes of 
this reorganisation include enhanced 
services and substantial savings.

W ithin  DPE, the D irectorate of 
M ilitary Personnel Operations & 
Integration has been established to 
manage those resources that have
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been placed under DPE to deliver 
m ilitary personnel administration- 
related services. For clarification, 
these services constitute pay, 
allowances, relocations (housing, 
removals and associated 
entitlem ents) and certain  non
com bat adm inistrative functions 
(including management of personnel 
files and records, leave, education, 
resettlement, discharges, transfers 
etc.). The Defence Com m unity 
Organisation (DCO), which is also an 
elem ent of the DPE, w ill be 
responsible for the delivery of family 
support services.

The reorganisations are still very 
much in the development and 
implementation stages. From 1 July
1998, the way RAN members and their 
fam ilies receive the services 
previously provided by PSO will not 
vary considerably. Members will 
simply call the previous telephone 
numbers of the PSO Offices in their 
regions and, if necessary, will then be 
redirected to the new provider of the 
services that they require. The 
Personal Services Officer will become 
known as the Navy Liaison Officer 
and will be under DCO control.

Two pilot centres are currently being 
established, one in Darwin and 
another in Canberra. The aim is to use 
these pilot centres to refine a “National 
Delivery Model”, under w hich 
m ilitary  personnel services and 
support can be provided from a 
purpose built, tri-service centre, 
which will be a one stop shop for all

matters relating to personnel issues. 
The Darwin Centre w ill be 
responsible for the administration of 
the relocation of all Defence Force 
m em bers based in Darwin. The 
Darwin centre is called the “Darwin 
Defence Relocations Centre”, and was 
officially opened by the Minister for 
Defence Industry, Science and 
Personnel on 19June 1998. The service 
model to be trialed in Canberra will 
be based on the full personnel 
administration model (providing all 
personnel services from the one 
location to all Defence Force members 
in Canberra).

It is stressed that absolutely no 
services will be lost by the cessation 
of the PSO as it is currently known. By 
changing to a tri-service delivery 
model of the personnel services it is 
hoped to be able to provide a more 
advanced and easily accessible service 
to all Defence Force members.

On behalf of SEATALK readers, our 
special thanks are extended to those 
who have served in the Personal 
Services Organisation. PSO has 
provided a vital service to RAN 
members and their families for over 25 
years. The new providers of this 
service, DPE, will try their best to 
emulate the standards set by the PSO.

[The Defence Personnel Executive will 
produce a more detailed article on the 
reorg an isation  o f  D efen ce Force  
Personnel Services fo r  inclusion in the 
next edition o f SEATALK—Ed ]
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EVER THOUGHT ABOUT BEING POSTED TO 
HAROLD E. HOLT?

HAROLD E. HOLT......never heard o f
it! Oh, that’s the place in the m iddle o f  
nowhere in Western Australia. These 
are just two of the common responses 
when people are asked about the 
Naval Com m unications Station 
HAROLD E. HOLT But HAROLD E. 
HOLT has plenty to offer those being 
posted to this remote yet exciting 
locality.

In an agreement reached between the 
US and Australian Governments in 
1963, a US Naval Communications 
Station was established at North West 
Cape. The station, known as 
HAROLD E. HOLT, took 
approximately four years to construct 
and was designed to provide Very Low

Frequency (VLF) and High Frequency 
(HF) broadcasts to the US Fleet. The 
location was and remains important 
because it provides communications 
coverage of the Indian Ocean, South 
West Pacific and South East Asia. Joint 
staffing by US and Australian service 
personnel began in 1974. The RAN 
assumed management of the Station 
on 1 October 1992, and it is currently 
in a seven year transition period, 
which will see the RAN having full 
control of HAROLD E. HOLT by May
1999. Today HAROLD E. HOLT 
provides quality com m unications 
services to the RAN, USN and other 
allies using VLF, HF and Satellite 
Communications Systems.



The town of Exmouth is located 6 
kilometres from HAROLD E. HOLT, 
and was built in 1964 simultaneously 
with the Naval Com m unications 
Station.

HAROLD E. HOLT is arranged in 
three areas, ‘A’, ‘B’ and ‘C. Area A, 13 
kilometres north of Exmouth, is the 
northern most tip of land on the 
peninsula known as North West Cape 
and the entire VLF facility covers an 
area of 2268 hectares. Area A also 
includes the Power Plant, Fuel Farm 
and Pier. The hub of the Station’s 
operational and adm inistrative 
activ ities is located in Area B, 8 
kilometres north of Exmouth. Within 
this area are located the Station 
A d m i n i s t r a t i o n / C o n t r a c t  
m anagem ent, com m unications 
centre, satellite communications, HF 
Transmitter field and the majority of 
the infrastructure. Area C, 50 
kilometres south of Exmouth consists 
of the HF Receiver site—it is currently 
not in use but will be reactivated in 
conjunction with the commissioning 
of the Australian Defence Force’s 
Modernised HF System.

The North West Cape is located in the 
state of Western Australia. It is a 
peninsular of land bordered by the 
Indian Ocean on the north and west 
and by Exmouth Gulf on the east. The 
Cape is about 83 kilometres long and 
varies in width from over 3 kilometres 
at the northern tip to 50 kilometres at 
the southern end. The entire area of 
the North West Cape is subject to 
uncontrollable bushfires and for this 
reason open fires are not permitted 
within the bounds of the Cape Range 
National Park. The area is also subject 
to cyclonic disturbances, but special
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attention to the cyclonic incidence 
was given during design and 
construction to the Station and town 
housing so that all perm anent 
structures are rated cyclone proof.

Although North West Cape is isolated, 
hot and arid, most people enjoy the 
facilities and activ ities available. 
Fishing is excellent and the annual 
game fishing competition attracts 
many sportsmen. Outdoor camping 
is popular. The deserted sandy 
beaches offer good swimming and 
diving. Exm outh is noted for its 
variety of recreation and sporting 
clubs, which include squash, tennis, 
golf, netball, football, soccer, softball, 
baseball, cricket, lawn bowls, darts 
and swimming/diving. An Olympic 
size swimming pool is located in 
Exmouth.

Because of the isolation of HAROLD 
E. HOLT, the cost of living is 
significantly higher than living in a 
larger metropolitan area of Australia. 
To compensate for this, serving at 
HAROLD E. HOLT attracts a number 
of different allowances, which are as 
follows:

Special Zone A Allowance—rebate 
of $1173.00 per annum.

D istrict A llow an ce—Married 
Members $143.84 per fortnight 
gross; Single Members $81.70 per 
fortnight gross.

Iso la ted  E stab lishm en t
A llow ance—$2.51 per day before 
tax.

A ir  C on dition in g  A llo w a n c e -  
paid  to married members living in 
married quarters only.



W i n t e r 7 9 9 8
• Remote Locality Leave Travel—one 

return trip to Perth per year for 
member and each family member.

Living in Exmouth is like living in 
any other small rural town. Although 
the Exm outh shopping centre is 
small, it does offer a range of goods 
com parable to sm all suburban 
shopping centres. Many of the shops 
also offer Agency services’ for more 
specialised services located in the 
larger towns. The two supermarkets 
in Exmouth carry a range of grocery 
items although availability cannot 
always be guaranteed, particularly 
during tourist season. Most major 
retail outlets regularly distribute 
catalogues and accept mail orders. 
Just about any service can be provided 
and the retailers generally go out of 
their way to provide an exceptional 
service. The Navy regularly organises 
bus trips for shopping to Carnarvon 
or Karratha and sometimes Perth.

Two television networks can be 
received in Exmouth; ABC and the 
Golden West Network. The ABC and 
a commercial station at Carnarvon 
provide radio coverage.

Exm outh has a modern air- 
conditioned Government hospital 
with fairly up-to-date facilities. 
Specialist care is not generally 
available and those with a need must 
travel for consultations. Exmouth 
cannot offer any type of psychological 
care, and this is very important. This 
type of care does not only mean those 
with mental disorders but includes

simple counselling services for the 
stresses of modern life. Life in 
Exmouth, for some, can be stressful 
and strong, understanding, 
relationships are essential. A posting 
to Exmouth can be a very exciting 
prospect. However, in the excitement 
you should not lose sight of some of 
the difficulties the posting may bring. 
If any family members have existing 
medical problems or relationships 
have shown some fragility in the past, 
you must seriously consider whether 
a posting to Exmouth is a wise move.

Civilian employment in Exmouth is 
very limited, although with a large 
itinerant population some does 
become available on a competitive 
basis. Experience in the hospitality 
industry is always an advantage, 
especially during the tourist season.

All housing for RAN personnel posted 
to HAROLD E. HOLT is owned by the 
Defence Housing Authority (DHA) 
and is fully furnished. Consequently, 
limitations are imposed on removal of 
furniture to Exmouth.

A posting to HAROLD E. HOLT is not 
necessarily for everyone as it is quite 
remote. HAROLD E. HOLT is not 
Darwin or Cairns with tropical palm 
trees everywhere. It is more like red 
dirt and 20-foot hills and is extremely 
hot in summer.

If you are interested in a posting to 
HAROLD E. HOLT, talk to your 
“poster”.
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T A L K
CHANGE TO PUBLIC SERVICE EMPLOYMENT 

RULES

The Government recently announced 
a number of m odifications to the 
Public Service employment 
framework. One very significant 
modification was that “all eligible 
A ustralians” may apply for 
perm anent Public Service jobs 
advertised in the Commonwealth 
Public Service Gazette unless the 
Secretary of the employing 
department (or someone nominated 
by the Secretary) decides that 
applications will be restricted to those 
who are already public servants, on 
the grounds of cost or operational 
efficiency. Some, but not all, jobs will 
be advertised in newspapers as well as 
the Gazette.

Consideration is being given to 
w hether the criteria of cost or 
operational efficiency needs to be 
amplified for Defence. Pending this 
consideration, a decision has been 
made that all Defence vacancies in the 
Gazette will be marked as being open 
to all eligible Australians. These jobs 
w ill no longer be marked by an 
asterisk or any other particular 
identifier. Future job vacancies that 
are to be restricted to public servants 
only, w ill be identified by the 
placem ent of a three leaf clover 
symbol next to the relevant job in the 
Gazette.

Apart from the increase in the 
availability of Public Service jobs to 
the wider Australian labour market, 
there has been no change to the rules 
governing the appointm ent of

external applicants to those jobs, 
including jobs in Defence. In 
particular, there has been no change 
to the provisions which govern the 
appointment of persons who have 
received a voluntary retrenchment 
benefit from a non-Public Service 
Commonwealth employer (including 
the Defence Force) in the 12 months 
prior to the proposed appointment. 
The Public Service Commissioner 
continues to be the only approving 
authority for the proposed permanent 
appointment to the Public Service of 
persons in those circumstances. Past 
Defence Department experience 
indicates that the Public Service 
Commissioner rigorously scrutinises 
proposed appointm ents in these 
circumstances.

RAN personnel have for a long time 
been able to apply for permanent 
public service jobs that are advertised 
in the newspapers or in the Gazette 
and marked with an asterisk. The 
effect of the Government’s change is 
that more Public Service jobs than 
previously w ill be open to 
applications by RAN personnel and a 
vast range of other people from 
outside the Public Service.

Defence D epartm ental C ircular 
Memorandum No. 13/98 of 14 April 
1998 explains in more detail these 
issues and other related matters.

Point o f  Contact: A drian  Wellspring 
W orkplace Relations Branch Ph: (02) 
62668744
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EVENTS 1998—WHAT THE NAVY IS DOING

EVENT DATE

Exercise NEW HORIZON May-June

Exercise RIMPAC 98 9June-28 August

Exercise BLACK CARILLON 15-18 June

Launch of 2nd Hydrographic Ship MEIVILLE 23June

Keel laying of 5th Mine Hunter Coastal DIAMANTINA 6July

HMAS TORRENS Returns from Paying Off Deployment August

HMA Ships ADELAIDE &  HOBART deploy to SE Asia August-November

HMA Ships SYDNEY &  ANZAC deploy to NE Asia August-November/
December

Hervey Bay Aviation Show 23 August

Fleet Concentration Period 98-2 28 August- 
10 September

Commissioning of 3rd ANZAC Ship ARUNTA Early September

Royal Adelaide Show 4-12 September

Royal Perth Show 28 September

INDY Grand Prix 15-18 October

50th Anniversary of Fleet Air Arm 28 October-
HMAS ALBATROSS 2 November

Royal Melbourne Show 12-22 November

Bankstown Airport Aviation Show 

Presidents Cup Golf Tournament

19-22 November

Royal Melbourne Golf Club 10-13 December

Note: These dates were correct at time of printing, but may change at short notice.
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NEW DIRECTORATE OF DETERMINATIONS

The making of Defence Force 
conditions of service determinations 
has been stream lined following a 
Government decision to give Defence 
the authority to make its own legal 
instruments on conditions of service. 
Delegates in the Defence Personnel 
Executive are now responsible for 
making determinations previously 
made by the Department of 
W orkplace Relations and Sm all 
Business.

The Directorate of Determinations 
has been established in the Defence 
Personnel Executive, with the transfer 
of functions from the Department of 
W orkplace Relations and Sm all 
Business. A major focus of the 
Directorate is to use a plain English 
style in the writing of conditions of

service determinations. The key aims 
of the Directorate are:

to simplify the determ inations 
authorising Defence Force pay and 
conditions;

to integrate the determinations, 
the Industrial Manual (INDMAN) 
instructions and other guidance 
m aterial into a coherent, 
streamlined personnel resource; 
and

to improve access to the 
determ inations and related 
m aterial by Defence Force 
members at all levels, wherever 
they are serving.

Point o f  Contact: Mr Roger Bacon, 
D irector o f  D eterm inations, Ph: 02 
62654574

EMPLOYMENT CATEGORY REVIEW COMMITTEE

The Defence Force Other Ranks Pay 
Structure covers over 300 Defence 
Force employment categories spread 
across seven pay groups. The 
placement of those categories within 
the structure is the responsibility of 
the Defence Force Rem uneration 
Tribunal. The Employment Category 
Review Committee (ECRC) is the 
Defence Force committee responsible 
for considering the allocation of 
employment categories to pay groups 
and assessing the merit of pursuing a 
case before the Defence Force 
Remuneration Tribunal. The ECRC

has two significant functions. The 
first is to progressively review all 
categories in order to validate pay 
level placem ents and to identify 
possible anomalies or opportunities 
for rationalisation. The second 
function is to consider submissions 
from category sponsors which seek a 
change in the pay level placement of 
a category.

The ECRC consists of both standing 
and invited members. The standing 
members include the Chair who is the 
Defence Force categorisation and 
industrial expert; the Industrial
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Member who provides industrial 
advice to the category sponsors on 
case preparation; Service 
representatives who provide 
knowledge of Service categories and 
careers and undertake liaison with 
category sponsors; and a Personnel 
Plans representative to confirm the 
consistency of the proposed trade 
structures with Defence Force 
approved establishments. Invited 
members include Category Sponsor 
representatives who present their case 
to the ECRC or who seek to gain an 
understanding of the procedures for a 
future presentation to the ECRC.

Navy categories that are proposed for 
review by the ECRC in 1998 are the

Communications and Information 
System s Operators, Aircrewman, 
Marine Technician/Electronic 
Technician, RAN Supply Category 
Restructure, E lectronic Warfare 
Linguist/Electronic W arfare 
Technical and Marine Science.

Future updates and developments 
resulting from the 1998 reviews will 
be published in SEATALK when they 
are available.

Point o f contact: Dennis W icklander  
(ECRC Industrial M em ber)

D irectorate o f  Salary and Allowances, 
Ph: (02)62654788 DNATS 8654788

CHAPLAINS IN PERSPECTIVE

The recent tragedy 
aboard W ESTRALIA 
has highlighted once 
again the value we, in 
Navy, place upon 
mateship and teamwork.
Sadly it takes such a 
tragic occurrence to 
bring out the best in us.

The support provided by 
firefighters, aircrew, 
medics, communicators,
Chaplains, psychologists, 
the Defence Com m unity 
Organisation, telephonists, transport, 
Critical Incident Stress Management 
teams and a myriad of other groups 
and individuals proves that we are a 
professional team em bracing the 
values of loyalty, courage and 
dedication.

Recently, the
importance of having a 
Medical Officer aboard 
during a deployment 
was raised. Such a 
posting was described 
as “an insurance policy” 
should something major 
occur. We can all 
appreciate the worth of 
the Medical O fficer 
when an emergency 
occurs, however, we 
know he or she doesn’t 

just sit around waiting for that odd 
emergency.

The Chaplains’ role was then 
discussed. What does he do “between 
emergencies ”? A former Director of 
Sailors’ Career Management stated 
recently that when a Chaplain is
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embarked for an overseas deployment 
the number of personnel “Returned to 
Australia” is reduced. Statistically he 
stated, having a Chaplain aboard 
meant very few personnel had to be 
returned for compassionate or other 
related matters. Therefore the 
Chaplain is influencing the ships 
company. He is doing so by being the 
spiritual adviser, the confidante and 
the listener. The Chaplain is able to 
provide counselling and advice which 
those aboard probably wouldn’t seek 
out from others.

Assisting the Divisional Officer in 
dealing with the wide range of 
personnel-care issues, the Chaplain is 
able to give support where 
encouragement or reassurance are 
needed, especially when anxieties or 
crises are occurring at home. Rather 
than letting worries get out of hand, 
the Chaplain defuses tense situations 
which would otherwise detract from 
the professionalism required aboard. 
Many trust the Chaplain as a person 
with whom they can discuss any 
matter in the strictest confidence if 
required. Those who confide in 
Chaplains, at times, are those who 
don’t have a religious affiliation, as 
they understand that the Chaplain is 
aboard for all personnel. While the 
Chaplains’ primary role at sea is to 
attend to the religious and spiritual 
needs of those aboard, the breadth of 
his influence can affect the welfare,

social, personal and intimate sides of 
shipboard life.

U nfortunately the im pact of 
Chaplaincy is difficult to measure or 
quantify The person who has been 
significantly assisted by a Chaplain in 
a very personal matter is not going to 
run round the decks spruiking about 
such intervention. The confidentiality 
forum again restricts the public 
awareness of what the Chaplain has 
been doing. Yet this is the way things 
must be.

During the recent Chinese visit one of 
the senior officers told me, “We have 
someone similar (to the Chaplain) 
aboard our ships. However, we call 
them Political Commissars.” I don’t 
want to go down that track. I trust our 
sailors and officers see the influence 
of the Chaplains in their working and 
personal lives and not just when 
m em orial services, weddings or 
baptisms occur.

Chaplains are in the Navy for the 
overall care of personnel, regardless of 
religious background. W ithout 
personnel to support there would be 
no need for Chaplaincy ministry. They 
are not in the outfit for the fleet units 
or the buildings. They wear the 
uniform for one purpose—to evidence 
where their emphasis is: with those 
who also where the uniform.

Senior Chaplain Brian Rayner 
Fleet Chaplain

50



IN REMEMBRANCE

At 11am on 5 May 1998 fire broke out in the main machinery space of HMAS 
WESTRALIA. Midshipman Megan Pelly, Petty Officer Shaun Smith, Leading 

Seaman Bradley Meek and Able Seaman Phillip Carroll died in the blaze.

Splendid you passed, the great surrender made 

Into the light that never more shallfad e

Seatalk extends heartfelt condolences to shipmates, family, friends 
and colleagues.
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