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BY HEAD, JOINT EDUCATION AND TRAINING 
(HJET)

Navy Training, Education 
and Experience 
Recognised Nationally

I am pleased to be able to contribute 
to this issue of SEATALK. As HJET, I 
work w ith all three Services in 
developing policy for education and 
training. Once the policy is agreed, 
and the frameworks to deliver the 
education and training are in place, 
generally personnel are supported by 
their Navy, Army or Air Force 
systems.

One key area of our focus is utilising 
the national education and training 
systems as much as possible. All 
Defence personnel spend a lot of their 
time in formal training and education. 
Some of this training and education 
occurs off-the-job, some on-the-job. 
Both forms of training and education 
are reinforced by work experience.

Until some five years ago the quality 
and quantity of this training, 
education and experience went 
largely unrecognised by Australian 
industry. Now, this training, 
education and experience, when 
combined into a structured program, 
can be submitted for recognition for 
the award of nationally recognised 
Vocational and Education Training 
qualifications. These qualifications 
are recognised by industry. They are 
tangible proof of the quality of 
Defence training and education.

Rear Admiral lohn Lord

Over the past five years over 350 
programs of Defence training, 
education and work experience have 
received this national recognition. Of 
these, 126 are from Navy. Each Service 
has its agenda for gaining and 
maintaining national recognition for 
its programs of training, education 
and work experience.

Each program recognised leads to 
issue of one or more nationally  
recognised qualifications. For 
example, a Seaman Boatswain after 
recruit training and Boatswain Mate’s 
Common and Basic Seam anship 
training is entitled to the nationally 
recognised Certificate 1 in Applied 
Seamanship. On promotion to ABBM, 
this sailor is eligible for a Certificate II
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in Applied Seamanship, and after 
promotion to LSBM, POB, CPOB and 
WOB the Certificate III, Certificate IV, 
Diploma and Advanced Diploma in 
Human and Resource Management 
respectively. Further, on promotion to 
LSBM and a satisfactory PERS1 as LS, 
this sailor is eligible for the national 
C ertificate III in Frontline 
Management. Similar conditions lead 
to the C ertificate IV in Frontline 
Management for POB and the 
Diploma in Frontline Management for 
CPOB. These qualifications in 
Frontline Management are common 
throughout Australian Industry

In addition, there are nationally  
recognised qualifications for the 
programs of training, education and 
experience in each of the areas of 
specialisation within the Boatswain 
Mate’s category. For example, after 
completing the Fire Fighting Basic 
Course an ABBM is eligible for the 
nationally recognised Certificate III in 
Fire Fighting Operations. ABBM are 
eligible for the Certificate IV in Fire 
Fighting Supervision after the Fire 
Crew Leaders Course and promotion 
to LS. Boatswain Mate’s (LS and above) 
who com plete the Fire Safety 
Inspector Course are eligible for the 
Diploma in Fire Safety, while those 
who com plete the Airfield Fire 
Fighting Course are eligible for the 
Certificate IV in Applied Fire Fighting 
Supervision.

Sim ilar patterns of qualifications 
recognising Navy training, education 
and experience exist for other 
specialisations w ithin Boatswain 
Mate’s employment, other 
employment categories, and for officer 
specialisations. These qualifications 
are valuable. They provide formal, 
national recognition of the training, 
education and work experience of 
members of Defence. They can be 
used to support applications for 
employment. Often, they can be used 
to gain credit towards the attainment 
of other qualifications available 
through TAFE and universities.

W hile Defence training and 
education is about meeting the needs 
of the Defence Organisation, formal 
recognition of that training and 
education m eans that there are 
benefits for individuals that flow on 
beyond service in Navy Army or Air 
Force. I encourage you to keep 
informed of these developments 
which will assist your present and 
future careers.

John Lord
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BOATSWAIN'S MATE (FIREFIGHTER) 
NATIONALLY RECOGNISED QUALIFICATIONS

(Qualifications fall within the Australian Qualifications Framework levels 1-6)

Qualifications

SMN BM

ABBM

C ertificate III
in Firefighting 

Operations

C ertificate II
in  Applied 

Seamanship

LSBM &  UP 
(depending on training rei

LSBM

C ertificate III
in Frontline 
Management

C ertificate III
in Human and 

Resource 
Management

ceived)

Diploma
in Fire Safety

C ertificate IV Certificate IV
in Firefighting in Airfield

Supervision Firefighting
Supervision

POB

C ertificate IV
in Frontline 

Management

C ertificate IV
in Human and 

Resource 
Management

CPOB

Diploma
in Frontline 

Management

Diploma
in Human and 

Resource 
Management

W OB

Advanced
Diploma

in Human and 
Resource 

Management

C ertificate I
in Applied 

Seamanship

Ranks



FROM THE EDITOR'S DESK

W elcome to the first edition of 
SEATALK for 1999 and my first edition 
as the new editor. On researching the 
history of this magazine, I was 
surprised to learn that SEATALK was 
first published in 1987. Also, the cover 
you have become accustomed to was 
first used in the Winter 1994 edition 
and has changed little since then. We 
are launching this year’s series of 
magazines with a new cover designed 
by Paul Hounsell.

I will endeavour to continue to meet 
the excellent standards set by LCDR 
Paul May RANR who was the editor 
of the four editions for last year. He 
was responsible for resurrecting 
SEATALK w hich had ceased 
publication for about six months 
following the Defence Reform 
Program and the demise of the Naval 
Personnel Division. I have recently 
transferred to the Reserves from the 
Permanent Naval Force where I had 
spent most of the last six years in the 
personnel/conditions of service 
arena.

As stated in the first edition of 
SEATALK in 1987, this magazine aims 
at im proving com m unication. 
Through SEATALK, we seek to inform 
Perm anent and Reserve Force 
members and their families directly 
as well as Divisional staff, other 
relevant authorities within Navy and 
the Defence organisation and the 
wider Navy community. SEATALK 
provides personnel related 
information that is likely to be of 
interest to at least some of our readers

in each instance. For example, this 
issue has an article on the Fleet 
Activity Schedule that would be of 
interest to members posted, or about 
to be posted to sea and their families. 
The update on the F lexib le 
Remuneration Packaging is a must 
read for all serving members and the 
article on the possible effects of the 
Y2K bug should be of interest to 
everyone.

This edition has followed the format 
of previous editions that appears to 
have been generally well accepted 
(that is, we have received very little 
negative comment). Any feedback, 
both positive and negative, would be 
appreciated. If you have any ideas on 
how the magazine could be improved 
or what type of articles would be of 
interest to a large number of readers, 
please let us know Contact details are 
on the back cover.

I would like to thank everyone who 
made contributions to this edition as 
I know it takes a lot of time and effort 
to produce an article. Please keep in 
mind that SEATALK comes out four 
times a year and we are always looking 
for new and interesting articles. 
Closing dates for articles are mid May 
for the Winter edition, mid August for 
the Spring edition and early 
November for the Summer edition.

Remember, SEATALK is also available 
on the Internet, via the navy 
Homepage (www.navy.gov.au).

Judith Rowe, Editor.
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NO CONTRIBUTION RATE INCREASE FOR NHBS

The Board of NHBS have agreed that 
there w ill be no increase in 
contributions for members in 1999. 
Because of sound investment policies, 
the fund has been able to hold its 
contribution rate to the 1997 levels, 
even allow ing for the increase in 
benefits granted to members in July 
1998. The Board is confident that any 
future contribution increases in 2000 
will be minimal. A newsletter to this 
effect w ill be forwarded to all 
members.

There have been recent media reports 
of sign ificant increases in 
contribution rates for the Defence 
Health Benefits Society. Personnel 
may be assured that this does not 
include Navy because NHBS is a 
separate health fund to the Defence 
H ealth Benefits Society (formerly 
Army Health Benefits Society).

FLEXIBLE REMUNERATION PACKAGING—UPDATE

This article provides a further update 
on the progress of im plem enting 
Flexible Remuneration Packaging 
(FRP) for Defence. (ADHQ message 
TAA PPEC 2118/98 of 190400Z Nov 
98 should be referred to for more 
general information about the nature 
of the scheme.) Work has progressed 
on a joint service/civilian basis with 
the intention of introducing a single 
Flexible Remuneration Packaging 
scheme for all Defence personnel. So, 
while this article is primarily aimed 
at ADF m em bers, most of the 
information applies equally to civilian 
Defence employees who may be 
posted to Navy establishments.

On 17 Feb 99 the Minister Assisting 
the Minister for Defence, the Hon 
Bruce Scott MP, announced that RPC 
Corporate Services Pty Ltd had

successfu lly  tendered for the 
provision of a Flexible Remuneration 
Packaging Administration Service for 
the Defence O rganisation. RPC 
Corporate Services is a Sydney based 
com pany w ith over 10 years 
experience in Flexible Remuneration 
Packaging administration.

Flexible Remuneration Packaging is 
an arrangement whereby employees 
can choose to take their remuneration 
as cash salary or a combination of 
cash salary and benefits. The cost of 
the benefits is paid by the employer 
(Defence) on behalf of its members. 
Flexible Remuneration Packaging 
will be available to all ADF personnel 
with the exception of trainees and 
some personnel engaged on a part 
time or temporary basis. Participation 
is not compulsory. Flexible
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Remuneration Packaging will not be 
available to Reservists, unless they are 
engaged on continuous full time 
service for a period of twelve months 
or more. Detailed eligibility guidelines 
w ill be issued as part of the 
communication process.

Flexible Remuneration Packaging 
w ill allow members to package a 
maximum of 50% of salary for one, all 
or a com bination of the following 
benefit options:

motor vehicles;

• additional employer 
superannuation contributions to 
a fund chosen by the member;

employer provided child care;

laptop or notebook computer;

• financial counselling and 
administrative fees associated 
with Flexible Remuneration 
Packaging;

work related computer software;

home office expenses;

briefcases, calculators and 
electronic diaries;

airline lounge membership;

work related travel expenses;

• car parking;

work related membership fees 
and subscriptions to professional 
associations;

work related self education 
expenses;

disability/income protection 
insurance;

private health insurance 
premiums (noting that the new 
30% private health insurance 
rebate would not apply if taken 
as a Flexible Remuneration 
Packaging benefit, upon which— 
under current circumstances— 
full Fringe Benefits Tax would 
have to be paid, with that cost 
passed on to the member).

In keeping with general Government 
policy on Flexible Rem uneration 
Packaging arrangements, the above 
will be the only benefits available 
under the Defence scheme. The 
financial, taxation and personal 
im plications are generally quite
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complex. Some benefits attract more 
favourable tax treatment than others 
and there are variations caused by 
differing personal financial 
circum stances, while the possible 
benefits must be balanced against the 
costs of remuneration packaging. All 
members are strongly encouraged to 
use the services of professionally 
trained fin an cia l counsellors, 
especially  if, after having taken 
advantage of the free information and 
advice available through the Defence 
Flexible Remuneration Packaging 
schem e, they seriously wish to 
proceed w ith rem uneration 
packaging.

There w ill be a com prehensive 
education and com m unication 
strategy for the introduction and 
continued support of the scheme. You 
should be on the lookout for the 
following sources of information as 
they become available:

• An explanatory booklet.

Media releases (initial promotion 
and continued support by way of 
Service newspapers and very 
wide distribution of newsletters, 
SEATALK, the ‘Key’etc).

• An introductory video.

• W hat-if software. This will be 
available via the Internet,
Defence Intranet, at a wide range 
of regional first line counselling 
locations through DefCredit 
offices and for individuals to use 
on home computers.

1-800 FREECALL information 
services.

On-site seminars and initial first 
line personal counselling in 
regional Def Credit locations.

Professional financial counselling 
through a panel of specifically trained 
financial planners and remuneration 
consultants w ill also be available. 
There will be a cost for this service. 
Alternatively, you might choose to 
seek advice through your own 
financial adviser or accountant.

W hile Commanders and personnel 
staff w ill naturally wish to point 
members in the right direction to get 
advice on remuneration packaging, it 
is important that the command chain 
does not becom e involved in the 
provision of any financial counselling 
(or advice that could be construed as 
such) to m em bers about Flexible 
Remuneration Packaging in general 
or particular benefit options. This 
should be le ft to the advice and 
counselling networks to be 
established within the scheme, and/ 
or other suitably qualified 
professionals who may be selected by 
individuals at their own discretion.

Fees and charges have been negotiated 
for adm inistration of package 
arrangements that are reasonable and 
represent good value for money. They 
are very competitive compared to 
those on offer in other 
Commonwealth Agencies. Other than 
an in itia l sign on fee of $75 (not 
payable if the $150 panelled financial 
counselling option is used), annual 
Administration fees are component 
based, which means that you pay for 
what benefits you package.
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Annual fees range from $80 to $200 
per annum. All fees and charges are 
able to be included as part of the 
total rem uneration package. A 
capped financial counselling fee of 
$150 from members of the scheme 
panel (inclusive of the sign on fee) 
for the life of the Agreement also 
represents good value in the 
m arketplace. Members may of 
course choose to make their own 
fin an cia l counselling
arrangem ents, but must still 
ultimately submit their packaging 
request to RPC Corporate Services, 
as the sole administrator for the 
Defence scheme.

Implementation of the scheme is 
scheduled for 15 Apr 99, to avoid the 
Easter holidays and the period 
immediately after. The full Flexible 
Rem uneration Packaging
communications service, including 
all inform ation support and 
counselling services, w ill be 
available from that time. W hile 
other information will be provided 
in the lead up to introduction, it is 
stressed that the networks need to 
be fully set up and tested before they 
can commence operation. The start 
up date for these services will be 
widely publicised. It is therefore 
suggested that you continue to look 
for any general updates and any 
information that may be released by 
RPC Corporate Services prior to the 
planned implementation in mid 
Apr 99.

Members should note that unit 
personnel staff and the ADF chain 
of command have no direct role or 
responsibility for the administrative

im plem entation of the Flexible 
Remuneration Packaging scheme. The 
service has essentially been outsourced. 
All com m unication w ill be direct 
between participants and the service 
provider, RPC Corporate Services. The 
only administrative interaction at unit 
level should be a pay allotment request 
from the member once a package has 
been negotiated through RPC Corporate 
Services. Any personal questions 
regarding the scheme design or personal 
im plications should be reserved for 
when the personal counselling services 
become available.

The point of contact for the chain of 
command on Flexible Remuneration 
Packaging policy issues for ADF 
members is the Assistant Director Policy 
Development in the Directorate of 
Salary and Allowances, Major Martin 
Kennedy, on (02) 62653445, DNATS 
8653445, e-m ail
ddfpa@ozem ail.com .au, fax (02) 
62654327. The point of contact for 
policy issues regarding civ ilian  
m em bers is Matt Blythe, C ivilian 
Personnel Policy Group, telephone: (02) 
62668741, facsimile: (02) 62668759. 
However, as stated above, issues or 
requests for advice of a personal nature 
should be reserved and directed to the 
administrator (RPC Corporate Services) 
when the client response services come 
on line.
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NAVY WORKFORCE PLAN 2001

Some of you will be aware that in 
December 1998, CN issued a Future 
Directions Statem ent Report Card 
where an assessment was made of 
how the Navy was travelling towards 
certain  G oals—Navy’s People, 
Operations and Preparedness, Force 
Structure, Business Practices and 
Corporate Responsibilities. Under 
Goal 1—“Navy’s People”, the 
assessment was made that there was 
‘More to be done’.

In the same Future D irections 
Statement, CN went on to say: “My 
priorities for the year ahead and 
beyond are to Restructure the Navy’s 
workforce to provide the 14 ,000  
person Navy of the future. In 
particular, to develop a transition plan 
for that restructuring, and ensure 
everyone in Navy knows what the 
plan is and how it will affect Navy.”

To achieve CN’s goals, a management 
team has been created in Navy 
Headquarters. This team will develop 
the plan and oversee its 
implementation.

Thanks largely to the efforts of CAPT 
Merv Davis (D irector of Naval 
Programs), and CMDR Simon 
W oolrych (Deputy D irector 
Workforce Planning) and his team, a 
draft workforce plan is currently 
being circulated for comment. The 
theme of the plan is ‘Delivering the 
W orkforce—the Source of Navy’s 
C apability ’ and it is titled  ‘Navy 
Workforce Plan 2001’ (NWP’01).

In its first iteration, the plan deals only 
with the sailor categories while future

editions will cover officers, reserves 
and possibly Navy civilians as part of 
a total workforce concept. The plan is 
based on Navy’s Members Required in 
Uniform (MRU), which in itself seeks 
to ensure equitable sea shore ratios 
and viable categories. The plan details 
the current and future sizes of the 
categories, the recruiting 
requirements, the capacity of the 
training pipelines and importantly, 
details who has responsibilities for the 
delivery of the plan.

A feature of the workforce plan is that 
it calls for a far greater involvement of 
the Category Sponsors. The reason for 
this is that with their deep specialist 
knowledge the Category Sponsors are 
best positioned to understand the day 
to day issues of their categories and to 
provide the best advice on how 
restructuring can be achieved to best 
meet CN’s goal. The response from 
Category Sponsors to date has been 
very positive, and should allow the 
initial NWP’01 to be presented to 
CNSAC by the end of March, for 
publication in April.

In future SEATALK articles, I w ill 
provide more detailed advice on the 
plan, and Sponsors will be able to 
advise of specific details relating to 
their categories. Meanwhile, if there 
are any particular issues you would 
like to raise, please feel free to contact 
me, LCDR Greg Watson, R1-4-C051, 
Russell Offices, Canberra ACT. Phone 
(02) 62657317, Fax (02) 6265 3660 or 
e-m ail Greg.W atson@
cbr.defence.gov.au.

11



5 A T A L K

DIRECTORATE OF PERSONNEL-NAVY

Chief of Navy (CN) directed in late 
1998 that a new directorate be formed 
within the Navy Headquarters, titled 
Directorate of Personnel-Navy. This 
Directorate was created to provide CN 
with advice on all personnel issues, 
and to facilitate communication and 
staff processing between Navy HQ 
and (primarily) the Defence Personnel 
Executive who now develop personnel 
policy. The Director Personnel-Navy 
is a Captain position that is currently 
vacant but due for filling in mid-1999. 
In the interim, CMDR Marcus Peake is 
perform ing the functions of that 
position. The Directorate is organised 
to provide support in four main areas:

Service Conditions Cell 
comprising CMDR Marcus Peake 
and LCDR Trish Madden who are 
responsible for providing points 
of contact on all Service 
Conditions issues in Navy 
Headquarters and a conduit to 
the Defence Personnel Executive

and Defence Corporate Support 
Programs; (phone 02 6265 6673 
and 02 6265 6134 respectively);

Strategic workforce planning 
performed by LCDR Greg 
Watson; (phone 02 6265 7317);

Coordination of the Defence 
Reform Program implementation 
within Navy. Performed by 
LCDR Jeff Thompson; (phone 02 
6265 7304); and

Uniform Policy Cell staffed by Mr 
John Gill who is responsible for 
developing and reviewing Navy 
uniform policyXphone 02 6265 
7316).

You will note that there are other 
articles in this edition of SEATALK 
which give more information on what 
these cells are doing.
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THE FLEET ACTIVITY SCHEDULE (FAS) 
By CMDR Martin Campbell CMDROPS MHQ 

(with apologies to everyone)

Most Naval personnel would be aware 
of the Fleet A ctivity Schedule, 
although some refer to it as the ‘Ships 
Program Guide’ or, by the less 
charitable, as the ‘Fairy Tales for 
Seafarers by Brothers Grimm’. It is, 
after all an essential and most sought 
after reading for anyone posted to sea 
to discover what their new ship’s 
program has in store for them. For 
those serving at sea, the Fleet Activity 
Schedule forms the basis of the ship’s 
Longcast and the means to keep their 
families and friends informed of their 
intended movements. The Fleet 
A ctivity Schedule forecasts the 
current schedule of all ships’ and 
subm arines’ programs for the 
forthcom ing 18 m onths and is 
updated six monthly. W hat most 
people do not know, is how the Fleet 
Activity Schedule is formulated in the 
first place and why the other ships 
always get the better runs ashore. 
Many have their own ideas. These 
range from a certain  am ount of 
bribery and corruption, a roll of the 
dice, the use of crystal balls and the 
big bang theory. All these have their 
place in the Fleet Activity Schedule 
construction it is true but there is also 
a certain element of well considered 
operational planning involved as well 
(not a lot, but some).

Essentially there are some very basic 
ingredients which form the basis on 
which to build a ship’s program and

ultimately the whole Fleet’s activities 
schedule. These include:

The Ship Repair Schedule 
which forecasts 5 years ahead the 
variety of Dockyard Level 
Maintenance required in 
accordance with the Class Usage 
Upkeep Cycle, to maintain the 
vessel in an acceptable 
operational condition.

The Fleet’s and the ship’s 
training requirements.

The Program of Major Service 
Activities which details all the 
combined and joint exercise 
requirements, and

CDF’s Overseas Activities 
Directive which details the type 
and frequency of activities to be 
conducted with overseas 
countries, including overseas 
port visits.

For the less informed but hopeful (and 
those who know better but consider 
it worth trying anyway), the present 
CDF Overseas Activities Directive 
does not call for regular ship visits to 
London, Copenhagen, New York, Rio 
de Janeiro or numerous other exotic 
locations scattered throughout the 
world. Neither does it call for regular 
exercises in Disneyworld although I 
sometimes get the impression that 
some visit bids emanate from there! 
South East Asia, South West Pacific

13



and North East Asia are high on the 
priority list for hopefully obvious 
strategic reasons.

W here possible, Program of Major 
Service A ctivities exercises to be 
conducted with countries in these 
regions are grouped together to ensure 
ships get maximum training value 
from their deployments and to ensure 
they rem ain in the region for a 
reasonable, cost effective period of 
time. W here possible, ships also 
deploy in groups to maximise their in
company time. Additionally, and with 
few exceptions, a ship will not deploy 
overseas unless there is a Program of 
Major Service A ctivities exercise 
requirement in addition to meeting 
the CDF’s Overseas A ctivities 
Directive. Finally, as a general rule a 
ship will not deploy if an early return 
is required for a programmed 
maintenance period. The decision on 
whether to deploy a ship overseas is 
therefore driven by three factors; 
exercises, countries to be visited and 
its maintenance cycle.

Having established all the basic 
building blocks, for Major Fleet Units 
it is now time to bring the Operational 
Level Model into the equation. 
Empirically, the Fleet operates in a 
two year cycle largely driven by 
Exercise RIMPAC (in even years) and 
a North East Asian deployment (in 
odd years). The expectation is that a 
ship will conduct a major and a minor 
overseas deployment in a two year 
period. The model splits the calendar 
year in half. Ships will either conduct 
training and other activities around 
Australia during the first half of the 
year and deploy in the second half or 
vice versa. Add to this the three fleet 
concentration periods, one in 
February, one mid year and ASWEX 
at the end of the year, and you have 
almost a complete ship’s program. It 
is at this stage (in December) that we 
planners allow other ‘interested 
parties’ into our domain and hold the 
annual Fleet A ctivity Schedule 
meeting. These are representative 
from a variety of agencies all of whom

14
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have their bids for the use or 
involvement of fleet units. They 
include, but are not confined to, 
WATSON’s training and Navigation 
sections, the Army, Air Force, Defence 
Science and Technology Organisation 
and the owners of Harry’s Cafe de 
W heels and Rockers. (Only 
kidding...about the Army I mean). 
Having decimated the original best 
laid plans, they depart to allow the 
planners to add the final ingredient... 
Pers Tempo. Here we switch to our 
caring, sharing mode and ensure that 
where possible each ship’s program 
takes into account a num ber of 
Personnel Related Factors. These 
should be well known to most but a 
reminder of some is that ships:

should not be at sea for more 
than 150 days per year,

should spend at least 120 days 
in their home ports, and

should not be away from their 
home port for more than a six 
month period at a time.

The whole lot is then thrown into the 
pot and ...Viola, Le FASLand what a 
balanced beauty it be. A healthy 
dollop of m aintenance, generous 
portions of Program of Major Service 
A ctivities and CDF’s Overseas 
Activities Directive, seasoned heavily 
with training, a sprinkling of the 
m iscellaneous, garnished with 
Personnel Related Factors and a hint 
of the operational unexpected and 
excitement throughout. Except that 
now we calculate the overall fleet fuel 
consum ption, realise we have 
exceeded our allocation and start 
again. Oh well, it’s good practice.

Once completed, the Fleet Activity 
Schedules are forwarded to the 
various ship’s Commanding Officers 
in February for comment and amiable 
(?) discussion. It is about this time I 
make myself scarce on well earned 
leave returning to present the finished 
product to the Maritime Commander 
for endorsement in March.

So, what of the future. We have 
conducted two recent visits to China 
and hopefully they will continue to be 
part of our two yearly North East 
Asian deployments. PERTH and 
ARUNTA are programmed to conduct 
an inaugural visit to Ho Chi Minh City 
this year, with hopefully more to 
Vietnam in time. Hong Kong is once 
more featuring in the port visits and 
Exercise CROCODILE, along with 
TANDUM THRUST will start to play 
an important part in the Fleet Activity 
Schedule construction. The Royal 
Watchers amongst you will have the 
Queen’s Golden Jubilee in England 
inscribed in your 2002 diary, the year 
after the RN Submariners celebrate 
their centenary in Portsmouth. 
Should I be dusting down my best suit 
and buying that warm winter coat, I 
hear you ask. Be patient, all will be 
revealed in due course. Meanwhile we 
are working hard on the 2000 Fleet 
Activity Schedule so if you have a 
hankering for that weekend in Los 
Palmas or a shopping trip to Paris, just 
drop me a line (through your CO) and 
enclose that little  som ething in 
unmarked bills. Meanwhile back to
the Fleet Activity Schedule...... now
where did I put those dice?
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CONSIDERING A DRAFT TO THE 'BIG SHIP'? 
(ie Paying Off)

The increase in the separation rate of 
sailors from the RAN is always a 
concern. The mindset that ‘the grass 
is greener on the other side of the 
fence’ is often an attractive lure to 
sailors who feel disgruntled over a 
perceived lack of advancement, job 
satisfaction or financial rewards.

However, the num ber of sailors 
revoking discharges or applying for re
entry indicate that in many cases, life 
outside the Navy is not comparable to 
sailors expectations and in fact, 
conditions of service in the RAN are 
an attractive proposition after all.

The following is an extract of a sailors 
request to revoke a discharge that was 
recently received at the Directorate of 
Sailors Career Management. It has 
been published w ith the sa ilor’s 
permission to highlight that a claim 
for discharge is not a decision to be 
taken ligh tly  and to serve as a 
reminder that a career in the Navy can 
be a challenging and rewarding one.

“The reasons fo r  wishing to revoke my 
discharge are:

During my career in the RAN, which I 
joined at seventeen, I have always been 
curious about life as a civilian. Whilst 
satisfied with my employment this has 
led to some indecision and the aborted 
attempts to leave. In the course o f my 
current claim I secured what I believed 
to be an ideal em ploym ent 
opportunity. Upon taking up this 
position I discovered very quickly that 
it was f a r  less than id eal with the

prospect o f leaving me in a very bad 
position at short notice. The whole 
experience made me realise that fo r  
the last eleven years in the RAN I had 
been looked after extremely well with 
a very secure position and myself and 
my fam ily had not appreciated this. I 
believe that I had put myself in the 
positionoffocusingon thefew negative 
points without due consideration o f the 
many positive points and the need to 
accept that which was required o f me. 
The whole experience has given me a 
large painful w ake-up call to the 
situation I had been in and all the 
many benefits involved. I believe that I 
have learnt a lesson and if  successful in 
maintaining my Nava I career it will be 
approached with an entirely new  
attitude.

Throughout my career as discussed I 
have often looked outwards with the 
view of broadening my horizons and 
experiences. The last few  months has 
seen me analysing various positions in 
the civilian environment to assess the 
opportunities available. After each  
assessment I began to realise that the 
conditions and benefits I was looking 
f o r  were those that were already  
available to me in the RAN. It became 
apparent that the RAN was the career 
I was actually  looking fo r  without 
realising it. The em ploym ent 
conditions and opportunities available 
fo r  promotion and experiences could 
not be obtained elsewhere. I 
understand that the indecision has 
m ade it hard fo r  me to justify

16



A u t u m n 1 9 9 9

rem aining in the RAN but I fe e l  that 
now I fu lly  u n derstan d  w here my 
aspirations lie and are best served, I 
will be a fa r  more productive m em ber  
o f the RAN.

I also apprecia te  that my fa m ily  are 
m uch b etter  ca tered  f o r  u n d er  the  
various schemes available in the RAN 
and I am  genuinely concerned that i f  I 
am  u n ab le  to rem ain  in the RAN I 
could be putting my fam ily  at risk o f  
serious fin an cia l hardship.

I know  the situ a tion  I have p la c ed  
myself in is in the balance bu tlfin ally  
understand that my career in the RAN 
is very valuable and I do not wish to lose 
it. I now know the grass is not greener  
on the o th er  side irrespective o f  the

appearance. I hope you will consider 
my application favou r ably and believe 
that given the opportunity I can prove 
myself to be a m em ber worth retaining 
in the RAN. Ifully understand I owe the 
Navy sea  tim e an d  that I w ill be 
required to be posted back to sea in the 
n ear fu tu re . I accep t th is an d  am  
p rep ared  to accep t w h atev er  is 
required to save my Naval career and  
get it back on track.

I believe that I have som ething very  
positive to offer the RAN and consider 
that my past p er fo rm an ce  supports  
this. I hope to have the opportunity to 
continue to contribute an d fu rther my 
career in the Navy.”

INTRODUCTION OF THE 'BLOCK PROMOTION 
SYSTEM' FOR SAILORS

In June 1998, CN approved a change 
in the process of determ ining 
promotion numbers. Prior to this, the 
num ber of b illet vacancies 
determined promotions. This practice 
resulted in more promotions than 
necessary from a workforce planning 
perspective. Promotion numbers are 
now determined by future workforce 
requirements thus ensuring that the 
right mix of appropriately trained 
personnel are in the right place to 
effectively run the Navy of the future. 
At the same tim e the policy for 
promotions to structures was being 
staffed, D irector Sailors Career 
Management developed a concept of 
Block Prom otions for sailors and 
circulated  the proposal to

approximately 60 percent of Navy’s 
Major Fleet Units and establishments 
for comment. The feedback received 
was incorporated into the concept 
paper and forwarded to the Maritime 
Com m ander and the Training 
Commander for endorsement. CN 
subsequently approved the concept of 
Block Promotions in February 1999.

One of the main drivers in developing 
the Block Promotion System (BPS) 
was to address the demands and 
concerns expressed by many sailors 
indicating that they wanted to regain 
control of their lives and have more 
posting stability. Additionally the 
present prom otion system  was 
inefficient in that many postings were
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generated at short notice because of 
one promotion. C orrecting the 
present prom otion system  is a 
significant step in achieving this goal.

Present promotion 
system
Currently promotions are selected 
from qualified personnel placed in an 
order of merit based on their Moving 
Average Total (MAT) score, gathered 
from PERS1 reports. Promotions are 
authorised by signal each month and 
no earlier than six weeks before the 
effective prom otion date. The 
inefficiency of the current system is 
that it often allows only short notice 
of promotion and consequent posting. 
This thereby contributes to posting 
turbulence for sailors being 
promoted, their family, the relief 
fillin g  in behind and the relief’s 
family and so on down the line, as 
well as being disruptive in some 
instances to a sailor’s unit.

Block promotions
The new Block Promotion System 
will enable sailors to be promoted in 
a ‘block’ similar to that for officers, 
and w ill be im plem ented for 
promotion of AB up to and including 
the rank of CPO. This system will not 
alter the current process of selecting 
CPOs for promotion to WO; that is 
prom otion boards w ill continue 
annually. Under block promotions, 
sailors w ill be managed in a six 
m onthly  block system  with all 
promotions occurring on the last day 
of the six month period. No other 
promotions can be expected during 
the life of that promotion list. Sailors 
authorised for promotion w ill be
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notified at least six months prior to 
being confirmed in the new rank. This 
process, in the majority of cases, will 
deliver greater notice of promotion 
and any subsequent posting, instead of 
only six weeks notice w hich 
previously was the case. The Block 
Promotion System introduces posting 
stability thereby allowing sailors to 
regain some control of their lives and 
that of their families. It is important 
to stress that while the new system 
eliminates monthly promotion lists 
the conditions of service associated 
with promotion, e.g. reporting periods, 
promotion numbers, promotion list 
dates and any other issues relating to 
promotion policy will not change, 
except for those detailed below:

Access to the promotion list (LS to 
CPO): The rules of access to the 
promotion list have been amended. 
Personnel who obtain the necessary 
rank seniority for promotion during 
the life of the newly framed 
promotion list will be eligible to access 
that promotion list, provided they 
have obtained all necessary 
discretionary promotion prerequisite 
qualifications (e.g. Taskbook, 
Competency Logs, etc). That means 
personnel may access the promotion 
list at three years six months seniority 
and if they hold all of the discretionary 
qualifications they will be considered 
for promotion and promoted at the 
four year mark if competitive. In the 
past, personnel have accessed the 
promotion list at the four year mark, 
and were promoted anyw here 
between four and four and a half years 
dependent on actual promotion date. 
This policy amendment will in effect 
mean that a sailor w ill enter the
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promotion list six months earlier than 
under current policy. However, as 
promotions are not authorised until 
the end of the six month period, the 
opportunity now exists for sailors to 
be promoted earlier than they would 
have been under the old system; that 
is at the four year mark.

Access to the promotion list (AB to 
LS): Able Seamen will now be able to 
access the promotion list having only 
18 months seniority providing they 
hold all discretionary qualifications. 
In order to promote the most 
com petitive AB, there w ill be a 
requirement for a minimum of two 
fully assessed PERS1 reports. If an AB 
has only received one PERS1 and he/ 
she is eligible to appear on a 
promotion list, the Directorate of 
Sailors Career M anagem ent w ill 
request the sailor’s unit raise a ‘special’ 
PERS1 including a Com m anding 
Officer’s recommendation in order to 
verify performance.

A llocation of categories for 
prom otion lists: As of 1 Apr 99
personnel qualified for access to a 
prom otion list w ill no longer be 
allocated a promotion category (i.e. A, 
B or C). All personnel will be placed 
on a promotion list in order of merit 
commensurate with their Moving 
Average Total. Those personnel 
identified for promotion w ill be 
notified in the six monthly promotion 
signal. Those sailors not selected for 
promotion w ill be provided with 
Status Advice Notes (SANs), advising 
of their order of merit position (e.g. #1 
and so on down the list). This system 
will better enable divisional officers to 
counsel staff on their performance

and give sailors a better appreciation 
of where they stand in relation to their 
peers. Non receipt of a Status Advice 
Note will indicate that personnel do 
not have the required seniority and/ 
or have not completed the necessary 
discretionary qualifications to be 
eligible for promotion list access.

Undertaking For Further Service 
(UFFS): Similar to the system applied 
to Warrant Officer’s, an Undertaking 
For Further Service of 12 months 
effective service from date of 
promotion will apply for all ranks. 
Under the previous prom otion 
system, sailors were ineligible for 
promotion six months prior to their 
discharge date. Under Block 
Promotions sailors will be eligible for 
promotion up until their discharge 
date, however promotion will not be 
authorised unless the sailor is 
prepared to accept 12 m onths 
Undertaking For Further Service. 
Applying an Undertaking For Further 
Service to personnel identified for 
prom otion w ill ensure those 
personnel and their skills are retained 
for a further 12 m onths effective 
service and im portantly, reduce 
posting/removal turbulence further. 
Personnel who have an engagement 
period expiring during the 
Undertaking For Further Service 
period, or have Claims For Discharge 
(CFD) processed, will be required to 
re-enlist or revoke/vary their Claim 
For Discharge to accept promotion 
and com plete consequent 
Undertaking For Further Service. 
Failure to vary/revoke/re-enlist will 
result in the withdrawal of promotion 
authorisation.
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Non-Discretionary Training: In the
past both non-discretionary and 
discretionary qualifications were 
m andatory prerequisites for 
promotion eligibility. Under Block 
Prom otions only discretionary 
qualifications will be required. The 
reason for this relaxation is that with 
six m onths advance notice of 
promotion, time exists for the sailor to 
gain non-discretionary training prior 
to promotion. Personnel w ill be 
posted to non-discretionary 
promotion prerequisite qualification 
train ing based on their 
com petitiveness for promotion. 
Priority  for selection for these 
prerequisite qualifications w ill be 
based on the sailor’s position on the 
promotion list (i.e. those personnel 
authorised prom otion in the six 
m onthly promotion signal will be 
selected first, followed by those 
personnel eligible, but not on the 
promotion signal, in Moving Average 
Total order of merit). This will ensure 
better u tilisation  of the training 
resource by focusing training only on

those who need it and providing it at 
the relevant time.

Implementation
Transition to the new promotion 
system will commence on 1 Apr 99 
being the first date of the MT and ET 
Categories promotion list. All other 
categories w ill be phased in 
accordance with the dates applicable 
to their current promotion periods, i.e. 
Seaman Branch -  lju n  99 and Supply/ 
Aviation/Medical/ Dental Branches -  
1 Aug 99, as detailed in ABR 10 
Chapter 6 para 653. The first 
prom otions for the MT and ET 
promotion list will be effected on 30 
Sep 99 being the last day of that 
promotion list.

ABR10 will reflect these amendments 
when the next change is due in 
approximately May 99. Enquiries 
relating to the introduction of Block 
Promotions should be directed to 
LCDR Duffy DNATS 865580 STD 06 
6265580 or CPOWTR Hart DNATS 
8651278 STD 06 62651278.
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TRANSFER OF CATEGORY FOR SAILORS IN 
DOWNSIZING OR REDUNDANT CATEGORIES— 

EXTENSION OF RELAXED PROVISIONS

Changes to the Transfer of Category 
rules sp ecifica lly  for personnel 
affected by the downsizing of their 
category were introduced in May 98. 
(DEFNAV CANBERRA W HF 
220010Z MAY 98). This relaxed the 
conditions of service to make Transfer 
of Category attractive and assist the 
Navy in moving personnel from 
downsizing categories to upsizing 
categories. The changes introduced 
in May 98 were due to expire in Nov 
98 but will now remain in force until 
30Jun99. Personnel who submitted 
Transfer of Category applications 
after 30 Nov 98 until present have 
been awarded the conditions of 
service as detailed in the May 98 
message.

Due to the success in m eeting 
workforce numbers in some areas the 
categories targeted for rightsizing, and 
consequent application of the 
tem porary Transfer of Category 
provisions have changed slightly. The 
relaxed provisions are now only 
available to personnel moving from 
downsizing categories into upsizing 
categories. Relevant target categories 
are as follows:

Downsizing—Boatswain Mate, Cook, 
Dental, Electronic Warfare Operator, 
Motor Transport Driver, Naval Police 
Coxswain Subm arines, Physical 
Trainer, Stores Naval, Underwater 
Weapons Submarines, Work Study, 
Writer.

Upsizing—Aviation Technical 
Aircraft, Aviation Technical Avionics, 
Combat Systems Operator, Combat 
System s Operator Mine W arfare, 
E lectronic W arfare A nalyst 
Subm arines, E lectronic W arfare 
Linguist, Marine Science, Marine 
Technical.

As Navy is m aking reasonable 
headway towards m eeting its 
rightsizing commitments, it is not 
envisaged that these Transfer of 
Category conditions w ill extend 
beyond 30 Jun 99. All sailors in the 
downsizing categories listed above 
should be individually counselled on 
the merits of transferring category, 
and encouraged to pursue this option 
if they desire a continuing, viable and 
rewarding career in the Navy

POC LSWTR Milloy (02) 62653340
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POINT OF VIEW 
By the Warrant Officer of the Navy 

(WO Michael McConnell)

W ell, here we are at the start of 
another year—a year which will (I 
suspect) be as equally challenging as
1998. I trust everyone had a great 
Christmas break and took the chance 
to firstly de-stress, and secondly to 
recharge the batteries. I took the 
opportunity to calm down, catch up 
with friends (and the home work list) 
and enjoy a relaxed pace for a short 
while—with hindsight it seems a pity 
that we only have 20 days leave per 
year—because the break was certainly 
needed. Oh well.

As we ramp up for operations in 1999, 
I wanted to take the opportunity to 
draw your attention to one of CN’s 
signals. This signal (CN AUSTRALIA 
W BC/W CW  190321Z JAN 99) 
concerns restructuring the Navy and 
other workforce issues. It spells out the 
RAN‘s current position with regards 
to manning numbers, upsizing and 
dow nsizing categories and the 
deadlines required to be met—it is the 
baseline that we have to meet. These 
are the figures your Category Sponsor 
will be working with in managing 
your category and the ultim ate 
manning figures that DSCM will be 
posting to/from, so if you haven’t 
already read the signal please take the 
opportunity to do so because it affects 
all of us.

Last year saw some changes (some 
people would say a lot) to the way we 
do business. Changes such as the

introduction of com bined 
Accommodation Centres, Shopfronts, 
Relocation and Service Centres—all of 
which were introduced to streamline 
processes and to remove duplication 
of effort. As could be expected, a 
number of ‘teething’ problems were 
encountered with both process and 
personnel management. I am very 
keen to see the development of a single 
definitive docum ent, Standard 
Operating Procedures (SOPs) and 
regulations, w hich w ill allow all 
personnel to fully understand the 
fundamental rules for each type of tri
service office. Clearly such a 
document will have to cover every site, 
so that personnel posting around the 
countryside would find the same SOPs 
and regulations. Change of this 
m agnitude is always d ifficu lt to 
accept—I would like to ask you to be 
patient while the new systems settle 
down.

DSCM has also been very busy at the 
start of the year with a number of 
signals being generated to ‘spell out’ 
particular policies (e.g. Transfer of 
Category and Block Promotions to 
name but a few). W h ilst I 
acknowledge some of these signals 
convey a lot of information, they are 
written in easy to understand terms 
and fully explain what is changing 
and I would encourage all Sailors to 
take the time and effort to sit down 
and read them. A lot of effort goes into 
each signal to get the balance right
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and I hope that these types of signals 
are being highlighted at all divisional 
meetings.

This year should prove to be a 
challenging one for the RAN. I expect 
a few more m inor changes to the 
Defence Corporate Support (DCS)

organisation (to fine-tune the 
operations) and of course, there will 
be the reduction of personnel 
numbers due to Members Required in 
Uniform (MRU) and the various 
category reviews. Lets make the most 
of the situation and have a great year.

Y2K AND YOU
What you need to do to make sure the 

bug doesn't get you

W ill you be affected by a Y2K bug? 
Probably not. But here are some issues 
that you should be aware of.

Your Money
Banks and credit card organisations 
advise that they will be Y2K ready by 
2000. The larger organisations are 
spending in the vicinity of $120m to 
$200m on Y2K. A word of warning— 
do not plan to take all your savings out 
of the bank ‘just in case’. If people do 
that they will cause more of a problem 
than the bug. Closer to the date, you 
could seek assurances from your 
particu lar branch regarding Y2K 
compliance and the contingencies the 
bank has in place for the public to 
access funds.

DEFMIS and Pay information systems 
are Y2K affected and are being fixed. 
Contingency plans are being prepared 
so pay and allow ances can be 
conducted through the cash office in 
the event of anwsignificant failures.

M esses and Clubs. Tests on Club 
and Mess software packages, such as 
Mess Manager, indicate that the 
package is compliant. Computers 
should have already been tested by 
Defence Information Systems Group. 
Those with their data on a Microsoft 
Access 2 database, w ill need to 
upgrade their software.

COMSUPER advises that the 1998 
ready reckoners are Y2K OK. Previous 
versions are yet to be investigated and 
COMSUPER w ill include this 
information on their Home Page.

Telephones and 
Computers
Telstra and Optus have mounted 
expensive campaigns to ensure that 
telephones, facsim iles and the 
national telecom m unications 
infrastructure will be available.

Internet Service Providers. If you
have a private internet connection, it 
would be a good idea to write to them 
to ensure that their billing systems 
and servers are Y2K compliant. They
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w ill not be able to provide any 
assurances on the
telecom m unications and power 
infrastructure, however.

Mobile Telephones and 
Facsimiles. Most mobile telephones 
and facsimiles are Y2K compliant. If 
you have a personal mobile phone or 
fax, check its Y2K compliance from 
the Com pany Home Page on the 
Internet or write to the manufacturer. 
Print a copy and ensure the date is on 
the printout.

Computers. Work computers have 
been checked by Defence Information 
System s Group and a correction 
strategy is underway. For your home 
computer, contact your local Base 
Information Technology Manager and 
obtain a copy of the test disc on short 
term loan, remembering to back up all 
your data before the test. Software can 
be checked through the Internet. 
Unless you are a ‘power user’ of a 
computer, you may be able to live with 
hardware non com pliance. Y2K 
affected software may have to be 
upgraded, particularly organisers, 
spreadsheets and databases. It could 
be that the computer w ill simply 
revert to 1980 and the date time group 
has to be manually reset at each power 
up or 1980 lived with (if you are not 
performing calculations based on 
dates). M otherboard fixes are 
available from computer hardware 
stores for around $150.00. Defence 
Information Systems Group advice is 
that printers and modems are 
generally not date dependent and 
should not be Y2K affected. Do not be 
fooled—even Pentium s are not 
compliant!

Electronic Diaries. Most diaries are 
Y2K compliant. If in doubt, check the 
Manufacturer Home Page or write to 
the manufacturer.

Protect Yourself Before 
You Buy
If you are buying anything electronic 
or soft ware—be cautious. Do not take 
som eone’s word that it is Y2K 
com pliant. The A ustralian 
Government Solicitor has provided 
the following clause which you should 
have the vendor endorse before you 
part with any money, including a 
deposit:

( *  delete or adjust as applicable)

The (Licensor, Supplier, Contractor, 
Vendor*) warrants that the date (and 
century) and clock fields within the 
Product:

G enerate and otherw ise perform  
calculations using valid dates fo r  all 
intervals o f time including those that 
refer to the calendar year 2000 and 
beyond; and is compatible with related 
products that will reference years until 
the end o f 1999 by two digits or fou r  
digits. Or

Will by (date being a date before the * 
end o f calendar year 1998)

G enerate and otherw ise perform  
calculations using valid dates fo r  all 
intervals o f time including those that 
refer to the calendar year 2000 and 
beyond; and

Be compatible with related products 
that will reference years until the end 
o f1999 by two digits or fou r digits.

The functionality will be provided by 
the date referred to at no additional 
cost to the Licensee.
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Insurance
The Australian insurance industry 
will probably not cover those items 
that fail due to a date related problem. 
Insurers will probably provide cover 
for the resultant damage caused by 
failure. For example an insurance 
company would be unlikely to cover 
an appliance such as a VCR, which 
failed due to Y2K, but would probably 
cover the resulting damage, if as a 
result of its failure it caused a fire. For 
items purchased within the last 3 
years, a possible recourse for the item’s 
Y2K failure should be available 
through Consumer Affairs.

C om m ercial insurance may not 
provide such cover, where the policy 
holder had a responsibility to ensure 
that all potentially affected Y2K areas 
were compliant and failed to do so 
(business interruption due to a 
foreseeable Y2K failure).

Items in a household that could be 
impacted by a Y2K problem include 
VCR, older m obile telephone, 
watering, security and climate control 
systems that are date, rather than day, 
based. Most stereos; televisions; 
microwaves; ovens; oil, gas or electric 
heaters; w ashing m achines and 
tumble dryers are generally not prone 
to a Y2K problem.

The Australian Insurance Council 
advises that it is your (the policy 
holder’s) responsibility to check the 
Y2K com pliance of their date 
dependent items with the respective 
manufacturers. Insurance companies 
will address the Y2K issue with policy 
holders in the 1999 and 2000 policy 
renewals and in any new policies 
undertaken.

The Insurance Council of Australia 
has developed brochures for public 
and business awareness of Insurance 
and Y2K. These are available from 
The Insurance Council of Australia 
offices, located in most cities.

Your Car
NRMA has advised that they have 
contacted most vehicle manufacturers 
and believe that no fuel injection or 
electronic ignition system w ill be 
impacted by a Y2K problem. If you are 
concerned about your car—check the 
manufacturer Home Page or write to 
the manufacturer.

Ford Australia has advised Defence 
that the trip meters in the 1988 EA, 
1991 EB and 1993 EB and ED vehicles 
are impacted but only in that the year 
will revert to 1980 rather than roll over 
to 2000. This will not impact the trip 
meter functions in any way and those 
vehicle owners can take their cars 
back to their servicing depot for 
resetting.

Land Rover has advised Defence that 
all its vehicles are Y2K compliant.

Your 1999 Christmas 
Holiday
Civil airlines and the aviation 
industry are working hard to ensure 
air safety is not compromised and 
flights are not disrupted over the 
Christmas 1999/January 2000 period. 
So are the rail, ship and road 
infrastructures.

If you are undertaking a major trip 
over this period—check your travel 
insurance and ask what cover you 
have if transport, flights, bookings etc 
are disrupted by a Y2K problem. Make
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sure that your travel insurance covers 
you if a motel has not received your 
booking and you find yourself having 
to check in to a more expensive hotel. 
Whilst it is unlikely that your holiday 
will be upset by a bug —insurance is 
there to cover the unlikely.

Public Buildings
Defence has mounted a 
com prehensive checking and 
rectification campaign to ensure that 
Defence facilities are not 
compromised by a Y2K problem.

There are a wide range of date-based 
areas where buildings may be 
im pacted—alarm  system s,
sophisticated climate control systems 
(air conditioning, heating), building 
m anagem ent system s, timed 
automatic doors of banks and other 
such organisations, public parking 
access control systems, emergency 
power systems and security systems 
to name a few. Defence Estate Office 
has advised that it is unlikely that 
lifts will crash to the lower floor. 
Most of the standby reactions of 
facilities are for doors to open (for 
areas concerning public safety) or 
close (preventing access), alarms to 
ring constantly or not ring and air 
conditioning systems to stop.

Ensuring that these areas do not 
im pact upon public safety is a 
building owner responsibility. 
Hotels, shopping centres, hospitals, 
banks and other public areas all 
should be undertaking Y2K 
campaigns to prevent disruption by 
a Y2K problem.

Utilities (Power, water, sewerage 
and gas). The national and regional 
utility systems have also been affected 
by Y2K problems. To ensure that the 
basics are not interrupted by the bug, 
private and public u tilities have 
mounted Y2K projects.

Who do you call?
Navy Y2K Project Officers:

• NY2KPO: 02 62655202

• MC Y2KPO: 02 95634397

• NTC Y2KPO: 03 59837336

Other Program Y2K Contact Numbers:

• DHQ: 02 62653066
• JET: 02 62657832

• DPE: 02 62665024
• DAO: 02 62663941

• S&T: 08 82596609
• DEO: 02 62663656

• DISG: 02 62668825
• INT: 02 62650432

• DCS: 02 62666650
• F&IG: 02 62657128

• SCA: 03 92563275

Defence Y2K Home Page:

http://defweb.cbr.defence.gov.au/ 
y2k/html/
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PART TIME LEAVE WITHOUT PAY FOR 
PERMANENT MEMBERS OF THE ADF

After a protracted developmental and 
approval process, the Part Time Leave 
Without Pay (PTLWOP) provisions for 
ADF personnel have been finalised 
and formally introduced. The policy 
is promulgated in Defence Instruction 
(General) PERS 49-3.

Hard copies of the Defence 
Instruction (G eneral) have been 
distributed and, pending the planned 
release of the updated Defence 
Manager’s Toolbox in late-March 1999, 
it is also available in electronic format 
in the Navy Personnel Issues section 
of the Lotus Notes O fficial Navy 
Bulletin Board.

Subject to Service requirements, Part 
Time Leave W ithout Pay provides 
Permanent Naval Forces personnel 
with an opportunity to serve on a part 
time basis for a period ranging from 
three months to two years. Part Time 
Leave Without Pay is defined in terms 
of equivalent whole days worked per 
ten day fortnight. The minimum 
number of days allowed is one and the 
maximum nine. Clearly the demands 
of seagoing service preclude it being 
conducted on a part tim e basis. 
Additionally, there are some billets 
ashore where the duties; for example, 
custodial responsibilities; can only be 
met on a full time basis.

A key element of Part Time Leave 
Without Pay is the provision for job 
sharing. Two or more people may 
occupy the same billet, each on a part 
time basis, provided that the aggregate 
time served in the position does not

exceed the equivalent of one full time 
person. For example, two suitably 
qualified people, one working four 
days per fortnight and the other six 
days can share a billet. It will not be 
acceptable for the aggregate of days 
worked per fortnight to exceed ten. 
There are some shore b illets, 
p articu larly  where continuity  is 
required, for which job sharing is 
inappropriate.

In addition to the Defence Instruction 
(General), there are some new screens 
in the Naval Personnel Establishment 
M anagem ent System  (NPEMS) 
relating to Part Time Leave Without 
Pay. The one of greatest interest to 
potential applicants is the ready 
reckoner w hich provides an 
indication of the rank seniority 
implications of a period of permanent 
part time service. All applicants 
should be fully aware of the policy 
provisions including the effects that 
Part Time Leave W ithout Pay, if 
approved, w ill have on pay, 
allowances and conditions of service.

Personnel interested in taking Part 
Time Leave Without Pay are expected 
to be proactive to the fullest extent 
possible in identifying positions that 
may be suitable for the purpose. Those 
serving ashore should develop a 
form al proposal, including any 
potential job share arrangements, in 
consultation with their Commanding 
Officer. Initial enquiries about Part 
Time Leave Without Pay should be 
made to a member’s Directorate of
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Naval Offices’ Postings Desk Officer or 
D irectorate of Sailors Career 
Management Career Management 
Cell staff.

Director Naval Officers’ Postings and 
Director Sailors Career Management 
are delegates for the approval for Part 
Time Leave W ithout Pay for Navy 
officers and sailors respectively. All 
Part Tim e Leave W ithout Pay 
expressions of interest, proposals and 
applications should be forwarded, 
accom panied by a Com m anding 
O fficer’s recom m endation to the 
appropriate delegate for 
consideration. This serves two 
purposes: to provide a managerial 
overview of the level of interest in Part 
Time Leave Without Pay and ensure 
that applications are dealt with in an 
equitable m anner with each case 
being considered on its merits. The

intent is to ensure that personnel 
serving at sea who are interested in 
entering a Part Time Leave Without 
Pay arrangement when they are due 
to come ashore, and those serving 
ashore in billets that do not readily 
lend themselves to Part Time Leave 
Without Pay or job sharing, are not 
unduly disadvantaged.

ABR 6289 
RAN Officers' Career Management Manual

ABR 6289 was published in 
November 1998. The m anual 
supersedes a num ber of Defence 
Instructions (Navy) on officer non- 
fin an cia l service conditions and 
career management issues. It can best 
be described as the ABR 10 for officers.

Compilation of Amendment One is 
already underway and is planned for 
release when the current review of the 
Lieutenant Commander Charge 
Program has been finalised. A key

element of the amendment will be 
Chapter 10—LCDR Charge Program.

Hard copies of the publication have 
been distributed to all commands, 
ships and establishments. It will be 
included in the update of the Defence 
Managers’ Toolbox which is planned 
for release at the end of March 1999. 
The book is also available on the 
Defence Unclassified Intranet 
(DEFWEB) which can be accessed via 
a link from the Navy Information 
Web.
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THE RAN EMPLOYEE ATTITUDE SURVEY (RANEAS) 
REPORT AND ACTIONS

The report of the RAN Employee 
Attitude Survey (RANEAS) 
conducted in May 98 was considered 
and agreed by the Naval Business 
Forum on 13 November 1998. Copies 
of the report have been distributed to 
all Com m anding O fficers and 
Commands.

The report was very wide ranging in 
considering any trends since the 
inaugural survey in 1996 and in 
providing new detail on subjects such 
as the Defence Reform Program (DRP), 
Activity Based Management (ABM) 
and stress. Comparison of attitudes 
from 1996 to 1998 took place on a 
num ber of topics, such as 
organisational change,
com m unications, Good W orking 
Relationships, workplace behaviour, 
Naval Q uality M anagem ent and 
leadership. This trend data showed 
that attitudes and behaviours across 
the RAN have generally improved 
since the last survey. In particular, it 
was gratifying to see the significant 
increase in personnel trained in Good 
W orking Relationships and the 
resultant im provem ent in the 
attitudes and behaviours of personnel 
in the workplace. This is a reflection 
on the significant amount of work 
undertaken by the Good Working 
Relationships team of Coordinators, 
Com m anding O fficers and 
individuals.

W hen Naval Quality Management 
information was considered, we found 
that personnel are less likely to have

com pleted the training but more 
likely to be involved in the process of 
seeking continuous improvement in 
their workplace. This indicated that 
most are practising Naval Quality 
M anagement without necessarily 
being aware of it. We still have some 
way to go in involving people in 
workplace teams to improve the way 
we do things.

Other findings of the report are that 
our personnel are very concerned 
about the erosion of service conditions 
and reduced job security following the 
introduction of the Defence Reform 
Program. This result confirm s 
information recently passed to Navy 
Headquarters by Commands, ships 
and establishments as part of the ‘Top 
10 Human Resources Concerns’. A 
new Directorate has been set up in 
Navy Headquarters to manage our 
personnel issues. This Directorate, 
titled the Directorate of Personnel- 
Navy (DPERS-N), and currently  
headed by CMDR Marcus Peake will 
be responsible for addressing these 
concerns.

The RAN Employee Attitude Survey 
also highlighted that we still need to 
improve communications across the 
RAN. Work is underway by the 
Directorate of Coordination-Navy 
(DCOORD-N) to develop a 
communications strategy to improve 
the timeliness, effectiveness and value 
of our communication effort across 
the Navy. Focus groups have already 
been held in some ships and
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establishm ents to identify the 
m ethods and type of information 
personnel wish to receive. If you have 
not been approached but feel that you 
can m ake a contribution  to this 
m atter feel free to contact the 
Directorate of Coordination-Navy.

Members of the Naval Business 
Forum were concerned at the reported 
level of stress across the RAN. This 
issue is not just a problem within the 
RAN but across the ADF. As a result, 
the Personnel Executive has been 
approached to study the causes and 
effects of stress across the ADF and 
make recommendations to reduce 
stress. In the interim, the Directorate 
of Personnel-N avy w ill work on 
developing a strategy to reduce stress, 
using current information.

About 20% of our uniformed and 50% 
of our civ ilian  workforces were 
surveyed by the RAN Employee 
A ttitude Survey. This involved

sending survey forms to some 3,626 
Service personnel and 579 civilians. 
We received 2,538 Service forms and 
411 civilians’ forms in return which 
equated to return rates of 70% and 71% 
respectively. This effort on the part of 
those surveyed and involved in 
adm inistering the survey is very 
much appreciated. W ithout your 
efforts the survey would not be 
successful in providing the 
information we need to learn how to 
manage better and meet the needs of 
our personnel.

Copies of the report were forwarded 
to Commands in December however, 
if personnel wish to obtain a separate 
copy they may contact LCDR Trish 
Madden, SOSC, on (02) 6265 6134, fax 
(02) 6265 5050 or em ail to 
HYPERLINK m ailto:
trish.m adden@cbr.defence.gov.au 
trish.madden@cbr.defence.gov.au

STRESS

The results of the RAN Employee 
Attitude Survey conducted in May 
1998 revealed that stress is an issue to 
a number of personnel. The Deputy 
Chief of Navy has commissioned the 
Directorate of Personnel and Social 
Research to find out what may be the 
underlying causes of stress and 
suggest actions that management 
might take to improve conditions.

Initial studies in the Navy are to be 
conducted in the Submarine Arm and 
selected FFGs to develop an 
appreciation of issues before the study

is extended across the Navy and the 
wider ADE CN has expressed concern 
at the reported levels of stress and is 
keen to develop a plan that w ill 
address issues properly rather than 
utilise ‘bandaid’ solutions.

For further details contact LCDR 
Trish Madden on (02) 6265 6134, 
DNATS 8-656134 email HYPERLINK 
mailto:trish.madden@cbr.defence.govau 
trish.madden@cbr.defence.gov.au or 
fax on (02) 6265 3660.

30

mailto:trish.madden@cbr.defence.gov.au
mailto:trish.madden@cbr.defence.gov.au
mailto:trish.madden@cbr.defence.govau
mailto:trish.madden@cbr.defence.gov.au


A u t u m n 1 9 9 9

FORMATION OF NAVAL HEALTH BRANCH 
ADVISORY COUNCIL

The Defence Health Service was 
formed on 1 Jul 97 for the purpose of 
providing health care services, from a 
joint perspective, to the ADF. The 
Naval Health Branch is one 
component of the Defence Health 
Service, providing all health care in 
the fleet and the bulk of the health 
care to Naval personnel in 
establishments. Non-operational 
Naval health facilities are managed by 
the Defence Health Service.

The formation of the Defence Health 
Service resulted in the 
disestablishment of the position of 
Director General Naval Health 
Services. However, there remains a 
requirement to provide a Navy focus 
for the provision of advice to both 
Navy and the Defence Health Service 
on m atters that affect the Naval

H ealth Branch and its members, 
including the maintenance of Navy’s 
ethos, culture and traditions within 
the branch.

To meet these requirements, the Chief 
of Navy has authorised the formation 
of the Naval Health Branch Advisory 
Council (NHB AC). The council is an 
advisory body w ith the prim ary 
purpose of ensuring the effective 
development of the Health Primary 
Qualification and categories of Health 
Branch officers and sailors in the 
RAN.

The Naval Health Branch Advisory 
Council is to consider and provide 
advice on:

Naval Health Branch roles and 
functions and their relationship 
to the personnel management
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and career development 
requirements of the navy, the 
Defence Health Service and the 
ADF.

Education, training, employment 
and career development policy 
for Naval Health Branch officers 
and sailors, including Reserve 
personnel, and

professional and personnel 
related concerns which may 
impact upon Naval Health 
Branch personnel, proposing 
research and contribution to the 
evaluation of issues as deemed 
necessary.

The chairperson of the Naval Health 
Branch Advisory council is the Head 
Naval Health Branch, presently the 
Fleet Medical Officer, CAPT R. B. 
Schedlich , RAN, who is also the 
category sponsor for medical and 
dental sailors.

The council will not be involved in the 
day-to-day operations of functional 
authorities or the Defence Health 
Service and is not a body for the 
development or determ ination of 
ADF health  policy. Functional 
authorities must, however, recognise 
the requirement to consult with the 
Head Naval Health Branch and the 
Naval Health Branch Advisory 
Council on relevant matters, as they 
have been vested w ith the 
responsibility of guiding the future 
development of the Naval health 
specialisation. The fundamental aim 
of the Naval Health Branch Advisory 
Council is to provide formal structure 
from which the Naval Health Branch 
and its m em bers can positively 
contribute to the future development 
of both the branch and the Defence 
Health Service.

SUBMARINE SERVICE ALLOWANCE REVIEW

The D irectorate of Salaries and 
Allowances in ADF Headquarters is 
progressing a review of Submarine 
Service A llow ance (SSA) at the 
request of Navy. The last Submarine 
Service Allowance case was run in 
early 1996, followed by the other main 
‘environmental allowances’ that is, 
Sea Going Allowance (SGA), Field 
Allowance, Special Action Forces 
Allowance and Flying Allowance.

It is hoped to conclude the case by 
June 99. Whilst it is too early (at the 
time of going to press) to predict the

exact strategy of the case or its 
potential outcom e, a num ber of 
presentations w ill be conducted 
during February and March for the 
submarine community. Readers are 
also urged to submit comments or 
views on the allowance structure and 
quantum. These should be sent to the 
Director of Personnel-Navy fax (02) 
6265 3660 or DNATS 8-653660.
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LIVING IN ACCOMMODATION REVIEW

Personnel may recall that at the 
introduction of the new Living In 
Accommodation (LIA) charges there 
was some disagreem ent w ith the 
levels allocated to various Living In 
Accommodation across the ADF. The 
Directorate of Housing within the 
Defence Personnel Executive was 
tasked to review the levels allocated 
and develop a more equitable 
approach that could be applied.

The Directorate of Housing has now 
employed a consultant, Mr McCann, to 
develop a grading system for Living In 
Accommodation. The system is to 
take account of rank differences and 
equivalent community standards. In

addition, the system is to be consistent 
in results when used by a variety of 
personnel and trialed at a number of 
Defence Establishments. The project 
is to com m ence in February and 
complete by 31 March 1999 with a 
presentation to senior Personnel 
Executive and Service Headquarters 
personnel.

For further details contact LCDR 
Trish Madden on (02) 6265 6134, 
DNATS 8-656134 email HYPERLINK 
mailto:trish.madden@cbr.defence.govau 
trish.madden@cbr.defence.gov.au or 
fax on (02) 6265 3660.
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MSB FUND PERFORMANCE AND EXIT RATES

In our last edition we published an 
article  about the MSB Fund 
perform ance and about the MSB 
Board’s new policy on the setting of 
exit rates. Exit rates only apply to 
members leaving the ADF and they 
are used to calculate interest for the 
period from the tim e of the last 
annual crediting rate up to the time 
the member draws the money from 
the Fund. Under the new policy a new 
exit rate is set by the Board each 
month, based on the most recent 
information on the performance of 
the Fund.

At the time of writing the last article, 
the exit rate set by the Board was 
negative and reflected  the 
performance during September when 
the Fund’s performance, although in 
line w ith other super funds, was 
adversely affected by the downturn in 
the markets at that time.

ComSuper has had many enquiries 
about how the exit rate is used and its 
effect on members. ComSuper 
stresses that members who are about 
to leave the ADF and who are 
concerned about the exit rate in force 
at the time, can avoid having that rate 
apply to their benefit. They can do 
this by electing to leave their money 
in the Fund rather than take it on

leaving the ADF. They can then claim 
it at a later date when they feel that 
conditions are more favourable as the 
exit rate at that time would then be 
used in the calculation of their benefit.

It is a matter of judgement for each 
member whether they wish to avail 
themselves of this option. ComSuper 
is not in a position to advise on likely 
future exit rates.

Members who do take up the option 
by electing to preserve their benefit 
can withdraw the benefit in full at any 
time or can take it in multiples of 
$10,000 (as long as there is at least 6 
months between withdrawals).

The latest MSBS exit rate is .0281% as 
at 1 Mar 99.

Applying the Exit Rate. If you want 
to estimate the value of your account 
balance at your date of exit you will 
need to make a separate calculation to 
accumulate the account balance you 
had at the beginning of the year and 
for each contribution  you make 
during the year. Further details, 
including a calculator, may be found 
at the ComSuper Web Site at 
HYPERLINK http://www.comsuper. 
gov.au
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SEPARATION ALLOWANCE

Guidelines have recently been issued 
clarifying the policy in regard to the 
continuation  of Separation 
Allow ance where a m em ber is 
temporarily reunited with his or her 
dependants. Separation Allowance 
continues to be payable where a 
member returns to the locality of his 
or her home:

at his or her own expense, for a 
temporary period of up to five 
full days, or

at public expense, for a period of 
up to 48 hours.

Separation Allowance ceases for the 
duration of the period of absence from 
the members unit if the period of 
absence exceeds the above stated limits. 
However, on the members return to his 
or her unit, Separation Allowance 
payments recommence without the 
member having to complete a further 
qualifying period.
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Recent amendments to policy have 
broadened the circumstances under 
w hich  Education A ssistance is 
payable.

A child  of a m em ber who has an 
entitlement to Education Assistance 
may be reim bursed for 
accommodation costs for a child who 
boards or is accommodated privately. 
This allows for all accommodation 
situations to be taken into account 
including the child  living in a 
residence owned by the member (ie a 
family home or investment property). 
The rate of assistance is limited to the 
levels cu rren tly  available under 
INDMAN 0501.

For a m em ber whose child  is 
undertaking full-time tertiary studies, 
assistance is available for a maximum 
of six sem esters (3 years) if the 
member demonstrates that the child:

is not eligible for the independent 
full-time student living away 
from home rate of Youth 
Allowance;

is not able to undertake the 
course of study within the 
member’s locality of residence. 
(Locality of residence is defined 
as a return journey that can be 
undertaken by public transport 
within 150 minutes or a distance 
of 30 kilometres each way by 
public road); and

• is under 25 years of age.

Assistance is available over formal 
study periods. There is no entitlement 
to assistance during semester breaks 
or while the m em ber or an adult 
dependant of the member is living 
within the child’s locality of residence.

The m axim um  am ount of 
accom m odation allow ance for a 
tertiary level child is $110 per week.

36



A u t u m n l 9 9 9

DEFENCE CORPORATE SUPPORT CENTRE 
SYDNEY CENTRAL

As part of the Defence Corporate 
Support service delivery model, 
Defence Corporate Support Centre- 
Sydney Central has established a 
number of service centres w ithin 
Defence Plaza Sydney. The concept of 
these service centres is to centralise, as 
m uch as practicable, clerical and 
administrative activities within the 
region. These activities typically 
involve bulk processing functions and 
economies of scale are achieved by 
performing them centrally. There are 
cu rrently  five service centres 
operating w ithin Sydney Central 
covering the functions of accounting 
operations, accounts and removals, 
m ilitary  pay, c iv ilian  pay and 
accommodation. There are more to 
com e—the C ivilian Personnel 
A dm inistration Cell is being 
implemented progressively, and the 
various elem ents of the Defence 
Relocation function will be collocated 
and rationalised over the next few 
months. Centralised management of 
transport is also on the short-term 
agenda.

The service centres currently  in 
operation in Sydney Central are 
described briefly below. There are 
similar service centres operating or in 
the process of being established 
throughout other Corporate Support 
regions.

Accounting Operations 
Service Centre (AOSC)
This centre is responsible for the 
payment of all Sydney Central area’s 
trader claims, ranging from QANTAS 
to Portaloo, and including the 
payment of all medical accounts and 
civilian health practitioner’s salaries. 
There are three sections: Customer 
Support, Purchasing and Payments.

Custom er Support receives all 
payment and purchase requests, 
maintains the commitment registers 
for the relevant cost centre codes, 
reconciles these registers with 
DEFMIS weekly and sends the 
com m itm ent registers to the fund 
managers regularly.

The Purchasing section processes all 
purchases once identified by the user, 
placing them with the supplier and 
following it through to the receipt of 
the invoice. They also maintain the 
standing offers for the provision of 
some 5000 items of consumable stores 
throughout Defence Corporate 
Support Centre-Sydney Central.

The DEFMIS Operations Managers 
(DOM’s) are also here, including the 
regional m anager for the entire 
Sydney Area and the associated help 
desk.
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Accounts and Removals 
Centre
The Accounts and Removals Centre is 
responsible for the processing of 
removals and associated entitlements, 
and travelling and m iscellaneous 
allow ances, including any debt 
recovery. Embedded Removals 
Australia staff arrange the physical 
aspects of members’ removals such as 
uplift, delivery and vehicle freight and 
act as the link between members and 
Rem ovals Australia, and 
subsequently the removal companies.

Defence Pay Centre- 
Sydney
Last year pay clerks were removed 
from bases and establishments and 
centralised in the Defence Pay Centre- 
Sydney in Defence Plaza. The centre 
is now divided into four internal 
sections: Officers, Seniors Juniors and 
Discharge/LSL and is contactable via 
a 1800 number between 0800  and 
1600.

Defence Accommodation 
Centre-Sydney  
(DAC-SYD)
The Defence Accommodation Centre- 
Sydney was established in September 
1998 and is responsible for 
the allocation of Service 
a c c o m m o d a t i o n  
throughout the Sydney 
metropolitan area (some 
2500+ rooms). Four staff 
are devoted to managing 
accommodation at HMAS

I OUtF "]

PENGUIN, HMAS WATSON, Defence 
Corporate Support Office-Randwick, 
and HMAS KUTTABUL including 
Endeavour House. Despite some not 
inconsiderable problems in pulling 
this complex task together, not helped 
by some software problems, staff 
in stab ility  and the like, the vast 
majority of accommodation requests 
have been met. The system is not yet 
perfect, but is improving by the day

Service Levels
The establishment of these Service 
Centres has by and large been very 
successful, albeit that there is still a 
way to go w ith the Defence 
Accommodation Centre-Sydney. Of 
the very few com plaints received, 
most have been related to system 
faults rather than being the result of 
the centralisation—they have been 
problem s w hich could well have 
happened in the previous individual 
base offices. Regardless, Defence 
Corporate Support reacts to any 
feedback and many individual and 
system problems have been tackled 
and, in all cases, solved. This is a new 
way of doing business and both 
customers and Defence Corporate 
Support are learning how to make it 
work to maximum effect.
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RELOCATION OF NAVY CAREER 
MANAGEMENT BRANCH

The Russell Offices Redevelopment 
Project is proceeding apace and the 
time is drawing near for the Navy 
posters to bid farewell to Russell 
Building D which has been ‘home’ for 
longer than many care to remember.

It is planned that staff of the 
D irectorates of Naval O fficers’ 
Postings and Sailors Career 
M anagem ent move into Russell 
Building 8 (the refurbished and 
retitled  Building A) in the week 
following Easter.

Naval Officers’ Postings will occupy 
the fourth floor and Sailors Career 
Management all of the fifth floor with 
some elements on the fourth floor. 
The Reserve Management sections for 
officers and sailors will be collocated 
on the fourth floor.

In early-May the Director General 
Career Management-Navy and his 
personal staff w ill relocate to the

n inth  floor of R8 w hich w ill be 
shared w ith their Army and Air 
Force counterparts.

To make life as easy as possible for 
everybody it is expected that, with 
one or two exceptions, staff will 
retain their present telephone 
numbers. E-m ail addresses w ill 
change to:
Prefer redgivennam e.Surnam e@  
cbr.defence.gov.au.

The cynics in the broader naval 
community are assured that there are 
no plans for decision making aids 
such as dart boards and chocolate 
wheels to be installed in R8!

C ontact O fficers: DNOP LCDR 
Adrian Kops (02) 6265 2004

DSCM Mr. Keith McLackland 
(02) 6265 6646
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PET RELOCATION EXPENSES ALLOWANCE

A member who is granted a removal 
from one locality to another, within 
A ustralia, may be entitled  to 
reimbursement of specified vouched 
costs as a result of moving a pet. The 
provisions covering eligibility  for 
payment of Pet Relocation Expenses 
Allowance are contained in INDMAN 
1907.

A pet is defined as an animal owned 
and ordinarily kept for the purposes 
of household enjoyment but does not 
include an anim al kept for 
consumption or commercial purposes. 
Animals such as cattle, sheep, goats, 
swine, fowl and horses are specifically 
excluded from the provisions.

Reimbursement is limited to the costs 
in transportation and kennelling of a 
pet or pets up to vouched costs of 
$236 .00  incurred by the member. 
Provision also exist for payment of an 
excess amount in respect of one pet 
only. Claims for any excess must be 
fully documented and forwarded to 
the D irectorate of Housing for 
assessment.

Kennelling costs are only allowable for 
any period directly related to the 
removal, ie from the day of prepack in 
the losing locality, for the approved 
travelling time to the new location and 
while the member and/or family are 
occupying tem porary
accommodation waiting availability 
of permanent accommodation.

Reimbursement for kennelling costs 
cannot be made for any period after 
the delivery of furniture and effects 
nor for any period that the member is 
on leave. Allowable costs are those 
associated with the transportation 
and kennelling of the pet. Fees for the 
services of a vet are only allowable 
when the vet or carrier deems that 
sedation of the pet is required for 
transportation. Costs for other vet 
services such as injections and for 
additional services from kennels such 
as baths, walks or playtime are not 
reimbursable.

Contact: Directorate of Housing
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FASHION FROM THE HOUSE OF JAY GEE

Alors mes Enfants, c ’est moi, M. Jay 
Gee!

Yes, just like the mythical phoenix, I 
have arisen from the ashes. For those 
who have been following the ‘Fashion 
From The House Of Jay Gee’ SEATALK 
articles over the years, you will be 
familiar with my regular articles. For 
those newcomers, I bid you bonjour!

As a quick catch up on events of the 
recent months, I retired from the RAN 
in O ctober 1998, took down my 
shingle (handing over the tape 
measure and tailor’s chalk to LEUT 
Michelle Hinge) and went home to 
look after my 14 month old twins. I 
soon realised that it was not going to 
be all beer and sk ittles—Lachlan 
would not do kit musters and Riley 
needed an awful lot of help to 
m aintain her dress and grooming. 
Thankfully, the civilianised position 
of Staff Officer (Uniforms) was duly 
Gazetted in Decem ber 1998 and 
having gone through the Selection 
Interviews and etc, I was accepted for 
the position. Alez! Here I am, having 
recommenced employment in the 
position on 25 January 1999. I believe 
my credentials for the job were greatly 
bolstered by the fact that I have been 
a sailor, officer, reservist (now) and 
spent the last four years in the 
Uniform Policy Cell.

Between October 1998 and January
1999, the Uniform Policy Cell (AKA 
the Fashion House) was in a state of 
limbo, with LEUT Hinge having been 
seconded to a higher priority task 
within Navy HQ. As a result, there has

been a slowing down of some of the 
previously advised initiatives, and 
indeed a backlog of work now needs 
to be cleared. This is now being 
progressed from the new Personnel 
Directorate in Navy HQ.

Having said that, there are some 
things of interest occurring on the 
Fashion Front, not the least being the 
recent approval by the Deputy Chief 
of Navy for Action Working Dress 
(W 9) to be m anufactured in 
polyester/cotton fabric. This will at 
last provide a working dress uniform 
that will not suffer the same degree of 
shrinkage as the ‘cotton’ type, and it 
will also be easier to iron (and stay 
looking smarter, longer). To those 
personnel who have submitted ‘Stitch 
This’ or ‘Stitch in Time’ proformas 
advocating ‘Navy Camms’ or ‘Army 
Style’ rigs—these options were looked 
at, but were not considered viable.

In consequence of the decision to 
adopt a polyester/cotton Working 
Dress, the need now exists to ensure 
that Shore based emergency parties 
have adequate safety clothing. 
Accordingly, this m atter has high 
priority  for early resolution, and 
notification  w ill be advised to 
coincide with the issue of ‘new’ items 
to recruits, and once available for 
repayment sale.

W hilst on the subject of safety 
clothing, Navy is currently  in 
discussion with Army (who are now 
responsible for Design/Development/ 
Purchasing/Supplying our uniforms), 
with a view to creating an enhanced
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Safety Boot. The statem ent of 
requirem ent supplied to Army 
included aspects such as GP Style (but 
lighter), incorporating both laces and 
zips (to facilitate both a good fit and 
speed for donning doffing), enhanced 
com fort, protective toe caps, heat 
resistant soles, and better ‘deck- 
gripping’ qualities than the current 
elastic  sided boot. The com ing 
m onths should see the arrival of 
prototypes and it is expected that a 
comprehensive trial of new boots will 
occur in the next financial year.

Just as a reminder of things that are 
progressing through the mill (albeit 
slowly), the following are yet to be 
finalised, and are subject to funds 
availability:

Introduction of Black on Grey 
SRI, Rate Badges, NAVY labels 
and NAME labels for Combat 
coveralls and working dress 
uniforms (S/W9);

Introduction and retrospective 
award of ‘two star’ 
commendatory badges; and

• Introduction of redeveloped 
White Dress.

Stay tuned for further details.

The last couple of SEATALK articles 
have emphasised the key role that 
‘Stitch-In-Time’ proformas play in my 
communication link with you (Spring 
1998 SEATALK has a lift-out). This 
role will be even more important as we 
lead up to the next Survey. W hat 
questions would you like to see in the 
survey? Remember though, that not 
every question may appear in the 
proposed survey; also, there are no 
dumb questions—only dumb answers. 
Use the proforma, it is your means of 
letting me know what you think. As 
it says on the form, ‘A stitch in time, 
saves nine!’.

Point of contact: Mr. John  Gill, 
Directorate of Personnel (Navy)—Ph 
(02) 62657316, e-mail HYPERLINK 
mailto:John.Gill@cbr.defence.gov.au 
John.Gill@cbr.defence.gov.au
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NAVAL RESERVE TO BE RESTRUCTURED

A review of the utilisation of the Naval 
Reserve has identified significant 
difficulties with the current approach 
to m anagem ent and use of the 
Reserve, and has proposed a number 
of changes intended to improve the 
situation.

Currently, the Naval Reserve consists 
of the Active Reserve (Ready Reserve 
and General Reserve) and the Inactive 
(or Standby) Reserve. (The Ready 
Reserve is being phased out, with 
current members due to complete 
their periods of service progressively 
until 2001.) While Ready Reservists 
are generally required to render about 
fifty days service each year, General 
Reservists are not actually required to 
render any service, but may accrue 
eligibility to certain entitlements if 
they render at least one day of service 
each year. Personnel in the Active 
Reserve are posted to Reserve billets, 
with the expectation that they are the 
personnel who are most likely to 
render Reserve service on an ongoing 
basis. Consequently, they may be 
eligible for consideration for 
prom otion (subject to m eeting 
applicable requirements).

In contrast, the expectation was that 
Standby Reservists would only render 
Reserve service infrequently (if at all) 
and on an ad hoc basis. Ironically, 
however, about half of the Naval 
Reserve service rendered each year is 
rendered by Standby Reservists. 
Under the current m anagem ent 
structure, such service is not 
recognised in the same way as that

rendered by General and Ready 
Reservists, with Standby Reservists 
not being eligible, for instance, for 
consideration for promotion.

The current structure also contributes 
to d ifficu lties in effectively and 
efficiently managing the utilisation of 
Reserve personnel, given the degree to 
w hich the services of Standby 
Reservists are utilised. Because these 
personnel are not posted to billets, 
there is no continuity in funding for 
their salary and the administrative 
expenses associated with their service, 
and consequently the authorities that 
have a requirement for the work to be 
undertaken have to argue, each year, 
for access to the funding that will 
enable the work to continue. This 
impacts adversely on planning for 
long-term projects and on ongoing 
support requirements.

The Chief of Navy has accepted a 
series of recommendations that will 
change the management structure of 
the Naval Reserve, and should negate, 
or at least lessen, the impact of some 
of the difficulties associated with the 
current structure. In short, the 
intention is that all Reservists who 
undertake regular, or significant, 
periods of Reserve service w ill be 
placed within the Active Reserve. The 
Inactive Reserve will comprise those 
personnel who really are inactive, that 
is those that do not undertake service 
but still remain available in the event 
of a call-out of the Reserve Force.
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In order to allow effective 
management of ongoing and ad hoc 
requirem ents for Reserve service, 
those two sets of requirements will be 
identified, and considered, separately 
within the Active Reserve. Ongoing 
requirements will be met from what 
w ill be known as the Integrated 
Program (or IP). Integrated Program 
positions w ill be established 
(generally at establishment level) for 
a p articu lar rank and category/ 
primary qualification, with identified 
functions, and an appropriate level of 
funding. One or more Reserve 
personnel will be designated to fill 
each position. If designated 
personnel are not available as required 
in a p articu lar instance, other 
qualified personnel may be utilised in 
lieu. For instance, a requirement for a 
Petty Officer Marine Technician to 
undertake 150 days service for the 
Fleet Interm ediate M aintenance 
Authority in Cairns might be met by 
two or more Reservists sharing the 
duties on an ongoing basis. If none of 
the designated personnel are available 
over a particular period, then another 
Reservist would be brought in to 
undertake the service.

Ad hoc requirem ents for Reserve 
service will be met from what will be 
known as the Project Program (or PP). 
As well as project work, this program 
w ill meet any unscheduled 
requirements including temporary 
staffing of Permanent Naval Force 
positions. Project Program positions 
w ill be established, and managed, 
cen tra lly  on the basis of the 
qu alifications required for the 
positions. As requirements for service 
are identified, and prioritised, funding

w ill be allocated and appropriate 
personnel from the Project Program 
will be tasked with undertaking the 
service.

Movement between the Integrated 
Program, the Project Program and the 
Inactive Reserve will be a feature of 
the new structure, and managed to 
best satisfy the requirements of the 
Navy and individual Reservists. If a 
member of the Integrated Program 
ceases, on a continuing basis, to be 
available to render Reserve service, 
then that member would transfer to 
the Inactive Reserve and, if required, 
another Reservists identified to fill the 
vacant position. Sim ilarly, if 
members of the Inactive Reserve have 
a desire to undertake regular Reserve 
service, and they can be utilised 
within either the Integrated Program 
or the Project Program, then they 
would be transferred to the Active 
Reserve, w ithin  the appropriate 
Program.

Navy Headquarters personnel are 
currently identifying positions, and 
funding levels, for the Integrated and 
Project Programs for the com ing 
financial year, in consultation with 
affected authorities. Allocation of 
positions and funding will be based, 
primarily, on the relative priorities for 
the functions that would be 
undertaken by those positions, as well 
as the likelihood that appropriately 
qualified personnel would be available 
within the Reserve to fill the positions. 
Recommendations arising w ill be 
considered by the Navy’s Force Mix 
Review Board (Chaired by the 
Director General of Reserves-Navy, 
and w ith Navy’s com m ands 
represented on it) as part of the Naval
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Reserve budget im plem entation 
process. Subsequently, the intention 
is that a Branch level examination of 
the training, employment and career 
progression requirem ents for all 
employment categories and officer 
primary qualifications within the

Reserve will allow the progressive 
validation of all of the positions in 
both Programs over the next twelve 
months.

Point of Contact: Director of Reserve 
Utilisation Management, NHQ

PETER MITCHELL TRUST FUND PRIZES

Background
Peter Stuckey M itchell was a 
successful cattle  and racehorse 
breeder. Following his death in 1921, 
his W ill directed that on his wife’s 
death, the net income remaining from 
his estate be formed into a trust 
account to be known as the ‘Peter 
Mitchell Trust Fund’. In 1921 his estate 
was valued at 215 000 pounds.

Part of the income from the Trust 
Fund was directed to the Navies and 
Armies of the British Commonwealth 
of Nations ‘to encourage and help the 
capable, healthy and strong to develop 
....... their natural advantages’.

Administration
The Chief of Navy has been 
authorised by the Trustees of the Fund 
to use the income available for various 
prizes. The responsibility  for 
administering the prize monies rests 
with Naval Training Command.

Prizes
T hirty  four prizes are currently  
available ranging from the Peter 
Mitchell Prizemen and Peter Mitchell 
Essay com petition to dux of 
individual courses, with prize monies 
ranging from $50 to $1,250. The 
major awards are the Peter Mitchell 
Prize for the most outstanding officer, 
senior sailor and junior sailor and the 
Peter M itchell Essay Competition. 
Annual awards of $1,250 in each 
category for the Peter Mitchell Prize 
and $1,250, $1,000 and $500 in each 
category of the essay competition are 
made.
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NAVY HOLIDAY CENTRES

The Navy owns three holiday centres 
which are:

Bungalow Park Burrill Lake 
NSW;

Forster Gardens, Forster NSW; 
and

Amblin Park, Busselton WA.

The centres are open to the general 
public w ith members of the ADF 
receiving substantial discounts.

Bungalow Park
Bungalow Park is located at Burrill 
Lake, 4  km South of Ulladulla on the 
NSW South Coast (approx. 230 km 
south of Sydney). Ideally situated, this 
centre offers 21 acres of land fronting 
the lake, whilst being only minutes 
from the beach.

B urrill Lake township lies on the 
northern shores of the lake of the 
sam e nam e and is a popular 
destination for people interested in 
water sports. The upper reaches of the 
lake serve as the watery playground 
of the Ulladulla Water Ski 
Club. You can hire 
catamarans, windsurfers, 
surf skis and other water 
sports equipm ent from 
various places around 
town.

A ccom m odation at
Bungalow Park consists of 
V illas, Lakeviews,
Bungalows, Cottages,
Caravan sites and Tent 
Sites.

V illas—There are Seven x three 
bedroom self contained villas 
accom m odating up to 8 persons. 
Features include fully  equipped 
k itchen  with microwave, fam ily 
living area with colour TV/video, 
luxury bathroom  w ith spa bath, 
in ternal laundry, verandah for 
outdoor living plus covered car 
accommodation. Blankets, pillows 
and doonas are provided.

Lakeview s—There are four x two 
bedroom executive cabins 
(Lakeviews) accommodating up to 6 
persons. Features include Air 
Conditioning, fully equipped kitchen 
with microwave, family living area 
w ith colour TV/video, luxury 
bathroom with spa bath, internal 
laundry and verandah for outdoor 
living. Blankets, pillows and doonas 
are provided.

Bungalow s—There are 18 x two 
bedroom Bungalows accommodating 
up to 6 persons. Features include fully 
equipped kitchen with microwave,

Bungalow Park
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family living area with colour TV/ 
video, internal laundry and verandah 
for outdoor living. Blankets, and 
pillows are provided.

Cottages—There are 6 x two bedroom 
Cottages (older style) accommodating 
up to 6 persons. Features include fully 
equipped kitchen with microwave, 
family living area with colour TV/ 
video. Blankets and pillow s are 
provided.

Caravan and Tent Sites—There are 19 
transit caravan sites w ith lake 
frontage, each has a concrete annexe 
pad with heel pads and there are 74 
tent sites located in a separate well 
grassed and shaded area. Drainage of 
all such grounds is excellent and there 
are well appointed amenities blocks 
provided for campers.

F a cilities—Facilities include gas, 
e lectric and wood barbeques 
conveniently located around the park, 
swimming pool, two tennis courts, 
mini golf, children’s playground and 
boat hire. The Ulladulla/Mollymook 
area features a wide array of facilities 
including two excellent golf courses,

squash courts, tennis courts, horse 
riding, bowls, Funland indoor 
recreation centre (for those wet days), 
fishing and boating facilities, surf and 
swimming beaches, as well as various 
lakes.

Forster Gardens
Forster Gardens is located in Forster, 
a part of the Great Lakes country, 330 
km North of Sydney. Along with its 
twin town, Tuncurry, Forster is the 
tourism and commercial centre of the 
Great Lakes region. Forster is best 
known as a holiday destination, 
catering for an influx of tourists every 
summer as they come to explore the 
superb beaches and wonderful Great 
Lakes waterways. Swimming and 
surfing are highly regarded in this 
part of the world, with One Mile Beach 
being particularly beautiful.

Accommodation—Forster Gardens 
has a village atmosphere consisting of 
nine fully self-contained cottages and 
eight duplex, each w ith covered 
carport.

Cottages—The eight square cottages 
have a queen size bed in the main, 
twin beds in the second and a bunk 

bed in the third bedroom. 
They feature lounge/ 
dining room, full size 
kitchen, bathroom with 
shower/bath and separate 
toilet.

Duplex Units—The duplex 
units have a queen size bed 
in the main and twin beds 
in the second bedroom. 
They feature a double 
night/day lounge in the
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liv ing  area, fu ll size kitchen  and 
bathroom  w ith shower/bath and 
toilet.

All cottages and units have Colour 
TV/VCR, microwave oven and all 
cutlery, crockery and cooking items 
for six persons. Bed linen may be hired 
or you may bring your own. All you 
need to bring are towels, tea-towels 
plus your own personal items.

Facilities—The centre has four gas 
BBQ’s, sw im m ing pool, large 
trampoline, half tennis court and sand 
pit with children’s swings and slide. 
Forster has two 18 hole golf courses, 
tennis, squash, croquet, horse riding, 
bowls and two fun parks. There are 
excellent surf beaches, ocean pool, 
beach, rock and lake fishing, plus hire 
boats on Wallis Lake.

Amblin Park
Amblin Park is located on the Bussel 
Highway, 7km  south west of 
Busselton. It runs from the highway 
down to the beach at Geographe Bay. 
There are seven acres of caravan sites 
well shaded by trees. The beach offers 
sheltered sw im m ing, fishing and 
boating. W ith in  easy m otoring 
d istance is the scenic 
South West of W estern 
A ustralia. The west 
coastal area of the Shire of 
Busselton contains some 
of the states most famous 
surfing breaks and a 
number of the states best 
know n and most 
prestigious wineries.

Accommodation—There are twelve 
six berth Park Home caravans, all 
fitted with modular annexes and ten 
x two bedroom cottages. The latter 
have a double bed and two double 
bunks, kitchen/lounge room, 
separate bathroom, toilet and laundry. 
The remainder of the park offers 130 
caravan and tent sites, each with 
power and water.

Facilities—All cottages and caravans 
are completely equipped except for 
linen and towels. The cottages have 
colour TV and Video. There are three 
ablution and laundry buildings. 
There is also a large indoor heated 
sw im m ing pool, two half tennis 
courts and free LPG BBQ’s.

Tariffs & Bookings
Inform ation for the three holiday 
centres is available on the Navy Web 
Site (http://www.navy.gov.au/) under 
Navy Ashore, Navy Holiday Centres.
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THE RAN SKI CLUB LODGES

The RAN Ski Club lodges at Mt Buller 
in Victoria and Perisher Valley in 
NSW are not part of the RAN Holiday 
Centres. They are owned by the 
members of The RAN Ski Club and 
may only be used by financial 
m em bers of the Club and their 
accompanied guests.

The RAN Ski Club was formed on 3 
Feb 53 by serving members of the 
RAN and the use of the letters “R.A.N.” 
in the title were approved subject to 
the condition that the Club remain 
under the control of serving members 
of the RAN. The only persons eligible 
to become Ordinary Members of the 
Club are m em bers and former 
members of the Permanent Naval 
Forces or the Royal Australian Naval 
Reserves. Only Ordinary Members 
may vote on the election of office 
bearers or on issues affecting the 
running of the Club and it follows that

only Ordinary Members may stand 
for election as office bearers.

The object of the Club is “To foster the 
sport of skiing and other alpine sports 
among m em bers of the Royal 
Australian Navy.” Rank is lef t behind 
at the gate and members of all ranks 
are welcome.

If there is insufficient accommodation 
to meet the demands of advanced 
bookings, priorities are given to 
mem bers in seagoing postings, 
members who have participated in 
work parties at the lodges, members 
in shore establishments which have 
fixed leave periods and Ordinary and 
Associate Members over guests.

Anyone interested in finding out more 
about the Club should contact either 
Doug Collins on (02) 6292 5980 or Mai 
Peters on (03) 97891413 after hours.

49



5

OPERATION— 'DIAD'
ABSOLUTELY PRIVATE AND CONFIDENTIAL

Operation 'DIAD' is an attempt to help combat illegal activities within the 
RAN, that may impact on you, your family, or your shipmates.

The RAN needs information on all aspects of: 
illegal drug use, 

theft of service and Commonwealth property; and, 
any fraudulent activity.

All information provided will be dealt with in strict confidence, the call will 
be recorded on an answering machine, (the call is not monitored to trace 

the caller), nor will any attempt be made to do so.

All you need do is state the WHO, WHAT, WHY, WHERE, WHEN and HOW of 
any illegal activity that you know about, (leave your details or remain 

anonymous), however, the more information the better result.

Phone 1800 672 484 
(TOLL FREE)

Don't kid yourself, at sea, in the air, or on land, your life and others may be 
at risk, due to an individual being under the influence of drugs.

The integrity of the RAN may also be at risk due to someone committing 
theft or fraud in order to sustain a drug habit.
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