


From the Editor's Desk
This is a special edition of SEATALK to report on the outcomes of 
the Chief of Navy’s Leadership Conference held in Canberra from 
30 August to 1 September 2000.

The first article is a summary of 
the conference written by the Chief 
of Navy himself and there are other 
articles on issues raised at the 
conference. The theme of this 
special edition is where the Navy is 
going and how we are going to get 
there.

The topics included in this 
edition are not necessarily 
personnel-related issues usually 
covered by SEATALK.

For that reason, the distribution 
list for this edition has been 
restricted to mainly serving 
personnel and will not be sent out 
to the home addresses of next-of- 
kin.

The Summer edition of 
SEATALK will be issued as usual 
at the beginning of December.

Judith Rowe
Editor
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Chief Of Navy Leadership 
Conference Outcomes

By Chief of Navy

My leadership conference in early September brought together 440 
representatives from across the Navy and the retired community, 
ranging from Leading Seaman to Vice Admiral including Navy civilian
personnel.

The theme of the conference 
was “Report back to the Navy” with 
the aim to provide a progress 
report on changes to our Navy 
since 3 July 1999.

The Minister of Defence,
Mr John Moore, Secretary of 
Defence, Dr Allan Hawke, 
WESTPAC Chief Executive Per
sonal Financial Services, Mr David 
Liddy, and Chief of Defence Force, 
Admiral Barrie, all attended the 
conference over the three days.

The Minister was the guest 
speaker at the dinner on day one 
and indicated to all that the Navy 
was heading in the right direction 
with it’s change program. The 
Secretary gave a presentation on 
day two of the conference regard
ing the management of change

and personnel issues within the 
Department of Defence. Mr David 
Liddy gave a presentation on the 
eight steps to effective change 
management in any organisation. 
The Chief of Defence Force gave a 
short speech on Navy’s role in joint 
operations and highlighted how 
well we have performed in East 
Timor and our future role in 
Operation Gold.

It is not the purpose of this 
article to go over the conference 
program. I am sure you will be 
more interested in the things I am 
doing or am going to do.



Key m essages:
Now that we have the new Navy 

structure in place, we need to 
devote more resources and time to 
personnel issues. You and 
conference attendees highlighted 
five major areas that need more of 
my attention. These are:

• job satisfaction;
• support issues external to 

Navy;
• divisional system;
• conditions of service; and
• career management.
These matters and many others

have been considered and I 
announced the following at the 
conference:

People and conditions of 
serv ice

My strategies are focused upon 
delivery of capability and personal 
accountability in all areas of leader
ship and management.

The organisational reinvig- 
oration has been completed and 
early indications are that it is 
working. It was an essential 
precursor to solving the people 
issues. I have always been aware 
that people issues are fundamental 
to our success -  Tomorrows Navy 
Team told us, and PERSAT 
confirmed it. I will devote more 
time to people issues.

You told me I need to fill vacant 
positions -  I have been working on 
this for a year and have decided 
now to commit to finding the funds 
for sufficient people to ease the 
work pressure on sailors ashore.

This could mean reallocating a 
considerable amount of money and 
might lead to Navy doing less of 
some things in areas where funds 
are subsequently reduced.

You told me that there are some 
conditions of service that need 
fixing therefore I commit to seeking 
ways of doing this so that the major 
anomalies already identified and 
confirmed by you are addressed.

Command and th e  divisional 
system

Command is important -  it is 
where the buck stops. I command 
the Navy and therefore its people, 
but Navy people can and do work 
in other Defence organisations. I 
commit to ensuring that the Navy 
chain of command is not broken 
and that those other organisations 
understand their obligations to me.

I have broadened the Navy 
application of command. As of 
1 January 2001, OICs for LADS, 
RANTEWSS, NAVCAMSAUS and 
FIMAS will be retitled Commanding 
Officers and be able to exercise 
the authority and responsibility 
which comes with command.

Other OIC positions will also be 
examined and a decision made 
before 1 January 2001.

Shore commanding officers are 
responsible for my people. This 
means that shore COs will:

• reestablish/reinforce the 
divisional system ashore;

• be my base manager/ 
coordinator;

• rebuild and further develop
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relations with enabling 
groups and clearly establish 
responsibility and account
ability; and

• ensure you have the oppor
tunity to take your leave.

S upport e x te rn a l to  Navy
I will set up rules for your 

employment with enabling groups 
covering:

• professional training and 
development;

• leave; and
• divisional care.

R ecru iting
I intend to involve Navy as far 

as practicable in all aspects of 
recruiting so that our requirements 
are met. For example, ship visits to 
major Australian ports will be 
extended by one day for the 
purpose of supporting recruiting 
activities.

C areer m anagem ent and job  
s a tis fa c tio n

I will boost the number of staff 
to better support your careers and 
conditions of service.

I will put improved category/ 
professional qualification sponsor 
teams in place.

I will reestablish annual career 
counseling for all officers and 
sailors.

I have abolished officer phased 
batched promotions so that 
promotions are based on individual 
merit, reported good performance 
and potential, regardless of year

batch.
I have introduced acting higher 

rank for sailors to provide visible 
recognition when posted to and 
performing the duties of higher 
rank positions.

I will provide more opportunities 
for sailors to undertake civil study.

I am increasing opportunities 
for Senior Sailors to use their talent, 
for example, as XOs of LCHs.

You have told me that we need 
to provide opportunities for you to 
achieve your personal career 
training needs. I will do this by:

• ensuring you are released 
from your work area to 
undergo training; and

• by providing more training 
bunks at sea.

I am establishing Functional 
Qualifications (FQs) to recognise 
professional areas of specialisation 
such as:

• human resources (HR);
• project management;
• information technology;

• industrial relations; and

• intelligence (already done).
Our civilian staff are an integral

part of the Navy team. Civilian 
human resource issues are being 
addressed as part of Navy’s overall 
HR strategy. Mr Les Wallace 
Director General Navy Business 
Management (DGNBM) is my 
senior civilian adviser.

You told me you wanted travel, 
adventure and more runs ashore in 
different places. I also want to
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measure all aspects of our sea and 
shore performance against the 
best in the world. Therefore in 
2002, I intend, for example, that 
there will be a global task force 
deployment.

O th er issues
A Navy readiness badge is 

being introduced. Details are 
contained in a separate article.

Internet cafes are being 
opened at Navy establishments 
around Australia to provide you 
with free email and access to other 
information. The first of these 
opened in FBE on 29 August 2000.

RESERVE NEWS and NAVY 
NEWS are to be amalgamated.

Air Engineering Officers will 
now serve in billets at sea.

The fu tu re
I want us all to better under

stand why we have a Navy 
and our plans for the future. 
That is why I have pro
duced:

•m y leadership issues 
for the Navy;

•a  book titled Australian 
Maritime Doctrine’; 

•Navy 30 year plan -  
Plan Blue;

•Five year plan -  Plan 
Green; and

•Commitment to Future 
Directions.

Each member of the 
leadership conference 
received a copy of my 

document ‘Commitment to Future 
Directions’. Copies will be distrib
uted to all commands and other 
areas during September, as well as 
an insert in the 18 September 
edition of Navy News. I expect 
everyone to read and understand 
this document which contains 
Navy’s Vision, Mission, Goals, 
Performance Management Frame
work, Values, Commitments and a 
personal letter from me to you.

M easuring our perform ance
All of these actions are not 

enough to make me confident that 
the whole of Navy is aligned with a 
common purpose and focussed 
energies. We must all become far 
more aware of our own perform
ance by having an ability to meas
ure it. I commit to measuring our 
performance across the Navy. We 
will use our Navy Performance 
Management Framework (PMF)
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scorecard as a tool to drive our 
change program. The PMF score
card is a stoplight-based page, 
which shows by red, yellow and 
green how we are performing in all 
areas from operations to people. In 
part, it is fed by the information 
many of you already input to the 
MONICAR system. I know that 
many of you will not have seen the 
PMF scorecard yet, but that will 
soon change.

By December 2000 we will 
produce the PMF scorecard 
monthly. My intention is that all 
managers will focus their attention 
on measuring performance in their 
area of responsibility so that all 
areas of Navy performance build 
into the PMF scorecard. It is not a 
tool for CN and CNSAC alone, it is 
a scorecard for the whole Navy.
The challenge I put to the whole 
Navy -  which I will take the lead on, 
is that all the coloured boxes of our 
scorecard will be green by 30 June 
2003 (green by three). Separate 
info will be promulgated about this 
in the near future. This is the Navy’s 
Operational Readiness Evaluation 
(ORE).

Sum m ary
We have now all seen the 

effects of underplanning. However, 
all the tools the Navy needs to 
manage our own future are now in 
place. We have both a 30 year long 
range plan (Plan Blue), a five year 
plan (Plan Green), my leadership 
documents first and second 
editions, a Commitment to Future 
Directions document, and a_______

Performance Management Frame
work or scorecard. Now that these 
five pillars are in place you should 
start to think more about how we 
could do things better.

Presentations from the confer
ence have been distributed on 
CD-ROM to all attendees and 
Commanding Officers. Each 
conference attendee was asked to 
seek out five people and brief them 
on the conference. If you know 
someone who attended, ask for a 
brief. If you need copies of my 
Commitment to Future Directions, 
my leadership issues booklet 
edition two (2), or the conference 
CD-ROM send an email request to:

dncm@cbr.defence.gov.au

Plan green and the PMF are on 
the Intranet at:

http://defweb.cbr.defence.gov.au/
navy/

then click on the link you require.
I will be visiting many of you 

again in October to talk to you and 
seek your advice on my leadership 
agenda. This should help all of us 
understand how we can achieve 
green by three. I will continuously 
report back to you on the progress 
of my initiatives and we will have a 
comprehensive review at the Navy 
symposium in June 2001.

s
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Presentation by WO-N
By David Wilson WO-N

Chief of Navy Leadership Conference

My presentation at CN’s Leadership Conference on 30 August 2000 was 
about what I set out to achieve in the last year and how I achieved it.

I also spoke on what I was not 
able to achieve or could improve 
upon.

The past year has been chal
lenging and enjoyable. Like all of 
us in the Navy, life has been very 
busy with its highs and lows. The 
issues I am faced with are 
extremely varied and cover almost 
every aspect of Navy life and 
several parts of life outside the 
Navy.

The most important agenda I 
faced was to do something about 
the issues facing sailors. The way I 
have done this is by listening to as 
many sailors as I can either by 
visiting them or through electronic 
or print mediums and taking their

concerns to the relevant authority.
These include CN, DCN, MC, 

DSCM and the sailor’s CO. I pass 
to these officers exactly what I am 
told. However, I ensure that both 
sides of the issues are repre
sented. Most of my work and 
therefore my successes are 
intangible or very hard to credit the 
success directly to my office. This 
is because I liaise with so many 
different groups of people and 
often the issue I am discussing is 
being worked on and I am adding 
to its resolution.

Some of the things that I have 
been closely involved in include:

• greater access to medical 
services for sailors in the



Wollongong area;
• the sea service badge;
• FBT reported on group 

certificates;
• releasing updates on the 

progress of the Defence 
Long Service Medal;

• uniform issues; and
• recognition of achievement, 

especially the Peter Mitchell 
Prizewinners.

I often found sailors were 
pleased to have someone listen to 
their thoughts and though they do 
not always get the answers they 
were seeking at least someone has 
listened to them and given them an 
answer.

Increasing the profile of WO-N 
is something that I put priority on. 
The reason I have done this is so 
that Navy people can see the value 
of the position and to let them know 
that WO-N is there to support their 
divisional system and is there to 
benefit sailors.

I would have 
liked to see more 
delegation of 
authority, as we 
have an enormous 
pool of very tal
ented and experi
enced people in 
the Navy and we 
do not use these 
skills as best as we 
could.

I do not support 
the Navy becoming 
a commune or a 
democracy, but

there are many sailors who are 
unable to achieve their full potential 
due to responsibilities being tied to 
rank.

For the future I intend to 
continue as I have and have set 
some extra goals that include 
producing a book that explains 
what is expected of senior sailors 
and includes mess life, 
responsibilities and traditions.

David Wilson
Warrant Officer of the Navy
(02) 6265 4905
David.Wilson@cbr.defence.gov.au
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"Navy's Reputation is Your 
Reputation?"

By CM DR Michael Noonan, Director Navy Corporate Relations

As part of reinvigourating Navy, we have been paying particular 
attention to managing our reputation, both internally and externally.

But what do we really mean by 
Navy’s Reputation -  and what does 
it mean to us? By reputation, we’re 
talking about the way that our Navy 
is perceived -  whether our role is 
perceived to be relevant to today’s 
Australian society, whether we are 
perceived to provide a good place 
to work and whether we are per
ceived as being professional at 
what we do. After all, perception is 
reality!

Why im prove our 
re p u ta tio n ?

We all need to protect and 
improve Navy’s reputation. We 
need to be seen as trustworthy,

responsible, credible and reliable 
by all of our stakeholders. If we 
don’t, our personnel numbers will 
continue to fall, Government won’t 
provide the funding we need and 
the Navy as we know it, will simply 
cease to exist and function.

W hat we th ink  o f ourselves
There is a very strong feeling 

within Navy that we are held in very 
poor esteem by the Australian 
public. We talk in gloomy tones 
amongst ourselves and in many of 
our own publications we talk about 
our poor image and reputation. The 
reality is that we are actually held in 
high regard by the Australian
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public -  but there is always room 
for improvement.

Recent results from Newspoll 
research indicate that 66% of 
Australians think that Navy is doing 
a good job for Australia, and only 
7% think that we are doing a poor 
job, but a staggering 27% 
indicated that they don’t know 
what we do.

W hat we need to  do
For our reputation to change we 

need to do three things:
• proactively deal with issues 

that face us;
• educate Australia as to what 

it is we do when we sail over 
the horizon; and

• be positive about our Navy.
Although there are only 12,500

of us in the Navy, each of us 
directly influence the Naval opinion 
of at least five other people. That 
makes a voice of 62,500 who are 
not in uniform but who will spread 
the message that we give them -  
so give them a positive message 
to spread, after all we are very 
good at what we do. Tell your 
family and friends what you 
do.

Although the Directorate of 
Navy Corporate Relations has 
been tasked with improving and 
enhancing our reputation, it is 
clearly something that can not be 
done by a team of a few people. If 
our reputation is to improve, we 
must all contribute in a positive 
way. Everyone has a role to play in 
improving Navy’s reputation -  
whether it be by talking about what 
you do at a Rotary Club or your old 
high school, or simply promoting 
Navy’s good work amongst your 
family and friends.

The bottom line in improving 
our reputation is that we must be 
positive about ourselves -  and we 
must be prepared to tell others and 
ourselves what a great job we do. 
Navy’s Reputation is Our 
Reputation -  Own It or Lose It!! 
Contact:
Michael.Noonan@cbr.defence.gov.au

mailto:Michael.Noonan@cbr.defence.gov.au


The RAN Service Readiness Badge
As an integral part of Navy service, and in accordance with Defence 
Individual Readiness policy, all members are required to be fit to 
deploy at short notice to meet operational requirem ents at sea 
and ashore.

At the CN Leadership 
Conference in Canberra on 1 
September 2000, CN announced 
the introduction of the RAN Service 
Readiness Badge (RAN SRB), 
which will provide visible 
recognition for deployment-ready 
RAN personnel. The SRB also 
recognises the amount of time that 
our people have served in sea
going ships and submarines.

All branches and categories, 
including pre-1984 women, are 
eligible to receive the SRB regard
less of their sea service liability. All 
serving PNF and ANR personnel 
who meet their Individual 
Readiness requirements are 
eligible to wear the SRB. Every 
trained member of the RAN should 
be prepared to deploy for, or in 
support of, operations either at sea 
or ashore, and this badge is 
intended to recognise that 
capability.

Members are to demonstrate 
their continued readiness in order 
to wear the SRB, and those who 
are unable to maintain individual 
readiness will generally forfeit the 
right to wear the badge.

Commanding Officers may 
have some discretion to grant 
short-term exemptions from the 
relevant individual readiness 
provisions for members who cannot

maintain the required degree of 
readiness for reasons beyond their 
control. If the right to wear the SRB 
is forfeited, the member must 
satisfy all individual readiness 
requirements in order to 
subsequently requalify to wear 
the badge.

The SRB consists of a gilt 
background depicting waves, with 
a small anchor (Level 1or 2) or a 
star (Level 3 and 4) in the centre, 
determined by length of sea 
service, in order to recognise time 
spent in our primary operating 
environment. The four levels and 
their qualifying criteria are as 
follows:

• Level 1 -  Silver Anchor. 
Passed initial category/PQ training, 
passed RAN Physical Fitness Test 
(RANPFT), met other individual 
readiness criteria, able to serve at 
sea, have 0 to 4 years of sea 
service.

• Level 2 -  Gold Anchor.
As for Level 1, but with 4 to 8 

years of sea service.
• Level 3 -  Silver Star.
As for Level 2, but with 8 to 12 

years of sea service.
• Level 4 -  Gold Star.
As for Level 3, but with more 

than 12 years of sea service.
The SRB will be fully backdated 

to recognise all sea service under
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taken by RAN members. Although 
primarily based on receipt of 
Seagoing Allowance (SGA), the 
sea rate of Submarine Service 
Allowance (SSA), and Hard Lying 
Allowance (HLA), other forms of 
eligible sea service will also count 
toward the SRB. These will include 
seagoing service in the Clearance 
Diving Teams, RANTEWSS detach
ments, ship’s flights, and sea 
training groups. Sea service in 
foreign navies, which has been 
recognised by the policy sponsor, 
will also be counted.

The SRB will be mandatory 
wear for eligible personnel. There 
will be an initial gratuitous issue of 
two badges to each eligible 
member for their current level of

sea service, and a subsequent 
gratuitous issue for any upgrades. 
The SRB should be available for 
issue to eligible members in 
January 2001. The badge will be 
worn centrally on the right breast, 
half a centimetre above the name 
tag, and below the commendation 
badge (if worn) in S/W 6/7 and S8, 
in a corresponding position for S/W 
1/2/3, and on the right lapel of 
S/W 4/5.

Further detailed instructions on 
the entitlement, award, issue, 
withdrawal and wearing of the SRB 
will be issued shortly in a DI(N) 
sponsored by the Directorate of 
Personnel Policy -  Navy (DPP-N). 
Contact:
John.Gill @cbr.defence.gov.au

Level 3 -  Silver Star

Level 2 -  Gold Anchor

Level 1 -  Silver Anchor
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Chief of Navy -  Commitment to 
Future Directions
By VADM David J. Shackleton, AO

I hope by now you will all have a copy of my Commitment to Future 
Directions. This document is a public statement of my intentions for 
Navy in the short-term future.

It is the result of a lot of hard 
work by people at Navy Head
quarters, Systems Command, 
Maritime Command and elsewhere 
right across Defence, in trying to 
synthesise in a short document 
what Navy stands for and how it is 
going to get there.

For those of you who think that 
this is only going to be of any use 
in CN’s office, you are dead wrong. 
This document is going to be 
used in the mess decks and 
maintenance rooms, the ward
rooms, the chiefs’ messes; every

where. I want everybody in the 
Navy to know how this document 
fits together and how everybody in 
the Navy is going to help the Navy 
get its act together, which is what 
this document is about.

Navy mission
The Navy mission is our 

purpose for existing. It is what 
differentiates us from everybody. 
Nobody else can do this. We are 
the only people able, authorised 
and capable of doing it.

To fight and win in the maritime

Front (L-R): HMA Ships ADELAIDE, SUCCESS, NEWCASTLE. REAR (L-R): 
HMA Ships DUBBO, ARUNTA and GLADSTONE. On the way to RIMPAC.



environment as an element of a joint 
or combined force.

That means we do not operate 
by ourselves. It means we have got 
to operate with other people. But 
fundamentally it is about fighting 
and winning. All that we do in the 
conduct and support of Naval 
operations must be totally focussed 
on this mission.

To assist in maintaining 
Australia’s sovereignty and to con
tribute to the security of our region.

Obviously very important. We 
shape things. The very fact that 
you have a Navy that is competent 
and capable and is seen to be that 
way has an effect on people, 
even acts in its own way as a 
deterrence. It stops people thinking 
that they can take risks with 
Australia. And that is what we 
are about.

Navy vision
Navy has not had a vision for 

the past three years. I believe that it 
is important that we have some
thing to strive for. This is what we 
really want to be. We do want to be 
a navy with a worldwide reputation 
for excellence as a sea power. Not a 
second rate navy, nor an also ran. 
We want to be seen on the world 
stage as a sea power. We want to 
be well equipped, a professional 
team of highly motivated quality 
people serving Australia with honour, 
supported by a nation proud of its 
Navy. There is this strong notion of 
service that we have. Navies do 
serve their country. We are here 
because we choose to serve our

country. That is what makes us a bit 
different. Our vision says what we 
want to be five years from now. It 
gives an image of what we aspire 
to. It is a compass to point the way 
to the Navy we want to be.

Navy values
Values are something that we 

willingly embrace. You cannot 
compel people to hold values. You 
cannot threaten, discipline or 
promise reward to hold a particular 
set of values. Values are the kinds 
of things that you grow up with.
They are the things that guide you. 
They steer you and they shape 
you.

When you have a set of values 
you can reasonably be predicted 
to act in a particular way when 
you find yourself in a set of 
circumstances. So, why do we 
have them? They do guide how we 
will behave. How we will treat each 
other and what is important. They 
bond us together as a group.
Values are a source of strength.
They are the basis from which Navy 
people draw moral courage to take 
action.

We commit to values because 
we believe they are right. Talking 
values is meaningless; living values 
is where we want to be. Navy 
leadership is based on values and 
always has been. The crucial 
relationship between leaders and 
followers depends fundamentally 
on our leaders clearly expressing 
and consistently demonstrating 
values.
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Our values will tell us how we 
should behave, how we treat each 
other, what is important. And what 
bonds us together. All of us must 
champion shared, strongly held 
values. These values must be 
expressed through our personal 
behaviour.

To be useful in guiding our 
everyday decisions and actions a 
core set of values must be easily 
remembered and understood, 
robust and enduring.

After consultation with Navy 
people, my Senior Leadership 
team and Defence, I have chosen 
four core values:

• Honesty -  Honesty is about 
being truthful. Knowing and doing 
what is right for the Navy and 
ourselves.

• Courage -  Courage is 
strength of character to do what is

right in the face of personal adver
sity, danger or threat.

• Integrity -  Integrity is the 
display of truth, honesty and 
fairness that gains respect and 
trust from others.

• Loyalty -  Loyalty is being 
committed to each other and to our 
duty of service to Australia.

That is all summed up in what is 
fairly an old fashioned word to 
some, the word HONOUR.

Honour is not a word I guess 
that kids at high school get much 
visibility of. It is not a word that I 
suppose people have used a lot in 
their lexicon. It is though, a word 
that has been connected to military 
service for a number of centuries.
It is the fundamental value upon 
which the Navy’s and each 
person’s reputation depends. To 
demonstrate honour demands

LEUT Richard Caton (left), ABCD Stuart Bumford (middle) and ABCD Andrew 
Roberts (right) of Team 4 in Betano, East Timor.



honesty, courage, integrity and 
loyalty, and to consistently behave 
in a way that is becoming and 
worthwhile.

Navy co m m itm en ts
Underpinning these values are 

six commitments. These commit
ments are aligned with the Defence 
values and compliment Navy’s core 
values.

Teamwork. The Navy commu
nity consists of all uniformed and 
civilian Navy people. We will inte
grate our individual skills through 
trust, tolerance and respect for 
each and collectively apply team
work to accomplish our tasks. That 
means that our rewards system has 
to think about teamwork. We can
not survive as a Navy if we simply 
act as a group of individuals.

Leadership. We will make 
decisions and take actions that 
inspire our people to achieve the 
best results in conflict and in 
peace. Leadership is not just 
something that I have to exercise. 
Leadership is something that 
everybody has to exercise. Leader
ship is not management. Leader
ship is about working out where we 
want to be and how we are going 
to get there. I expect everybody to 
be a leader and I do expect lead
ers to try and inspire people.

Learning and Innovation. We 
will encourage each other to 
constantly develop and apply new 
concepts, ideas and creative 
solutions to improve our perform
ance and productivity. Everyday, all 
of us learn something new. We

have to use our knowledge to 
adapt to the things that we have to 
do, and we have to find new ways 
of doing things.

We have to encourage that. We 
have got to make sure that the 
knowledge centres that we talk 
about with the Force Element 
Groups (FEG)s really do become 
knowledge centres. Who do I call 
when I need to find something out 
about this? How do we capture that 
knowledge? How do we get on the 
Navy website so everybody gets 
access to it? How do we share it? 
How do we make it available to 
everybody? Absolutely critical. You 
cannot run an organisation like 
ours without learning and being 
innovative.

Accountability. The big A’ 
word. We will accept total responsi
bility for our actions and behaviour. 
Those entrusted with authority and 
responsibility will be held account
able by their seniors, peers and 
subordinates for their results and 
performance. Just note there that I 
am expecting seniors to be 
accountable to their juniors.

Juniors have a right to expect 
that their leaders will behave 
properly as leaders and that they 
will give proper direction and they 
will think about their juniors in a 
way that helps those juniors do 
their business and do their job. So, 
accountability is something that is 
very powerful.lt means the buck 
stops. It means you cannot duck 
shove it to somebody else. You 
cannot just keep passing it up the 
line to Chief of Navy. It means it
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ABMED Jason M offa tt(le ft) and LSCK Brett 
Skinner(right){SMET} of HMAS DARWIN on the outskirts 
of the town of Ambeno in the Oecussi Enclave, East 
Timor helping the sick.

operates right where you sit.
Performance. It is most 

important that we are able to 
measure our performance.

Only by using appropriate 
measurement tools can we 
determine how to improve.

We also need to acknowledge 
that we are not a conventional 
business that measures perform
ance by dollars alone.

We are a Navy structured and 
funded for the defence of our 
country and protecting its interests.

As we move forward into the 
21st century, we will continually 
learn, adapt and improve Navy 
performance so that we are better 
able to meet our mission.

We will execute and measure 
the performance of mutually under
stood duties and tasks to the 
highest level possible.

Professionalism. We will

That does not 
mean to say we 
are going to go 
and buy aircraft 
carriers or ballistic 

submarines. It means that we are 
going to be the best, with what we 
have got, at what we do.

We are going to spare no effort 
to understand our job and to know 
what it takes to be the best.

We are going to find other 
people who are better than us and 
we are going to measure ourselves 
against them.

We are going to find out what it 
takes to be the best and we are 
going to try and get there.

Who would want to be in an 
organisation that was anything 
else?

N avy ’s goals -  our challenge
These goals highlight our 

challenges. They are short-term 
and will be accomplished within 
the Five Year Defence Plan (FYDP). 
It is important to note that a Master

achieve excellent 
standards of 
competence, 
dedication and 
versatility by a 
determination to be 
the world’s 
best in the mari
time arena of the 
profession of arms. 
The world’s best, 
folks, not second 
best, third best or 
last -  the best.

Chief of Navy Leadership Conference



Task List, which contains many 
specific tasks that need to be 
done, underpins and amplifies 
these goals (Annex A -  Plan 
Green). It states who is account
able for what task, when it should 
be done by and how its success 
will be measured. All commands 
and areas will be sent copies of the 
Master Task List.

The Performance Management 
Framework (PMF) is also tied to, 
and reports progress against our 
goals.
Goal 1 -  N a v y ’s people

Human Resources. With a PNF 
workforce of fewer than 13,000 until 
at least 2004-05, this is my primary 
focus. As a matter of urgency, I am 
in the process of producing a Navy 
HR Policy and developing a strate
gic workforce plan for the manage
ment of the Navy.

Retention. I am addressing the 
retention of our people by identify
ing and solving issues and factors 
that cause people to leave the 
Navy prematurely.

Recruiting. We are doing a cost 
and benefit analysis of recent 
recruiting initiatives and are prepar
ing proposals for appropriate 
alternate strategies to ensure we 
develop better recruiting processes 
to attract the right people who want 
to serve in the RAN.

Training. I have begun a review 
of current curricula for all Navy 
training courses and education 
programs to ensure that they are 
appropriate to our needs.

Values and Leadership. In

order to reinvigorate Navy’s culture, 
values and traditions, I will engage 
our people in values and leader
ship development programs, 
ensuring we include our 
stakeholders, and that we are 
aligned with Defence values.
Goal 2 -  Best business  
p ra c tic e

Governance. I am refining 
Navy’s corporate governance 
framework to ensure accountability, 
responsibility and authority, are 
both aligned and cascade to 
appropriate levels.

Risk Management. To ensure 
that we mitigate and manage risk 
throughout Navy, I have created an 
improved safety management 
organisation and mandated the use 
of Australian Standards for the 
development of Risk Management 
Plans.

Performance Measurement. I
will measure our performance both 
for internal best practice and for 
Navy deliverables to Government.

Change Plan. I intend that we 
plan and implement changes to 
organisation and business 
practices to deliver efficient and 
effective capability.

Non-Navy Support. I will imple
ment agreements with enabling 
executives so that Navy achieves 
benefit by becoming an informed 
customer.
Goal 3 -  C ap ab ility  
m anagem ent
Cost of Ownership. It is imperative 
that I Identify total cost of capability 
ownership through Force Element
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Groups by adopting a whole of life, 
whole of capability approach to 
delivery and management of 
capability.

Plan Green. I have developed 
and executed a Navy short-term 
(FYDP) capability delivery and 
business plan. This is an unclassi
fied document available to every
one either in hard copy, on CD or 
electronically on the system. You 
should make an effort to read it.

Capability Priorities. I will 
prioritise Navy’s Defence cap
abilities by using a similar process 
to that used by Service Deputy 
Chiefs in prioritising Defence 
capabilities.

Acquisition/Materiel. It is my 
intention to take an active role in 
capital investment acquisition 
processes, eg. COLLINS Class 
submarines, LPAs, Seasprite 
helicopters, new surface combat
ant options, the new patrol boat 
and improvements to current 
platforms.
Goal 4 -  O perations and 
preparedness

Operational Focus. Navy will 
continue to meet all Government 
requirements and missions that 
derive from world circumstances 
and meet the requirements of 
CDF’s Preparedness Directive.

Operational Performance. We 
will continue our operations 
supporting the Defence Mission 
within the limits of available 
resources and monitor Navy’s 
operational performance.

Navy Doctrine. I will publish a 
Navy Doctrine that recognises and

meets Australia’s strategic maritime 
circumstances.

Deliver Capability. I will deliver 
capability through Force Element 
Groups to meet the Maritime 
Commander’s requirements.
Goal 5 -  Shape our fu tu re  

Future Defence Planning. I will 
shape Navy’s long term contribu
tion to the defence of Australia by 
inputting to strategic reviews and 
Government policies when 
required.

Navy Long-Range Planning. I 
am developing a long range Navy 
Plan (Plan Blue) out to the year 
2030. This is a Secret Austeo 
document and is not intended for 
public distribution. It outlines our 
future capability options.

Benchmarking. I intend to 
compare Navy’s structure, perform
ance and processes to those of 
military and civilian organisations 
within Australia and overseas, to 
establish best practice.
Goal 6 -  P rom ote the  Navy  

Navy Image. I am promoting the 
Navy both internally and externally 
as an employer of choice and 
deliverer of capabilities necessary 
for Australia’s security.

Reputation. We are all 
responsible for Navy’s reputation. I 
intend to show the way through the 
effective management of issues 
and risks; education and training 
for Navy people; and relationship 
management with internal and 
external influencers.

Community Relations. I will 
provide more direct first-hand 
experience of Navy to generate

Chief of Navy Leadership Conference



HMAS JERVIS BAY being re fue lled  by HMAS 
SUCCESS in Dili Harbour.

positive attitudes 
towards it, by 
coordinating such 
things as Ship visits 
with recruiting, and 
career and commu
nity information 
activities.

Industry, Influ
ences and Partners 
Program. I will 
showcase Navy 
achievements 
through symposia 
and other engage
ment programs that 
involve external 
stakeholders and other parties 
interested in Navy activities.

P erform ance M anagem ent 
Fram ew ork (PM F)

The Performance Management 
Framework (PMF) is tied to, and 
reports progress against, our 
goals. It is most important that we 
are able to measure our perform
ance. Only by using appropriate 
measurement tools can we deter
mine how to improve. We also need 
to acknowledge that we are not a 
conventional business that 
measures performance by dollars 
alone. We are a Navy structured 
and funded for the defence of our 
country and protecting its interests. 
As we move forward into the 21st 
century, we will continually learn, 
adapt and improve Navy perform
ance so that we are better able to 
meet our mission.

The Performance Management 
Framework provides a methodical

approach to managing our 
strategic business. Navy’s Score
card provides us with a one-page 
snapshot of our overall health as an 
organisation and our success in 
achieving our goals. I recently 
approved the Scorecard, which will 
be used to assess our perform
ance in the period January-Sep- 
tember 2000; you will find the 
Scorecard in my Future Directions 
document.

To date the reporting periods 
have been biannual. This round 
has been extended by three 
months to allow for redevelopment 
of the Scorecard in light of our new 
goals and the accountability 
structure of the new Navy organisa
tion. The revised Scorecard is the 
fourth iteration and retains 10 Key 
Result Areas (KRAs) that define 
success. A new feature of this 
Scorecard is that each KRA is 
owned by a CNSAC member.

The Key Result Areas will be
20



evaluated through the 27 Perform
ance Indicators, which also have 
designated owners who are 
responsible for performance 
measurement. The Scorecard 
reflects a balance between our 
external and internal management 
requirements.

The Key Result Areas are 
building blocks that are linked 
together in a process flow of 
Inputs, Processes, Outputs and 
Outcomes, and match the “Results 
Through People” approach used in 
the Defence Matters Scorecard.

In developing the Scorecard, 
careful attention has been paid to 
maintaining a balanced approach 
to measuring the four perspectives 
of People, Business Processes, 
Output Delivery, and Customer and 
Stakeholder (owner) requirements.

In terms of output delivery, our 
enduring goal is to achieve a high 
level of maritime performance in 
joint and combined operations both 
in peace and war, and to meet the 
Chief of the Defence Force's 
Preparedness Directive.

At the top, or outcome end, of 
the Scorecard process flow, we 
measure how well we are meeting 
our customer/stakeholder (owner) 
requirements. We want to continue 
to meet our responsibilities to 
Defence, and achieve a high level 
of Government confidence and 
Public support in Navy. We also 
need to satisfy our owner (the 
Government) by delivering value 
for money capability. This is a 
fundamental focus for us all. Our 
business processes need to deliver 
the outputs to meet Defence and

Console operators control room -  HMAS FARNCOMB.



Government requirements.
We need to fully understand 

and manage our business so that 
we can provide our forces with the 
best capability for the govern
ment’s dollar.

To achieve this, we will focus on 
such issues as:

• aligning accountability and 
resources to capability 
priorities;

• FEG management practices;
• business and IT support; and

• ensuring that enabling 
executives meet your needs.

In this round of the Perform
ance Management Framework, 
Capability Management is receiv
ing increased focus.

We need to improve our capa
bility decision making, and our 
influence and involvement in the 
Whole of Life continuum, and whole 
of capability development.

The FUNDAMENTAL building 
block is our people, and there are 
three results that we are looking for:

• KRA 10: As I said earlier, we 
want to shape our culture 
and establish Navy as a 
learning and innovative 
organisation. By that I mean, 
we want to be a values 
based organisation that is 
constantly expanding its 
capacity and capability to 
create its future.

• KRA 9: We need to have 
enough people, Service and 
civilian, to accomplish the job

that Government has given 
us.

• KRA 8: We need our people 
to be well trained and 
healthy, and we want them to 
be motivated.

You will note that each Perform
ance Indicator has an owner who is 
responsible and accountable for 
the outcomes of the PI, and a 
subordinate, annotated in brackets, 
who coordinates the reporting 
requirements.

We will measure our achieve
ment against the ‘Staff the Navy’ 
Key Result Areas by focusing on:

• Recruitment;
• Separation Rates; and
• Billet/Skill Shortfalls.
We need to ensure we have the 

right number and mix of people, 
and then train them for the job.

The last round of the Perform
ance Management Framework 
measured our performance during 
the period July-December 1999.
The next PMF report is due to be 
reported to CNSAC in December.
I intend that the results of that 
report be made available no later 
than January next year so that we 
all have the opportunity to check 
how we are performing as an 
organisation against the new suite 
of goals that we have set.

C hief o f N a v y ’s in te n t
On the back of the folder is my 

letter of commitment to you. I had 
some assistance obviously putting 
this together, but the words here 
are mine. These are the words that
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I want you to know, these are the 
words I want you to understand, 
because this summarises what 
David Shackleton thinks he wants 
the Navy to be known for.

I want you to know that my 
senior officers and I are committed 
to the actions outlined in this 
document. We have published it so 
that YOU can put our feet to the fire 
if you perceive that we are not 
carrying through. I have personal 
ownership of the task list that 
accompanies this document. It 
identifies who is responsible for 
completing the tasks to achieve my 
goals. You are entitled to access to 
that document and to question 
those people as to their progress

toward the task completion. You 
also have my permission to email 
me direct if you feel that the 
commitments are not being kept. If 
you think that I, or any of my senior 
officers, are not Walking the Walk -  
I want to know about it.

Navy Values start at the top.

Contact: CAPT Mai Wright,
DNCM at:

Malcolm.Wright@cbr.defence.gov.au

RAN Hydrographic ships LEEUWIN and MELVILLE.

mailto:Malcolm.Wright@cbr.defence.gov.au


Personnel Action Team -  PERSAT
By CAPT Geoff Cole 

The Tomorrows Navy Team environmental scan revealed that 80% 
of the Navy’s problems were personnel-related. As a result the 
Personnel Action Team (PERSAT) was formed in January this year by 
CN to address short-term retention/attraction issues affecting the
Navy workforce.

The team has received 
individuals’ submissions via e-mail, 
phone, our website, and most 
recently through focus groups, 
primarily of Junior Sailors 
conducted in conjunction with the 
Directorate of Naval Change 
Management (DNCM).

From the outset, PERSAT made 
a commitment to follow up and 
respond to every individual 
submission received. The response 
is not just an automatic e-mail, but 
action taken by a team member to 
solicit a formal response from the 
Defence area or group associated 
with the particular query. As you 
can imagine, this is no small task, 
and has consumed much of the 
day to day operations of the team.

I must emphasise that we go to 
great lengths not to undermine the 
Divisional System.

The issues raised can be 
broadly categorised as follows:

• personnel policy - 40%;
• training - 12%;
• career management - 9%;
• workload - 8 %;
• recruiting - 8%;
• change management - 7%;
• image - 7%;
• job satisfaction - 7%; and

• internal communications - 2%.
The top five challenges for

Navy’s leadership which we 
assessed from the submissions to 
us are:

• the impact of the outcomes 
of DRP/CSP/Outsourcing on 
our people serving ashore;

• management and treatment 
of our people;

• conditions of service;
• effectiveness of the 

Divisional System; and
• job satisfaction.
Sure, we have some problems 

out there. However, the ones within 
Navy’s control can be fixed. The 
ones outside Navy’s direct control, 
we can influence.

We have been out and about, 
conducting roadshows and focus 
groups. Rest assured that the 
leadership of the Navy, as well as 
PERSAT, knows your problems 
and that there is a team of very 
dedicated people working on your 
behalf to rectify those problems we 
are faced with today. We have 
addressed many already but we 
have a long way to go.

Our list of achievements over 
the last eight months has been 
widely promulgated by signals.
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These aren’t just PERSAT’s 
achievements as we have worked 
with staff across the Navy to find 
solutions to the problems raised by 
our people. PERSAT has been a 
facilitator, a catalyst if you will, and 
the credit belongs to many other 
people.

As for ongoing action, the 
Personnel Action Team has played 
a leading role in:

• fast tracking the updating of 
civilian qualifications for 
sailors;

• establishing Training and 
Employment Co-ordination 
meetings for technical and 
CSO sailors. These meetings 
bring together relevant 
groups such as DSCM, 
Category Sponsors, and 
MHQ elements with the aim 
of improving training and 
employment co-ordination for 
current critical categories; 
and

• implementation of Internet 
Kiosks at selected Bases.

SYDNEY tr ia l
The Active Phase of the trail is 

complete and we have surveyed 
the crew to find out how they 
believed the trial went. We have 
conducted interviews with the CO, 
HODs and a sampling of officers 
down to identify success, 
problems, changes etc. We will be 
continuing the analysis after the 
Olympics.

S a te llite  TV
The first ship to be fitted is 

WARRAMUNGA, and the concept 
will be trialed on another MFU if we 
can secure funding. This system 
will give reception of eight chan
nels via satellite.

R ew rite  o f D ivisional 
taskb o o k

PERSAT is undertaking a 
re-write of the DO’s Task Book that 
is about 40% complete. The Task 
Book is to be given an EDP 
number. Our concept is that 
completion of the DO’s Task Book 
will be a prerequisite for selection 
for the Junior Officer’s Management 
Course.

In closing, I would like to say 
that it is not all doom and gloom 
out there. There are many great 
aspects about the Navy, and we 
need to start to focus on the good 
things and not just the bad. You 
now have an opportunity to make a 
difference, not only in your place of 
work, but across the Navy. Have 
your say about how you would like 
you Navy to run.

I encourage you to take this 
opportunity.

Contact: CAPT Mai Wright,
DNCM at:

Malcolm.Wright@cbr.defence.gov.au

Chief of Navy Leadership Conference
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Personnel Shortages -  What Are We 
Doing About It?

On 3 August 2000, the Chief of Navy’s Senior Advisory Committee 
(CNSAC) agreed to a wide-ranging plan to address Navy’s personnel 
shortages.

These translated into 19 tasks, 
which the CNSAC directed should 
be complete by the end of October 
this year, at which time a special 
meeting will be held to consider the 
recommendations and options 
arising from them.

Some of the 19 tasks are quite 
specific, such as the requirement 
to alleviate workloads in the short 
term, or the enforcement of the 
“Personnel Impact Policy” (which 
requires all decision making proc
esses to consider the impact of 
that decision on personnel and its 
acceptability as a result of that

consideration). There is also the 
requirement to acquire additional 
funds to pay for civilians to fill 
empty “non MRU” billets, and the 
provision of an overarching HR 
management strategy to tie to
gether the many policies and 
practices that up to now have been 
proceeding independently.

Other tasks are broader, but 
equally important - for example, 
matching the number of jobs that 
we have to the capacity of our 
workforce to do them, and ensuring 
that they are the most important 
jobs. This is not just a matter of



moving everyone to the “top jobs” 
and leaving the others empty. 
Rather, it is acknowledging that 
there are many things that we 
simply cannot do in the current 
environment of shortages, and 
turning them off. Tied in with this is 
better management of our people, 
better prioritisation, improved 
stability and acknowledgment that 
younger people today are unlikely 
to remain in the Navy for a lifetime 
career, and tailoring career man
agement and conditions of service 
to recognise this factor.

The development of these 
aspects alone has the capacity to 
address three of the most common 
reasons people separate from 
Navy -  turbulence, job satisfaction 
and high workloads. Recruiting and 
training issues are also covered. 
Our recruiting achievement must 
improve and to this end better 
linkages into the Defence Recruit
ing Organisation have been forged 
to drive home Navy’s priorities. A 
better system of determining 
recruiting targets is also being 
developed.

Training throughput, particularly 
in the Fleet, is also under the 
microscope with sweeping 
changes likely to ensure that we 
have the capacity to train the 
numbers that we need.

Space here does not allow for 
discussion of all tasks. Suffice to 
say that they cover a wide range of 
issues that are designed to 
address four main areas:

• consolidation of our 
workforce to deliver outputs 
in order of priority;

• improved management of 
Navy’s workforce;

• improved information 
management in the context 
of Navy’s people; and

• better development of Navy’s 
current and future manpower 
requirements.

Further information will be 
provided after the CNSAC in 
November.

Contact: CAPT M.C. Peake at:
marcus.peake@cbr.defence.gov.au
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Planning Our Future Navy -  New 
Strategic Plans Complete

One of the outcomes of the 1999 Tomorrows Navy Team process was 
recognition of the need to reinvigorate and place a greater emphasis 
on planning in the Navy.

This requirement was 
supported by Navy’s Senior 
Leadership and has resulted in the 
production of two strategic plans 
by Navy Headquarters staff in 
consultation with a large cross 
section of the Navy.

Plan Blue
The first of these plans is Plan 

Blue. Plan Blue is a long-range 
plan for the Navy with a 30 year 
time horizon. The plan is adminis
tered by the Navy Strategic Policy 
and Futures Branch under the 
direction of Commodore Lee 
Cordner.

This plan takes into considera
tion such factors as the White 
Paper, Strategic and 
Resource Guidance, Navy and 
Joint Doctrine, Strategic Assess
ments, Industry requirements and 
Budget constraints.

Plan Blue presents a blueprint 
for the development of a relevant, 
capable, cost-effective Navy 
designed to meet Australia’s 
maritime security needs as a vital 
component of a joint and 
integrated Australian Defence 
Force. It is the first Navy long- 
range plan to be produced since 
1989 and it is envisaged that it will 
undergo a three year review cycle.

Plan Blue covers issues 
such as:

• purpose of the Navy;
• strategic environment and 

trends;
• ADF Missions /Navy 

contributions;
• Navy capabilities and 

outputs (each FEG);
• industry support issues;
• facilities;
• workforce issues; and
• key resource issues.
Plan Blue presents the Navy as 

an important part of a joint and 
increasingly integrated Australian 
Defence Force. The focus of the 
plan in terms of Navy capability is 
the transition to a fleet that has 
greater flexibility, firepower, lethality 
and survivability. Also a focus 
exists on ensuring the ability to 
conduct joint and combined 
operations in the littoral.

Plan Blue recognises the 
investment the Navy has made in 
its people. In terms of workforce 
issues, the Plan sets the task of 
exploring options such as flexible 
accommodation and employment. 
The possibility of more efficient and 
effective use of Navy workforce 
through automation, alternate 
manning and maintenance require-
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merits are also to be considered.
The key issues concerning 

bases and facilities is the 
possibility of concentration into 
larger, fewer operational bases, 
improving our efficiency, reducing 
posting turbulence and improving 
retention. Integral to all of these 
points is the development of a 
Navy Strategic Infrastructure Plan 
with a long-range perspective.

To achieve the desired results 
from Plan Blue, a sustainable and 
affordable industrial base is 
essential. New initiatives to achieve 
this are discussed in Plan Blue. A 
continuous and progressive build 
program would generate industry 
stability and facilitates incorp
oration of new technologies. It may 
indeed be cost effective to replace 
combat vessels every 15-25 years 
instead of conducting major mid 
life upgrades and refits.

The final draft of Plan Blue has 
recently been completed and 
presented to the Minister for 
consideration, although a final plan 
is unlikely before the release of the 
Defence White Paper, anticipated 
at the end of the year.

Plan Green
Sitting below Plan Blue is Plan 

Green. Plan Green has been 
produced by the Navy Capability 
Performance and Plans Branch 
under the direction of Commodore 
Rowan Moffitt. The first edition of 
Plan Green was issued 1 July 2000 
and is available on the DEFWEB 
and paper copies from the

Directorate of Navy Preparedness 
and Plans on request.

Plan Green is an executive 
document that focuses on the short 
term, looking five years ahead. The 
plan reflects higher level Defence 
guidance, provides CN’s strategic 
direction, communicates Navy’s 
requirements to the service 
provider executives and most 
importantly provides the basis for 
subordinate plans throughout the 
Navy. Priorities for capability, 
personnel and the rectification of 
capability deficiencies are detailed 
separately in CN’s Preparedness 
Directive.

Plan Green is dynamic and will 
undergo quarterly reviews until the 
plan is mature. At this time it will 
become an annual document. The 
next edition is due for release in 
October/November and any feed
back is welcome.

As the Defence White Paper 
and Plan Blue drive Plan Green the 
next trigger for major change to 
Plan Green will be the release of 
the White Paper and the final 
approval for Plan Blue.

Contact:
Plan Blue -
Lee.Cordner@cbr.defence.gov.au 
Plan Green -
Rowan.Moffitt@cbr.defence.gov.au
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Bigger is Better

National Support 
Organisation and 
Industry and Procurement 
Infrastructure into the 
DMO further consolidates 
the recognition within 
materiel support of the 
importance of Australia’s 
indigenous industry base.

Mr. Mick Roche, the 
Under Secretary Defence 
Materiel, heads up the 
DMO.

One of the benefits 
coming from this merger is 
the amalgamation of the 
acquisition and through 
life logistic support

The recent merger of Support Command Australia (SCA) with the 
Defence Acquisition Organisation (DAO) on 1 July 2000, to form the 
Defence Materiel Organisation (DMO), is aimed at providing whole of 
life support for ADF equipment and support services.

The the

process.
Until now, when pur

chasing major items of 
equipment, the purchas
ing authority has considered 
principally the capability, reliability 
and other technical aspects of 
equipment.

The DMO now has the respon
sibility to consider long term log
istic support and sustainability as 
an integral part of the ‘whole of life’ 
concept of the project.

From 1 October 2000, there will 
exist seven DMO divisions com
prising three materiel commands 
based on the environmental

theatres (Maritime, Land, Air), while 
the remaining four will comprise an 
electronics materiel division, 
National Support/Industry division, 
a Joint Logistics Command and a 
Change Management Division.

A finance position reporting 
directly to the Under Secretary will 
be created to manage DMO-wide 
financial matters.

A two-star officer (or civilian 
equivalent) will head each Division. 
The disposition of the Divisions is



undergoing extensive considera
tion aimed at embedding the DMO 
workforce as close as possible to 
the customer base.

Divisional Headquarters will be 
focussed on Canberra with the 
exception of Joint Logistic 
Command, which will remain in 
Melbourne.

Further development of the 
structure and transition to the new 
Divisions will occur over the next 
12 months.

From Navy’s point of view the 
day-to-day demands will be 
serviced jointly by the Materiel 
System Command (Sea) (for 
platform specific support) and the 
Joint Logistic Command (for 
common items and services 
including fuel, ammunition, etc).

The positions of Support 
Commander (Navy) and Head, 
Systems Acquisition (Maritime & 
Ground) were merged.

On 11 September 2000, RADM 
K.J. Scarce, CSC, RAN assumed 
the role of Head, Maritime Systems 
Division and the Office of Support 
Commander (Navy) and Head, 
Systems Acquisition (Maritime & 
Ground) ceased to exist on 
29 September 2000.
The organisational elements of 
Commodore Logistic Organisation, 
which provides direct support to 
the Fleet, will remain virtually 
unchanged for now, and to most 
outside observers, the organisa
tional changes will have little effect 
on the daily conduct of Navy 
business at the ‘sharp end’.

In time, System Project Offices 
(SPO), responsible for the ‘cradle 
to grave’ (or ‘from design to 
disposal’) issues for each FEG/ 
class of ship, will be established 
near the operating base of each 
asset type.

The SPO will be the ‘one stop’ 
DMO shop (a ‘super’ Class 
Logistics Office) and will work with 
the FEG Commanders to maintain 
current assets and develop 
strategies for future acquisitions.

DMO will focus attention on 
two vital aspects of maritime 
operations; capability and 
sustainability.

Capability looks at the plat
forms and assets that Navy 
acquires to give the desired 
operational capacity.

Sustainability considers the 
long-term operational aspects of 
Fleet Units and other equipment, in 
other words it asks the question, 
“Can we keep this equipment 
running and how much will it cost?”

On the whole, this approach 
should be seen as a welcome 
change, especially when sufficient 
funds are committed to ongoing 
sustainability of spare parts and 
equipment.

While the DMO may be bigger, 
it is more important for the DMO to 
be an effective and efficient 
business organisation, which 
delivers and maintains Defence 
assets in a responsible and fully 
accountable manner.
Contact:
Kevin.Scarce@cbr.defence.gov.au

Chief of Navy Leadership Conference
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Shaping, Safeguarding and Serving
our Navy

By CDRE M. R. Davis, Commander Australian Navy Systems Command 
Navy Systems Command (SYSCOM) stood up on 13 March 2000 with a 
two-pronged mission.

This is to:
• develop, implement and 

continuously improve the 
necessary business 
practices, processes and 
standards to ensure effective 
FEG-based capability 
management; and

• support the cost-effective 
delivery of naval capability.

The formation of SYSCOM 
reflected the need to do things better 
-  specifically to manage better and 
get more bang for the buck.

Early Gains
Improved performance is evident 

in the early interaction/discussion 
with FEG Commanders and NHQ as 
we develop Navy capability manage
ment effectively. Advances have 
been achieved in the close coordina
tion between Navy Systems Branch 
(NAVSYS) and Navy Certification and 
Safety Agency (NCSA) as they 
develop in tandem, sharing 
resources and expertise and in the 
coordinating function which SYSCOM 
provides for Navy through the shore 
establishments.

On the personnel side, there 
have been clear wins in repatriating 
the personnel function back into 
Navy and its amalgamation with the 
training function. While these are 
representative of early gains, there 
will be many more as the new Navy

settles down and the full scope of the 
potential benefits becomes evident.

Navy S a fe ty
The Navy Safety Manager and 

the Executive Directors of the indi
vidual Safety Programs (SHIPSAFE, 
SUBSAFE, ARMSAFE, RADSAFE) are 
members of one Command, with a 
common goal while the other 
programs outside SYSCOM, eg, 
SHORESAFE and AIRSAFE are 
responsible to the Director General 
Navy Certification and Safety Agency 
(DGNCSA).

DGNCSA, as a member of each 
safety board, provides a consistency 
of approach and clarity of goal. With 
this organisation clearly responsible, 
the RAN Safety program has 
received the attention it requires. The 
marriage of certification and safety 
under NAVSYSCOM has gone a long 
way to removing the perception of 
safety as a stand alone discipline 
rather than an integral part of 
everything we do.

In te g ra tio n  of System s  
S upport

The complex area of C4 and the 
rest of the alphabet soup are now 
under the control of one agency -  
Director General Navy Systems 
(DGNAVSYS).

We can see from our current 
state that managing C4 and EW in
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little boxes as we have done in the 
past doesn’t work.

A Ten Year Development Plan is 
in place which will ensure we are not 
left with unsupportable orphan 
systems and which will provide the 
framework to rebuild our Electronic 
Warfare capability and expertise.

Combining the engineering 
expertise in the DGNAVSYS branch 
has also given us the capacity to pull 
together the disparate agencies and 
groups that review weapon perform
ance. Once this initiative matures it 
will provide the FEG Commanders 
with the specific information they 
require to make decisions about 
Navy combat capability and how to 
deliver it in a cost-effective fashion.

Shore Command
A particularly important early 

initiative has been a comprehensive 
review of Shore Command. It 
involved extensive consultation with 
shore commanders and the results 
highlighted the need to address:

• increased accountability for 
welfare of people ashore (all 
aspects -  training, career, 
management etc);

• improved monitoring of the 
performance of the Enabling 
Executives who support 
Navy; and

• coverage of ‘Whole of Base’ 
functions such as OH & S, 
security and ceremonial to 
ensure that there are no 
gaps.

This comprehensive review 
confirmed that Command ashore has 
become a more complex job since 
the DRP process. The DI(N) Pers 
33-1 on Command has been updated

and will be re-issued shortly, reflect
ing these updated requirements. 
Commanding Officers will be issued 
with Directives that clearly articulate 
their responsibilities. The command
er’s responsibilities for Navy people 
outside the Navy program will be 
defined in formal agreements 
between Navy and the Enabling 
Executives.

Business M anagem ent
Performance analysis of the Port 

Services and Support Craft (PSSC) 
contract has been conducted and 
the opportunities for improved 
support services to the fleet have 
been identified. In cases where the 
contracted levels of support are 
higher than currently required by 
Navy, negotiations are under way to 
trade these in for higher levels of 
support in areas where we need 
more. This is a win win for both 
parties in the contract. A good 
example of how SYSCOM is serving 
its customers.

Closing Message
The last five and a half months 

have been challenging and very 
busy. Systems Command stood up 
and kicked a few goals -  missed a 
few -  and a few are clearer now. The 
benefits are there to be seen and, in 
the future, I am confident that 
SYSCOM will continue to demon
strate its value as our understanding 
of the issues improves and the 
advantages of what is the systems 
approach in ‘Shaping, Safeguarding 
and Serving the Navy’ becomes 
more obvious. Contact: 
Merv.Davis@cbr.defence.gov.au

Chief of Navy Leadership Conference
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CHIEF OF NAVY’S INTENT  
Vice Admiral David Shackleton

“We are Navy men and women dedicated to serving our country. We work in 
partnership with a number of equally dedicated civilians who share our sense of 
duty and purpose. People matter. Our people will ensure we win.

We are all part of the Navy Team and have a role in shaping our future. We need to 
direct our efforts to continually improve our ability to fight and win at sea. Our men 
and women are the ones who put their lives on the line. As Chief of Navy, I take 
responsibility for Navy’s part in people’s lives seriously.

Our mission is to fight and win. The efforts of all involved in the conduct and 
support of naval operations must be totally focused on this mission.

We are part of the Australian Defence team working with Army and Air Force to 
provide the jo int capab ilities required to achieve the Defence m ission. As 
pro fessiona ls, we are best positioned  to p rovide  adv ice  to G overnm ent, 
Defence and others on the best way of securing Australia’s maritime interests. We 
m ust th e re fo re  un d e rs ta n d  and be ab le  to shape  the way m aritim e  
capability is developed and used.

Our Navy Vision is be: A Navy with a worldwide reputation for excellence as a 
sea power; a well equipped, professional team of highly motivated quality people, 
serving Australia with honour, supported by a nation proud of its Navy’. We must all 
recognise how important our reputation is to us. In doing so, we should promote, 
develop and guard it vigorously, whilst we stretch to achieve our vision.

It is most important that we are able to measure our performance. Only by using 
appropriate measurement tools can we determine how to improve. We also need to 
acknowledge that we are not a conventional business that measures performance 
by dollars alone. We are a Navy structured and funded for the defence of our 
country and protecting its interests. As we move forward into the 21st Century we 
will continually learn, adapt and improve Navy performance, so that we are better 
able to meet our mission.

I require all people to make decisions and take action that will provide the best 
possible support to our women and men who fight, or who conduct other military 
operations that preserve Australia’s interests.

I challenge leaders, of all ranks, to seize the initiative and help shape our Navy to 
meet the demands of naval service now and into the future.”

D.J. SHACKLETON, AO 
Vice Admiral, RAN 
Chief of Navy

1 September 2000___________
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