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COMMENTS FROM THE WARRANT OFFICER 
OF THE NAVY 

Warrant Officer David Wilson

Well without stating the obvious, 
another busy year has come and gone 
and Christmas and all that goes with 
it is almost here. As usual, many Navy 
families are about to pack up again. 
Farewell family and friends and set off 
on another posting. Good luck to all 
of you. Colleen and I know how 
difficult this can be, but hope all goes 
well with your removal.

I am sure that with the Federation 
celebrations coming up next year we 
will be pretty busy. However, it should 
give us some wonderful experiences. I 
remember the Navy’s role during our 
Bicentennial celebrations and though 
it was a busy time, there were some 
great moments.
It is good though, at the end of each 
year to sit down and remember what 
we have accomplished and thank 
those who made it possible.
The start of the year saw our sailors 
deployed in East Timor and 
Bougainville continuing with their 
very important role helping people get 
their countries back together.

During March we stood up Force 
Element Groups throughout the Navy 
to better align authority, 
accountability and responsibility.
We exercised at sea off the Australian 
coast and overseas where once again 
the RAN showed the world the high 
standard of professionalism and great 
people we have. All the exercises were 
successful, particularly Exercise 
RIMPAC, where it was very good to see

IVON and CN with LSCO Helen Flynn after she received a CN 
Commendation for being the Peter Mitchell Prize winner for 

the most outstanding Junior Sailor in 1999

the excellent results achieved by our 
Submariners.
Those in the Patrol Boat Force kept up 
the continuous, though not well 
reported, but very important role of 
patrolling our approaches. Our 
instructors ashore worked hard 
resulting in very highly competent 
people either joining their first 
commands or returning more 
qualified than before. For a while 
there, we even had RAN sailors 
guarding the Queen.
We helped Australians and others in 
the Solomon Islands and played a very 
important role in the success of the 
Olympic and Paralympic Games. Our 
sailors worked in many areas 
supporting the Games from behind 
the scenes in security,
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communications, transport, 
ceremonial and logistics to the very 
public role of our flag bearers and 
musicians.
During the year, we commissioned 
several new ships and sadly for a lot 
of us, we paid off some.
Throughout all, our families and the 
civilians in Defence, particularly 
those in the logistics units, gave every 
effort in supporting those of us in 
uniform. These people play an 
important role in supporting our 
Navy and without their effort things 
would not have gone as well. Your 
efforts are appreciated, thank you.

For me the year has been interesting. I 
have met a lot of Navy people, listened 
to your concerns and represented 
these to the Chief of Navy (CN) and 
others. The ‘others’ include Chief of 
Defence Force, the Secretary, 
Commanding Officers, Divisional 
Officers and immediate supervisors. I 
have told CN and the others exactly 
what sailors told me. 1 do not tell these 
people what I think they should hear; 
I tell them what 1 have been told.
Recognition of sailors’ achievements 
is important to me and I was pleased 
to see the awarding of a CN’s 
Commendation and Badge to the Peter 
Mitchell Prize winners for the most 
outstanding officer, senior and junior 
sailor of the year. Sailors asked me to 
have notice of their promotion printed 
in Navy News and that has happened.
A number of Navy spouses asked for 
help working through administration 
procedures that were directly 
affecting their lives. These people did 
not have a Divisional Officer or 
Commanding Officer to represent 
them. I took their issues to those who 
were able to help them resolve their 
concerns. Also, Colleen, and I made it

very clear to those setting up the 
Defence Call Centre in Cooma what 
sailors and especially their families, 
expect from the centre.

I gave several presentations to senior 
officers reminding them of the quality 
of sailor we have in the Navy today 
and what sailors expect from those 
who are entrusted with their welfare 
and safety. Also, I helped improve 
medical assistance to sailors serving 
away from major naval commands 
such as those in the Wollongong area. 
I worked on keeping the Navy 
informed on uniform issues such as 
the introduction of the new Long 
Service Medal and the Service 
Readiness Badge.
Throughout the year I did my best, 
had some fun, met some great people, 
had some achievements and I look 
forward to the future. When you see 
me around, please come over and say 
G’day.

Colleen, our sons and 1 hope all of you 
have a safe and merry Christmas and 
you enjoy your well-deserved break. 
To those not able to be with loved ones 
at Christmas our best wishes go to you. 
For those travelling, please be careful 
on the roads. Until we meet, take care 
and look after each other. Merry 
Christmas and all the best wishes for 
the New Year.

Best regards

David Wilson
Warrant Officer of the Navy 
(02)6265 4905
David.Wilson@cbr.defence.gov.au
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FROM THE EDITOR'S DESK

As we approach the end of another 
year, I would like to again thank all 
those who have contributed to the 
magazine by way of articles, 
photographs, cartoons, design 
assistance etc. Please keep your 
contributions coming. If you have not 
provided an article or photograph for 
SEATALK, please consider doing so 
next year. Or alternatively make a 
suggestion on articles you would like 
to see included in the magazine.

For ease of reference, this edition 
contains an index of all articles 
included in the four SEATALK 
editions this year. If you require back 
copies of any of the SEATALK 
magazines please leave a message on 
my voice mail on (02) 62655473 or 
Email seatalk@cbr.defence.gov.au

Some of you will be moving house in 
the near future so please ensure that 
your contact and next of kin details 
on the NPEMS database are updated. 
This can be done through your 
Coxswain’s or Personnel Office.

Reserve personnel can advise their 
details by calling 1800 812 406. If you 
receive your SEATALK at the office 
and your office address has changed, 
please advise me.

As you may have noticed over the last 
two years, the cover design for each 
year has been used for the four editions 
throughout the year. We are currently 
looking for ideas on a new look for the 
magazine for next year. Any ideas 
would be most welcome.

Closing dates for articles, photographs 
and cartoons for next year’s editions 
are:

Autumn 23 Feb 01

Winter 4 May 01

Spring 3 Aug 01

Summer 26 Oct 01

I hope you all have a very Merry 
Christmas and a Happy New Year.

Judith Rowe, Editor

)Reserve.
are your contact details current?

Phone

mailto:seatalk@cbr.defence.gov.au


DISTURBANCE ALLOWANCE AND REMOVAL 
ENTITLEMENT CHANGES

Over the last 12 months a review of 
Disturbance Allowance, Pet 
Relocation Expense Allowance and 
Child Care Reimbursement 
Allowance has been under way. The 
aim was to make payment of these 
allowances simpler. Service 
Headquarters, ArFFA, NCGSF, RSL, 
and the RDFWA were all invited to 
comment. The review was completed 
under the auspices of the ADF 
Enterprise Productivity Arrangement 
and changes have been made to the 
Disturbance Allowance and Pet 
Relocation Expense Allowance with 
effect from 18 September 2000. The 
changes were based on input received 
and have Service Headquarters 
agreement.

The elements of Disturbance 
Allowance to change are telephone re
connection fees and the ancillary fees 
associated with transfer of vehicle 
registration and drivers’ licences. 
Members will no longer need to 
submit separate claims for 
reimbursement after a removal. 
Instead, a cash payment will be made 
together with the general Disturbance 
Allowance payment before the 
removal.

For telephone connection fees, $50 
will be paid in addition to the general 
Disturbance Allowance payment. 
This amount is based on the fee 
charged by Telstra for re-connection 
of a standard handset and will be 
reviewed annually.

For the fees associated with transfer of 
vehicle registration, $56 will be paid 
when members are posted interstate. 
This is the average of the ancillary fees 
levied by States and Territories for the 
transfer of vehicle registration. This 
amount will also be reviewed 
annually.

Under the Defence Driving Licence 
Scheme all States except Victoria and 
the Northern Territory allow Service 
members to retain and use their 
current driver’s licence until it expires. 
Victoria and the Northern Territory 
require the transfer but do not charge 
a fee to effect the transfer. As members 
can either continue to use their 
driving licence, or have it transferred 
at no cost, reimbursement of driver’s 
licence transfer fees was no longer 
considered necessary and has been 
removed. Details of the Defence 
Driving Licence Scheme are 
contained in DI(G) PERS 17-2. (See 
also page 5 o f the Spring edition o f 
SEATALK-Ed)

Pet Relocation Expense Allowance 
will remain a reimbursement 
allowance for proven reasonable costs

LSROSM Craig Davis greets family on HMAS WALLER'S return
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incurred up to $600. Members will 
only have to submit one claim to 
recover costs incurred when 
relocating their pets. The previous 
definition of a pet has been removed 
and the ordinary dictionary meaning 
of the word will apply. The new 
reimbursement ceiling will cover 95% 
of all claims previously approved. The 
reimbursement ceiling will be

reviewed annually.

While Child Care Reimbursement 
Allowance was reviewed, it was found 
to be effective and no changes were 
considered necessary.

Point of contact: Defence Personnel 
Executive, Mr Tony Goodman (02) 
6265 4635.

OTHER RANKS PAY - WHAT YOU ARE PAID AND 
WHY

Your salary is based on the work that 
you do, not the qualifications you hold.

There it is - probably the basis of most 
complaints and misconceptions on 
ADF remuneration (it also applies to 
officers). You may not be permitted to 
do the work unless you have a 
particular qualification, but the 
achievement of the qualification is not 
the reason for more pay - carrying out 
higher skilled work is.

The PS95 Pay Structure
The current Other Ranks (OR) pay 
structure was approved by the 
Defence Force Remuneration 
Tribunal (DFRT) in December 1995 
following several years of reviews and 
restructuring of all OR trades. 
Following widespread inspections 
and hearings, the DFRT placed each of 
the 300 odd trades within the Services 
into one of seven Pay Grades (PG) at 
each rank.

Very generally, Pay Grades 1&2 hold 
the non-technical trades, Pay Grades 
3<Sr4 the technical trades, Pay Grades 
5&6 the higher technical trades and

Pay Grade 7 the ‘supertechs’. There is 
a publication that sets out the 
requirements (the Definitional 
Framework) for placement in each Pay 
Grade. Highly simplified, the DFRT 
makes work value judgements based 
on a number of considerations 
including:

• Length of training (6 weeks, 40 
weeks, etc);

• Level of training (technical, 
tertiary, etc);

• Tri-Service relativities;

• Salary and work relativities to 
civilian trades; and

• Relevance to the ADF’s purpose 
(combat).

How are the Salaries Set?
The most common wage benchmark 
in the civilian workplace in the early 
1990s was the Metalworkers Award. 
Since the ADF had metal trades in all 
three Services, the ADF metalworker 
trades were placed near the centre of
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the structure on Pay Grade 3 and used 
as the benchmark for the ADF 
structure. The salary allocated to Pay 
Grade 3 was then set at the civilian 
award rate for a metal tradesman in 
industry. The remaining ADF trades 
were then ‘industrially compared’ 
against the metal trades and placed in 
higher or lower Pay Grades.

How Does Rank Fit In
Rank is unique to the military so it 
must overlay the trade structure. The 
method is simple. A Leading Seaman 
on any Pay Grade gets 13.5% more 
salary than an Able Seaman on the 
same Pay Grade. In the same manner, 
Petty Officers get 12% more than 
Leading Seamen, Chief Petty Officers 
17% more than Petty Officers and 
Warrant Officers 11% more than Chief 
Petty Officers.

Increments and PS95
When initially promoted to the next 
rank, you are unlikely to have the 
experience to carry out all of the jobs 
at the next rank. Consequently, the on- 
promotion salary is 2% less than the 
full rank pay for the first year and 1% 
less for the second year.

Rank verses Trade Skills
What about the salary relationships 
between different ranks and trades? 
An AB on Pay Grade 7 is paid 30% 
more than an AB on Pay Grade 1 but 
all LSs are paid 13.5% higher than the 
equivalent AB. Up to the rank of PO, 
salary increases with rank within a 
trade, but across different trades. ABs 
at the higher skill levels can be on 
higher salaries than LSs and LSs more 
than POs. Up to the rank of PO, your 
work value is primarily based on your 
trade skills rather than personnel-
8

management abilities (discipline and 
supervisory skills).

A PO on Pay Grade 7 gets 15% more 
than a PO on Pay Grade 1 but a CPO 
gets 17% more than the salary of the 
equivalent PO. Consequently, all 
CPOs are on higher salaries than all 
POs regardless of trade and Pay Grade. 
CPOs are considered to be supervisors 
and managers. Their military rank 
skills are valued more highly than 
their original trade skills.

This military manager concept is 
taken to the extreme where all WOs 
are on the same salary (admittedly 
higher than all CPOs). The treatment 
of all WOs as having the same work 
value, regardless of trade, is causing 
retention problems and is being 
addressed in the review of the officer’s 
common scale salary

Changes to Other Ranks 
Pay
Each Other Ranks trade structure is 
routinely reviewed over a five-year 
cycle. Additionally, changes to 
training or employment may trigger 
a review. The review is presented by 
the Trade Sponsor to a tri-Service 
committee called the Employment 
Category Review Committee (ECRC) 
conducted at the CMDR(E) level. The 
ECRC may then make 
recommendations that a pay case be 
prepared for the DFRT. This is likely 
to take up to 12 months since the 
hearing generally won’t take place 
until the trade structure changes are 
formalised and in place. The DFRT 
case will be put to the Service 
Headquarters to determine the 
priority and the availability of
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funding. The case normally involves 
an inspection of the workplace by the 
DFRT, followed a month later by a 
formal DFRT hearing in Canberra.

Future DFRT Hearings
There is a large backlog of cases that 
have been recommended by the ECRC 
for submission to the DFRT. The delays 
have been caused by the large number 
of changes that have been made to 
many trades. An audit of the state of 
the Other Ranks trade structures is 
nearing completion. The priorities for 
presenting cases to the DFRT are:

• the creation of a new trade and Pay 
Grade;

• cases where there is an anomaly in 
Pay Grades for the same work in 
different Services; and

• cases where the restructure will 
produce real improvements in 
capability or true efficiencies.

The order of priority for DFRT 
hearings is determined by the Services 
at regular intervals. The Other Ranks 
categorisation cases planned for the 
next six months are:

• RAN Electronic Warfare 
Technicians / Linguists (also 
effecting RASIGs);

• RAAF SIGS OPs (also affecting 
RASIGs);

Where can you get more 
information?
defweb.cbr.defence.gov.au/dpedsa - 
has information on the latest salary 
and allowances rates, including:

• A4 size posters of salary and 
allowance rates for each Service;

• CEVAM - the salary package 
calculator for individuals;

• Presentations on the ADF 
Remuneration System; and

• A summary of recent DFRT 
hearings.

Point of contact: GPCAPT Lee Roberts 
Director Salary and Allowances 
Defence Personnel Executive 02- 
62653901
lee.roberts@cbr.defence.gov.au
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INVITATION TO PARTICIPATE IN HEALTH STUDY

Current and ex-service personnel are 
being encouraged to take part in the 
Australian Gulf War Veterans’ Health 
Study.

Whether you went to the Gulf or not, 
whether you feel in good health or 
unwell, whether you are a serving or 
retired member of the Australian 
Defence Force, your assistance in this 
study will not only help Gulf War 
Veterans, but also servicemen and 
women on future deployments.

Participants will undergo a 
confidential medical and 
psychological examination and will 
receive a copy of their results for 
personal use. Travel and 
accommodation costs incurred due to 
participation will be met by the 
Department of Veterans’ Affairs.

The study aims to take a 
comprehensive look at the medical

and psychological health of 
servicemen and women who served in 
the Persian Gulf between August 1990 
and September 1991. Assistance is also 
sought from non-Gulf personnel to 
provide comparative data. As a result, 
the study will provide useful research 
to assist with future deployment 
planning and add to the existing 
knowledge of the health of members 
of the ADF

Funded by the Department of 
Veterans’ Affairs, with support from 
the Department of Defence, the study 
is being conducted by Monash 
University’s Department of 
Epidemiology and Preventative 
Medicine together with Health 
Services Australia.

Those interested in participating are 
asked to contact the Department of 
Veterans’ Affairs on 1800 502 302.

The Naval component of the 'INTERFET Welcome Home Parade' marches through Darwin
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PERMANENT MEMBER - PART TIME WORK
If you are contemplating work options 
and think that your Defence career 
has to be full time or reserve time, then 
think again. Part Time Leave Without 
Pay (PTLWOP) maybe a viable option 
for you. It is not restricted by gender 
or rank and has been introduced to 
assist personnel in meeting their 
changing personal circumstances.

As a Leading Seaman, when the 
suggestion was first made to me that I 
consider working part time, I didn’t 
think I was eligible. I had my own 
ideas about this mythical monster and 
initially my mind was made up that I 
would not be permitted to work part 
time because we were already short 
staffed. Luckily I was encouraged to 
read DI(G) PERS 49-3 and discovered 
that, like many others, I really didn’t 
know anything accurate about 
PTLWOP.

I had just returned to work after 
having my second child and my 
husband was at sea. The going was 
very hard and I was thrilled at the 
prospect of reducing my work 
commitment. On the other hand, I was 
unsure how well the idea would be 
received by my hierarchy. But I knew 
something had to change, so I took a 
deep breath and asked!

PTWLOP basically means that you 
reduce the number of whole days you 
work per fortnight and are paid 
accordingly. For example, working 10 
days per fortnight equals 100% pay 
and I work a total of eight days per 
fortnight so I am paid 80% of my full 
salary. The only part of my pay that

doesn’t change is that I pay 100% 
superannuation contribution (this is 
compulsory). Because I work and am 
paid at 80%, I accrue leave at 80% of 
the normal rate. It also means that for 
every five duties my colleagues keep I 
do four (80%).

Whilst this arrangement of working 
eight days per fortnight suits me, the 
flexibility  of PTLWOP allows for 
members to reduce their work time 
down to as little as one day per 
fortnight (of course this reduces your 
pay to only 10% of your full wage). The 
number of days you work can be made 
up of part days but they must add up 
to a number of whole days per 
fortnight.

Some key points to consider are:

• you are still required to meet 
service commitments including 
Individual Readiness 
requirements, parades and duties, 
and sea service when required;

• can your job be effectively done on 
a part time or job share basis? 
(PTWLOP is not suitable for 
seagoing jobs and some 
operational jobs ashore);

• can you afford to reduce your pay?

• you must give a minimum of three 
months notice to commence 
PTLWOP;

• you must give a minimum of one 
months notice to change or cease 
PTLWOP arrangements;

11
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• your PTLWOP arrangement is 
only for the duration of your 
current posting;

• you can still be posted whilst 
working part time and upon 
commencement of your new 
posting the previous PTLWOP 
arrangement is nullified;

• you are still entitled to full medical 
and dental coverage; and

• you are still entitled to housing 
benefits including Rent 
Allowance and married quarters 
but you must work at least five 
days per fortnight to qualify

PTLWOP would not have been 
possible if it did not suit the job I do 
and the organisation I work for. 
Getting approval to undertake 
PTLWOP is a process of being

reasonable and negotiating with your 
boss, but if you think you may be a 
suitable candidate, I encourage you to 
consider this option and talk it over 
with your Divisional Officer. In today’s 
Navy of high discharge rates and 
personnel shortages, someone 
working part time may be better than 
nobody full time. The key to making 
PTIWOP work is to recognise that it 
provides a flexible tool that may meet 
both the member’s and the 
workplace’s needs.

Author: LSSN Sam Anderson, 
Telephone 08 9553 2987

Policy point of contact: your DO, local 
PERSO or Defence Personnel 
Executive, WGCDR B. Nilsson, 
Deputy Director Personnel Policy,
telephone: 02 6265 3966.

If  you have any input, suggestions 
or just want to be included on the distribution list contact the N avy 

inil on (02)"fo265 4 3 4 8  or E-m ail: glen.crockett@ cbr.defence.gov.au
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COMBAT SYSTEMS OPERATOR (CSO) CATEGORY

By WOCSM Ross McRae, the happiest 
man in the Puss and CSO Category 
Sponsor.

Introduction
This article is aimed primarily at the 
CSOs in the Abovewater (A) and 
Underwater (U) streams. I will 
produce a similar article for the CSO 
Mine Warfare (CSOMW) stream in 
the next edition of SEATALK. 
However, I do hope others take the 
time to read it, as I’m sure its relevance 
to all categories is valid. Its aim is to 
report the current status of the CSO 
category and in doing so, highlight the 
various challenges that face the CSO 
category, indeed all categories, in this 
dynamic organisation we call the 
RAN. I will attempt to relate the status 
of the category by two means; firstly, 
by the personnel and secondly, by the 
billets.

Whether or not I am successful, you 
dear reader, will have to be the judge. 
Oh, by the way despite what you may 
hear or think, it is not all doom and 
gloom. And I apologise now to those 
old and bold DDG sailors, (I was one) 
for I have removed their billet 
numbers from the figures quoted. Hey, 
nothing lasts forever.

Personnel and Billets
As of September this year, the CSO 
category required 801 people to fill 731 
billets. Unfortunately we only had 678 
people to fill those 731 billets. The 
problem that we currently have filling 
all our billets becomes even clearer 
when we factor in the number of

people who are actually available to 
fill the 731 billets.

For example, of the 678 people who 
make up the CSO category, let’s 
remove those under training, on sick 
leave, and on long service leave. The 
list goes on and I’m sure you’re getting 
the picture. Now, all of a sudden from 
a workforce of 678 on paper, we 
actually have about 640 people who 
are available to fill the 731 billets - and 
this figure changes daily (just ask 
DSCM).

Now to the future; the CSO category 
is a growing category. How, can this be, 
you ask when we are going from a 
current workforce that requires 801 
people, to a workforce that requires 
773 people by 2003? No, it’s not smoke 
and mirrors stuff and it’s not just 
moving the deck chairs around on the 
TITANIC either. You’re a cynical 
bunch.

We are a growing category because we 
need to have 731 billets and we 
currently have 712 billets. The people 
to fill them would be nice. CN is busy 
working on that particular problem. 
The 731 billets will require 773 people 
to fill them, and we are aiming to 
achieve this by 2003 (Green by 3). 
When we get to this desired end state 
of more people than billets, then it 
will become somewhat easier for the 
workforce to cover long service leave, 
the odd broken leg from playing sport 
and all the other idiosyncrasies that 
go to make up a workforce. All this 
without experiencing the pressure of 
having to do more with less.
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CSO wastage rate
If anyone has some miracle cure for 
this one we would love to know about 
it. However, these initiatives need to be 
realistic. Let’s face it, if you want a 
Ferrari and $500,000 a year, you’re 
probably in the wrong job. Now about 
that wastage rate for CSOs; if only a 
third of the estimates were true I 
would have no category to sponsor 
and would be turning the lights out. 
Yes, the wastage of CSOs is too high at 
a five-year average wastage rate of 
20.4% across the category. It needs to 
be around the 10% to 11% mark to be 
sustainable over the longer term.

CSO recruiting levels
There is no way of putting it lightly - 
we are not meeting our recruiting 
targets and have not done for some 
time. However, this is in fact a blessing 
in disguise. If we were successful in 
recruiting the number of personnel 
needed we could certainly train them. 
The unfortunate reality is that the 
category would have more SMNCSOs 
sitting ashore after their initial 
training, waiting to join their first ship. 
Why? The Fleet can only 
accommodate 90-100 new SMNCSOs 
per year, unless of course we top and 
tail them, which is OK when you’re 
five, but when you’re 2 0 ,1 guess not. 
So, as you can see, recruiting alone will 
not fix our problem. The key is 
retention. A satisfactory retention rate 
of between 10% and 11% would allow 
us to recruit the numbers required and 
put the SMNCSO straight to sea, 
where they belong.

Why did we join the Navy?
Now I’m on my soapbox (well, it is my 
article). Let’s face it, none of us were

press-ganged into this outfit (I think 
WO-N was the last) and we all joined 
for different reasons and we all stay or 
go for different reasons. However, one 
thing remains true throughout the 
entire process and that is, we are all 
volunteers. If any of us joined the 
Navy, with the sole view of becoming 
millionaires then we probably missed 
the boat so to speak (yeah, I know - 
bad pun). If however, we joined the 
Navy for a career that promised to be 
full of challenges, that takes you, at 
times, right out of your comfort zone 
and to do this while meeting some 
great people, then you are probably 
pretty close to the mark.

Let's stop the Self- 
Perpetuating Negativity
After part 2 of the Senior Sailors Staff 
Skills Course you too can use big 
words like that as they teach ya real 
proper. All jokes aside, what I mean by 
self-perpetuating negativity is that if 
enough people tell you often enough 
that something is bad, then invariably 
you begin to believe it. When in reality, 
and given the chance to look for 
yourself, you actually find those 
things are not as bad as others would 
have you believe. So, as your category 
sponsor, I ask that all members of our 
category seek to be optimistic, rather 
than pessimistic and make up your 
own mind about life in the service.

Challenges facing the 
category
In closing, I would like to take this 
opportunity to ensure that the entire 
category is well aware of the major 
challenges facing the CSO category 
today. Some are beyond the capability
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of the Category Sponsor to fix, and 
represent a Navy-wide problem. 
However, you can rest assured they 
have been raised through various 
forums and reports. The challenges 
are:

the lack of shore billets in Western 
Australia;

the lack of bunks at sea for female 
CSOs;

the lack of bunks at sea for 
SMNCSOs straight from course;

difficulties in achieving recruiting 
targets;

retention versus recruitment;

management of the Air Control 
(AC) specialisation; and

the EW Cotsell review.

If you have managed to get this far and 
not be to bored, I thank you for taking 
the time to read the article.

Regards

WOCSM Ross McRae 
CSO Category Sponsor 
(02) 9359 3016
E-mail Ross.McRael@defence.gov.au

PMKEYS ALL AT SEA

A successful Deployability Trial for 
the Personnel Management Key 
Solution (PMKEYS) has taken place.

Conducted onboard HMAS 
NEWCASTLE whilst alongside at 
Garden Island, the PMKEYS testing 
team carried out the trial during the 
period 30 to 31 August 2000. The trial 
achieved everything that was 
planned, including testing access to 
the PMKEYS application over 
landline and satellite communication 
links. In fact, on numerous occasions, 
performance of the satellite link 
exceeded that achieved over both the 
landline connection from the ship 
and that from the project base at 
Northbourne House in Canberra. 
However, whether PMKEYS will be 
employed using this technology is a 
decision for Navy.

During the trial, MHQ-FHRM staff 
were able to demonstrate NPEMS 
functionality and performance over 
both landline and satellite links and 
comparable response times were 
noted for both the NPEMS production 
and PMKEYS testing environments. 
Improved performance can be 
expected when the PMKEYS 
infrastructure is upgraded by DISG 
prior to implementation of Phase 2 - 
now known as ADF HR.

The alongside application trial from 
HMAS NEWCASTLE was highly 
successful from the perspective of the 
PMKEYS project. The success of this 
alongside trial bodes well for access to 
PMKEYS by ships at sea.

Point of contact: Defence Personnel 
Executive, Sharon Eacott (02) 6266 
5470.
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WANTED - NAVY ADVENTURERS FOR SAILING 
POSITION

No experience required.

These positions involve travelling to 
some of the most beautiful, yet remote 
areas around the Australian coast. You 
would be required to spend many 
hours outdoors, soaking up the 
sunshine playing sport on the beach. 
There may also be the requirement to 
undertake some short walks through 
the bush exploring mostly secluded 
places.

You will be working with Australia’s 
youth in a positive, friendly and 
relaxed environment. You will have 
opportunities to proudly wear your 
naval uniform, while there will be lots 
of occasions when shorts and T-shirt 
will be more comfortable.

The successful applicants will be of 
positive and energetic disposition, 
posses good communication skills 
and enjoy working with people. While 
working with us, the successful 
applicants should look forward to 
experiencing great personal 
development and a senses of personal 
achievement in contributing to the 
advancement of youth in Australia.

Sound like your kind of challenge?

If so, it’s more available than you 
think!

There are positions for Navy people 
from any category becoming available 
over the next 12 months in the 
national youth Sail Training Ship 
YOUNG ENDEAVOUR. If you think 
you would enjoy the things discussed 
above and that you would enjoy
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sailing a square-rigged tall ship then 
read on for more information.

YOUNG ENDEAVOUR is a 44m  
Brigantine presented to the people of 
Australia as a bicentennial gift from 
the people of the United Kingdom. She 
was built in 1987 in Britain and has 
been used for Youth Development ever 
since. The ship is administered by the 
YOUNG ENDEAVOUR Youth 
Scheme and Navy personnel who sail 
the ship and implement the day-to- 
day program.

Onboard there is a normal Navy 
command structure as well as a youth 
crew of 24 young Australians each 
voyage. YOUNG ENDEAVOUR is 
normally staffed by 13 RAN personnel 
in the following positions:

Position Rank

CO LCDR
xo LEUT
NAV LEUT/SBLT
3 x Watch Officers LEUT/SBLT
Engineer CPOMT
Bosun CPOB, CPOCSM,

POB or POCSS
2nd Engineer POMT, LSMT
Chef POCK
2nd Chef LSCK
Red Watch Leader Maybe any

branch AB -
LEUT

Shore Administrator
and Sea Standby AB/LSWTR
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While onboard, the Navy staff have 
the opportunity to work in their 
primary roles and also as a youth crew 
watch-leader. For example, the chef or 
the watch officer may do their 
primary job on one voyage and then 
be on deck as a watch-leader on the 
next. Being a watch-leader involves 
helping eight young Australians 
through a personal development 
program. The Youth Crew are selected 
from all over Australia and are paying 
passengers from many different 
backgrounds but are all called upon 
to act as working hands on deck. We 
are a customer-focused industry and 
a unique working environment for our 
Navy people.

Our staff generally work a two-month 
rotation. Six weeks (or three voyages) 
are spent at sea and then two weeks 
follow in the office on Garden Island 
at FBE or on leave or courses. From

STS YOUNG ENDEAVOUR

this you can see that a lot of time is 
spent at sea.

So how do you get 
involved?
If you are outgoing, genuinely 
interested in people, enjoy the 
outdoors and challenging yourself, 
you are almost there. If you think you 
can climb to the top of a 30-metre 
mast, are keen on meeting motivated 
young Australians and working with 
a great team of Navy people too, then 
this is the job for you.

If you are keen to come sailing with 
us for a suitability voyage, please call 
and ask to speak to our XO, LEUT 
Matthew Rowe, RAN in the ship on 
0428 237 628 or in our office on (02) 
93681800. See you onboard soon.

Written by LEUT Kath Ditchfield, 
RAN.

YOUNG ENDEAVOUR crew up the mast
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SPOUSE EMPLOYMENT ASSISTANCE PROGRAM

Following recent Ministerial 
endorsement, the Defence 
Community Organisation (DCO) has 
developed a revised approach to the 
management and administration of 
the Defence Spouse Employment 
Assistance Program (SEAP). The aim 
of SEAP is to assist ADF spouses who 
are seeking employment. Defence 
cannot create jobs specifically for 
spouses, but the following initiatives 
can collectively provide access to a 
number of job-search resources that 
can help ADF spouses become ‘work 
ready’.

Work Readiness Training. The
assistance available under this 
provision places an emphasis on work 
readiness training and job placement 
by utilising Government contracted 
Job Network Members (JNM’s) for the 
provision of Job Search Training. ADF 
spouses are encouraged to register 
with Centrelink and obtain any 
assistance that may be available to 
them through current Government 
initiatives. If Government assistance 
is not available, spouses should 
contact their local DCO office, which 
can assist them to access job-search 
training through a Job Network 
Member.

The Job Network Member, in 
consultation with the spouse, can 
develop an individual program to 
assist with those job-search skills that 
may need improving. Generally Job 
Search Training is individually 
tailored and may include assistance in:

Improving interview skills;

Building your self confidence;

Help with application writing or 
updating your resume;

Advice on how to market your 
skills and experience to employers;

Making contact with potential 
employers; and

Exploring new career paths.

DCO Internet Computers. Computers 
are located at most DCO office 
locations and Defence sponsored 
neighbourhood houses/community 
centres. These computers enable 
spouses to access the DCO web site 
and other on-line employment 
resources. Each com puter is equipped 
with a scanner and laser printer to 
allow the ADF spouse to produce and 
print good quality job applications 
and resumes.

DCO Employment Web Page. In
Australia today, the employment 
resource that is most widely used by 
businesses for the advertising and 
recruitment of personnel is the 
Internet. The employment page on the 
DCO Internet site provides spouses 
with the opportunity to register as a 
job seeker in the current or gaining 
locality. Local employers are able to 
assess and contact spouses who have 
registered as job seekers and, in 
addition, employers are able to register 
job vacancies on the site.

The employment page has on-line 
links that allow ADF spouses to access
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the Australian Job Search site and the 
myriad of other employment 
providers available on the web. Most 
of these on-line agencies register 
resumes and arrange interviews on
line. The DCO employment web page 
is available from any computer with 
Internet access including DCO 
Internet computers and many 
community facilities such as libraries. 
Defence spouses with Internet access 
from home can also access the web 
site.

The address (URL) of the DCO home 
page is: http://www.dco.dod.gov.au

Spouse Employment Seminars.
Spouses are encouraged to attend 
employment information seminars 
that are arranged by their local DCO. 
The seminars normally include 
invitations to local employment 
agencies, local Chambers of 
Commerce, Job Network Members

and other participants appropriate to 
the local conditions and requirements. 
Where there is a demonstrated 
requirement, the seminars will be 
scheduled during the period February 
to April with a later one about August, 
to coincide with peak posting periods. 
Information regarding local 
employment agencies is also included 
in DCO family information/welcome 
packs together with an employment 
checklist for spouses.

Child Care. If child care is required, 
reimbursement of child care costs 
may also be available under these 
provisions.

Further information on these 
initiatives can be obtained from your 
local DCO office or call FIND on 1800 
020031, email find@bigpond.com

Contact: Allan McGuckin on 02 
62664434, DNATS 86 64434, or 
Allan.Mcguckin@cbr.defence.gov.au

to:
The Editor, SEATALK, 

R8-LG-39, Russell Offices, 
CANBERRA ACT 2600 

or E-mail to: 
seatalk@cbr. defence.gov. au
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RECREATION LEAVE - USE IT OR LOSE IT

Legislation governing the accrual of 
leave provides for leave to have a 
maximum effective life of three years, 
after which leave not taken lapses. 
This may generally be understood, 
however it is less well understood that 
there is no scope for discretion in the 
legislation to re-credit lapsed leave 
under any circumstances. Equally, 
lapsed leave cannot be compensated 
by payment in lieu of leave on 
discharge. Use it or lose it means 
exactly that.

For example, leave which cannot be 
granted for operational reasons or 
other Service exigencies lapses at the 
three-year point. Even if the member 
had applied for leave, and it had been

refused for Service reasons, the lapsed 
leave cannot be re-instated because 
the legislation does not provide a 
power to do so.

This puts responsibility on both 
members and commanders to ensure 
that leave is not accumulated and is 
taken within its life. Members should 
resist the temptation to ‘warehouse’ 
leave. Some may find that unplanned 
unit activities subsequently preclude 
leave being taken, with the potential 
consequence of forfeiture. Don’t let it 
happen to you.

Point of contact is CMDR David A 
Francis RAN on 02 6265 7702 or 
David.Francis@cbr.defence.gov.au
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OFFICERS' COMMON SCALE SALARY

Unlike Other Rank members who are 
paid primarily fo r  trade skills, officers 
are paid as m ilitary  professionals 
performing a broad range o f work.

Officer Work
No, it’s not an oxymoron. At each rank, 
officers are career-managed through 
a series of jobs, however, the range of 
positions can be generalised into three 
types. They are:

specialisation jobs (which only 
that profession can do and tend to 
be high work value - only pilots 
can fill flying positions on flying 
units);

professional stream jobs (jobs that 
can be done by a number of 
professions - any combat officer 
can fill an operational position at 
a headquarters); and

general staff jobs (staff training or 
secondary specialisation jobs 
which can be allocated to an 
officer of any specialisation - 
personnel, industrial relations).

An officer would expect to do a job 
from each of these areas at each rank, 
and cannot choose specific positions. 
Consequently, officers are paid for the 
full range of work done at a rank, and 
not for the specific job being done at 
the time.

The Basis of Officer Pay
Officers are paid a salary based only 
on the rank they hold, reflecting a 
constant application of skill across

equivalent ranks in the three Services. 
There are no salary-recognition- 
specific professions such as 
engineering, supply, etc. The rank- 
based common salary scale has 
always existed for officers in the ADF 
The salary was originally set by 
assessing all of the positions and work 
done by officers in all three Services 
at a particular rank. Taking the case 
of LCDR, MAJ and SQNLDR, the 
applicable salary determined for all of 
the possible work done by these 
officers is $55,878 at the top or 
‘proficient’ increment point.

The salary structure also recognises 
that, on promotion to LCDR, an officer 
is unlikely to have the experience to 
carry out all of the jobs available at 
that rank. For instance, an officer on 
promotion is unlikely to be made 
second in charge to the unit 
commander. To recognise this factor, 
officers on promotion to LCDR are 
paid 94% of the full LCDR salary, and 
after one year, 97% of the full salary.

SBLT Andrew MacAllister greets family on HMAS ADELAIDE'S 
return
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Medical and Dental officers 
and Chaplains.
A separate common salary scale 
applies to medical and dental officers. 
The concept is the same. There is no 
salary distinction between doctors 
and dentists, or between surgeons and 
other medical designations. All are 
paid the same for a specific rank - only 
the salary amounts are higher than for 
the general officer common scale.

Chaplains are also paid according to 
equivalent rank, however, the scale of 
salaries is lower than the general 
officer common scale.

Consolidated Rates- CMDR 
and Higher
You’ve probably noticed the 
significant salary jump between 
LCDR and CMDR - no they’re not 
overpaid. For LCDR and below, 
Service Allowance ($6,731pa) must be 
added on to determine military salary 
(the total salary). CMDR and higher 
ranks do not receive Service 
Allowance. Their basic salary is called 
a consolidated salary that contains 
elements of Service Allowance.

The reason for making this change is 
to provide a more useful comparison 
to the salary conditions applicable to 
industry senior managers and senior 
public servants who do not receive a 
separate overtime pay. The significant 
jump in base salary for CMDR and 
higher ranks is an adjustment factor 
for the loss of Service Allowance.

Changes to Officers' 
Salaries
The officer common scale does not 
allow for changes to work value for

individual professions. The only 
salary increases for officers are those 
that flow from overall work value 
changes such as ADF-wide 
productivity based arrangements. 
These increases are applied to Other 
Ranks salaries but the OR trade-based 
structure also allows for salary 
movements based on work value 
changes or structural adjustments to 
individual trades, resulting in 
additional pay rises for many ORs over 
the last five years. This has caused pay 
compression between officer and OR 
salaries.

Common Misconceptions
Civilian pay is set according to the job 
that they are doing - because they 
chose that job and largely own it until 
they choose to change. ADF officers 
are compulsorily moved from job to 
job, albeit with a relatively defined 
career pattern. To prevent financial 
detriment, officer salaries are based on 
averaging the work, and 
remuneration, over a career period - 
currently all work during a particular 
rank. For this reason it is 
inappropriate to pay extra for the 
short periods in particular jobs such 
as command, without reducing the 
pay during the longer periods of less 
difficult jobs.

Additional qualifications do not lead 
to higher pay. If an officer without a 
degree can perform all of the work at 
a particular rank as an officer with a 
higher qualification, then there is no 
justification to pay extra. The higher 
qualification may lead to better 
promotion prospects because of 
suitability for positions at the next 
rank. For this reason, the ADF does not
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pay for different rates for degree and 
non-degree personnel.

The Future of Officer's 
Salaries
Whilst the common duties approach 
to officers’ salaries has many benefits, 
it is clear that the ADF must move 
towards paying for professional skills 
to attract and retain officers in a 
declining recruitment pool. Two 
separate structures have been 
developed.

The first is a Specialist Officer Salary 
Structure that pays officers who only 
do work within their specialisation, 
for civilian equivalent competencies 
rather than rank. The first of these 
structures, for legal officers, is in place 
with medical, dental and chaplains 
expected by 1 July 2001. The second is 
a graded pay structure that allocates 
all other officer specialisations to one 
of three or four pay grades at each 
rank. This structure is expected to be

fully implemented by 1 July 2003. 
These pay structures will be 
addressed in future articles.

Where can you get more 
information?
defweb.cbr.defence.gov.au/dpedsa - 
has information on the latest salary 
and allowances rates, including:

A4 size posters of salary and 
allowance rates for each Service;

CEVAM - the salary package 
calculator for individuals;

Presentations on the ADF 
Remuneration System; and

A summary of recent DFRT 
hearings.

Point of contact:

GPCAPT Lee Roberts 
Director Salary and Allowances 
Defence Personnel Executive 
02-62653901
lee.roberts@cbr.defence.gov.au

;iSb jU Jf ,
J J3 J J
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ARE YOU MOVING TO SYDNEY?
By the Family Liaison Officers at DCO Sydney North 

Suzanne Ewing and Kasey Ollett

Sydney, Australia’s largest city, with a 
population of around 3.9 million, is 
unlike any other posting locality in 
Australia and can be quite daunting 
and intimidating to those who haven’t 
experienced it before. The traffic is 
fast, the population is noticeable and 
most housing is medium to high 
density and often a long distance from 
places of work.

A posting to Sydney requires, in most 
cases, some compromise. However, in 
return it offers more opportunities to 
experiences than any other posting 
locality. Whatever your interest, your 
passion or hobby, you will find it in 
Sydney!

To help lessen the stress and headache 
of settling into this big city, the 
Defence Community Organisation 
(DCO) provides a range of free 
services. The services range from 
support in times of crises, to 
information on community services 
and recreation facilities, and are 
provided by a range of professional 
staff who have qualifications and/or 
experience in working with 
individuals and communities.

The DCO staff consists of social 
workers, family liaison officers, the 
regional educational liaison officer, 
and military support officers. The 
family liaison officers (FLO), in 
particular, would usually be your first 
point of contact when requiring 
information and/or other assistance 
in settling into a new locality. The

FLOs assist families with community- 
based information and family support 
activities, such as welcome activities 
and deployment functions.

So, if you are expecting to move to 
Sydney, or have recently done so, call 
the FLOs and we can firstly provide 
you with a ‘Welcome to Sydney’ pack. 
The pack contains general 
information about the DCO and its 
associated services, a ‘Welcome to 
Sydney’ book, a Sydney map guide, 
tourist and other interest brochures, 
children’s interest and services 
brochures, and a guide to public 
transport.

The ‘Welcome to Sydney’ book is an 
excellent resource for settling into this 
large city and contains specific 
information, for example, about the 
health and education systems, 
childcare, licensing and registration, 
transport, housing and removals, pet 
registration requirements and so on.

Secondly, the FLOs can provide 
information on the Defence support 
groups and playgroups currently 
running and details on Sydney’s 
Kissing Point Cottage. Once you know 
where you are living in Sydney, the 
FLOs, on request, can also send out a 
‘Council’ pack that contains 
additional information much more 
specific to your area of residence to 
help you settle in.

For those living in a DHA property 
you will automatically receive our 
‘Tri-Service Newsletter’ twice yearly
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(Winter and Summer) and our ‘DCO 
Update’ twice yearly (Autumn and 
Spring). The ‘Newsletter’ and ‘Update’ 
will keep you informed about 
upcoming events and support groups 
and contains other useful and 
important information about Service 
life in Sydney.

The DCO website is also an excellent 
resource and is currently undergoing 
expansion to better assist personnel 
and their families feel more ‘at home’ 
wherever the posting.

Please call the Sydney FLOs before 
and/or after arriving in Sydney and

let us help you settle in so your stay 
here can be a positive and fulfilling 
one. Alternatively if you have yet to 
make the move to Sydney you may 
call the FLO at your local DCO office 
and have your details forwarded to us.

DCO Sydney North Office

Level 3, Defence Plaza 
270 Pitt Street 
Sydney NSW 2000 
Telephone (02) 9377 3315 
Suzanne Ewing (02) 9377 3281 
Kasey Ollett (02) 9377 3279 
www.dco.dod.gov.au

LEUT Mark Hammond greets family on HMAS WALLER'S return
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Go to: [Visit the Navy's official Internet site at http://www.navy.gov.au/
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LEAVE WITHOUT PAY - CAN YOU AFFORD IT?
Leave Without Pay (LWOP) is a 
condition of service that can be very 
useful to ADF members, for example, 
to take an extended holiday, to 
undertake education, or to 
accompany a Service spouse to an area 
where a posting for you is not 
available.

However, LWOP can have considerable 
side effects on your economic well
being, especially if you are a member 
of MSBS.

MSBS Contributions. Payment of 
contributions while on LWOP in 
excess of 21 days can only be 
undertaken with the agreement of the 
MSBS Board in advance. If you choose 
not to contribute while on LWOP, or if 
the board does not approve 
contributions by you, then there is no 
accrual of employer benefits for the 
LWOP period.

The board may approve contributions 
during LWOP as follows:
Reasons Maximum Period

Maternity/
paternity reasons 9 months

Compassionate
reasons 2 years

Accompanying a ADF
spouse on a posting 2 years

Study, training or 
activity approved as 
relevant to ADF
requirements No limit

Approved full time
employment No limit

Temporary physical or
mental incapacity No limit

MSBS Retention Benefit. MSBS 
provides for a retention benefit after 
15 years continuous service that 
amounts to one year’s extra pay. LWOP 
in excess of 21 days (that has not been 
specifically approved by the MSBS 
Board as contributing service) breaks 
the continuity of service. Another 15 
years must be served before the benefit 
can become payable. In some 
circumstances this could make 
eligibility for the benefit unachievable 
before you leave the service.

DFRDB Contributions. DFRDB 
members cannot contribute to 
pension benefits during LWOP in 
excess of 21 days.

Unemployment Benefits. People on 
LWOP are not regarded as being 
unemployed. You cannot expect to be 
eligible for unemployment benefits 
unless exceptional circumstances 
exist.

Recreation Leave. Leave is accrued on 
a reduced basis for LWOP of over 30 
days duration.

Salary Increments. Salary ceases 
during LWOP, which means that your 
next salary increment will be delayed 
by the length of the LWOP

Rank Seniority. Rank seniority is also 
placed on hold for the duration of 
LWOP, which may delay your next 
promotion opportunity

Long Service Leave. During LWOP in 
excess of three months, Long Service 
Leave is not accrued unless the LWOP 
was granted for reasons of illness.
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Maternity Leave. A pregnancy 
occurring just before or during LWOP 
greater than 6 weeks can cause 
entitlement to paid and unpaid 
portions of maternity leave to be 
reduced.

Married Quarters. You are required to 
pay market rent for your married 
quarter during LWOP, unless it is 
associated with part-time LWOP, 
maternity leave, care for a newborn 
child or adopted child, or other 
specially approved circumstances.

Rent Allowance. Rent Allowance 
ceases under the same circumstances 
applying to market rent for married 
quarters.

Living-In Accommodation. Members 
living-in during LWOP pay a higher 
accommodation contribution and 
higher meal charges.

Medical and Dental Treatment.
Members on full-time LWOP receive 
medical and dental treatment, but are 
not paid salary while undergoing 
treatment and recovery. Members on

part time LWOP are paid salary while 
receiving medical treatment.

Career Management. Career 
management issues such as 
completion of other rank engagement 
and completion of return of service 
obligation may be affected by LWOP. 
Your career manager can determine 
such matters.

General. There are no formal limits to 
the duration of LWOP, and you can use 
it for any reasonable purpose such as 
holiday, employment in another job, 
education or family care. However, 
before undertaking LWOP you should 
be aware of other conditions of service 
benefits which may be affected, and 
how.

Reference. For information on LWOP 
see Indman 1-3, article 2608 and for 
maternity leave aspects see Indman 
2604.

Point of contact is CMDR David A 
Francis RAN on 02 6265 7702 or 
David.Francis@cbr.defence.gov.au

27

mailto:David.Francis@cbr.defence.gov.au


SUPPLY OFFICER 2003 CAREER AND FAMILY STUDY

On the whole, the RAN recruits 
bright, young, single men and women. 
But what happens when these men 
and women get married (sometimes 
to each other) and want to have 
children?

Can you combine having a family 
and a full career?

When is a ‘good’ time in your 
career to have children, for both 
men and women?

What impact is caused when a 
couple are both serving members 
and how does a family fit in?

What does the RAN offer by way 
of family-flexible work practices 
and to what extent can the RAN 
go further down this path, noting 
our mission and sea-going 
requirements?

W hat impact do Individual 
Readiness Requirements have on 
family commitments?

Theory answers are one thing, but 
what will work in practice, in a sea
going Navy? How does this affect 
Supply Officers?

Background. Following the study into 
the role of the Supply Officer in the 
RAN to the year 2003 (S02003), the 
Supply Officer corps downsized and 
restructured to provide a professional 
corps of officers highly trained and 
able to meet the Navy’s needs for 
specialist logistic skills. The Supply 
Officer continuum, which is used to 
achieve this aim, is focussed on tight

management of the Supply Officer’s 
career through to Sea Charge.

There is a strong perception that the 
continuum, as currently structured, 
may lack flexibility  in meeting 
Supply Officers’ needs, particularly in 
respect of career ambitions and family 
commitments. This perception has 
been reiterated in preliminary 
findings of the recent validation of the 
S02003 training continuum.

The Study. To address this perception, 
Commodore Lemon, as Head of 
Supply Personnel, in conjunction with 
Commodore Rago, Director General 
Navy Personnel and Training, 
appointed LCDR Jayne Craig to 
conduct a study to evaluate the 
current Supply Officer continuum to 
determine whether it is sufficiently 
flexible to meet Supply Officers’ 
career and family needs. Central to the 
study is the S02003 principle that Sea 
Charge remains the focus of supply 
officers’ initial professional 
development and operational focus.

Specifically, the aims of the study are 
to:

identify what problems Supply 
Officers perceive with the current 
continuum in respect to family 
commitments and career 
ambitions;

assess the impact of the 
continuum on retention;

determine to what extent the 
perceptions of the continuum are 
supported by evidence;
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establish to what extent any 
current problems are related to 
S 02003  transition issues, as 
distinct from the predicted 
S02003 steady state; and

identify issues that have wider 
application in the RAN beyond the 
Supply Officer corps, particularly 
issues common to Supply Branch 
sailors or common to other officer 
branches.

The views of Supply Officers are 
central to this study. The study will 
call on data gathered during the 
recent S02003 validation to assist in 
the development of a more targeted 
attitude survey. The views of the wider 
Supply and RAN community are also 
sought, particularly as many issues

affecting careers and family are 
common to all RAN personnel. 
Interviews and discussion groups will 
be conducted in selected areas, with 
separate signal advice being provided 
at a later date. Views and comments 
on the issues as they relate to Supply 
Officer careers and/or RAN careers in 
general are requested. Input can be 
forwarded by mail/email/fax/ 
phone/carrier pigeon, and the supply 
discussion database will also provide 
a venue for discussion of these topics.

LCDR Jayne Craig can be contacted at 
HMAS STIRLING on telephone 08 
9553 2430, fax 08 9553 4031, email 
Jayne.Craig@defence.gov.au, mail 
address Building 94, JLU-W, HMAS 
STIRLING, Rockingham WA 6958.
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5

DISCHARGE CHECK LIST

Time Frame before Discharge Action

Now Start thinking about your post-discharge 
housing.

Establish you eligibility for:

DSH Loan/Defence Home Owner Loan;

Bank/Building Society loan; and

Home Purchase or Sales Expenses 
Allowance.

Discuss possible Service-caused disabilities 
with your Medical Officer and consider lodging 
claims.

3-4 years Apply for a Resettlement Seminar.

Write to ComSuper asking for advice on your 
specific entitlements.

1-4 years Commence appropriate training under SVETS, 
in preparation for transition to civilian life.

12 months Apply for discharge resettlement training.

Write to the Australian Taxation Office and 
request UPP if you have pre 1983 service.

Apply for a second Resettlement Seminar.

Have your resume prepared.

6 months Decide on specific day for discharge.

Write to ComSuper requesting confirmation of 
DFRDB/MSBS entitlements.

Ensure that any relevant previous service has 
been recognised for Long Service Leave 
purposes.

Apply for discharge.

Apply for Long Service Leave if desired. 

Medical examination for those retiring on age. 

Prepare Resume.
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3 months Arrange interview with removals staff.

Apply for pay in lieu of Long Service Leave.

Arrange final medical and dental 
examinations.

Consider joining private health and/or 
ambulance funds.

Ensure your Record of Training has been 
accredited by the appropriate authority.

Ensure you have made arrangements to collect 
your will and consider the need for making a 
new will.

Make alternative arrangement to pay 
commitments currently met by allotments.

Complete appropriate DFRDB/MSBS forms 
and submit to ComSuper.

1 month Return any items of public clothing and clear 
account.

Advise appropriate persons and organisations 
of your post discharge address.

Check on removal arrangements.

Submit outstanding claims (including those for 
SVETS courses).

1 week Ensure all clearance are done including return 
of books and publications to the Library.

Discharge Day Report to pay centre for final clearance and 
ensure final pay has been actioned.

4 weeks after discharge If you have not received your first retired pay 
cheque, check with ComSuper. Your 
commutation cheque should also arrive about 
three to four weeks after submission of a valid 
election.
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FASHION FROM THE HOUSE OF JAY GEE

Snippets from the 
Shop Floor
Hello my children, it’s me,
Sue Collicutt (understudy 
and Master’s apprentice to 
Monsieur Jay Gee), the 
Reservist Petty Officer Stores 
Naval (ex-Victualling, and 
back-bone of the Navy) who agreed to 
do 12 months continuous full-time 
service in the Uniforms Cell).

Well, where to begin! I have been in the 
job for two short months now, and the 
Master has heard my cries from the 
shop floor. He has permitted me to 
have basic necessities like computer, 
telephone, scraps of fabric and a rusty 
old darning needle with some used 
thread (so that I can embroider the 
odd message to him as well as hand 
stitch this article).

Bearing in mind the last sentence, this 
will be a short article. Pushing a rusty 
needle through Combat Coverall 
material is not a job for my delicate 
hands; but as the Master says, I must 
‘toughen up’ if I am to survive my 
apprenticeship in the world of 
uniform matters.

The Master has been particularly busy 
of late, pursuing things of a more 
strategic nature, such as kicking off 
the patent leather shoe and safety boot 
trials. He has also been looking at 
what to do about working dress rigs, 
as the current contract for the 
manufacture of AWD/WD rigs 
expires shortly

As for me, I have been ‘reading 
myself in’ and becoming 

familiar with
background papers on 
a whole host of issues 
for which we get (what 

seems like) endless 
questions asked of us. (I am sure 

that this is an excuse as to why he left 
all the filing for me to do! The Master 
tells me 1 am merely ‘drinking from 
the font of knowledge’ and that I 
should ‘enjoy’ doing it). Recently we 
have sought comment on a modern 
design replacement for the pussers 
sandal.

Other projects the Master has been 
progressing include working to 
achieve a new Clothing Price List for 
January 2001; coming up with a 
strategic paper titled ‘Tomorrow’s 
Uniforms for Tomorrow’s Navy’, and 
revisiting the future of Uniform 
Maintenance Allowance (UMA). Of 
more immediate concern though, has 
been the requirement to address the 
problem of shortages of uniforms, 
which affects both the outfitting of 
Recruits and the availability of items 
in repayment clothing stores alike.

The trial of patent leather shoes is 
now underway and will finish on 2 
March 2001. The Master and I sent a 
couple of hundred pairs of shoes to 
sites along the length and breadth of 
the country (and even sites away from 
the country if you include a couple of 
ships). Please, please, don’t ring or e- 
mail requesting to be included in the
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trial, as, like Mother Hubbard, our trial 
cupboard is bare.

The trial of safety boots is still 
expected to get underway in the near 
future. There was a technical problem 
with trying to get four sizes of steel toe 
caps to cater for all the different sizes 
of boots, but we understand that 
problem is near resolution. Once it is 
overcome the boot manufacturer can 
kick-start the production line.

In the case of working dress rigs, a 
number of submissions has been 
received from concerned groups, 
which deal with the inadequacies/ 
impracticalities of Dress W9, and 
these are being used to draw up a 
discussion paper for consideration by 
DCN/CN. As I embroidered earlier, the 
current manufacturing contract 
expires shortly, so this is becoming a 
hot issue. Hopefully it can be resolved 
without the need to extend the

current contract again, which would 
leave us having to continue on with 
AWDs for a further period.

We will be asking some sandal 
manufacturers to provide samples of 
the soft sole-velcro strap variety 
sandal. These will be distributed for 
trial to a variety of ships and locations. 
Just remember, the dayglo pattern on 
the straps of a trial sandal will not 
make it to the production run.

Well, the blisters on my calluses now 
tell me it is time to stop. Hopefully by 
the time I next submit an article to 
SEATALK the Master will have 
provided me with one of those new 
fangled sewing machines that can do 
embroidery. You know the ones that 
run on electricity!

Good fortune to you,

Point of contact:
Sue.Collicutt@cbr.defence.gov.au

i  ah rfcvfcf?
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AUSTRALIAN NAVAL RESERVES COLUMN
By LCDR Joseph Lukaitis RFD, RANR 
Staff Officer Information DGRES-N

Merger of Reserve News 
and Navy News
At his September leadership 
conference Chief of Navy, 
VADM Shackleton announced 
his intention to merge Reserve 
News and Navy News into a 
single publication. Work is underway 
to achieve this merger early in 2001.

Navy News is a 16-page colour tabloid 
sailors’ pictorial paper with 
advertising. It is published fortnightly 
and is distributed freely amongst 
ships and establishments throughout 
the RAN. Reserve News is a smaller 
monthly magazine of usually 16 to 20 
pages posted directly to all General 
and Standby Reserves. It also has a 
limited distribution throughout the 
RAN. The merger will probably see a 
‘new look’ Navy News with a Reserve 
News section that will focus 
specifically on Reserve issues, 
employment and people.

It is hoped that the whole RAN will 
benefit from the new combined 
publication. Reservists will receive 
Navy News (incorporating Reserve 
News) directly in the post as before. 
PNF readers of Navy News will 
benefit from a greater awareness of 
Reserve activities and some of the 
more in depth articles which are 
produced in Reserve News.

The new Navy News publication 
should assist in the integration

process to build a single RAN team 
of full timers and part timers.

FEG Reserves
The new Force Element Groups 
are now well advanced in 

establishing their Integrated 
Program Schemes of Complement. 
Operational opportunities for 
Reservists are better than ever as a 
result of the new FEG structure.

If you are about to discharge from the 
PNF, you should consider a Reserve 
FEG billet, especially whilst your 
skills and training are current. As a 
General Reservist you are required to 
serve a minimum of 20 days annually 
although some billets will require 
more days than this. The maximum 
annual days you are permitted to serve 
is 150 days.

Call-Out Changes
There are major legislative 
amendments before the Federal 
Parliament at present to change the 
Defence Act 1903, the Naval Defence 
Act 1910 and the Air Force Act 1923 
which will extend the options 
available to the Government for the 
use of Reserve forces.

The legislation will amend the 
circumstances in which ADF 
Reservists may be called out for 
continuous full time Military Service. 
These circumstances will include 
warlike, peace enforcement,
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peacekeeping, humanitarian civil and 
disaster relief operations.

The Defence (re-establishment) Act 
1965 will also be amended to provide 
appropriate protection for Reserves 
and their employers both in times of 
call out and peacetime. Protection 
measures include job protection for 
employed Reserves and resumption of 
courses of studies for student Reserves 
without disadvantage.

Payments for Reserve 
Employers
The Government has also agreed to 
provide an employer support 
payment that seeks to encourage 
employers to release Reservists for

service. The payment will equate to 
the average weekly full-time adult 
ordinary earnings (currently $784.90 
per week) and is subject to taxation.

The payment will be available to self- 
employed Reservists and private 
employers of Reservists, including 
State and Local Government, from the 
third and subsequent completed week 
of reserve service.

This is just a short summary of some 
of the legislative amendments and for 
further information, you should visit 
the ANR web site at: 
www.navy.gov.au/reserves or look out 
for more details in the November issue 
of Reserve News.

ABBM Michael Carroll and ABBM Ron McDonald at West Head Gunnery Range
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PMKEYS IMPLEMENTATION DELAY

The PMKEYS ADF rollout has been 
rescheduled and will now be 
delivered to the three Services in the 
first half of 2001. Exact dates and 
order of implementation to the 
Services are yet to be negotiated. At 
this stage though, rollout is expected 
to commence in February/March 
2001, following the posting cycle.

Originally, Navy was to be the last to 
receive the Phase 2 PMKEYS 
application. This would have enabled 
it to take advantage of the Career 
Management (CM) and Professional 
Development and Training (PD&T) 
modules planned for Phase 3, thereby

minimising loss of functionality from 
NPEMS. The rollout postponement 
will, however, enable the Phase 3 CM 
and PD&T functions to be 
incorporated into the implementation 
of Phase 2. Phase 3 will now consist 
solely of the ADF payroll function.

The PMKEYS phases have been 
renamed to reflect how the 
functionality will be packaged for 
rollout. Phase 2 is to be known as ADF 
FIR and Phase 3 as ADF Payroll.

Point of contact: Defence Personnel 
Executive, Sharon Eacott (02) 6266 
5470.

LS Green greets family on HMAS ADELAIDE'S return
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