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FROM CHIEF OF NAVY

It is the start o f another busy 
year for the RAN, participating 
in Centenary of Federation cele
brations particularly the Fleet 
Review, continuing our contri
bution in East Timor, 
Bougainville and the Solomons 
and conducting our daily busi
ness.

2000 was also a year in which Navy 
achieved much. I want to thank you all 
for your efforts, in operational arenas, 
on exercise and at home.

As I mentioned before, we are still 
making a valuable contribution in 
operational areas such as Bougainville, 
East Timor and the Solomons, just as 
closer to home many of our personnel 
were involved with Op Gold. We con
tinued to exercise with other Navies, 
Flying Fish and RIMPAC 2000 pro
viding an invaluable insight into com
bined operations.

Your participation in events such as 
the leadership conference is helping to 
improve our Navy. The focus this year 
continues to be on people and people 
issues. The Warrant Officer - Navy and 
I are co-hosting a Warrant Officer sem
inar in March to talk about issues 
specifically affecting Warrant Officers 
and indirectly the rest o f the Navy.

I will also be holding another 
Conference in July, to report back to 
you on our achievements to date.

This year we are celebrating 100 years 
of naval service to the Commonwealth 
of Australia. During that time we have 
achieved a lot: two world wars, Korea, 
Vietnam, the Gulf, East Timor and 
numerous peace keeping/monitoring 
deployments.

We should all be very proud of 
the Navy that we serve in, and 
we will have a chance to 
enhance our reputation in 
October at the Centenary of 
Federation Fleet Review in 
Sydney, which is shaping up to 
be a great event.

Our 90th anniversary is based 
on the granting of the title Royal, how
ever, in 1901 the Commonwealth 
Naval Forces were formed from the 
amalgamation of all the state Navies. It 
is important that we remember with 
respect that we are as old as our nation. 
This makes our ANZAC day atten
dance this year particularly important.

I hope to see as many of you as I can 
this year. I spend a great deal o f my 
time travelling, which affords me the 
opportunity to meet some of you. This 
is an experience I never tire of, as it 
reinforces the pride I have in you all, 
and the privilege I have in leading you.

The year 2001 is very important for 
Navy, and your participation in our 
activities and events this year is just as 
important.

My best wishes for an enjoyable year.

D.J. SHACKLETON 
VADM, RAN 
Chief of Navy

chiefofnavy@cbr.defence.gov.au
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LETTERS TO THE EDITOR
From the Editor
One o f the suggestions to 
come out o f the SEATALK 
questionnaire last year was 
for a ‘Letters to the Editor’ 
section to be included in 
future magazines. In the 
Spring 2000 edition, I prom
ised to start this section but 
lacked letters to publish. Now 
that I have some letters, here 
it is!

Please send letters to the 
address on the back of the 
magazine.

Judith Rowe 
Editor

Gulf War Veterans Health 
Study
I wish to clarify information about the 
Gulf War Veterans Health Study as 
reported in the December issue of 
SeaTalk (‘Invitation to participate in 
health study’).

The article stated that current and ex- 
service personnel were being encour
aged to take part in the Gulf War 
Veterans Health Study, resulting in a 
number of calls to the Department of 
Veterans’ Affairs (DVA) from ADF 
personnel wishing to volunteer.

The health study is being conducted 
using the nominal roll of personnel 
who served during the Gulf War and 
associated operations in the Persian 
Gulf, together with a list of pre-select
ed ADF personnel o f similar age and 
gender profiles who did not serve in 
the Gulf. Invitations to participate
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have been mailed to those veter- 
—■ ans and ADF personnel.

As a result, DVA is not looking 
for volunteers to take part in the 
study, but is hoping for a quick 
response from the candidates 
who have been invited to partic
ipate.

I appreciate the willingness of 
ADF personnel to assist in 
building a complete picture of 
the health of Australia’s Gulf 
War veterans and I encourage 
any current or former members 

who have been asked to participate in 
the study to take up their invitation as 
quickly as possible.

BRUCE SCOTT MP 
Minister for Veterans’ Affairs 
Minister Assisting the Minister for 
Defence
Parliament House 
Canberra

See article on page 10

Defence Home Loan 
Schemes
Just a quick note regarding the 
‘Defence Home Loans Schemes’ arti
cle published in your spring 2000 edi
tion.

Under the ‘Defence Service Homes 
Loan Scheme’ article, background 
paragraph 2, you stated that all serving 
members were given an opportunity to 
compare schemes and make an elec
tion based on personal circumstances. 
This is not entirely true. At the time of 
the election serving members who had 
joined before 15 May 1985 but had not 
satisfied the eligibility criteria through



A u t u m n  2 0 0 1

broken service etc by the time of the 
election period (Mar - Sep 91) were 
not given a choice and are stuck under 
the old DSHLS.

It would be appreciated if this over
sight could be passed on to all mem
bers, as there are some who are 
unaware of this fact and will not find 
out until they apply for an eligibility 
certificate under the DHOS.

SBLT K.N. Yates

Living- In Accommodation
If reference to the article in Seatalk 
Spring 2000, page 35. The first para
graph did more than wave a red flag at 
me. As a single LI person, I have no 
choices of how many ‘rooms’ I get, 
where I live or who my neighbours 
are. I am rarely even lucky enough to 
have my own toilet let alone a ‘home’. 
It is my choice to be single as it is a 
married persons choice to be married 
or to have kids, why do I not rate the 
same as any other serving person? 
Whether I am Married or not makes no 
difference to the fact that I like to cook 
for myself, I like to have friends over 
and I like to have family 
visit..................

Don’t get me wrong I think the way 
things are changing towards married 
quarter is great. BUT LI accommoda
tion per permanent single people is 
still in the Stone Age and really needs 
to be looked at urgently............

I must also brush on maintenance of LI 
accommodation. For the last three 
years the lack of maintenance on my 
current Mess has been disgrace
ful..........

POEWL Wendy Wilson

See article on page 37

FBT Win
The National Consultative Group of 
Service Families (NCGSF) and the 
Armed Forces Federation of Australia 
(ARFFA) were instrumental in the 
recent decision by Treasury to exclude 
Defence-initiated local removals from 
reporting as a fringe benefit on Group 
Certificates. The NCGSF wishes to 
thank all members and families who 
contacted us and provided information 
to help us win this important issue.

The NCGSF would like to hear from 
any member or family who has actual
ly suffered a loss in their disposable 
income due to the reporting of ANY 
fringe benefit on group certificates- 
particularly families with reduced 
Centrelink allowances or members 
paying increased child support. Please 
call 1800 100 509.

Judy Swann 
Convenor NCGSP 
CP2-3-160

See article on page 13

Send them to: 
The Editor, SEATALK, 

R8-LG-029, Russell Offices, 
CANBERRA A G  2600  
v or E-mail to: 

seatalk@cbr.defence.gov.au

mailto:seatalk@cbr.defence.gov.au


SEAGOING AND SUBMARINE SERVICE 
ALLOWANCE REVIEW 2001

A review of Seagoing Allowance 
(SGA) and Submarine Service 
Allowance (SSA) is being conducted 
during the first half o f 2001. This 
means that the ADF considers the 
structure and quantum o f these 
allowances, and we then present a case 
to the Defence Force Remuneration 
Tribunal (DFRT). The case could seek 
to retain the current structures or quan
tum, or it could seek radical or sub
stantial change - or anything in 
between.

Based on assessment of the evidence 
presented, and its knowledge of 
Industrial benchmarks, the Tribunal 
then decides what rate to set the 
Allowances at, and what the condi
tions/ parameters are for payment. The 
hearing is scheduled for 17-19 July 
2001, and the Tribunal’s decision some 
time after that - perhaps August or 
September.

SGA and SSA — Recent 
History
Seagoing Allowance has one rate 
(paid in three tiers), and is paid to 
members posted to a seagoing ship. 
The allowance is payable to compen
sate for:

• particularly uncomfortable 
conditions encountered in 
seagoing ships;

• inability of members to use their 
leisure time effectively;

• exceptionally long hours worked; 
v and

• almost complete cutting off of 
home contacts.

The last SGA case was run in 1995. It 
resulted in a very significant increase 
and the introduction o f tiering to 
recognise cumulative disability.

Submarine Service Allowance has
two rates: Shore and Seagoing (paid in 
three tiers). The shore rate recognises 
the additional qualification and skills 
required of submariners. It is paid to 
members posted to a seagoing subma
rine.

The seagoing rate recognises these 
qualifications, and also the disabilities 
inherent in living and working in a 
seagoing submarine. Additionally, 
both rates recognise attraction and 
retention factors for service in the 
Submarine Arm.

The last SSA case was run in 1999. It 
resulted in increases of up to 26%, plus 
the introduction of tiering to match the 
structure of SGA. This was an interim 
case, to recognise problems caused by 
the transition to the Collins Class, and 
by moving the submarine fleet to the 
West Coast. The Tribunal has indicat
ed that it expects evidence to be pre
sented to justify the increase they 
awarded in this case, and therefore 
expects a full review.

Why are SGA and SSA 
being reviewed together?
In the past, SGA and SSA have been 
reviewed separately. In each case, the 
recipients o f each allowance felt they 
had been ‘devalued’ when the other 
allowance was run. The Tribunal is 
aware of this problem and has made it 
clear that it expects SGA and SSA to 
be linked.

6
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Current SGA and SSA 
Rates
The current rates of SSA are as 
follows:

Seagoing rate:

0-4 years posted to sea: $18,228 

4-8 years posted to sea: $19,016 

Over 8 years’ sea postings: $19,804 

Shore rate: $ 5,253

Trainee Submariner at sea: $12,975

The current rate of SGA is as
follows:

Seagoing rate:

0-4 years posted to sea: $6,932

4-8 years posted to sea: $8,433

Over 8 years’ sea postings: $9,530

What can the SGA and 
SSA Review do?
The reviews have a ‘clean slate’. That 
is, the ADF can represent anything in 
the case provided that it is sensible, 
affordable and defendable. Ultimately, 
it is up to the Tribunal to decide what it 
will award. Their decision will be 
based on comparison o f the work value 
of seagoing personnel today with the 
evidence that was presented in earlier 
cases.

Your Input is Vital
Your input is URGENTLY NEEDED. 
The Allowance Review Team wishes 
to know your thoughts on life at sea - 
and, in particular, what has changed 
over the last four or five years. We are 
interested in the differences in training, 
the skill-sets required, habitability 
issues, comforts and disabilities, what 
is better and what is worse, and what 
the relative responsibilities are. The 
Team is also interested in your views 
on what structure and quantum you 
think the Allowance that you receive 
(SSA or SGA) should have.

Briefings and Visits
By the time you read this, a team will 
have visited many ships and establish
ments to conduct a series o f presenta
tions to bring people up to date on 
SGA and SSA and what the review 
means. If  you missed this opportunity 
to help shape our two most important 
environmental allowances, it is not too 
late! Email or post your submission to 
the team at the address below. Do this 
as early as you can, but the team can 
accept input up to the end of March 
2001.

How we shape and design the quantum and structure o f SGA (and 
SSA) depends on YOUR input. The best method o f input is to email 
the following address:

Sea.A llow ance@ cbr.defence.gov.au
OR you can write to the Team at:

CAPT M.C. Peake, RAN, SGA/SSA Team (ST), Dept of Defence, 
CP4-4-001, CAMPBELL PARK, ACT 2600
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HOME IS WHERE THE FAMILY IS - 
MOVING HOUSE WITH CHILDREN

The Australian Early Childhood 
Association, specialist early childhood 
publishers, had received requests from 
parents, including some ADF families, 
to write a book about moving house.

The Australian Early Childhood 
Association approached the Defence 
Community Organisation (DCO) 
about two years ago to explore the 
option of writing and producing a 
book together that would be of benefit 
to Defence families and to the wider 
community. DCO agreed that such a 
book would be invaluable to ADF 
members and their families.

‘Home is Where the Family is - 
Moving House with Children’ was 
written by Pam Linke, who had written 
several other best selling early child
hood titles. Pam trained as a social 
worker and has completed further 
studies in children’s literature and 
early education.

To gather first hand knowledge of the 
challenges and experiences of ADF 
mobile families, Pam visited a number 
of Defence child-care centres and 
interviewed ADF members, their fam
ilies and DCO staff. DCO also provid
ed editorial comment, ensuring the 
book provided solutions and advice to 
meet the challenges experienced by 
ADF families.

‘Home is Where the Family is - 
Moving House with Children’ will be 
of assistance to families who have 
children in the early childhood years 
and provides suggestions and ideas for 
managing the move.

DCO has purchased 5,000 copies of 
the book for distribution to ADF fami
lies and these books can be obtained 
from the local DCO office in your 
area.

8
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INTRODUCTION OF THE NEW 
PERFORMANCE APPRAISAL SYSTEM -  

MAKING IT SIMPLER FOR YOU!
As many of you will be aware from the 
trials in which you have participated 
since 1998, Defence has been develop
ing a new tri-Service performance 
appraisal system for sailors and offi
cers. The introduction of the new sys
tem means that everyone in the ADF 
will participate in the one scheme 
rather than having a number of differ
ent systems that can cause confusion 
when people from other services are 
involved in the appraisal process.

The new system will be available for 
all Navy personnel from April this 
year. It has been developed to improve 
the way we assess performance in the 
ADF. It makes use of the most up to 
date technology we have available and 
has been designed with future 
improvements in mind.

The appraisal instrument operates 
through Web Forms and has been 
developed to interface directly with 
Defence’s new Human Resources sys
tem, PMKeyS. For those who don’t 
have access to Web Forms, such as

those on board ship, it will be available 
through your local area network rather 
than through Web Forms. The forms 
can be used as hard copy versions 
where they are not available electroni
cally.

In many respects the new system is not 
that different from the PERSl and PR5 
systems. It is designed to assess your 
performance and will be used by 
DNOP and DSCM for posting and pro
motion purposes. What it does do is 
formalise a number of processes that 
were under-utilised by Navy.

At the start o f a new performance 
cycle, you will have the opportunity to 
complete a Preliminary Review of 
Performance, which provides opportu
nities for you and your supervisor to 
set goals for the forthcoming year. 
About half way through the perform
ance cycle, you will have the opportu
nity to review your performance with 
your supervisor and receive feedback 
on the goals you have set.

At the end of the cycle, you will be
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assessed on your overall performance 
throughout the reporting period, just as 
you have been in the past. However, 
now you will have an improved 
method of seeking changes to your 
annual or bi-annual assessment if you 
are not satisfied with it.

A number of signals have been issued 
regarding the Navy-specific policy and 
the transition from PERSls and PR5s 
to the new system. These signals and

GULF WAR VETERANS 
HEALTH

The call has gone out for Australian 
veterans o f the G ulf War to get 
involved in the Gulf War Health Study, 
after a disappointing initial response to 
invitations to take part.

The study has been commissioned by 
the Departments o f Defence and 
Veterans’ Affairs, to build up a com
prehensive picture of the health of 
ADF members who served during the 
war and in associated operations in the 
Persian Gulf.

The study team from Monash 
University plans to interview and med
ically examine all 1,862 members 
identified in the Gulf War Veterans 
Nominal Roll. Their health and med
ical history will then be compared to a 
similar number o f ADF members, with 
matching age and gender profiles, who 
did not serve in the Gulf.

After a successful pilot program to test 
..the study arrangements, the 

Department of Veterans’Affairs (DVA) 
started writing to study candidates in 
September 2000, inviting them to take 
part. DVA aims to contact all veterans 
and members of the non-Gulf cohort 
by March 2001.

However, the Minister for Veterans’
10

further information on the new system 
are available on the DNOP and DSCM 
Web Sites:
http ://defweb. cbr. defence .gov. au/dpedscm 
and
http://defweb.cbr.defence.gov.au/dpednop 
or by contacting in DNOP, CMDR 
Pam Price,
pam.price@cbr.defence.gov.au and in 
DSCM, LCDR Tony Franklin, 
anthony. frankl i n@cbr. defence. go v. au

URGED TO SUPPORT 
STUDY
Affairs and Minister Assisting the 
Minister for Defence, Bruce Scott, has 
revealed that with about 2,600 letters 
already sent, less than one-third of the 
candidates have responded.

“In order to obtain a meaningful result 
from the study, we need to include as 
many Gulf War veterans as possible,” 
Mr Scott said.

“The study also needs a significant 
number of candidates in the non-Gulf 
cohort, to allow the health of both 
groups to be compared.

“The ongoing health of Gulf War vet
erans is an important issue and I would 
hope to see the overwhelming majority 
o f veterans getting behind this project 
to build a comprehensive picture of 
their health.”

DVA is running a hotline for Gulf War 
veterans and members who have 
already been contacted to register their 
interest.

Any Gulf war veterans who want to 
register for the Gulf War Health Study 
before they receive their letter can also 
call the toll free hotline on:
1800 502 302, or 
gulfwar.healthstudy@dva.gov.au.

http://defweb.cbr.defence.gov.au/dpednop
mailto:pam.price@cbr.defence.gov.au
mailto:gulfwar.healthstudy@dva.gov.au
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CIVILIAN ACCREDITATION OF NAVAL 
TRAINING

Civilian accreditation of RAN training 
has been an ongoing concern since the 
early 1990’s. Since that time over 300 
qualifications have been approved for 
Navy personnel, some retrospective to 
1972. There are currently over 160 dif
ferent qualifications that encompass 
the following categories/areas:

• Generic Sailor Promotion Training

• Electronic Technician

• Marine Technician

• Aviation Technician

• Boatswain’s Mate

• Combat System Operator

• Communications and Information 
Systems

• Supply Sailors

• Musician

• Hydrographic Systems Operator

• Acoustic Warfare Analyst

• Dental Assistant

• Dental Hygienist

• Medical Sailors

• Clearance Diver

• Aircrew

• Naval Police Coxswain

• Physical Training

• Training Technology Courses

• Language Training

• Officers (Engineering, Seaman, 
Supply, Communications, Clearance 
Diving, Hydrographer, Band, 
Administration)

The majority of the qualifications are 
from the Vocational Education and 
Training (VET) sector, although Post 
Graduate qualifications at the Graduate 
Certificate and Graduate Diploma 
level have also been attained. The VET 
qualifications are those qualifications 
associated with secondary and post 
secondary school education. That is, 
Certificate I, II, III, IV, Diploma and 
Advanced Diploma.

A list o f qualifications afforded to each 
category and the associated qualifying 
requirements is detailed in Annex A to 
the RAN’s policy on civil accredita
tion, ABR 27 Volume 1 Chapter 9 

(Civil Accreditation) which 
can be accessed on the 
Defweb.

Types of 
Qualifications
The qualifications awarded 
to personnel can be placed 
into two categories. 
Training package qualifica
tions and enterprise qualifi
cations. Training package 
qualifications are awards
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derived from competencies developed 
by civilian Industry Training Advisory 
Boards to ensure people in a specific 
industry have the same competencies 
nationally.

Training packages are comprehensive, 
integrated products which provide 
national benchmarks for work per
formance, assessment of competencies 
and recognition through qualifications. 
An example of a training package 
qualification is the Certificate III in 
Government (PSP30199) awarded to 
Able Seaman Writers which is a quali
fication from the Public Service 
Training Package.

Enterprise qualifications are Navy spe
cific qualifications that may not direct
ly equate to qualifications offered by 
civilian training providers. They are 
derived from Navy specific competen
cies or a number of competencies from 
a variety of training packages which, 
by themselves, do not equate to a par
ticular training package qualification.

Nonetheless, they still conform to the 
National Training Framework guide
lines under which all qualifications are 
accredited to ensure national consis
tency and quality of training outcomes. 
The Certificate IV in Clearance Diving 
awarded to Able Seamen Clearance 
Divers is an example of an enterprise 
qualification.

Issue of Qualifications
Eligible personnel receive their qualifi
cation certificates with their Record of 
Training and Employment (RTE) Book 
on completion of full time service. 
However application may be made to 
Navy Personnel and Training Centre -  
Canberra (NPTC-C) to obtain certified 
true copies of the qualifications prior 
to discharge to gain exemptions for 
further education or to pursue civilian 
employment.
12

It must be noted that the issue of the 
RTE Book is not automatic and mem
bers must apply for the book in accor
dance with ABR 10 Chapter 23.

RTE Books are issued from the RTE 
Cell within NPTC-C. The relevant 
contacts in the RTE Cell are shown 
below and they will assist personnel 
with any questions regarding eligibili
ty for civilian accredited qualifica
tions.

Staff Officer RTE
Mrs Donna Van Weerdenburg 02 6266 
4362

Desk Officer (Initial Issues)
Mr Ronald Kirsch 02 6266 2184

Desk Officer (Marine Technician) 
POMT Graham Bates 02 6266 3731

Desk Officer (Aviation/Electronic 
Technician) LSATA Jason Window 02 
6266 3768

Desk Officer (Officers)
Mr Lincoln Herft 02 6266 4531

Desk Officer (CIS/Medical/Dental)
Mr Kel Bryant 02 6266 2297

Desk Officer (Seaman Category 
Sailors) Mrs Angelina Apoderado 02 
6266 4538

Desk Officer (Supply Category 
Sailors) Mr Taro Ogawa 02 6266 4535

On whose authority are the 
qualifications issued?
The authority for Navy to issue the 
qualifications is given by the ACT 
Accreditation and Registration Council 
with whom Navy is registered with as 
a Training Provider.

Using the qualifications
When seeking employment in the 
civilian sector, or enrolling for further 
studies, personnel are encouraged to



make best use of their skills and expe
rience by providing as much detail of 
previous employment and qualifica
tions as possible.

Therefore the Navy issued qualifica
tions should be presented in conjunc
tion with the RTE Book to enable the 
prospective employer or training insti
tution to gain a comprehensive appre
ciation of the member’s background 
and study undertaken.

Management of RAN’s 
Civilian Accreditation 
Program
The RAN’s civilian accreditation pro
gram is managed by LCDR Dean 
Manning, Staff Officer 
Accreditation, within Navy Personnel 
and Training Centre -  Canberra. He 
can be contacted on 02 6266 4361 or 
dean.manning@defence.gov.au

FBT WIN FOR DEFENCE
ADF members worried about FBT 
reporting at tax time are set for some 
relief following a recent decision by 
the Federal Government to exempt 
reporting on Defence-directed 
removals.

Up to 3,000 service men and women 
are required to move house within the 
area of their current posting each year 
and the resultant FBT reporting has 
caused concern to those in receipt of 
family allowances or paying child sup
port.

Veterans’ Affairs Minister Bruce Scott 
said the government had decided to 
exempt defence personnel from FBT 
reporting in the case of removals at 
departmental expense —  a require
ment which had previously added an 
average $4,850 to members’ group 
certificates.

“The reporting o f this additional 
income had the potential to financially 
impact on servicemen and women 
through reductions in family 
allowances or increases to income- 
assessed payments such as child sup
port,” he said.

“There are many instances where 
personnel are required to move house 
within their posting locality for rea

sons beyond their control. This deci
sion demonstrates the government’s 
commitment to recognising the unique 
circumstances of ADF employment.”

Defence Tax Project head Geoff Davis 
said the outcome was an important fur
ther step in reducing the FBT reporting 
burden on Defence and service mem
bers.

“DPE and the Defence Tax Project, in 
consultation with the government, are 
looking at ways to exclude even more 
benefits from the reporting regime,” he 
said.

“Defence has been able to reduce its 
FBT burden by $25 million over the 
last year and these savings were 
returned to capability.”

Mr Davis said the project was grateful 
to the NCGSF and ArFFA for their 
support and hard work in achieving 
this special outcome for members.

He said that as the country moved 
towards its second year of reporting 
under the new taxation arrangements 
the Defence Tax Project would again 
man a confidential help line, 1800 806 
053, as a high priority.

Article written by Cpl Brian Hartigan 
from  Army News
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NCGSF HAS MOVED
The National Consultative Group of 
Service Families (NCGSF) was 
formed in 1987 to represent the views 
o f families to the Minister and the 
Chief o f Defence Force. Since then, 
the NCGSF has been directly involved 
in all areas of Defence personnel poli
cy that impacts on families. Currently 
the NCGSF is working on areas 
including housing, spouse employment 
and children’s education.

Families, members and Commanding 
Officers use the NCGSF as a way of 
highlighting an area that could be 
improved. Major issues can also be 
directly discussed with the Minister,

the Chief of Defence Force and the 
Head, Defence Personnel Executive. 
The Convenor is a Director on the 
Defence Housing Authority (DHA) 
Board and member o f the RSL 
Conditions of Service Committee and 
the Gulf War Health Study Forum.

After many years at the National 
Capital Centre in Canberra, the 
NCGSF has moved to Campbell Park. 
The NCGSF can now be contacted at 
CP3-2-160, Department o f Defence, 
CANBERRA ACT 2600. For more 
information, please call the Convenor 
Judy Swann on (02) 6266 2768.

DEFENCE FAMILY MATTERS
Families matter, so get your copy of 
‘defence Family Matters’
It has long been recognised that the 
support provided by service families 
makes a vital contribution to the oper
ational effectiveness of the Australian 
Defence Force. In recognition of this 
steadfast and loyal support, the 
Defence Personnel Executive has pro
duced a newsletter specifically for 
Australian Defence Force families - 
defence FAMILY MATTERS.
defence FAMILY MATTERS sets out to 
provide up-to-date and relevant infor-

* mation to enable ADF families greater 
access to Defence services, resources 
and assistance networks, both national
ly and in your local area, defence FAM
ILY MATTERS will cover a range of 
common services and points of interest 
to ensure that ADF families are fully 
informed of issues that might affect 
them.
14

defence FAMILY MATTERS is being 
sent to ADF families who are currently 
residing in DHA properties or who are 
receiving Rental Allowance. If  you are 
living in your own home and would 
like to receive an issue of this valuable 
newsletter, please send your name and 
full postal address to defencefamily- 
matters@cbr.defence.gov.au or write 
to defence FAMILY MATTERS, Russell 
Offices, R1-1-B059, Canberra, ACT 
2600.

An electronic copy of defence FAMILY 
MATTERS will be available on the 
Defence Personnel Executive Internet 
site at www.defence.gov.au/dpe or on 
the DEFWEB at:
www.defweb.cbr.defence.gov.au/dpe

mailto:matters@cbr.defence.gov.au
http://www.defence.gov.au/dpe
http://www.defweb.cbr.defence.gov.au/dpe
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MSBS
MINISTER SCOTT CLARIFIES BENEFITS AND PAUL 

CLITHEROE PRAISES MSBS!
In recent times, some members of the 
ADF have expressed concerns about 
the Military Superannuation Benefits 
Scheme (MSBS). Particularly high
lighted are the conditions governing 
the MSBS preserved employer compo
nent when members leave the scheme.

Minister Bruce Scott received numer
ous letters on this matter, the Armed 
Forces Federation (Arffa) has raised 
specific questions, and recently Paul 
Clitheroe drew attention to Defence’s 
Superannuation scheme in “Money 
Magazine”.

To address the primary questions sur
rounding MSBS, below is the 
M inister’s response to Arffa questions 
and Paul Clitheroe’s comments pub
lished in “Money”.

From Minister Scott:

Recently I have received a consider
able number of letters concerning the 
conditions governing the preserved 
employer benefit in the Military 
Superannuation and Benefits Scheme 
(MSBS). I would like to explain, in a 
little detail, why I am unable to accept 
the claim that the employer-provided 
component o f the MSBS superannua
tion scheme should be available to 
members o f the Australian Defence 
Force (ADF) who discharge prior to 
age 55.

First, the MSBS is regulated under the 
Superannuation Industry (Supervision) 
Act 1993 and, as such, it complies with 
the retirement income policy of suc
cessive governments that apply to all 
superannuation schemes regulated by 
that Act. The preservation arrange
ments of the MSBS employer benefit

are consistent with other 
Commonwealth superannuation 
schemes.

Second, the employer-provided benefit 
in the MSBS reflects what the 
Parliament and Government believe is 
fair and reasonable to provide not only 
at the point o f retirement, but on earli
er death or invalidity. Most important
ly, these benefits are provided regard
less of investment performance. In 
other words, members can be confident 
of receiving the benefits defined under 
the rules of the scheme.

Third, apart from the relatively minor 
productivity component, money is not 
set aside for the purpose o f funding 
benefits. It is not true, as has been sug
gested, that the money is ‘actually held 
in government consolidated revenue’. 
Rather, the Government meets its obli
gations to individuals as they fall due.

Fourth, the proposition that the so- 
called employer contribution should be 
able to be rolled over into another 
superannuation fund at the point of 
separation, is fundamentally at odds 
with the whole nature of the current 
scheme. If  the Government was to 
make that money available now rather 
than when individuals turn 55, the 
costs of the scheme would be signifi
cantly increased. For example, if all 
existing preserved benefits were to be 
funded, the Government would need to 
find over $1 billion, around 10% o f the 
annual Defence budget. It would also 
raise similar questions in relation to the 
civilian superannuation schemes with 
an associated cost many times that of 
the MSBS.

15



Finally, the MSBS Scheme is generous
by community standards. For example:

• The MSBS provides an employer 
benefit that accrues at between 18- 
28% of final average salary. The min
imum employer contribution under 
the Superannuation Guarantee Act is 
8%.

• The MSBS provides a member bene
fit, comprising members’ own contri
butions and the interest they earn 
from the MSB Fund, that is paid in 
addition to the employer benefit. In 
most other defined benefit schemes, 
including the civilian 
Commonwealth Schemes, member 
contributions and interest are includ
ed in the overall benefit.

• The MSBS provides a fully indexed 
pension payable for life (this is not a 
feature o f many private sector 
schemes).

• The MSBS has comprehensive inva
lidity and death cover, provided by 
the employer. Not all private sector 
schemes offer invalidity and death 
benefits and those that do, do not pro
vide an indexed pension payable for 
life such as is available in the MSBS. 
Unlike other employees, including 
Commonwealth civilian employees 
who have to be considered totally and 
permanently incapacitated from the 
workforce before an invalidity bene
fit is payable, MSBS members 
receive an invalidity benefit if  they 
are medically discharged from the

** ADF.

• In the event o f death, eligible spous
es and children of MSBS members 
are entitled to receive a benefit that 
can be in the form of an indexed pen
sion - in the case of spouses this is 
paid for life irrespective of any other 
income. Again, these benefits are not 
available in the private sector.
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• MSBS administration fees, as with 
the other Commonwealth superannu
ation schemes, are paid by the 
employer rather than the members. 
Most private sector schemes charge 
these costs to members in addition to 
entry and exit fees.

In short, I cannot accept the claim that 
the current arrangements for the MSB 
Scheme are discriminatory. They are 
different from other superannuation 
schemes and in many ways they are 
considerably more advantageous. The 
vast majority of people in the 
Australian community would not have 
as good a superannuation scheme as 
the ADF.

With regard to questions posed about 
the future of MSBS, the scheme 
remains an important component of the 
remuneration package provided for 
members of the ADF. The Government 
has no intention of closing the MSBS 
at this time. Accordingly, it would be 
inappropriate to speculate on any other 
arrangements that might, or might not 
exist, if  the scheme was to be closed.

I would like to assure you that super
annuation and other benefits for mem
bers of the ADF will continue to be 
determined on their merits in line with 
the Government’s commitment to pro
viding the most appropriate levels of 
support to current and former serving 
members.

Yours sincerely

BRUCE SCOTT MP

Paul Clitheroe Seeks 
Membership of MSBS

In last month’s issue I received a letter 
from Alistair Kay who left the Army in 
1992. One part of his super benefit 
could not be accessed, an amount of



$3,000 which is a ‘notional’ amount 
due to be paid when Alastair reaches 
his retirement age. Hardly surprising, 
Alistair is unhappy that he can’t get his 
hands on the money and invest it as he 
chooses today.

I said that I would ‘have a little chat 
with your fund’ about this and as a 
result I met the chairman and another 
trustee of the Military Superannuation 
and Benefits Scheme (MSBS) which 
Alistair belongs to. This was most 
interesting.

The fund has certainly had a good 
earning rate. On member benefits (the 
money you put in) it has earned 11.7% 
per annum over the last five years and 
13.6% in the year to 30 June 2000. And 
I’m really glad the fund is performing 
well as the company which I’m a 
director of, ipac, is an investment 
adviser to MSBS. The benefits if you 
stay for the long term are also impres
sive. Let’s assume you do 20 years of 
service. In this case you would get a 
little over 21% of your salary for every 
year of your service as a government- 
guaranteed payout. For every day after 
20 years, an extra 28% of your salary is 
added to what you get.

This costs you nothing, it is a govern
ment promise.

Providing we still have a government 
in the future (which is a safe bet) this is 
an amount you are guaranteed to get. 
In addition, you get to choose a lump 
sum, you can take a pension, or do a bit 
o f both. The pension benefits are by 
any standard very generous.

The scheme throws in a very compre
hensive insurance cover that suits the 
unusual conditions of military service 
anywhere in the world.

Clearly though, Alistair w on’t be 
happy with these long term benefits

because he left the fund in 1992, with 
only a short period of service. The 
trustees pointed out that Alistair seems 
to have a misunderstanding about the 
$3,000 employer benefit. They say, ‘It 
has always been clearly stated that this 
is a future benefit that members 
receive at retirement age. It doesn’t 
belong to the member until it’s paid 
out. Importantly, this is an employer 
payment that the member hasn’t con
tributed to .’

I found out that the MSBS doesn’t 
have most o f the money required to 
meet the employer payment (which 
they call the ‘unfunded’ component). I 
can understand the frustration felt by 
ex-fund members like Alistair who feel 
that the money payable at their retire
ment date should be theirs to invest 
now, and as I said last month, I feel 
very strongly that the actuarial way 
many super funds present these 
amounts to members must be changed 
to represent what members have today 
and not what they will get many years 
in the future.

But in this debate, which involves pol
icy at a legislative level, I want to 
make it very clear that my criticism 
relates to how we handle this in all 
super funds with notional benefits. My 
strong comments were certainly not a 
personal criticism of the trustees or 
officials o f the MSBS. The long-term 
benefits,of this fund are certainly miles 
in front o f my own accumulation fund. 
In fact, I asked the trustees if they 
would have me as a member. 
Unfortunately, they won’t, as I ’m not a 
member of the military. Sure, I can see 
it isn’t anywhere near as valuable for 
short-term members - no defined bene
fit scheme is. However, for long-term 
members, and in particular those over 
20 years, it is very generous.

Paul Clitheroe
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NOK NOK -
There is a commonly held belief that a 
service person nominates a next o f kin 
(NOK) and that all family-related ben
efits go to that person. This is not quite 
the case. The entitled family differs 
according to the intent of the benefit. A 
short summary of next o f kin circum
stances follows.

NOK for Notification of Mishap:
Any person you nominate is your NOK 
(it does not have to be spouse or par
ent). Your NOK will receive notifica
tion of your death, hospitalization or 
unexplained absence. This person will 
normally receive your personal effects 
found on Commonwealth property in 
your absence.

WHO IS IT?
you and your dependants. District 
allowance and remote locality leave 
travel for your family become entitle
ments when your family, as depen
dants, live in a remote posting locality.

Some benefits apply to a wider defini
tion of family than dependants.

Leave travel for MWOD. Leave 
travel is granted to the location of 
nominated family which must be cho
sen, in priority order, from:

• spouse or recognised de-facto 
spouse;

• your child;

• recognised dependant;

• spouse/de-facto spouse;

• guardian or housekeeper to 
your child, if you are a sole 
parent or your spouse is a 
member of the ADF serving 
elsewhere; or

• any other approved person 
with “extraordinary and excep
tional” grounds for being rec
ognized. (An invalid parent 
who lives with you would be 
an example.)

Removals, married quarters, 
rent allowance and home pur
chase expenses are provided to 
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• your parent;

• your present or past guardian;

• approved member of the extended 
family; or

• another approved person.

Note carefully that your nominated 
family is not necessarily your NOK.

NOK and your Will. You can nomi
nate any person to receive all or part of 
your estate. It is up to you and your 
will is not a Service matter.

MWD/MWOD. Most allowances 
become an entitlement when you 
acquire dependants and become recog
nized as a member with dependants 
(MWD). Dependants can be any o f the 
following:
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Remote Locality Leave Travel. RLLT 
may be transferred to your or your 
spouse’s children, parents, grandpar
ents, sisters or brothers, who may join 
you in your remote locality at Service 
expense.

Travelling Allowance is not payable 
for absence from your family. It is 
related to an absence from your usual 
residence, be it living-in accommoda
tion, ship, married quarter or rental 
property.

Death Benefits. Salary and pay in lieu 
o f leave is paid to your dependants. 
DFRDB and MSBS have their own 
rules about reversionary benefits to 
spouses etc.

DFRDB will pay death benefits to a 
legally married spouse who normally 
resides with you. If  you separate then a 
subsequent de-facto relationship must 
exist for three years before entitlement 
can accrue to your defacto spouse. 
Variation may apply at the discretion 
of the DFRDB Board.

MSBS has basically the same rules for 
spouses/de-factos, but may vary the 
three year rule for defacto spouses at 
the discretion of the MSBS board.

Both schemes allow other financial 
dependants to receive death benefits in 
certain circumstances. Neither scheme 
recognizes same sex relationships.

Compassionate Leave Travel. An
entitlement accrues:

• on death or critical illness of your 
parent, spouse, child, guardian or 
dependant relative;

• dangerous or very serious illness of 
your spouse or child;

• dangerous or very serious illness of 
parent, guardian or dependant rela
tive where no other family member 
can provide support; or

• when your Commanding Officer con
siders exceptional circumstances 
exist.

The same entitlement can fall to your 
spouse when his/her situation is the 
same in respect o f his/her family mem
bers.

Note that compassionate travel related 
to a grandparent, brother or sister can 
only be granted if your Commanding 
Officer considers exceptional circum
stances exist.

So now you can see that the term NOK 
only applies to one limited circum
stance. All other entitlements flow 
from specific family/dependant defini
tions in the relevant publication.

Point o f contact is CMDR David A 
Francis, RAN, Assistant Director 
Entitlements, Pay & Leave, Defence 
Personnel Executive on 02 6265 7702 
or David.Francis@defence.gov.au
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TRAVEL ON REMOVAL WITH SMALL 
CHILDREN

From time to time queries are raised 
about the entitlement for small chil
dren to occupy an airline seat when 
travelling on official travel, such as on 
removal. When travelling by domestic 
air, children under three do not require, 
and are not provided with, a separate 
seat.

Families with two children under three 
can find it a handful on a Perth/Sydney 
flight to nurse two children, drink cof
fee and eat a meal. Periodically the 
safety of nursing an infant during take
off and landing is also raised. Affected 
families sometimes seek an additional 
ticket for the older child.

Airline safety policy on carriage of 
infants is set by the Operational Rules 
for Carriage of Passengers, which are 
determined by the Civil Aviation 
Safety Authority. Current airline com
mercial policy is not to charge an air
fare for children under three years of 
age when they do not occupy their own 
seat. In these circumstances, the child 
sits on an adult’s lap and Defence does 
not buy a ticket for that child. This 
practice is prevalent throughout the

public sector and represents a commu
nity standard. It also applies to 
Defence civilian employees, as most 
recently stated in DCM 24/2000 of 7 
August 2000.

There can be circumstances where a 
seat for a child under three can be jus
tified. Examples are where there are 
more children than adults, or where a 
mother is pregnant. QANTAS repre
sentatives have advised that company 
policy is to try to place passengers with 
infants beside spare seats. If  families 
are concerned about seating an infant 
on their lap they should, if practicable, 
request a flight outside of peak daily 
travelling times.

The news in this article may not please 
all readers, but it is worth noting that 
ADF families travelling by air with 
children are treated exactly the same as 
if they were travelling at their own 
expense.

Point o f contact: CMDR David A 
Francis, Defence Personnel Executive, 
Assistant Director, Entitlements, 02 
62657702 or
David.Francis@defence.gov.au

mailto:David.Francis@defence.gov.au
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FURTHER EDUCATION OPPORTUNITIES 
FOR SAILORS

Navy provides all sailors the opportu
nity to enhance their education, by 
offering financial assistance and where 
applicable, leave or even full-time 
duty to complete studies. The follow
ing article outlines the level o f assis
tance available under the Defence 
Assisted Study Scheme.

As a general statement, the available 
education assistance programs have 
not been fully utilised by sailors, in 
particular Full-Time and Part-Time 
Civil Schooling. DSCM has received 
very few requests for Civil Schooling 
and has little knowledge of the number 
of applications that have been submit
ted and not recommended or approved 
at unit level.

Divisional Staff, through the Unit 
Education Officer, are encouraged to 
promote the programs that are avail
able to all sailors and to forward all 
applications to DSCM, regardless of 
recommendation.

That said, members should not antici
pate approval and therefore should not 
commit themselves financially prior to 
approval being given. The decision 
process to permit full-time release

must take account of many factors and 
will be made on the basis o f assessed 
need and benefit o f both the individual 
and the Navy, taking both a short and 
long-term perspective o f the impact 
such release will have on operational 
capability needs.

If  approval is sought for part-time 
studies, approval to commence studies 
does not, in the first instance, imply 
future approval for the same studies 
although every attempt is made to 
ensure ongoing study efforts are not 
interrupted. All sailors are encouraged 
to familiarise themselves with the 
Defence Instructions pertaining to fur
ther education and have a firm knowl
edge of the approval requirements 
prior to submitting a request.

Defence Instructions are available on 
the DEFWEB and Defence Managers 
Toolbox, however if you do not have 
access to these mediums, contact your 
Divisional Staff, Education Officer or 
DSCM Career Manager.

Should there be further requirements 
regarding education schemes, contact 
Mr. Kevin Thornton 02 6266 4363 or 
kevin.thornton@defence.gov.au

Compiled by the SCMS (Sailors Career Management Study) at Russell Offices, 
Canberra. The SCMS team in conjunction with DSCM, is recognising the concerns 
o f  the modern Sailor and is working towards a better Navy. Any information regard
ing the information above is to be directed to CPOSN D. Swift, 02 6265 3276 or 
darren. swift@defence. gov. au

CORRECTION
The article on pages 24 and 25 of the Summer 2000/01 edition of SEATALK con
tained an incorrect contact number for the DCO Sydney North Office. The correct 
telephone number is (02) 9377 3314.
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DEFENCE ASSISTED STUDY SCHEME

Earlier this year, the Chief o f the 
Defence Force announced the launch 
o f an improved in-service education 
scheme for ADF members to be known 
as the Defence Assisted Study Scheme 
(DASS). The scheme reflects a sub
stantial increase in the financial assis
tance available to members wishing to 
improve their educational qualifica
tions and also streamlines administra
tive and application procedures.

In fact, DASS is one of the first initia
tives following the December 2000 
release of the Government’s Defence 
White Paper which emphasises the 
importance of skilled personnel to 
A ustralia’s military capability and 
gives a commitment to offering high- 
quality education and training pro
grams.
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DASS has evolved from the ADF 
Career Transition and Education 
Assistance Project and absorbs the 
existing Defence Force Assisted Study 
and Services Vocational and 
Educational Training Schemes 
(DFASS and SVETS). Sponsorship 
will essentially be for part-time or 
own-time studies undertaken by per
manent ADF personnel. However, 
unlike the present schemes, DASS also 
provides for assistance to Active 
Reserve members where there is a 
clear benefit to the Service.

Scheme Structure
The levels o f assistance available 
under DASS are:

• Level 1. Maintains a career develop
ment focus with priority given to first 
qualifications (Certificate, Diploma, 
Degree and Graduate Diploma). An 
Education Advisory Panel will deter
mine course options that are of bene
fit to the ADF. Sponsorship will 
involve compulsory course and 
tuition fees, HECS, text-book 
expenses and study release provi
sions.

• Level 2. Presently covered under 
DFASS, this level caters for member- 
initiated applications for courses rel
evant to Defence requirements or 
ADF employment. Assistance will be 
provided for compulsory course fees 
and HECS, as well as study release.

• Level 3. Currently covered under 
SVETS, Level 3 will provide for 
short vocational education and train
ing courses relevant to professional 
development or in preparation for re
entry into civilian life. Only course 
fees will be covered at this level;
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there will be no HECS assistance or 
study release.

Sponsorship Rates and 
Administration
The sponsorship rate for all levels will 
be up to 75% of eligible study expens
es, with limits on annual assistance 
payments at each of the three levels. 
Levels 1 and 2 study release provisions 
will be up to 90 hours per semester, 
subject to supervisor approval. As is 
the case with DFASS and SVETS, no 
travel and subsistence allowances will 
be paid for sponsorship under DASS.

Application processing and advice to 
prospective applicants will be provided 
via the Regional Education Officer 
Network and personnel/training sup
port centres, as per existing DFASS 
and SVETS arrangements. The ADF’s 
Civil Schooling Programs and the 
Army Junior Officer Professional 
Education Scheme (JOPES) will, how
ever, remain as separate entities.

DASS Introduction
DASS sponsorship is being phased in 
during the first semester o f 2001, with 
the revised administration procedures 
and application form to be implement
ed from 1 April 2001. Assistance pre
viously approved under DFASS for 
semester 1 of 2001 will be incorporat
ed into the new scheme and SVETS 
will be replaced by the DASS Level 3 
provisions from 1 April 2001. A new

Defence Instruction (DI[G] PERS 05- 
1) and detailed DASS Operating 
Guidelines have been prepared and 
training has already been provided for 
education centre staff.

With the introduction of DASS and the 
associated improvement in education 
opportunities, all ADF personnel are 
encouraged to consider their vocation
al training options as a whole of career 
issue, which encompasses other 
aspects such as civil accreditation and 
maximising employability on separa
tion from the Services. The DASS ini
tiative has also been developed as a 
form of incentive for ADF personnel to 
continue serving beyond their initial 
period of service so as to access more 
comprehensive professional develop
ment opportunities. DASS will there
fore benefit the individual, the Defence 
Organisation and, ultimately, the wider 
community.

Additional Information
Further information can be obtained 
from your local Education Section, the 
Project Team in Canberra on (02) 
62654404, or via email at 
CTEAS@ cbr.defence.gov.au. Also 
note that an information web site is 
accessible through the DEFWEB 
(Defence Personnel Executive - DPE 
Links - DPE Projects: CTEAS).

The full site address is:
http://defclus01.cbr.defence.gov.au/A
DFCTEAS

CORRECTION

The article on the integration of females into the CD category on pages 27 and 28 
o f the Winter 2000 edition of SEATALK contained misleading information. The sit
uation is that, to date, no decision has been made with respect to opening the 
Clearance Diver category to female members of the Navy.

23

mailto:CTEAS@cbr.defence.gov.au
http://defclus01.cbr.defence.gov.au/A


S E A T A L K

RETURN OF SERVICE OBLIGATION - POLICY 
CHANGES

Return of Service Obligation (ROSO) 
was introduced in 1974 to obtain an 
adequate work return from members 
who have undergone expensive train
ing, to avoid disruption to the flow of 
replacement members and to make the 
most efficient use of limited training 
resources.

The policy on ROSO is currently under 
review by a tri-Service working group 
to define a common ADF framework 
for the application o f ROSO. 
Recommendations will be made to the 
Service chiefs to standardise individual 
Service determinations.

A recent progress report forwarded to 
the Director General Navy Personnel 
and Training by Navy working group 
members identified specific differ
ences in the application of ROSO 
between the Services, especially with 
regard to promotion prerequisite train
ing for sailors.

Noting this administrative deficiency, 
and taking account of information col
lected to date by the Sailors Career 
Management Study Team and PER- 
SAT, the Director General Navy 
Personnel and Training approved 
changes to the application of ROSO 
for Navy promotion prerequisite train
ing for sailors.

Promotion prerequisite training for 
sailors no longer attracts a ROSO. 
Further, all ROSO currently being 
acquitted that was imposed by promo
tion prerequisite training is now 
waived. The policy change is not retro
spective to periods of ROSO that have 
already been acquitted in full, and 
decisions made by sailors under the 
previous ROSO policy for promotion
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prerequisite training remain valid. For 
example:

• Sailors will be unable to change deci
sions made on re-enlistment to cover 
ROSO where re-enlistment has 
already been effected.

• For sailors acquitting consecutive 
ROSO and MSBS UFFS, MSBS 
UFFS acquittal will begin immedi
ately.

• Requests to vary claims for discharge 
dates as a result o f this policy will not 
be considered unless the requisite 
notice for discharge is achieved in 
accordance with the appropriate poli
cy.

• DSCM records indicate all recipients 
of the technical sailors completion 
bonus have acquitted ROSO imposed 
from promotion prerequisite training. 
This policy has therefore neither 
changed nor improved the financial 
entitlement payable to members.

• Sailor submariners still acquitting a 
ROSO imposed from promotion pre
requisite training prior to 31 
December 1999 will benefit from the 
introduction of this policy as pay
ment of the Submarine Completion 
Bonus will occur at an earlier date.

Further changes to ROSO policy for 
both sailors and officers may be con
sidered in conjunction with the final 
report o f the tri-Service working 
group. These changes will be commu
nicated separately as they are 
approved.

Although Navy still has a requirement 
to ensure adequate productive return 
from its training effort, this change to
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ROSO policy is seen as an important 
step to improve the bond of mutual 
trust between both Navy and the indi
vidual and improve workforce rela
tions. Further, it will facilitate a more 
proactive approach to sailors’ career 
management.

ABR 10 is being updated to reflect this 
change in policy. Further information 
can be obtained by contacting LCDR 
Franklin on 02 62655880 or WOCIS 
Lawrie on 02 62652572

COMMENTS FROM THE WARRANT OFFICER 
OF THE NAVY

So far we have had a very 
busy but interesting year.
RAN Sailors have been 
involved in the celebrations 
for the anniversary of 
Federation from the first of 
January and our Sailors along 
with their Army and Air Force 
colleagues in the Federation 
Guard took the lead. Other important 
events affecting our families as well as 
those serving were the commissioning 
o f HMAS SHEEAN, HMAS 
DECHAINEUX and 805 Squadron.

In the first part o f this year I will rep
resent the views of Sailors and their 
families in a number o f forums, 
including the RAN Commanding 
Officers’ conference where I spoke on 
the expectations and interests o f 
Sailors.

Recently I have had civilians from the 
Navy program accompany me to allow 
these people to get a better apprecia
tion o f Navy life and to meet Sailors. 
When you see me with these people 
please come over and listen to what 
they have to say but also let them 
know what your life is like in the 
Navy. I am sure this cooperation 
between Sailors and civilians can only 
benefit us.

As I have travelled around our Navy I 
am often asked what role Colleen has

in my job so I have asked her to 
say a few words.

Hi everybody

The most frequent question I 
am asked is how do I cope with 
David’s absence. I often reply 
that as a Sailor’s wife separa
tion is something that I have 

had to live with. David does travel a 
lot because it is important he gets out 
and meets as many Sailors and their 
families as possible so he can advise 
the Chief o f Navy and others exactly 
what concerns these people.

But having been married to a Sailor for 
18 years and left at home when he has 
deployed for many months I find his 
short trips away not as big a problem 
to me and our boys as what we have 
been through over the years. I also

Colleen Wilson
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believe that David meeting Sailors and 
their families then taking their con
cerns directly to the people he speaks 
with including, the Chief of Navy is 
important and worth the effort.

I have been asked to speak on behalf of 
Navy spouses and partners a couple of 
times. An example was when we were 
briefed on the Defence Call Centre at 
Cooma. David’s role was to speak on 
behalf o f serving members and I was 
asked to make comments from the 
view of a spouse on what our expecta
tions would be from the Call Centre 
when it becomes fully functional.

I said to the people briefing us that as 
they will be involved in our finances 
and administration I expect them to be 
able to provide me the information I 
ask for. I spoke about how every time 
David deployed there is always a prob
lem that seems to wait until his ship 
clears the heads and I am left at home 
to sort things out and they need to be 
able to provide me with the informa
tion I need.

I try to get to activities where I can 
meet Navy spouses and partners such 
as commissioning or decommissioning 
ceremonies. However, because of com
mitments with work, home and our 
sons this can be difficult and I do not 
get as many opportunities to speak with 
Sailors and their spouses or partners as 
I would like to. However, I always 
enjoy these meetings and appreciate 
the chance to speak with people who 
have similar interests as me and I thank 
all those who have made me feel wel
come.

Bye for now 

Colleen

That is all for this issue, take care of 
each other and as always when you see 
Colleen and me around, please come 
over and say g ’day.

Regards 
David Wilson
Warrant Officer o f the Navy 
David.Wilson@cbr.defence.gov.au

23 February 2001

Qi
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THE DIRECTORATE OF HONOURS AND 
AWARDS
By Di Capus

With ADF personnel actively partici
pating in numerous warlike and non
warlike operations and activities, there 
is a tremendous interest in recognition 
of service and medals entitlements.

As a result, we want to provide readers 
with an insight into the various areas 
within Honours and Awards Section 
and explain the machinations associat
ed with determining policy, processing 
applications for honours, awards, dec
orations and medals, and for issuing 
awards.

On the surface it may appear quite 
simple. For example, let’s look at East 
Timor. Defence personnel were 
deployed to a warlike zone for peace 
enforcement tasks as part o f INTER- 
FET. It was determined that these per
sonnel would be eligible for prescribed 
entitlements and of course, medals. 
Sounds pretty straightforward, you say. 
Why then, has it taken so long for me 
to receive my medals?

Any decision about medal eligibility 
must be translated into Instruments of 
Declaration and Determination under 
Medals Regulations. This requires the 
endorsement o f the CDF and the 
Minister, together with the Governor- 
General’s approval. Arrangements 
must then be made with the Office of 
the Governor-General for medals and 
clasps to be produced and disseminat
ed. Each eligible member must be rec
ommended on a schedule to the 
Governor-General for approval. 
Medals must be engraved and 
despatched. The award must be record
ed on every member’s documents.

The preparation of schedules, engrav
ing and dispatching of medals is usual
ly the task of one person within the 
Directorate and when there are several 
thousand eligible personnel, perhaps 
you can understand why the whole 
process takes months to achieve. 
Involving more people is not the 
answer because too many people 
increase the error rate, and the more 
errors, the longer it takes to get medals 
to recipients.

It should be apparent by now that there 
is more to medals than most people 
think. So, now that your interest has 
been aroused, here are a few more 
details.

The Directorate o f Honours and 
Awards comprises a Policy Sub- 
Section, a Medals sub-Section and the 
Honours and Decorations sub-Section.

Medals Policy
This section is responsible for translat
ing agreements to award medals into 
Instruments or Regulations determin
ing eligibility and providing policy 
documents. These can take several 
months to finalise because they are 
often complex and require high level 
clearance and approval. THERE ARE 
NO SHORT CUTS TO THIS 
PROCESS.

Contrary to popular belief medals reg
ulations are not flexible and they apply 
to everyone. Regulations cannot be 
waived by anyone, not even the 
Minister. You either meet the criteria or 
you don’t. Like death and taxes, this 
too is a fact o f life.
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Medals
This section has functional control 
over the Navy, Army and Air Force 
Medals Sections. This section services 
both current serving and ex-members 
o f the ADF and processed and issued 
over 26,000 medals during 2000.

The business of providing medals is 
sheer hard work and takes time and 
commitment. Let’s take as an example, 
the Defence Force Service Medal. 
Ideally, our computer system should 
provide us with a list o f everyone who 
becomes eligible for the medal or clasp 
each month. Records are checked for 
accuracy and a schedule is prepared for 
submission to the Governor-General.

A schedule may comprise 200 names 
and cannot be submitted until after 
members have qualified. It generally 
takes more than four weeks for a 
schedule to be approved by the 
Governor-General. Medals and clasps 
are provided when the schedule has 
been approved. Once engraved, the 
medals and/or clasps are sent to com
manders for presentation.

Determining medals entitlements for 
Reserve Force personnel is even more 
complex and, therefore, takes longer.

So next time you think medals staff are 
slow in responding to your medal

requests, please pause and reconsider. 
Remember too that every phone call to 
medals staff simply delays the job of 
actually processing and issuing 
medals.

Honours and Decorations
The Honours and Decorations S ub- 
Section is headed by an APS 6 level 
officer who manages ADF 
Commendations for Service, 
Australian Gallantry and Distinguished 
Service Decorations, nominations for 
the Order o f Australia and 
Conspicuous Service Decorations for 
the twice yearly Honours Lists, Her 
Majesty the Queen’s Gold Medal, 
Australia Day Medallion, all Civilian 
Awards in Defence and other ‘one-of’ 
commemorative type awards.

The key to preparing successful nomi
nations for honours, awards and deco
rations is to read and follow the guide
lines provided. A series of electronic 
forms covering the range of honours, 
awards and decorations will be made 
available in the near future.

And Finally...
Hopefully, you have gleaned a better 
insight into what we in the ‘Medals 
Section’ do and how we go about our 
business.

ftaMHArr-o hb*l 
fa Po'

ffo&WATTA S.8/

28



A u t u m n  2 0 0 1

Marketing Navy
By Commander Michael Noonan 

Director Navy Corporate Relations

In February 2000, I embarked on the 
somewhat daunting task of improving 
Navy’s reputation and our internal and 
external image. Armed with little more 
than a bucket o f fresh air and a cracked 
magic wand, I tried to look at why our 
image was not quite where we wanted 
it to be, and what we could do to 
improve it.

Well, here we are just over 12 months 
further down the track and unfortu
nately, I have been able to do very lit
tle to improve Navy’s reputation - but 
thankfully you have done a lot.

Sitting here in Canberra, I rarely have 
the opportunity to directly influence 
the day to day public face of Navy, but 
what I have been able to do is help 
raise your understanding of how very 
important our public image is, and 
how it is a major factor in everything 
we do.

In the last 12 months we have all put a 
lot o f effort into improving our internal 
and external communication, our man
agement o f issues, and the promotion 
of Navy ‘good news’. Sure, we haven’t 
always managed to get it perfect and 
there is always going to be room for 
improvement, but by and large, we are 
streets ahead of where we were two 
years ago. Thank you, and well done.

So where to from here? From the solid 
foundation that we have built in terms 
of understanding the importance of 
reputation management we are now in 
a position to capitalise on the work of 
the last 12 months. At the end of last 
year we lifted Navy’s Image out o f the 
red ‘danger zone’ to the amber ‘recov

ery zone’. I believe that we now have 
the ability and confidence to take 
Navy’s Image where we really want it 
to be, that o f course being the green 
‘positive zone’. By effectively market
ing Navy, I have no doubt that we will 
have a ‘green’ image by the end of 
2001. We will achieve this, not 
because it is what the Chief o f Navy 
wants - but because it is what we want.

For those of you who think that I am 
about to launch into a lesson of 
Marketing 101 you are going to be 
sadly disappointed. Marketing is noth
ing more than the fancy MBA word for 
‘selling what you are good at’. So for 
us, it is very easy. We know that we are 
good at planning for, executing and 
supporting operations at sea, so all we 
have to do is start ‘selling’ that mes
sage.

Long gone are the days when we had 
to shroud everything we did in a cloak 
of secrecy. Not withstanding the secu
rity considerations associated with 
some of our weapon systems, the 
majority of what we do can be readily 
spoken about - the challenge is 
explaining it in a way that your spouse 
or mother would understand, or more 
importantly, in a way that a 15 year old 
considering a career in the Navy 
would understand - and be inspired by.

Being in the Navy is a bloody good 
job. Sure there are some long days, and 
unfortunately we can’t always be in 
the port o f our choosing, but there are 
not too many of us who would wear 
the uniform if we didn’t actually enjoy, 
and believe in, what we do. But none 
of us want to do what we are doing
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now in 40 years time, so we need to 
ensure that we are thinking about and 
growing the Navy Family o f the 
future. Our ability to continue to pro
vide the vital service o f protecting our 
island nation depends as much on our 
ability to market who we are and what 
we do today, as it does to develop 
future tactics for the new ships of 
tomorrow.

While many things will change in 
Australia during the lives of our chil
dren and grand children, one thing that 
will not change will be the need to pro
tect their island home. This will 
require a Navy Family at least as good 
as we are - if not better.

No one can sell Navy like we can. All 
we have to do is be honest about ‘what 
we do’, ‘how we do it’, ‘why we do it’, 
and ‘how good we are at doing it’. If 
we fail to do this, we will find it hard 
to compete for human and financial 
resources in an environment where 
both are becoming more and more 
scarce. Do you want your grand chil
dren to grow up in the world’s only 
island continent, without a Navy to 
protect them and their country’s 
resources?

So what practical things can we all do 
in terms o f marketing the Navy? 
Really, the list is only bounded by your 
imagination, but here are a few to 
think about:

• seek opportunities to explain to peo
ple outside the Navy what it is you 
and your spouse really do and why 
you do it, and in doing this, do not 
understate your very important role - 
we are all vital to Navy’s success;

• encourage young people, both in and 
out of the Navy, to think and learn 
about life in the Navy. Mentor them, 
and ‘sell’ them a career - remember, 
you may be talking to your future 
relief;

• remember that the converse of the 
above also applies; and most impor
tantly;

• be proud to be a member of the Navy 
family. Sure, it is not always an easy 
job - but if it was easy, it wouldn’t be 
worth doing!

Good luck and keep up the great work.

Michael.Noonan@defence.gov.au
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ADMINISTRATION OF CLAIMS FOR HOME 
PURCHASE ASSISTANCE SCHEME (HPAS) 

AND HOME PURCHASE OR SALE EXPENSES 
ALLOWANCE (HPSEA)

Application Form
A new application form AC970 
‘Application for Payment of HPAS or 
reimbursement of costs under HPSEA’ 
has been introduced. The form is avail
able in electronic form on the defweb 
web forms system. If  access to the 
form through the defweb is not avail
able, a copy o f the form can be 
obtained from Directorate of 
Entitlements staff for local reproduc
tion. Requests for a copy of form 
AC970 are to be faxed to the 
Directorate of Entitlements (DE) on 02 
6265 1144.

Submission of 
Applications
All applications for both HPAS and 
HPSEA are to be forwarded in the first 
instance to DE, R4-2-103, Russell 
Offices, Canberra, ACT 2600. This 
varies the previous practice whereby 
HPSEA applications from Navy mem
bers were referred to the Australian 
Government Solicitor (AGS) before 
submission to DE for determination.

Mortgage Insurance
Some applications for reimbursement 
of sale expenses under HPSEA have 
included advice of a rebate to the 
member in respect o f mortgage insur
ance. In cases where the member was 
reimbursed mortgage insurance in 
respect o f the purchase, and a rebate is 
subsequently made on sale, the amount 
of rebate will be deducted from the 
reimbursement o f sale expenses which

would otherwise be due. This will 
avoid reimbursements being made in 
excess of mortgage insurance costs 
actually incurred.

HPAS - Land and Building 
Contracts
HPAS was introduced from 1 July 
2000 for eligible ADF members pur
chasing their first home. Where a con
tract to purchase land was signed 
before 1 July 2000, but a building con
tract was not signed until after this 
date, the intent was that the member 
would be eligible for consideration of 
HPSEA reimbursement only. This was 
on the basis that (under HPSEA legis
lation) the purchase effectively com
menced at the time the contract to pur
chase land was signed. Accordingly, 
claims of this nature were settled by 
DE exclusively under HPSEA provi
sions.

Following a recent appeal, which 
involved critical examination of the 
relevant legislation, it has been estab
lished that in the circumstances cited 
in the above paragraph, a member has 
an option to claim either HPSEA or 
HPAS, which ever is the more benefi
cial. Determination of the entitlement 
will, however, be subject to satisfying 
the eligibility conditions applicable to 
the chosen benefit option.

It is emphasised that this option exists 
only where a contract for purchase of 
land was signed before 1 July 2000 
and a contract to build on that land was 
signed on or after 1 July 2000.
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Members who consider they had a 
dual eligibility, and who may previ
ously have been denied access to 
HPAS, may apply to DE to have 
his/her entitlement reconsidered. Any 
adjustment o f a previously paid 
HPSEA claim will be assessed on the 
basis of:

• the HPAS benefit o f $11,400 (gross);

• less tax; and

• less the amount o f HPSEA previous
ly paid.

Point o f contact in Defence Personnel 
Executive, Directorate of Entitlements 
is Mr Tony Goodman on 02 6265

NAVY SUGGESTION SCHEME
Following the cancellation of DI(G) 
PERS 23-2 (NAVY PERS 51-10) - 
Defence Suggestion Scheme on 19 
July 1999, Navy continued to operate a 
Defence suggestion scheme under 
DI(N) PERS 51-11 - Defence 
Suggestion Scheme - RAN Policy.

The Navy suggestion scheme is still 
alive and well and all Navy Service 
and civilian personnel are encouraged 
to submit suggestions in accordance 
with DI(N) PERS 51-11. Suggestions 
are invited on any topic that could be 
expected to contribute towards the effi
ciency, productivity, quality and safety 
o f the RAN.

Suggestions are to be submitted using 
form AA411 - Suggestion Submission. 
The form must be endorsed by your 
branch head or Commanding Officer 
and their comments attached to your 
form before on forwarding to the Navy 
Suggestion Scheme Manager.

The Navy Suggestion Scheme 
Manager is Miss Barb Ewer, 
R1-4-C075, Russell Offices, Canberra, 
telephone (02) 6265 2090, 
facsimile (02)62653660 or 
barb, e wer@cbr. defence .go v. au

x  f e A L L ' f  z >o n \ ^ o  X f  t h e 'T  ^ l L U
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NAVY HUMAN RESOURCES MANAGEMENT 
PLAN

The Chief o f Navy (CN) released the 
Navy Human Resources Management 
(HRM) Plan on 5 February 2001 as an 
annex to Plan Green, the umbrella doc
ument for Navy medium term plan
ning. The HRM Plan was developed to 
provide a coherent framework within 
Navy for managing people issues into 
the future and to serve as a means to 
drive further improvements in the 
HRM arena.

Why a HRM Plan?
The HRM Plan has been implemented 
for several reasons. Declining recruit
ment numbers combined with unac- 
ceptably high separation rates have led 
to a corresponding erosion in the expe
rience base of our personnel both at sea 
and ashore.

Furthermore, some existing HRM 
practices are no longer deemed appro
priate for the future direction of the 
Navy, while growing complexity in the 
internal and external environments, 
and the increasing number of regula
tions and directives to do with person
nel management, requires a more coor
dinated approach.

Purpose of the HRM Plan?
The plan provides a comprehensive 
and ongoing framework for the effec
tive management of all Navy people; 
PNF, ANR and civilian; and gives 
effect to CN’s intent to increase the pri
ority on people issues within the Navy. 
The ultimate purpose is to improve the 
ability of the Navy to provide men and 
women who are motivated to serve at 
sea, who are well trained, well support
ed and are committed to fight and win.

How will the Plan be 
Implemented?
The Director General Navy Personnel 
and Training (DGNPT) has the lead in 
coordinating the implementation of the 
HRM Plan. Relevant Navy directorates 
and stakeholders will be tasked with 
responsibility for the implementation 
of aspects o f the Plan.

The onset o f the Force Element Group 
(FEG) structure has substantially 
changed the HRM landscape in the 
Navy and has provided the opportunity 
to decentralise certain HR functions. 
FEGs have a mandate to play a promi
nent role in HRM and will be the key 
to the implementation, evolution and 
decentralisation of HR practices such 
as scheme of complement issues, billet 
pre-requisite issues and career man
agement issues such as defining the 
priority for filling particular billets.

Areas Addressed by the 
HRM Plan
The Plan draws together a range of 
issues under eight major themes, or pil
lars. Each pillar focuses on a particular 
area of HRM activity but there is a 
strong interdependence between each 
of the eight pillars. The eight pillars 
are:

• Image and Recruiting;

• Retention;

• Training and Education;

• Culture and Values;

• Workforce Planning;

• Career Management;

• Personnel Support; and
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• Career Transition and Reserve 
Service.

Outcomes
Within five years, the HRM Plan aims
to deliver the following outcomes:

• Recruiting performance will continue 
to improve and separation rates con
tinue to reduce. The combined suc
cess o f these two activities will pro
vide sufficient numbers of trained 
personnel to reduce the pressure 
being experienced by Navy personnel 
at present.

• A stronger Navy culture which is 
understood and embraced by all per
sonnel. Our culture and values pro
vide the emotional focus for service 
and are central to guiding both our 
professional and individual behav
iour and these values will be rein
forced at all levels.

• A re-invigorated Divisional System 
that facilitates better HRM and work
force relations in the Navy.

• Provision of personnel and family 
support programs that broaden the 
responses to the unique nature of 
Navy service.

• Navy personnel are provided with 
nationally recognised training, fol

lowed by meaningful employment at 
sea and adequate shore respite.

• New and flexible approaches to 
workforce planning and career man
agement that reflect the changing 
career aspirations of our people and 
encourage their input into career 
decision making.

• Standardised computing applications 
are available to all Navy personnel 
and are used to provide comprehen
sive service information and to deliv
er training via electronic learning 
packages.

• A stronger and more capability 
focused Navy Reserve.

Initiatives
There are just over 200 discrete 
enabling activities contained within the 
HRM Plan that support 66 major per
sonnel initiatives. Some of the more 
interesting activities include:

• co-ordination of recruiting activities 
with port visits;

• the establishment o f career manage
ment shopfronts in major fleet bases 
to better facilitate communication 
between individual and Navy 
requirements;

LSBMBrett Holland as the Buffer HMAS BRUNEI
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• the conduct o f regular forums at all 
fleet bases and major establishments 
to enable commanders and partners 
o f Service members to discuss reten
tion issues;

• the introduction of electronic learn
ing in the Navy;

• expanding the career development 
and employment opportunities for 
Warrant Officers;

• reinvigorating of the divisional sys
tem as the primary means of support 
for serving personnel;

• enhancements of recreational facili
ties at major fleet bases and the pro
vision o f recreational programs out of 
hours;

• identifying and reducing barriers to 
existing childcare facilities;

• assisting members to assess their 
ADF-provided qualifications against 
civilian qualifications in their reset
tlement states;

• encouraging re-entry to the Navy by 
providing transparent and equitable 
movement between the PNF and 
ANR (revolving door policy), with

out disadvantaging PNF members 
who have maintained continuity of 
service; and

• liaising with DCO in assisting spous
es to gain employment in new post
ing localities through provision of job 
search assistance, the development of 
strategic links with employment con
sultancies near fleet bases and raising 
the profile o f the Spouse 
Employment Assistance Program 
(SEAP).

Conclusion
The successful implementation of the 
HRM Plan will only be achieved if it is 
embraced at all levels, by all Navy 
people. Communication is vital to the 
success of the plan with all members 
needing to be aware and understand 
how personnel issues affect their lives. 
Feedback that proposes innovative 
improvement ideas will be welcome at 
all times. Point o f contact for the 
implementation o f the Navy HRM 
Plan is CMDR John Scott at NPTC-W 
on (08)95533503, or
John.Scott2@defence.gov.au.

SALE OF RAAF OCEAN SPRAY 
APARTMENTS, COFFS HARBOUR

The RAAF Central Welfare Trust Fund 
wishes to advise all current RAAF, 
other ADF personnel and eligible ex
serving ADF members of the proposed 
sale of the Ocean Spray apartments 
located at Coffs Harbour on the north
ern NSW coast.

The trustee, (ie. the board of directors, 
and committee of management) assure 
all members that the decision for the 
sale has not been taken lightly and

comes following a comprehensive four 
year review process. The major factors 
which ultimately influenced the sale 
decision are as follows:

• declining interest. Occupancy by eli
gible members has declined to such 
an extent that fiscal performance is 
now seriously affected.

• ageing product. The facility was pur
chased in the early 1970s and is an
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older 1960s building design that now 
requires an unacceptably high level 
o f day to day maintenance. This spi- 
raling higher cost o f maintaining the 
property has also markedly affected 
fiscal performance.

• property facilities. Notwithstanding 
that Ocean Spray is a very presenta
ble and comfortable holiday facility, 
the apartments are basic by nature 
and do not offer the standard of facil
ities as found at the trust’s other two 
holiday complexes on the Gold Coast 
(Ambassador) and at M erimbula 
(Tuscany) on the NSW south coast. 
That is, the Gold Coast and 
M erimbula properties both offer 
modern design apartments with large 
bedrooms, ensuites, full size kitchens 
with associated modern fittings, self- 
contained laundries, and secure park
ing. Without doubt, the 92 per cent - 
plus occupancy rates at the Gold 
Coast and Merimbula properties give 
a very clear indication of the standard 
o f amenity required by personnel.

• fiscal performance. The declining 
interest and falling occupancy at 
Ocean Spray, together with the ongo
ing higher daily maintenance costs 
has seen the facility suffer financial 
losses over the last three years. Quite

< simply, the trust cannot afford to con
tinue to prop up the ailing facility nor 
is a major upgrade of the property a 
fiscally responsible and viable option 
in the short or longer term.

• changing demographics. The trustee 
has also recognised the marked 
change in the demographic profile of 
the ADF, which has had an apparent 
influence on the holiday market for,

and accessibility to, Coffs Harbour. 
That is, people in the Brisbane area 
and to some extent Townsville, are 
well served by the proximity of the 
Gold Coast apartments while people 
in Sydney, Canberra and Melbourne 
are well served by the Merimbula 
apartments .

The Ocean Spray apartments have 
served ADF personnel well for almost 
thirty years. However, the continued 
fiscal loss from the facility is not com
mercially sound and is most definitely 
not a wise and prudent use of the trusts 
(RAAF members) funds. Accordingly, 
Ocean Spray will be presented for pub
lic auction on Saturday 7 April 2001.

Notwithstanding the decision to sell, 
personnel may continue to book 
accommodation at Ocean Spray 
beyond the auction/expected sale date 
as any new owner may well choose to 
honour existing bookings and/or offer 
an alternative package. In all cases, the 
onsite management team will keep all 
such personnel fully informed of the 
status o f their booking in relation to the 
sale process.

Further enquiries on the sale of Ocean 
Spray may be directed to SQNLDR 
Trevor Owens on (02) 6265 6722, or 
trevor.owens@cbr.defence.gov.au

Point o f contact for service holiday 
resorts is Mr Peter Alomes on 02 6265 
2797

Detailed information on all the service 
holiday resorts in Australia and New 
Zealand is available from 
www.defence.gov.au/dpe/dpepersfmman
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REVIEW OF ACCOMMODATION 
ARRANGEMENTS FOR MEMBERS WITHOUT 

DEPENDANTS
Comments are often received from 
Members Without Dependants 
(MWOD) relating to the size, amenity 
and standard of living-in accommoda
tion and the inadequacy of Optional 
Rent Allowance (ORA).

The Defence Personnel Executive 
(DPE) acknowledges that the accom
modation and housing assistance 
arrangements for MWOD require 
urgent attention and these arrange
ments are high on the list o f priorities 
for early resolution.

Clearly, the perception is that nothing 
is being done to address the genuine 
concerns of MWOD in relation to the 
standard of their accommodation and 
the allowances available to them.

The purpose o f this article is to 
acknowledge the issues that have been 
raised by members and to advise you 
that steps are being taken to improve 
MWOD accommodation arrange
ments.

There are many problems with living- 
in accommodation. Much o f the 
accommodation is old and in a poor 
state of repair. Many of the older 
accommodation blocks have shared 
ablutions, shared laundries, limited (if 
any) storage, limited car parking, no 
telephone or TV jacks in individual 
rooms, and are in urgent need of gen
eral maintenance.

Unfortunately, the accommodation has 
been allowed to deteriorate over many 
years, with only limited refurbishment 
and little new accommodation being 
built.

There can be little argument that the 
Service Residences provided for 
Members With Dependants (MWD) 
are now mostly at community stan
dards. Apart from some fine-tuning in 
regard to the classification of Service 
Residences and the methodology for 
Group Rent Scheme contributions for 
MWD, the time is now overdue to turn 
our attention to the accommodation 
arrangements for MWOD.

There is a general acceptance that the 
future of accommodation for MWOD 
is off-base, but that will take some 
years to achieve. The Defence Housing 
Authority and the Defence Estate 
Organisation are examining options for 
the future provision of accommodation 
for MWOD.

In the meantime, I have tasked the 
Directorate of Housing Policy with 
examining options to improve the 
accommodation arrangements for 
MWOD in the short term. These 
include fine-tuning the classification 
system for living-in accommodation to 
take greater account of the standard 
and amenity of the accommodation, 
and improving the allowance options 
where the available accommodation is 
below standard.

Optional Rent Allowance was intro
duced to give members some choice 
where only Level 1 and Level 2 living- 
in accommodation is available. It is 
acknowledged that the assistance pro
vided by Optional Rent Allowance is 
less than was initially envisaged when 
the new housing policy was introduced 
on 3 September 1998. In some areas, 
because of the low rentals, Optional
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Rent Allowance provides members 
with little or no rent assistance. 
However, even in those areas, mem
bers who opt for Optional Rent 
Allowance are eligible for a bond 
advance, rent in advance and, in some 
cases, rent after occupancy ceases. The 
real advantage o f Optional Rent 
Allowance is for those members who 
elect to share their rental accommoda
tion. Directorate of Housing Policy is 
looking at ways in which the Optional 
Rent Allowance provisions can be 
improved.

Directorate of Housing Policy is also 
to consider whether there are some

simple solutions to certain of the diffi
culties encountered by members in liv- 
ing-in accommodation. For example, 
whether there are ways of providing 
additional storage in existing accom
modation and whether the absence of a 
phone jack in a room should reduce the 
room’s classification.

S.V.L. WILLIS 
Major General
Head Defence Personnel Executive
R1-1-C003
Tel: (02) 6265 6902

EAST TIMOR DEPLOYMENT STUDY

Would you and your partner like to talk 
about your experiences with deploy
ment to East Timor?

My name is Philip Siebler, I am a 
Defence Social Worker at DCO- 
Puckapunyal and I am conducting a 
research project which aims to find out 
about the experiences of serving per
sonnel and their partners before, during 
and after deployment of the member to 
East Timor. I am doing this study for a 
PhD, under the supervision of 
Associate Professor Chris Goddard, in 
the Department o f Social Work at 
Monash University. It is hoped this 
information will assist the Defence 
Community Organisation (DCO) in 
better understanding and responding to 
the needs of ADF families who experi
ence lengthy separation.

I would like to talk with personnel with

dependants who may or may not be in 
a relationship. I would like to talk with 
personnel who have been deployed to 
East Timor in either OP. WARDEN or 
OP. TANAGER. I am also interested in 
talking with partners and any care
givers who may have looked after chil
dren whilst members were serving 
overseas.

If you agree to take part, the interview 
will take about one and a half hours at 
a mutually convenient time and place. 
Your name and address will not be 
identified in any way with anything 
you may say to the interviewer.

For further information, please contact 
me at DCO-Puckapunyal on 03 5735 
7723 or 03 5735 7731 (work hours). 
This will not place you under any obli
gation to proceed with an interview.

38



A u t u m n  2 0 0 1

PLAN EARLY FOR YOUR RESETTLEMENT

You will have seen many articles 
explaining the need to plan early for 
your discharge and resettlement. The 
importance of this advice can not be 
stressed enough. Many experts recom
mend that you organise your discharge 
and resettlement over many years, with 
twelve months regarded as an absolute 
minimum.

Whatever the time frame you require, 
the first step is to find out about the 
issues you should address. There are a 
number of ways to get some initial 
advice. The best way, though, is 
through your local Resettlement 
Officer. There is a Resettlement 
Officer within each Corporate Support 
Regional Office. Contact names and 
addresses can also be found at the 
Career Transition Assistance Web Site 
mentioned below.

As well as providing advice and assis
tance through Resettlement Officers, 
there are a number of forms of assis
tance available to personnel discharg
ing from the ADF.

Career Transition 
Assistance Web Site
The Career Transition Assistance Web 
Site is a new initiative, which has been 
developed as part o f the project 
responsible for the Career Transition 
Assistance Package. It can be found 
within the Defence Intranet at 
http://defweb.cbr.defence.gov.au/dpec- 
tap/ or through the Defence Personnel 
Executive Web Site. Copies of the site 
will also be available on CD ROM for 
personnel without easy access to the 
Defence Intranet. At present the Site 
provides information on:

• Resettlement - providing advice on 
your entitlements and the issues you 
must face when considering dis
charge; and

• ADF Discharge - providing advice 
on the process you must go through 
to action your discharge.

Links to other sites that provide finan
cial information and assistance in areas
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relative to discharge are also included. 
Future iterations of the site will include 
job search information, Curriculum 
Vitae (CV) templates and samples of 
CVs for ADF skill sets and competen
cies.

Resettlement Seminars
Resettlement Seminars are held over 
three days in most major centres 
throughout Australia. All personnel are 
eligible to attend; however, longer 
term members will be given higher pri
ority where places are limited.

Assistance in Development 
of a Resume
Personnel with 15 years service or 
more are eligible to receive assistance 
in the development of a resume. Under 
the Resettlement Scheme, you may be 
eligible to receive 75% reimbursement 
for the cost o f having a resume profes
sionally developed, up to a limit of 
$179.00 (indexed).

Discharge Resettlement 
Training
Discharge Resettlement Training to a 
maximum of 20 days is available to 
members with 20 years or more serv
ice, personnel being medically dis
charged and personnel with 12 or more 
years service who are being made 
redundant. Discharge Resettlement 
Training can take the form o f formal 
courses, on the job training or 
Outplacement Counselling. Personnel 
being medically discharged may 
undertake both Discharge 
Resettlement Training and 
Outplacement Counselling.

Job Seeking Leave
Members with 20 years service can 
apply for up to three days leave to 
attend job seeking activities.

The Future
From 1 July 2001 the Career Transition
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Assistance Package will take over 
from the Discharge Resettlement 
Scheme. Under the new package, the 
assistance you can receive at the time 
of discharge will not change dramati
cally. However, the point o f service at 
which people can access assistance has 
been expanded.

Under the new scheme, people will 
still be able to attend Resettlement 
Seminars, with a priority order based 
on length o f service still enforced 
where attendance is limited. Also, 
advice through the Resettlement 
Officers, the Web and CD ROM will 
still be available. Other assistance will 
be provided as follows:

Level one (less than 12 years 
Service)

Access to information as described 
above plus five days approved absence 
for job seeking activities after five 
years service.

Level two (12 to less than 18 years 
Service)

All level one benefits plus an addition
al five days approved absence (making 
a total o f 10 days), coaching on the 
development of a CV and access to 
Career Transition Training to a limit of 
$ 1,000.

Level three (18 years or more serv
ice)

All level two benefits plus an addition
al thirteen days approved absence (a 
total o f 23 days) and a choice of Career 
Transition Training without the $1,000 
limit or outplacement counselling. 
Note: The extra period of approved 
absence was recently increased from 
ten to 13 days to accord with current 
resettlement provisions, which include 
three days job search leave.

The Approved absence may be used to 
attend on-the-job training, Career 
Transition Training (if eligible) or for 
job  seeking activities. Career 
Transition Training covers actual 
course training costs.

Medical and Redundant 
Discharges
People being discharged medically or 
under redundancy provisions will be 
eligible for Level Three benefits, plus 
outplacement counselling where 
required.

Point o f contact is Defence Personnel 
Executive, Deputy Director Career 
Transition Assistance Package, 
Michelle Glanville on 02 62654273.
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AUSTRALIAN NAVAL RESERVES COLUMN
by Commander Joseph Lukaitis, RFD, RANR 

Director of Reserve and Community Liaison-NHQ

Update on the 
Reserve Integrated 
Program Scheme of 
Complement.
The future of ANR capability 
in the RAN is now intimately 
linked to the roll out o f the 
Reserve Integrated Program 
Scheme o f Complement 
(SOC).

The SOC defines billets and activities 
for ongoing support to the PNF and 
also the number of General Reserves 
available for ANR surge capacity.

There are Reserve billets attached to 
every establishment, Force Element 
Group and Headquarters in the RAN. 
These billets are the ongoing basis for 
ANR budget and recruiting targets.

The SOC, importantly for Reserves, 
also promises career management 
(reporting, promotions and training in 
a full divisional environment). It will 

’'a lso  define for many civilian employ
ers, the parameters for their ongoing 
commitment to supporting Reserve 
service as their employees undertake 
regular and planned Reserve activities.

The SOC is not yet fully implemented 
and operational. PNF managers are 
still coming to grips with a range of 
issues in defining their various 
Reserves billets and duties, as well as 
completing the posting of personnel to 
billets. A national verification and 
analysis o f the SOC billets has been 
requested by DGNPT. Responses from 
PNF managers are due to SYSCOM 
by June 30, 2001.

At present there are not 
enough General Reserves to 
fill the SOC and aggressive 
recruiting will be required to 
entice Standby Reserves and 
civilian ANR entrants into the 
IP SOC to deliver capability 
in the right numbers and the 
right places for our Navy.

It is vital that every Reservist 
negotiate their employment options 
with their appropriate command, be it 
a FEG, Headquarters or Establishment 
during this verification process. You 
are strongly encouraged to pick up the 
phone and contribute with your input.

Reservists can help PNF managers 
with the SOC by contributing to the 
verification process and fine-tuning of 
billets and duties. Be part o f the solu
tion and help write your own job 
description.

Remember that individual SOC billets 
can be shared between Reservists by 
multiple postings to one billet. Also, a 
posting into the SOC will mean a 
transfer from Standby to General 
Reserve for those presently on the 
Stand-by list.

How many reserves are 
there out there?
In February 2001 there were 5,727 
Reservists according to NPEMS 
records. The numbers o f General 
Reservists stood at 857; Standby 
Reservists 4,695; Navy Ready Reserve 
12 and these on Continuous Full Time 
Service 165.
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NAVAL RESERVE CADETS - THE WAY AHEAD
By CMDR Eliot Fisher NRC, Chief Staff Officer - National Headquarters

In the Spring 2000 issue of SeaTalk the 
National Commander o f the Naval 
Reserve Cadets (NRC), CAPT Gavin 
Reeves NRC provided an overview of 
the organization as part o f the Navy 
family. This article provides further 
insights into the changes being under
taken which in many ways are parallel 
to those being undertaken in the RAN.

The Naval Reserve Cadets is commit
ted as part o f its National Strategic 
Plan to address six goals that are 
designed to ensure success in achiev
ing its mission:

‘To be recognised by the community as 
a leading youth organisation’.

These goals will ensure that we fulfil 
our defined mission:

‘To provide opportunities fo r  young  
people to experience personal chal
lenges and opportunities fo r  growth in 
an adventurous marine environment

The goals that have been identified fall 
under the general headings of:

• Staffing;

• Training;

• Governance;

• Business Processes and Resources;

• Image and Community Relations; 
and.

• Customers and Sponsors.

The NRC like many organisations has 
been operating in some cases within 
paradigms that had their origins in the 
post World War II Navy with little real 
attempt to address the range o f dramat
ic and dynamic changes that had 
occurred within Australian society and - 
the RAN in the intervening period.

The recently released report, ‘Cadets: 
The Future - A Strategy for the 
Australian Services Cadet Scheme’, 
provides valuable insights into current 
attitudes and expectations o f staff, 
cadets and parents.

Immediate ‘people issues’ that face the 
NRC today include:

• The need to recruit and retain staff, 
who have the ability to deliver a 
modern youth activity program based

on a RAN oriented range of activ
ities and culture.

• The need to provide appropriate 
adult training supporting an 
adventurous program that will 
attract and hold cadets.

• Developing adults in their areas 
o f responsibility, particularly 
occupational health and safety, 
equity and diversity, unit leader
ship, effective issue manage
ment, conflict resolution, 
recruiting and public relations.
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The role of the adult in the NRC has 
changed substantially today in regard 
to the extent o f the responsibility and 
professionalism that is expected by the 
community and the RAN. Concepts of 
duty o f care and due diligence now 
carry with them substantial liability for 
breach, ignorance or negligence.

The expectation of parents and cadets, 
not unexpectedly, is that they will be 
treated with consideration, dignity, 
respect and justice. This reflects the 
human rights approach that is being 
taken in both the local and wider com
munity in our social, business and per
sonal relationships.

Attendant to this process is the need to 
define, publicise and instigate codes of 
conduct and behaviour and to develop 
practical, appropriate, effective 
processes in common with our youth 
development theme.

In a similar vein, the relationship 
between the staff and the employer (the 
RAN) needs redefining to reflect the 
new levels o f responsibility, accounta
bility and ownership incumbent in the 
current role.

Against this must weigh the strong vol- 
nmteer/part time nature of NRC where, 
like the Reserve, staff are often 
required to put aside family and per
sonal matters to ensure the best inter
ests o f the NRC are served. Like every 
organization, such conflicts impact on 
efficiency and achievement.

Cultural and organisational change in 
the NRC, like the RAN, has been slow 
in coming but, unlike the RAN where 
change is ordered and carried out, the 
NRC does not have the resources to 
provide that immediate impact.

Change management and improvement 
will, of necessity, come at a much 
slower pace. It will largely relate to the

effectiveness of the National 
Headquarters, National Training Unit 
Staff and the Area Headquarters. These 
groups will develop, through learning 
and experience, a culture of continuing 
improvement that is relevant to cadets 
in the new millennium.

The move of the NRC to become 
increasingly more responsible for its 
own destiny has also identified a num
ber of challenges in the area of skills 
and resources.

The area of greatest challenge is that 
identified under the title o f ‘The 
Tyranny of D istance’. With key 
National Headquarters staff and proj
ect officers located in Queensland, 
Western Australia, South Australia and 
Victoria, the National Headquarters 
spiritual home appears to be in cyber
space with STD calls and interstate 
travel a necessary part of managing the 
daily function of the organisation.

No less difficult is the role of an Area 
HQ such as WA where units are spread 
form Broome to Esperance.

In a different way the mindsets o f the 
organisation are being challenged to 
change from a problem centred, man
agement approach to a visionary, mis
sion directed strategy with a leadership 
approach. The need is evident that to 
compete for the available young peo
ple in Australian society today we need 
to offer them a product through a 
unique experience that meets their con
temporary needs and expectations.

Those expectations arise out o f the 
society in which they grew up and are 
impacted on by many of the following 
factors including human rights, anti- 
discrimination, the green movement, 
media and information technology, the 
changed role of the Australian Forces 
in peace keeping and humanitarian 
activities, workplace reform, the
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reduction in full-time employment, 
changes to traditional family structure, 
dramatic changes in learning and final
ly, globalisation.

Much has been written about the need 
for developing leaders and there is 
considerable evidence to support the 
contention that Cadets is an excellent 
grounding for such training. The 
changes that are envisaged in the NRC 
Strategic Plan are directed to provide 
an even greater opportunity for leader
ship development within a Navy based 
skills program.

Young people today are visionary, ide
alistic, loyal, enthusiastic and fun lov
ing. Those in the Cadets see structure, 
planning, order, skill acquisition and

opportunity for sensible adventurous 
risk-taking as essential to the cadet 
program.

Cadets develop close and meaningful 
relationships with their peers and val
ued adult role models. Our challenge 
for the future as leaders of the NRC is 
to ensure that we achieve the best out
put through innovation and commit
ment to the young people we have the 
opportunity to lead.

This is best achieved by the personal 
example o f skilled and committed 
adults acting as role models who enjoy 
being part o f a very valuable 
Australian youth organisation that 
forms an important part o f the Navy 
family.

REMOTE LOCALITY LEAVE TRAVEL
it costs Defence less but you get good value

Much gnashing of teeth has occurred 
this year following the start o f 
Defence’s new travel contract. The 
contract was good news overall for 
Defence because it significantly 
reduced the cost o f travel. The gnash
ing of teeth occurred because of the 
consequential flow-on effect for offset 
arrangements.

Following commencement of the cur
rent travel contract, concern was 
expressed by some members about the 
reduced offset value for Remote 
Locality Leave Travel (RLLT).

‘Offset’ refers to when a member 
elects to make private arrangements 
for travel (either alternative means, or 
an alternative destination, or both) 
rather than use Defence arrangements. 
The capacity to elect to offset has

always been based on the alternative 
arrangement not costing Defence any 
more than, in the case of RLLT, the 
cost for the member to travel to the 
nearest State capital city by normal 
means.

In other words, the election to offset is 
only permitted on the basis there is no 
additional cost to Defence. The cost to 
Defence is referred to as Normal 
Departmental Liability.

Why do we have RLLT?
RLLT has a long history, and has 
always been premised on the per
ceived need for the member (and fam
ily, if applicable) to leave the remote 
locality so that they can have access to 
medical, dental, shopping and other 
facilities not generally available in the
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remote locality. Moreover, RLLT is 
intended to provide members with 
respite from the physical conditions 
associated with living in a remote 
locality, such as severe climate and 
lack o f interaction with a wider com
munity. Providing personnel with trav
el by air to the nearest State capital city 
has historically been seen as meeting 
this intention.

The new travel contract and revised 
level o f Normal Departmental 
Liability (NDL) has not changed the 
entitlement to RLLT. The capacity to 
elect to travel by alternative means, or 
to offset the leave travel entitlement to 
travel to an alternative destination (or 
both), has not changed.

However, as always, the individual 
decision to offset moves beyond the 
intent o f RLLT and towards individual 
holiday choices. Such choices are per
sonal matters and, as with any form of 
holiday, the costs are private expenses, 
not public expenses.

Normal Departmental 
Liability

 ̂The Chiefs o f Service Committee 
(COSC) recently carefully re-consid
ered the level o f Normal Departmental 
Liability for RLLT and other leave 
travel. The COSC reaffirmed the prin
ciple that when a member elects to off
set the RLLT entitlement, it should not 
cost Defence more than the maximum 
cost o f the airline ticket to the nearest 
State capital city.

A change o f Normal Departmental 
Liability arrangements to one where 
members who elect to offset leave 
travel entitlements actually cost 
Defence more than would have been 
the case if they had not elected to off
set is untenable.

Offsetting for an overseas destination
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is permissible but where it would cost 
the taxpayer more than the cost o f pro
viding, for example, RLLT, it is simply 
not acceptable. The revised level of 
Normal Departmental Liability contin
ues to limit the amount of taxpayer 
funding that will be provided to sup
port the cost o f ‘offset’ travel. The 
limit is the maximum cost to Defence 
of the entitlement.

Defence employees
Criticism is often made that Defence 
employees continue to receive a high
er Normal Departmental Liability. In 
making this comment, three issues are 
overlooked:

• The conditions of service are differ- 
ent-ADF members have an entitle
ment to an air ticket whereas 
Defence employees have an entitle
ment to a specified cash out benefit 
for RLLT;

• Neither RLLT nor the benefit is 
available to locally recruited employ
ees in Cairns, Darwin or Townsville 
who commenced after 6 May 1998; 
and

• Within a few years, not many 
employees will be eligible for either 
RLLT or the RLLT benefit; for 
instance, in Darwin, wastage rates 
over the last couple of years have 
been of the order o f 20% per annum 
- only about half of Darwin employ
ees are eligible for the benefit.

Discounted leave travel
The COSC also noted that the travel 
contract provided leave fares at a sig
nificantly discounted rate to the con
tract fare. Some Defence Corporate 
Support Centres had adopted adminis
trative processes that made it difficult 
for them to book leave travel. 
However, Corporate Support is to rec-
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tify this so that members are able to 
book leave travel through their local 
Defence Corporate Support Centre.

Leave travel fares for eligible mem
bers (eg RLLT) are available through 
QANTAS (Defence Corporate Support 
Centre) and provide a significant dis
count to contracted fares. For instance, 
in the case of Darwin based members, 
the entitlement to an RLLT air ticket to 
Adelaide can be offset without cost for 
an air ticket to any other capital city in 
Australia. That is, Darwin based mem
bers can fly to any other capital city for 
no additional outlay.

RLLT and reportable fringe 
benefits
The issue of reportable fringe benefits 
is a matter o f Australian Government 
taxation policy administered by the 
Australian Taxation Office (the ATO).

The value o f reportable fringe benefits 
may appear on a member’s group cer
tificate. The value of any fringe bene

fit must be grossed-up for tax from the 
amount actually paid. That is, a value 
is calculated as if the taxpayer/member 
bought the benefit from pre-income 
tax salary.

When the value of reportable benefits 
exceed $1000 in the period 1 April to 
the following 30 March, the amount 
will appear as a fringe benefit on the 
member’s group certificate for the 
financial year ending 30 June.

The value of the ‘reportable fringe 
benefits amount’ is used to assess a 
taxpayer’s entitlement to certain 
income-tested tax concessions and lia
bility to income-tested surcharges for 
the financial year. These include the " 
Medicare levy surcharge, superannua
tion contributions surcharge, conces
sions for personal and spouse superan
nuation contributions, and higher edu
cation contributions scheme debt 
repayments.

If RLLT is taken from a locality that is 
not an Australian Taxation Offfice



defined remote locality (eg Cairns, 
Darwin and Townsville), the pre-tax 
value of the RLLT may (ie if the total 
value o f reportable fringe benefits 
exceeds $ 1000) appear as a reportable 
fringe benefit on the member’s group 
certificate.

However, if the RLLT is taken from an 
Australian Taxation Office defined 
remote locality (eg Karratha, 
Katherine and Kununurra), to a major 
centre in Australia, the RLLT is a non 
reportable benefit and the value will 
not appear on the member’s group cer
tificate. The Australian Taxation

Office has defined remote localities for 
reportable fringe benefit purposes dif
ferently from specified remote areas of 
Australia for zone rebate purposes.

If RLLT is offset for an overseas desti
nation, the pre-tax value of the RLLT 
may appear as a reportable fringe ben
efit, regardless of the member’s locali
ty. Similarly, if a member elects for 
reverse RLLT, the value of the offset 
may appear as a reportable fringe ben
efit, regardless of the member’s locali
ty.

For further information see your local 
Defence Corporate Support Centre.

SUPER AND YOU
Lets talk $$$
Are you interested in your entitlements 
upon:

• Discharge/Resignation?

• Retirement?

• Redundancy?

• Invalidity?

• Death?

The new and improved i-Estimator 
(formerly known as the Ready 
Reckoner) program allows you to proj
ect potential benefits using selected 
variables including interest, salary and 
date of exit.

You can also make assumptions about 
likely promotions, increments and 
inflation rates, to get an idea of their 
potential benefits, both before and 
after tax, in today’s dollars.

Unlike previous versions, the latest 
version does not need to be ‘down
loaded’ to your own computer - it can

be operated ‘in situ’ on the Web 
(www.comsuper.gov.au).

Department of Defences’ Director of 
Superannuation, Phil Charlie describes 
the i-estimator as a ‘wonderful 
enhancement to the service to mem
bers’.

Where do you keep your 
Member Statement?
Another innovation is that, once you 
‘key in’ your scheme access number, 
information from your latest Member 
Statement is automatically loaded - 
dispensing with the need to ‘key in’ all 
the data items yourself. So please 
remember to have your scheme access 
number handy before entering the 
ComSuper website. It is a secure site 
designed to protect members’ personal 
details and the i-Estimator won’t work 
without an access number.

If you have any further questions, 
please contact the ComSuper Call 
Centre on 13 23 66.
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The following article is a revised re
print o f  one o f  my earlier submissions 
that has appeared in SEATALK (back 
in August 1996). With the imminent 
change to Winter Rig looming, I  
thought it appropriate to re-print the 
following, noting that the message is 
fundamentally as sound today as it was 
back then, although I  do not now see 
m yself in uniform that often!

Monsier Jay Gee

Prior to commencing this article, I was 
flicking through the back-issues of 
SEATALK on Grandma’s coffee table, 
and was struck by my closing sentence 
in the Winter 1996 edition , [that] ‘it 
does the Navy no justice i f  you look like 
a ‘scran bag ’ during your moment o f  
fam e! ’

Staring at my reflection in my spit pol
ished shoes [my grandma always says 
that you can tell a gentleman by his 
boots!], I further determined that it 
does the Navy no justice if you look 
like a ‘scran bag’ full stop.

With this in mind, I decided that it was 
about time to stop writing about the 
‘big’ things such as reviews, trials, 
redesigns et cetera, and to revisit some 
of the more basic principles about 
wearing uniform.

So, loosening my immaculate tie (on 
this occasion I had chosen the half- 
Windsor knot), I rolled up my starched 
sleeves (metaphorically only - I would 
never dream of rolling up the sleeves 
of my Military Style Shirt), and started 
on this, the next offering for 
SEATALK.

In keeping with a nautical theme, I

have titled this article ‘THE CUT OF 
YOUR JIB’.

One of the other more profound state
ments my dear old Grandma also uses, 
is ‘look after the little things, and the 
big things will take care of them
selves’; I suppose this really is the 
crux of the article that I find unravel
ling on the binary system that is my 
computer.

Why do statements exist like ‘every- * 
thing is Ship Shape’, or ‘I like the cut 
of their j ib ’, or ‘tiddley’, or even 
‘squared away’?? (the rhetorical ques
tion, that I now intend to answer!)

My guess, is that its because the gener
al public have come to accept that any
thing ‘Navy’ related is smart in appear
ance and worthy of being emulated. 
Indeed, I recall reading a ‘Qantas’ 
booklet that informed male staff that 
they were permitted to sport a ‘Navy’ 
style beard.

Working, as I do, in a Headquarters 
environment, I am surrounded by per
sonnel wearing Dress W7, so it is with 
this particular uniform in mind that the 
following finer points o f detail are pro
vided, to make your ‘jib ’ the best pos
sible ‘cut’.

Starting at the top then; How is your 
cap/hat? I know we are all human, and 
perhaps we do not clean them as often 
as we should. Whilst in that region, 
what about your cap badges or tally 
band bows - could they do with a clean 
or realignment (or dare I suggest - 
renewal)?

Moving to shirts, are they ‘ironed flat 
and free of wrinkles’ as per ABR 81?
Are there any ‘Irish pennants’ (you
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know, loose threads)? Are they still 
white? Has the cotton content shrunk, 
leaving the fit just a wee bit snug? Are 
the shirts embellished with the correct 
items in the correct place, for example, 
RAN Name Badge, Commendation 
Badge (I wish), prescribed Soft Rank 
Insignia and ribbons?

Speaking of ribbons, how do they 
look? a bit grubby or frayed?, don’t 
dismay, replacements are only as far 
away as the nearest clothing store.

The necktie - that ‘paramount fashion 
statement o f all times’ (how I wish I 
had invented it, held the patent and 
reaped the royalties!). I know that 
some o f us are all fingers and thumbs 
when it comes to tying these things, so 
I have included the ‘Advanced Knot 
Tying Correspondence Course’ in ABR 
81.

Please note that the diagrams are what 
you would see if you were looking in 
the mirror! Don’t forget that the tail of 
the tie should end up within 2cm of the 
belt buckle.

Belts are, themselves, also a fashion 
statement [Grandma says ‘if it has belt 
loops, then you have to wear a belt’]. 
In the case of our RAN belt, it should 
be threaded through the loops starting 
on the left hand side o f the trouser, and 
the little metal thingy on the running 
end should only extend to just outside 
the belt buckle when done up.

If you have any spare belt length left, 
then it should be shortened by cutting 
the excess and/or moving the buckle 
along the belt. Speaking o f belt buck
les; if  you are contemplating your 
navel at any time [which Grandma tells 
me is bad for my posture], look a bit 
lower and see if your buckle needs 
cleaning!

Now that our shirt is tucked in, and our 
trousers are being held up in the cor
rect manner, how do they look? 
Pressed/dry cleaned, free of lint, fluff, 
pet hair [damn Grandma’s cat!].

Do your shoes need to hold a party and 
invite your trouser hems down? The 
only thing worse than short hems, is 
long ones - perhaps some minor alter
ation is required.

There is one thing to be said for short 
hemmed trousers though, and its that 
you can see socks - are they black and 
matching (you’d be surprised!)[has 
Grandma’s damn cat been chewing 
holes in them?].

Finally, back to where I started, check
ing out my military style haircut in my 
spit polished shoes. Do they need to be 
spit polished? (another rhetorical ques
tion) ABR 81 [which I also keep on 
Grandma’s coffee table] tells me that 
shoes must be clean, in good repair and 
be well polished (remember 
Grandma’s saying, ‘take care of the lit
tle things...’, don’t forget the welts, 
stitching and soles - normally neglect
ed). You therefore don’t need to over
do it by spit polishing (although 
‘Division’s’ shoes do come up a treat!).

Well, that just about covers how we 
can improve the ‘Cut of our Jibs’. 
Leafing through ABR 81 [I’ll have to 
polish the finger marks off Grandma’s 
coffee table when I’m finished!], I find 
that all the above is presented in 
greater detail in Chapter 4, and I won
der whether Grandma didn’t have a 
hand in writing the book!

Point o f contact for all uniform matters 
is M r John G ill, S ta ff O fficer U niform s 
on (02) 6265 7316 or 
john.gill@cbr.defence.gov.au
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SAFETY NEWS
Currently there are a number of tests 
and trails being conducted by the 
Warfare Division at MHQ Sydney in 
co-operation with a number of other 
agencies.

These include the fitting o f the 
STORTZ couplings to all fire hydrants 
and fire hoses on all fleet units except 
Patrol Boats, LCHs and the remaining 
DDG. These have already been fitted to 
the ANZAC ships and should start to 
appear shortly, subject to stores avail
ability along with the various adapters 
and tools.

OCCABA upgrade. These Open 
Circuit Air Breathing Apparatus sets 
have been with us for 10 years. New 
technology and products such as light
weight composite-fibre bottles, 
improved vision face masks, improved 
regulators and manifolds will begin to 
appear through your stores systems 
shortly, subject to ships programs and 
availability. They are compatible with 
the current sets, and are just new gen
eration equipment that will give a 
weight saving of about eight kilo’s and 
hopefully eliminate the ongoing O ring 
problem.

P250 replacement. This small 
portable fire pump is something that 
has been near and dear to all o f us for 
some time. A number of companies 
have responded and trials are to be 
conducted at the RANSSSS at 
CRESWELL in the coming weeks. 
Specifications include, electric start 
diesel engine, self-priming within 10 
seconds over 7 metres, wheeled cradle 
and must not weigh more than 200kg.

Firefighting and damage control hel
mets fitted with hands free lighting 
systems. The firefighting helmets are 
of a larger yellow type with light fitted

to the helmet visor to give added pro
tection to the wearer’s neck and shoul
der area and will fit over the OCCABA 
facemask and anti-flash hood. The 
damage control helmet resembles an 
industrial hard hat with a light and bat
tery fitted to it and should give teams 
much more freedom for obvious rea
sons. These will be implemented in the 
near future as soon as supportability 
details are determined.

The GX-91 hand-held gas detection 
monitor has also been with us for a 
number of years and a replacement is 
being looked at. In the meantime the 
calibration/PM routine is being 
reviewed and a combination gas cali
bration cylinder has been identified 
and will be trialed in the coming weeks 
onboard a MFU.

Boots. Those large firefighting boots 
scattered throughout repair bases 
onboard ships are to be replaced by a 
general purpose safety boot that will 
suit the needs of everyone from BMs 
to aircraft refuellers to MT sailors 
watchkeeping in MCRs etc. The design 
will possibly go back to the lace up 
style with a quick release zipper and 
padded ankle /shin support. This is 
sponsored by the SO Uniforms and is 
some way into the future, but hopeful
ly it will become a universal safety 
boot for general issue.

There are a number of other issues cur
rently in the pipeline at the moment 
that we will endeavour to cover in 
future editions as they become closer 
to reality.
Point o f contact at Warfare Division 
(NBCD) is LEUT Ron Rowe on (02) 
93593279 or
Ron.Rowe@defence.gov.au
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PAYING OFF?

HAVE YOU 
CONSIDERED THE 
ADVANTAGES OF 

JOINING THE 
RESERVE FORCE?

SEATALK is published by the Directorate 
of Internal Information on behalf of the 
Chief of Navy. The Editor is Lieutenant 
Commander Judith Rowe, RANR.

DISCLAIMER
SEATALK contains information about 
conditions of service,pay and allowances 
that was correct at the time of going to 
press. However, this magazine cannot be 
quoted as an authority on service corre
spondence - you must consult your ship’s 
office and your Divisional Officer for the 
official references.

Editor Seatalk
Directorate of Internal Information 
R8-LG-029 
Russell Offices 
Department of Defence 
CANBERRA ACT 2600
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