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FROM COMMANDER AUSTRALIAN 
DEFENCE COLLEGE

I am writing this 
article reflecting on 
the major changes 
implemented here 
at Weston Creek,
Canberra that 
affect higher 
education in the 
Australian Defence 
O r g a n i s a t i o n  
(ADO). The most 
significant mile
stone since com
mencement last * * *«•
January was the
official opening of the new Australian 
Defence College (ADC) and the 
Australian Command and Staff College 
(ACSC) by the previous Governor- 
General, His Excellency Sir William 
Deane, AC, KBE.
It was an impressive event, ably sup
ported by the Australian Federation 
Guard and the Royal Military College 
Band. Most importantly the opening 
now heralds a new direction for tri
service education within the Australian 
Defence Force.
The new Australian Defence College 
consists of three primary institutions, 
the Australian Defence Force 
Academy (ADFA), the new Australian 
Command and Staff College (formed 
by the amalgamation of the three sin
gle Service staff colleges) and the 
renamed Centre for Defence Strategic 
Studies.
As the inaugural Commander 
Australian Defence College 
(COMADC), I am excited by this tri- 
Service officer continuum of higher 
education from entry to senior 
appointments and the opportunities it 
provides for vertical integration and

continued liaison and cooperation, 
both between Services and with our 
international course members.
I am particularly pleased that this con
tinuum has already commenced with a 
number of ADFA graduates on the 
inaugural Australian Command and 
Staff College course. I am also 
pleased that we have the very highest 
level of support from all Services, par
ticularly the Navy as shown only 
recently with a marvelous sea day con
ducted by HMA Ships BRISBANE, 
DARWIN and ADELAIDE for the 
course members at the Command and 
Staff College.
The Australian Defence College will 
become a centre of expertise for high 
quality and innovative professional 
military education as we meet our role 
of developing good leaders and man
agers on behalf of the Australian 
Government and invited foreign gov
ernments.
More personally and for those officers 
aspiring for higher rank, you should 
consider that attendance on the two 
higher courses at Weston Creek, while 
competitive, prepares you well for the 
increasing demands of future postings.
As I travel with the colleges, I look 
forward to renewing past acquaintanc
es and having the opportunity of dis
cussing the aims and objectives of the 
Australian Defence College and hope
fully sharing some of the optimism I 
have for the future direction of what is 
an important national asset.

R.W.GATES 
RADM, RAN 
Commander
Australian Defence College
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LETTERS TO THE EDITOR
Uniforms Matter
The Seatalk, Winter Edition 
contained an article 
‘Uniforms Matter’, submitted 
by CPONPC S. Coll.
I served 23 years and took 
pride in my dress and appear
ance so I strongly agree with 
CPONPC Coll’s observations 
and assessment of the stan
dard of uniform.

I recently attended the HMAS 
CERBERUS birthday celebration in 
company with 20 senior students 
whom I teach. These students were 
selected because of their strong inter
est in a service career.

Sitting in the stand for visitors, I had a 
clear view of all on parade. I particu
larly noticed a Leading Seaman in a 
front rank who had his medals 
attached on the breast line. Platoon 
inspections by the platoon Chief, the 
Divisional Officer and the Divisional 
Commander all failed to notice this 
error.

The dress white uniform of many sen
ior sailors was one of disappointment. 
It was quite obvious that their girth had 
overtaken their uniform. Replacement 
of uniform or simple alteration should 
have been addressed. On parade were 
several platoons of Army and RAAF 
personnel. The standard of their dress 
was impeccable. The Army and RAAF 
personnel in the march pass again set 
the standard that the Navy failed to 
match.

I remember in my time, a poor march 
pass required another round and, in 
extreme cases, the whole platoon was 
ordered to attend extra parade ground

students also 
made verbal

is our major 
training establishment and if 
this is the current standard set 
it only re-enforces the com
ments o f CPONPC Coll 
when officers and ratings 
move into the broader Navy 
community.
Ray Clauscen 
Ex PONPC

In Defence of Beards
In your latest seatalk there was an arti
cle from Fleet Base West, which was 
from a CPONPC about the uniform 
matters. I was reading this article and I 
came across the following matters.
Firstly the wearing of medals and the 
Service Readiness Badge etc. I person
ally don’t think that it is too difficult to 
understand how they should be worn, 
and if the sailor or sailors are not wear
ing them as they should, then they 
should very well be picked up on the 
matter.

He goes on to state that the Army and 
Air Force are better presented than the 
Navy. I beg to differ as you can ask 
most of the civilians who watch a 
parade and they always seem to favour 
the Navy.
The main thing that I am having a say 
in is what he states about beards in the 
Navy. I have served 14 years myself, 
seven of those at sea, I have a beard 
and I ride a Harley Davidson. He states 
the ABR 81. I was told that it was up 
to the Captain’s discretion on the
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length of beards as long as you could 
do your job.
And as far as the CPO saying that our 
beards look like bikers, well what 
about the bikers who have no beards 
but want to ride? What does he want 
us to do - sell all our Harley’s and 
shave our beards off so that we are the 
same as the other forces? I don’t think 
so. We have always stood proud. Don’t 
kill the tradition of beards as we are 
killing too many of the old traditions 
off; it will happen eventually. Take a 
look at the old sailors and they had big 
beards and they were proud of them, 
so are we and that’s who we represent 
not the new age Navy.
I have a lot of tattoos on my body. 
Next thing they will be saying that we 
have to get our tattoo’s removed 
because that’s not what the Navy 
wants. Even now there are jobs in the 
Navy that I cannot apply for as I have 
too many tattoos and that’s not what 
the Navy likes people to see. But that 
doesn’t worry the public as they 
always ask you about the tattoos you 
have and they think that you are a typ
ical sailor. Which is what I am proud 
of.
LSCK W Hacket

A Wife’s Tale
A recent experience, previously 
unavailable to spouses, prompted me 
to write an article. I must admit that 
my intention was merely to put some 
thoughts on paper to remember the trip 
but I got a little carried away and wrote 
a story instead. I came away from the 
experience with so much food for 
thought and a better understanding 
about what my husband did at sea. I 
really didn’t appreciate how demand
ing some aspects of his job were, and I 
noticed things about what he did that

were all in a days work through his 
eyes.

Hope you enjoy it and feel free to print 
all or part of it. My reason for passing 
it on to you is to encourage any other 
wives or partners to grasp the opportu
nity to experience an overnight trip at 
sea, particularly if their partner has 
spent many years in this environment.
It’s an experience better learned soon
er than later and don’t be put off by 
being accommodated in other messes 
or away from their partner. It’s worth 
it! Not all ships/vessels would be suit
ed to providing the accommodation 
that was available in HMAS SUC
CESS, but most seamen spend time in 
a variety of vessels and the opportuni
ty to embark families for a short 
overnight passage comes along only 
occasionally.
Yours sincerely 
(Mrs) Jenny Deeks
See article on page 23

If People are our greatest 
resource?
As we continue to hear the words 
‘People are our greatest resource’, I 
believe that many may now see this 
expression as no more than another 
management cliche Interestingly, the 
Navy is losing this ‘resource’ at a high
er rate than desired: Why? The answer 
may be simple.
The Navy has many good, if not, 
excellent, resource managers, however 
they are best at managing a range of 
inanimate resources within the system, 
but this critical resource (our people), 
is one that is alive and as such has 
many more and often not met needs.
With the reality of out-sourcing, com
mercialisation and other equally
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demanding changes, there has been a 
shift away from the ‘family’ values of 
the Navy of the past. Whilst each 
member of the Navy wants, expects 
and deserves good conditions and pay, 
he or she may also want to feel part of 
this military family, a family that they 
expect and accept to have both good 
and bad times. The Navy is more than 
just a job, or at least we were once told 
that.

The Divisional System used to provide 
some of this support, now those who 
make up this support team seem more 
concerned with their own needs. If this 
family structure is diminishing then 
the Navy will have no more than a col
lection of men and woman serving 
their time. The synergy of the family 
will be absent. I recently spoke to one 
Lieutenant Commander and asked him 
what his Leading Seaman’s surname 
was and after a short pause, he replied 
‘Leader’. Whilst this was said with a 
smile, the name of the Leading 
Seaman was not immediately available 
to the Lieutenant Commander. He was

his Divisional Officer, well in name at 
least.

To be part of a family takes time and 
effort, and often requires ongoing nur
turing, but this will bring with it bene
fits. It may now be time for all within 
the Navy family to slowdown and take 
a moment or two to get to know each 
other and assess their position and 
responsibilities within this family.
Those more senior members of the 
family also need to take responsibility 
for their role in supporting others. If 
you take the time to reflect on some of 
the good times you have had, I expect 
that they included deployments (both 
good and bad), runs ashore etc that 
involved your ship mates, your family.
In closing, if people are the Navy’s 
greatest resource, then giving these 
personnel an opportunity to belong to 
a strong Navy family may be how to 
maintain this resource.

Greg Cartmill 
Lieutenant RANR

FAMILY SUPPORT FUND
The introduction of the Family 
Support Fund was announced in May 
this year as a new initiative which is 
designed to help ADF families who 
need immediate welfare relief and sup
port while members are on deploy
ment, or absent from the family home 
for extended periods of time.

It will be made available in instances 
where access to existing Trust Funds is 
not appropriate.

The Defence Community Organisation 
manages the Family Support Fund and 
the loans are made at the discretion of
6

the Defence Community Organisation 
based on clearly defined policy guide
lines.

Other personnel and family initiatives 
are due to be announced over the next 
few months. These will help to further 
encourage a work environment that is 
appealing, sustainable and supportive 
of families and lifestyle aspirations.
More information about the Family 
Support Fund is available from the 
Family Information Network for 
Defence (FIND) on (toll free) 1800 
020 031.
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SEA GOING ALLOWANCES REVIEW -  
TRIBUNAL DECISION

After less than three weeks of deliber
ation, the Defence Force 
Remuneration Tribunal released its 
decision regarding the recent review 
into Submarine Service and Sea Going 
Allowance on 3rd August 2001. The 
outcomes of the review incorporated 
restructuring of the Tiers and the inclu
sion of a fourth Tier, the formulation of 
a linkage between the two allowances, 
and substantial increases to both 
allowances. The outcomes of the 
review were almost identical to the 
proposals submitted to the Tribunal by 
the ADF.

Quantum and Structure
Key features of the new structure:
• The basic Tiering system has been 

retained, and a new fourth Tier has 
been added.

• The Tier timing has been shortened. 
Tiers 1 and 2 are three years cumula
tive sea service each, Tier 3 is five 
years. (Previously they were 4, 4 and 
unlimited, respectively).

• The structure for SGA and SSA is 
identical. A nexus between the two is 
now achieved by fixed percentile 
links, which determine the quantum 
of SGA Tiers, and the differential 
between each Tier of SGA and its 
respective SSA Tier. All other rela
tionships in the model flow from 
these links.

Apart from the increase in the rates of 
SGA and SSA, the revised structure 
offers a number of advantages:

• The initial benefit of the new struc
ture will see a significant upward 
movement of personnel within the

tier structure. For example, any per
son who is currently at sea in a sur
face ship with more than three years 
cumulative sea service but less than 
four, will move immediately from 
Tier 1 to Tier 2 SGA, with a com
mensurate increase of $4,262 per 
year.

• The linkage of SGA and SSA means 
that the ‘leap frogging’ aspect of pre
vious SGA and SSA cases will cease 
to occur and that the allowances will 
no longer be considered in isolation 
from each other.

• The length of the tiers has been 
adjusted to try and reflect better key 
career decision points for Navy per
sonnel, and the percentile increases 
have been adjusted to try and attract 
personnel to serve beyond a single 
sea posting.

• In addition, the contribution of mem
bers who have served at sea for 11 
years or more is recognised by the 
introduction of a fourth tier. This will 
typically apply to more senior offi
cers and sailors who are likely to be 
in command, charge or senior super
visory positions that carry additional 
responsibility.

SEAGOING ALLOWANCE 
(SGA)
The principal features of the new SGA 
structure are the inclusion of a fourth 
Tier, a reduction in the length of exist
ing Tiers, and 9.6% increase to Tier 1 
rate. This will mean that all seagoing 
members will receive more money, 
either by virtue of an increase to their 
Tier, or by moving immediately into a 
higher Tier of the allowance.
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Increases will vary from $679 to 
$8,870 per annum, depending on 
which Tier you are in. About 30% of 
all people at sea will move directly 
into a higher Tier as a result of these 
revised timings.

The Tribunal did not accept the con
cept of a ‘daily bonus rate’. The idea 
was to pay people an additional sum of 
money for each day at sea that they 
exceeded 150 sea days per year. The 
Tribunal noted the submission, but 
advised that it considered the present 
annual rate was sufficient to cover the 
‘swings and roundabouts’ of sea time 
over a year.
Under the new structure, more days 
will be counted towards cumulative 
sea time. Previously, only those days 
when you were posted to a seagoing 
ship counted for tiering purposes. 
Now, any day for which you are paid 
SGA, SSA or Hard Lying Allowance 
(HLA) will count towards tiering.

The date of effect of the allowance 
increase is 16 August 2001, which 
means that from this date the new rates 
will be paid. It may take some time for 
DEFPAC to sort out who is in which 
tier: any payments which are delayed 
will be backdated to the date of effect.

SUBMARINE SERVICE 
ALLOWANCE
Because both Seagoing and Submarine 
Service Allowance were reviewed 
together, the decision on 3 August also 
reflected changes to the structure and 
quantum of Submarine Service 
Allowance (SSA).

The base rate of SSA (Tier 1) remains 
at about the same level it was prior to 
the review. This is because the 1999 
review provided a 23% increase to the 
allowance at this level, which resulted 
in some Tier compression.

The shore rate of SSA has been 
increased -  up from $5,358 to $7,000 
per year. This is paid to recognise the 
additional qualifications and skills 
held by submariners, and remains 
payable when they are posted ashore. 
The provisions of the shore rate 
remain unchanged, except for the 
quantum increase and a name change. 
It will now simply be called the 
Qualification and Skill or Q&S rate.

SSA Trainee Rate
In the past, submarine trainees at sea 
were paid a single rate of $13,250 pa 
irrespective of which tier of the 

allowance they would subse
quently earn. The restructure of 
the allowance means that this 
rate actually diminishes at Tier 
1, to become $11,625 per year. 
Any submariner who is on the 
higher rate on 16 August will 
be protected by a non reduction 
provision. Any submariner who 
commences SMSQ after 16 
August 2001 will be entitled to 
the higher of:

• the base rate of $11,625 per 
year or

SMNCIS Stephen Cook in HMAS SUCCESS leaving 
Sydney Harbour.
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• the Tier of SGA to which they would 
be entitled if they were on a surface 
ship.

The Sea Training Group
In addition to the revised SGA and 
SSA quantum and structure, the 
Tribunal granted approval for a ‘core 
group’ of people in the Sea Training 
Group (STG) to be paid the continuous 
annual rate of SGA during their post
ing to the Sea Training Group. There 
are 58 people in this group, all of 
whom have liability for extensive peri
ods of service at sea each year. A list 
of billets is available from CSTG, or 
Peter.McMahon@cbr.defence.gov.au

The nine members of the SSTG are 
included in the core group. This 
changes their eligibility for payment, 
which was previously achieved by 
posting to a seagoing submarine.

Those who are not in the core group do 
not have a liability for extensive peri
ods at sea and will continue to be paid

the on-occurrence rate of SGA, as 
appropriate.

Service Readiness Badge
The Service Readiness Badge (SRB) 
has four ‘levels’ that were previously 
aligned with the old structure of SGA. 
Now that the Tiers for SGA and SSA 
have been changed, there is misalign
ment between Levels and Tiers. This 
matter is being addressed and further 
announcements on the badge can be 
expected shortly.

Thanks
CAPT Peake, Head of the Navy 
Allowance Review Team, would like 
to endorse the hard work and dedica
tion of a range of people including 
members of his own Team, personnel 
from the Directorate of Salaries and 
Allowances, and a host of people from 
ships and establishments, all of whom 
contributed to the final outcome. It 
was a job well done.

WHY A K t  Y O U
You# 5H0f?£ VOsriHG, ?

Y o u  
y iitU  H oM  W A S  C ° o

WAY I  S t'£
f h  D tiL Y  S C V Z M  WORTHS

SHY O f  A SoRoBo W t r t t
JD fM C tfD S  c W  1 < /
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The first Tier o f  SSA did not move by much. This reflects the 
fact that 'first timers' received a 23% increase in 1999, 
whilst the higher tiers were compressed at that time. 
Remember that many people will move immediately to Tier 
2, however, as a result o f  the shorter Tier lengths.

Seagoing Rate o f  SSA. 
The shore rate has been 
increased to $7kpa, and 
renamed "Qualification 
and Skill Element". The 
disability rate is there
fore the difference 
between seagoing and 
Q&S element.

The SGA to SSA differen
tial percentages do not 
include the Q&S element 
(the old "shore rate”). 
They are a loading on top 
of SGA, to which the 
Q&S rate of S7Kpa is 
then added. Their pur
pose is to establish a 
fixed relationship 
between the allowances, 
to guarantee a fair differ
ential.

Shorter Tiers to align 
with key wastage points. 
Over a quarter o f Navy's 
seagoing people will 
move immediately to a 
higher tier.

SSA

Only those percentages shown in Blue are 
fixed. The rest, such as these, flow  from the 
mathematics o f  the model.

A
—24.6%

SGA 50%

35%

Tier 1
0-3 yrs

12,013
k

- 5 5 %

Tier 2
3-6 yrs

The 'Trainee Rate' is set at the Disability 
rate o f  the allowance at Tier 1: that is, 
$11,625. People who transfer to the SM  
Arm from higher tiers o f SGA can opt to 
remain on SGA during their SMSQ.

A
-7.5%

A
14%

20%

15%

* 16,217 ■15%

Tier 3
6-11 yrs

Starting point. This is the 'hinge pin' on which the quan
tum o f the whole structure rests. The new Tier 1 SGA rate 
o f $7750 represented a 9.6% increase for surface sailors 
to recognise increased work value and relative disability.

Tier 4
11 yrs +

T__

;18,650

The BLUE percentages set 
the difference between 
each element o f the model. 
They are derived from 
judgment, and the weight 
o f evidence available to 
the Team. They attempt to 
give a reasonable differen
tial between Tiers, in par
ticular between Tier 1 & 2 
and 2 & 3 which is where 
Navy's highest wastage 
occurs. They also decide 
the differential between 
SGA and SSA.

New Fourth Tier, to recog
nise those who have been 
at sea for the longest peri
od o f  time. These are typi
cally people in Command, 
Charge or senior supervi
sory jobs.
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The Centenary
NAVAL REVIEW

Centenary of Federation

Centenary Naval Review 2001 will be 
a celebration of the Royal Australian 
Navy’s service to our country over the 
last 100 years. The highlight of the 
week-long celebrations will be the 
Review itself.
This will be an impressive daytime 
display of over 45 warships in Sydney 
Harbour, many of which will be under
way in formation. Ships representing 
the nations of the United Kingdom, 
New Zealand, Japan, United States, 
France, India, Singapore, Papua New 
Guinea, South Africa, Thailand, China 
and Korea will all take part.
The reviewing officer, His Royal 
Highness, The Prince Philip, Duke of 
Edinburgh, accompanied by His 
Excellency the Governor General will 
be aboard HMAS MELVILLE, which 
will be the review ship.
This will also be the final fleet entry 
into Sydney Harbour for HMAS 
BRISBANE (DDG41) veteran of 
Vietnam and Desert Storm, and one of 
the RAN’s best-loved ships. She will 
decommission later this year. Her 
retirement marks the end of an era - the 
retirement of the last RAN ship to have 
fired weapons in anger.
In the evening following the Review 
there will be the ‘Battle of Sydney 
Harbour’ fireworks spectacular.

In addition to the Reveiw, there will be 
a march through the centre of Sydney 
by about 7,000 personnel and 10 
bands, sea days, receptions, open 
days, a competition and other activities 
for the nation’s youth, sporting and 
cultural activities plus performances 
by Naval bands from Australia, New 
Zealand, the United Kingdom and the 
United States.

As part of the youth program, thou
sands of NSW and ACT students will 
be given the chance to see how the 
Navy operates. A competition - Be An 
Admiral For A Day - has been organ
ised for high school students in Years 
eight to twelve. The competition 
encompasses such things as an essay, 
poetry, photographs, paintings, sounds 
or a combination of these.

Sportsmen and women have not been 
neglected in the program of events. 
Competition between the Australians 
and visitors will be keen with sports 
planned including basketball, indoor 
soccer, tennis, squash, volleyball, golf, 
badmitton, sailing, cricket, rugby and 
netball.

For more information on the 
Centenary Naval Review visit the 
Navy internet site at www.navy.gov.au 
or call the Centenary Naval Review 
Team on 1800 600 206.

11
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CENTENARY NAVAL REVIEW PROGRAM
Tuesday 2 October

1300-1600 Combined ceremonial fleet entry into Sydney Harbour by 40 
warships.

1200-1400 International Navy Band Concerts at The Rocks, Manly Corso 
and Darling Harbour.

Wednesday 3 October
1100 Memorial Service at the Cenotaph in Martin Place.
1200-1400 International Navy Band Concerts at The Rocks, Manly Corso 

and Darling Harbour.
Thursday 4 October

1200-1300 A massed assembly of about 7,000 sailors from around the 
world will march through the streets of Sydney.

1900 ‘Sounds of the Sea’ performance by RAN massed bands at
Sydney Town Hall.

2000 Centenary Naval Review Superdome Spectacular - An
Australian night at the Proms.

Friday 5 October

1300-1600 Ships Open Day. Ships will be open for inspection at Circular 
Quay, Darling Harbour, HMAS WATERHEN and Fleet Base 
East at Woolloomooloo.

Saturday 6 October

1200-1600 International Fleet Review on Sydney Harbour.
1615 A program of supporting events will include displays by the

RAN Clearance Diving teams, search and rescue displays by 
the RAN’s helicopters and much more.

2000 ‘The Battle of Sydney Harbour’ fireworks spectacular.
Sunday 7 October

1000-1600 Ships Open Day. (Same venues as Friday.)
Monday 8 October

Over 750 high school students and their teachers will get the 
chance to spend a day at sea on warships while they conduct 
exercises.

Tuesday 9 October

The ships will depart Sydney harbour to undertake exercises 
off the coast of Eastern Australia before proceeding on their 
way home.

12
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NAVY HUMAN RESOURCES MANAGEMENT 
PLAN - DELIVERING RESULTS

The Winter edition of SeaTalk outlined 
some of the many successes that have 
been achieved through the Navy 
Human Resources Management 
(HRM) Plan since its release in 
February. In the last three months the 
Plan has continued to put runs on the 
board. There is now a real sense that 
the Plan has momentum and a wide- 
ranging influence on Navy HRM 
improvements.
Director General Navy Personnel and 
Training (DGNPT), Commodore 
Louis Rago, has allocated new funding 
for initiatives in the plan to:
• Establish a program of consultation 

with Service spouses/partners.
• Conduct a trial of the Quality of 

Lifestyle Program in Fleet Base 
West.

• Support FIMA facilities as Skill 
Development Centres.

• Commence a pilot of the Cadet 
Leadership Course for the Australian 
Navy Cadets.

• Implement the Navy Youth 
Development Program at FIMA-S.

• Initiate Navy participation in the 
‘Vocational Education & Training in 
Schools’ model in WA.

• Establish a Fleetwork Trainer at Fleet 
Base West, as part of providing more 
training close to major Navy bases.

The following details some of the 
additional advances that have been 
made and are aligned to the eight pil
lars of the Navy HRM Plan.

Image and Recruiting
Fleet units have been supplied with 
digital cameras in order to record 
events with a human interest angle and 
which can be used to further enhance 
Navy’s image.
The Australian Defence Force 
Academy Scholarship Scheme has 
been re-invigorated to promote interest 
in ADF Careers and ADFA, with suc
cessful applicants receiving a gift, 
such as a laptop computer.

Benchmarking of recruiting processes 
and initiatives has commenced with 
allied navies.

The FIMA-S Youth Development 
Scheme has been introduced to pro
vide young people the opportunity to 
experience Navy life for a 12 week 
period. A similar scheme is being 
considered for implementation in WA.

HMAS ARUNTA sailors pulling in a hawser.
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Retention
The project to model the replacement 
cost of separating personnel is on tar
get and will be completed within the 
next few months. This will enable 
Navy to quantify the monetary invest
ment that it has made in its members at 
various stages of their careers and will 
provide critical information in the 
further development of retention 
strategies.
The terms of reference for the 
Personnel and Training and Advisory 
Cell (PTAC) Organisation have 
changed. PTAC members now focus 
on activating the training and person
nel resources required to assist opera
tional units to meet their training 
needs.

Training and Education
The Defence Assisted Study Scheme 
(DASS) was introduced in April 2001 
to replace DFASS and SVETS. 
Funding of $475,000 has been allocat
ed for FY01-02 and includes provision 
for study assistance to Reserves.

The draft Navy e-Learning Strategy 
was recently endorsed by Navy 
Personnel and Training Branch direc
tors. A Navy e-Learning Working 
Group is being formed to facilitate 
ongoing discussion and co-ordination 
of Navy e-Learning issues, and to 
make recommendations about the 
introduction of e-learning opportuni
ties for Navy members.

Culture and Values
The * Defence Personnel Executive 
(DPE) website is being upgraded to 
include a more user-friendly Honours 
and Awards site.

Project Sea Eagle IV investigated a 
wide range of issues and potential 
improvements to Navy recruit training.
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The Project has reported its findings to 
Chief of Navy; including implementa
tion plans to ensure RAN Recruit 
Training is among the world’s best.

Workforce Planning
Category Management Plans have 
been revised to improve management 
and training within Categories.
Directorate of Navy Workforce 
Planning (DNWP) recently sponsored 
two courses at ADFA to provide train
ing in the use of new software tools for 
Category Sponsors to use in modelling 
revised category structures to guide 
workforce planning activities.

Career Management
The Officers Promotion system has 
been revised with the abolition of 
Phased Batch Promotion and the 
implementation of Qualification Based 
Boards.

A project to review barriers to the pro
motion of ANR members has com
menced.

In April 2001, Chief of Navy tasked 
the Sailors’ Career Management Study 
to review the role of Warrant Officers; 
identify billets in the RAN and the 
ADF that a RAN Warrant Officer can 
occupy; and identify training that will 
ready Junior and Senior Sailors for 
future employment as Warrant 
Officers. This review is in progress 
and currently seeking Category 
Sponsor input.

Personnel Support
The ACT Licensing Authority has 
approved the plans for the Russell 
Childcare Centre. Preparation of the 
site has commenced.
Plans for a second childcare facility in 
Darwin have been agreed by Defence
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and will be submitted to NT Health for 
licensing considerations.
A new program, ‘Welcome to the ADF 
Community’ has commenced with the 
appointment of a Project Officer, 
based in Brisbane. This Program is 
aimed at providing spouses and part
ners of serving members with informa
tion relating to Service life.

The Quality of Lifestyle Program trial 
has commenced at Fleet Base West.
The review of Submarine Service 
Allowance (SSA) and Sea Going 
Allowance (SGA) has been finalised 
and the Defence Force Remuneration 
Tribunal handed down its decision on 
3 August 2001. The new structure of 
these allowances will be in four tiers 
corresponding to cumulative sea 
service.

Career Transition and 
Reserve Service
A re-enlistment campaign by DSCM 
and DNOP to invite selected personnel 
to re-enter has gone ahead and to date 
the response has been encouraging. 
The purpose behind this initiative is to 
address personnel shortfalls and thus 
provide for a better distribution of 
workloads, allow for the release of 
personnel for courses and leave, and 
improve flexibility. The metrics of the 
program are designed to ensure equi
table prospects for all personnel and 
that no disadvantage accrues to any 
currently serving members.

Reports being provided by key stake
holders indicate that the Plan contin
ues to advance. Version 1.2 of the Plan 
has been compiled to reflect the feed
back already received and will shortly 
be accessible via the DEFWEB.

A complete revision of the Plan will be 
completed by the end of the year. This 
revision will use similar consultative 
processes to those employed for the 
development of the original plan; with 
the addition of consultative groups of 
Service spouses/partners, and Navy 
civilian employees.
With this in mind, the Human 
Resources Management Plan 
Implementation Officer is seeking 
volunteers from both the broader Navy 
community and spouses/partners of 
serving members to participate in 
Market Research Groups providing 
input into the revision of the Plan. The 
point of contact for anyone wishing to 
volunteer is LEUT Bob Prins on (08) 
9311 2407 Bob.Prins@defence.gov.au

Your comments will enable the Plan to 
continue its evolution into the key 
reference document that will drive 
human resources management activity 
within the Navy. The Human 
Resources Management Plan 
Implementation Officer welcomes 
constructive feedback on any of the 
initiatives. Point of contact is CMDR 
John Scott at Leeuwin Barracks on 
(08) 9311 2652 or 
John.Scott2@defence.gov.au

Send them to: 
The Editor, SEATALK, 

R8-LG-029, Russell Offices, 
CANBERRA ACT 2600 

or E-mail to: 
seatalk@cbr.defence.gov.au
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TRANSITION TO THE ADF PERFORMANCE 
APPRAISAL SYSTEM

Background
Many of you are aware that Defence 
has developed and introduced a new 
tri-Service performance appraisal 
system for sailors and officers. There 
was a need to overhaul the current 
single Service approach to perform
ance appraisal even though the sailor 
PERS 1 reporting system has provided 
Navy with a valuable performance 
assessment tool for many years. It is 
necessary to move forward with a 
reporting mechanism that better meets 
our needs into the future.

Advantages
Advantages of the new tri-Service per
formance appraisal system are:
• It will improve the way we assess 

personnel performance in the ADF.

• Many officers and sailors within the 
ADF are employed in tri-Service 
environments therefore being 
assessed by Army or Airforce superi
ors may disadvantage or be perceived 
to disadvantage the reported member, 
as these assessors are often unfamiliar 
with Navy reporting requirements.

• It will allow a more equitable system 
of performance assessment in both a 
single Service and tri-Service envi
ronment, as the new appraisal forms 
possess common reporting criteria.

• It operates through web forms and 
has been developed to interface 
directly with the new human 
resource management system, 
PMKEYS.

• The introduction of a Preliminary 
Review of Performance (PRP) report

which is to be used early in the 
reporting period to record agreed 
work related goals for the ensuing 
assessment period. It is also to be 
used mid-way through the reporting 
period to formally review progress of 
goals and performance.

• Improved process for members to 
formally represent any disagreement 
with their performance assessment.

• Enhanced electronic capture of per
formance appraisal reporting data at 
DSCM, that will enable DSCM to 
significantly reduce the processing 
time of performance reports and 
allow sailors promotion lists to be 
promulgated two months after the 
reporting period rather than the cur
rent four months required under 
NPEMS.

Personnel Management 
Key Solutions (PMKEYS)
A key factor in the transition from the 
current sailors (PERS 1) reporting 
system to the ADF sailors performance 
appraisal system, is the closure of 
NPEMS and the introduction of 
PMKEYS in August 2001. Initially, 
NPEMS will be used to capture 
sailor’s performance appraisal data to 
frame the 01 January 2002 promotion 
list.

Sailors Performance 
Appraisal
The tri-Service performance appraisal 
system will be used for reporting on 
the current performance and suitability 
for future employment of members 
from the ranks of Seaman (SMN) to 
Warrant Officer (WO) inclusive.

16
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A significant change in the reporting 
periods for sailors is a move from cat
egory based reporting to rank based 
reporting dates. This change will 
allow all sailors from the ranks of 
Petty Officer to Warrant Officer, to be 
assessed on their ability to assess their 
subordinates. This new performance 
assessment criteria for sailors, will 
provide a measure of how well sailors 
with subordinates undertake their duty 
and responsibilities as an assessor and 
superior.

Key Dates
A summary of key dates by rank dur
ing the transition period with details of 
action required is listed on the next 
page.
Implementing a new Performance 
Appraisal System for the whole ADF, 
linking it to the roll-out of a new ADF 
personnel management system and 
endeavouring to ensure no individual 
is overlooked or disadvantaged in the 
process is a challenge to say the least. 
The Navy has already experienced 
delays in the delivery of the final 
Performance Appraisal form and the 
roll out date of PMKEYS.
Promotion policy questions have also 
been addressed as they have been dis
cussed. While it is not desirable for

these ‘glitches’ to occur, given the 
complexity of the issues it is probably 
understandable.
A significant new hurdle in the near 
future will be the timely completion of 
the performance appraisal forms. 
Assessors, senior assessors, recipients, 
reviewing officers and Commanding 
Officers will all need to familiarise 
themselves with the requirements to be 
able to negotiate the processes effec
tively. Preparation and a professional 
approach to personnel management 
will be necessary by everyone as the 
Navy faces this reporting regime for 
the first time. Understanding should 
be a watchword for all.

References
A number of signals have been issued 
regarding Navy-specific policy and the 
transition from PERSls to the new 
system. These signals and further 
information on the new system are 
available on the DSCM Web Site: 
http://defweb.cbr.defence.gov.au/dpeddscm 
or by contacting DSCM either,
LCDR Tony Franklin, 
anthony.franklin@cbr.defence.gov.au 
or LEUT Leo Van Vliet 
Leo.VanVliet@cbr.defence.gov.au 
or CPOWTR Mick O’Connor, 
Mick.Oconnor@cbr.defence.gov.au

LSWTR Sean Cryer 
and ABET Aaron Wood 
with the first Sailors 
Performance Appraisal 
Report (AC833-21) 
ready for input into 
NPEMS which com
menced on 13 July 
2001 .
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A. SMN/AB/LS
30Aug01 Formal mid term counselling to occur.
310ct01 End second reporting period - Final Appraisal Report (AC833-21) to 

be raised and despatched to DSCM by 14Nov01.
OINovOl Begin third reporting period - PRP Report (AC833-24) to be com

piled - six monthly reporting cycle to be followed.

B. PO
31 AugOl End first reporting period - Final Appraisal Report (AC833-21) to be 

raised and despatched to DSCM by 14Sep01.
01 SepOl Begin second reporting period - PRP Report (AC833-24) to be com

piled.
310ct01 Formal mid term counselling to occur.
31 DecOl End second reporting period - Final Appraisal Report (AC833-21) to 

be raised and despatched to DSCM by 14Jan02.
01Jan02 Begin third reporting period - PRP Report (AC833-24) to be com

piled - six monthly reporting cycle to be followed.
C. CPO WITH LESS THAN THREE YEARS SENIORITY
310ct01 End first reporting period - Final Appraisal Report (AC833-21) to be 

raised and despatched to DSCM by 14Nov01.
OINovOl Begin second reporting period - PRP Report (AC833-24) to be com

piled.
31Dec01 Formal mid term counselling to occur.
28Feb02 End second reporting period - Final Appraisal Report (AC833-21) to 

be raised and despatched to DSCM by 14Mar02.
01Mar02 Begin third reporting period - PRP Report (AC833-24) to be com

piled - six monthly reporting cycle to be followed.
D. CPO WITH MORE THAN THREE YEARS SENIORITY
30Sep01 Formal mid term counselling to occur.

End first reporting period - Final Appraisal Report (AC833-21) to be28Feb02 

1 Mar02

E. WO
310ct01 
31 Mar02

01 Apr02

raised and despatched to DSCM by 14Mar02.
Begin second reporting period - PRP Report (AC833-24) to be com
piled - Annual reporting cycle to be followed.

Formal mid term counselling to occur.
End first reporting period - Final Appraisal Report (AC833-21) to be 
raised and despatched to DSCM by 14Apr02.
Begin second reporting period - PRP Report (AC833-24) to be com
piled - annual reporting cycle to be followed.
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COMMENTS FROM THE WARRANT OFFICER 
OF THE NAVY

G’day

I hope, since I last wrote, that 
life has been good to you and 
your family. Recently several 
others and I have been busy 
representing a number of 
issues that concern our sailors 
and their families.
Two of those issues involved the 
review into pay, allowances and condi
tions of service, chaired by Major 
General Nunn, and the review into 
Submarine Service Allowance and Sea 
Going Allowance being conducted by 
the Defence Force Remuneration 
Tribunal.
In both cases, I emphasised that we 
have new ships and equipment that 
have improved living conditions, how
ever, compared to other parts of socie
ty, our sailors still live an uncomfort
able and cramped lifestyle. Also, life 
in a ship at sea in a storm is just as 
difficult as always, and separation 
from family and friends is just as hard 
as ever.
At the time of writing this article, we 
do not know the outcomes of these 
reviews. However, it is important to 
note that many sailors provided input 
into, or appeared before, these reviews 
and everyone concerned did their best 
to have our issues heard by the Review 
Members.
Moving on to some of the training that 
the Navy provides. There are many 
courses in our Navy that are of great 
benefit, both to the Navy and the 
professional and personal development 
of our sailors. One area is leadership, 
management and staff work. I place

great importance on visiting 
sailors participating in these 
courses at all levels, and fully 
support the benefits that are 
gained from this training.

One of the courses that I attend 
regularly is the Senior Sailors 

Advanced Staff Skills Course. I was 
an instructor on this course for two 
years and am very aware of the benefit 
gained by those who complete the 
course.

I have found this course very impor
tant for the graduates as it provides 
them with skills and knowledge that 
will benefit them at work and in their 
everyday lives. These skills include 
public speaking, effective writing, 
analysis and research skills. Sailors 
who have completed the course have 
told me they are more confident when 
asked to speak at functions, confer
ences and family gatherings. Also, 
they have been able write in a more 
concise manner regarding family 
issues such as correspondence with 
their child’s school, their bank man
agers and other business organisations.
I am well aware of the hard work, time 
and effort that students put into the 
course as well as the time it takes them 
away from their families and work. 
However, based on the skills, knowl
edge and experience gained during the 
course, I have no doubt that attendance 
is worth all the effort, and I fully rec
ommend sailors nominate themselves 
for the course.
My wife, Colleen accompanied me on 
my visit last month to the course, 
where I had the added pleasure of
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presenting the Australian Navy 
Institute Prize to CPOCD Peter 
Wilson, Dux of Course 44/01.
In my last article, I promised to keep 
you informed of the outcomes of the 
Warrant Officers’ Conference held in 
March this year. The team working on 
these outcomes has presented their 
findings to the Chief of Navy’s Senior 
Advisory Committee.
As a result, we are considering relocat
ing some of the staff training to the 
Petty Officer level, looking at the jobs 
Warrant Officers should be posted to, 
and what training will better prepare 
our sailors for service as a Warrant 
Officer. These initiatives will have a 
positive flow-on affect to sailors and 
their families by providing our Warrant 
Officers with challenging, rewarding 
jobs and better overall training.
Another initiative we have been work
ing on is the establishment of 
Command Warrant Officers in 
Maritime Command and in Systems 
Command. Chief of Navy has 
approved these positions and congrat
ulations to WO Dave Baker as the 
Command Warrant Officer in 
Maritime Command. We will be 
selecting the Command Warrant

Officer in Systems Command in early 
August.
These Command Warrant Officers will 
be working with their Command and 
myself in representing the views and 
issues of our sailors and their families. 
This will allow me to gain an even 
broader view of issues that affect our 
people, and will assist me in represent
ing these concerns to the Chief of 
Navy.
I will be out and about a fair bit in the 
next quarter, visiting ships and shore 
establishments talking to sailors and 
officers. I will also be involved in 
some big events over the next few 
months. One you will have heard most 
about is the Centennial Naval Review, 
in Sydney during the first week in 
October. I hope to see you there, as I 
want to meet as many of our sailors 
and their families as possible.
Until next time, take care of each other 
and please come and say G’day when 
you see me around.
Best regards 
David Wilson
Warrant Officer of the Navy 
(02) 6265 4905
David.Wilson@cbr.defence.gov.au

WON and Colleen Wilson with Senior Sailors Advanced Staff Skills Course 44/01
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SENIOR SAILORS ADVANCED STAFF SKILLS 
COURSE -  A STUDENT’S PERSPECTIVE

I was asked to write this article and ini
tially declined the kind offer. What 
could I tell you about the course that 
would be of benefit and worth read
ing? Very little, was the immediate 
reply. Irrelevant -  I was asked to. 
Should you choose to read it, please 
remember that it is my view of the 
course and is in no way related to actu
al events that took place on the course.
The course was tedious and frustrat
ing, but not without rewards. My prior 
exposure to en rules was negligible 
and semi-colons were for the sole use 
of authors and people trying to 
impress. There was plenty of scope for 
improvement but resistance to change 
was ingrained, the resistance to change 
and my assessment scores were 
inversely proportional; as the resist
ance decreased, the scores increased. I 
can now use an en rule with style and 
grace and the requirement to use a 
semi-colon does not leave me in a cold 
sweat.
The requirement to deliver oral pre
sentations caused me some concern. I 
have had experience as an instructor 
but I consider the instructional situa
tion a lot less threatening than provid
ing a presentation to your peers, the 
fact that you’re being assessed also 
detracts from the feeling of 
well-being. My initial presentation 
was atrocious but that was a deliberate 
plan on my part as the only way from 
there was up. Another cunning and 
devilish plan, well executed.

I was not initially concerned about the 
Defence Paper as I had written a 
Service Paper (as part of a syndicate) 
on a previous course. I had some more 
immediate concerns with en rules,

privacy markings and appropriate 
fonts. The Defence Paper was to be 
submitted on Monday of the third 
week, although an opportunity to pres
ent a draft submission for review was 
available earlier. Ignoring the advice to 
“wing it”, I commenced researching 
the topic and was constantly distracted 
by a significant amount of interesting 
research which had been conducted 
and reported but had no relevance to 
my Defence Paper.

The instructors provided some valid 
comments on my draft submission, I 
completely ignored this and changed 
the paper entirely. Hindsight is a mar
vellous thing. I successfully completed 
the Defence Paper and the difficulty I 
experienced was entirely my responsi
bility.
Other topics were presented in the 
classroom and the presenters/topics 
were very good, shocking, interesting, 
dull, informative, succinct and ver
bose. Feel free to insert just about any 
adjective you like and it would be cov
ered. The presentations that were good 
far outweighed those that were not.
Apparently, personnel required to 
undertake this course are displaying 
some reluctance to do so. If I may 
venture an opinion, the course was 
difficult and time consuming but 
directly proportional to the relief expe
rienced when completed. The greater 
the difficulty, the greater the relief. 
From the perspective of course objec
tives, I gained from the course. From 
another perspective -  personal objec
tives — I achieved significantly more.
Kerryn Gleeson 
CPOET
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QUALITY ENDORSEMENT FOR NAVY 
TRAINING

Since 1997 the Navy has been in the 
process of aligning its training with the 
Australian Recognition Framework 
(ARF). The recognition framework is 
a comprehensive approach to national 
recognition of vocational education 
and training, its key focus being to 
establish a system that links into a 
national quality assurance system 
assisting in the transferability of skills 
between one organisation to another.

On 19 June 2001, the Navy was 
awarded the status of Quality 
Endorsed Training Organisation 
(QETO) by the ACT Accreditation and 
Recognition Council (ACTARC). 
QETO status now gives the RAN the 
flexibility to self accredit Vocational 
and Education Training (VET) courses 
and qualifications, and have them 
nationally recognised.
The reasons why the RAN has pursued 
the path towards QETO accreditation 
is to provide the Navy with:
• a tool for improving its training 

through the implementation of a 
quality system;

• approval to directly issue nationally 
recognised qualifications; and

• a guarantee that the qualifications 
issued by the RAN will automatical
ly be recognised by other registered 
training organisations (such as 
TAFE), industry and government 
bodies throughout Australia.

This means that personnel will be able 
to use their qualifications as stepping 
stones for full or part exemptions from 
training when transitioning to employ
ment outside the Navy.

Another benefit for Navy being 
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accredited with QETO is that the RAN 
will no longer be required to apply for 
recognition/accreditation of courses 
through third party civilian organisa
tions as it did previously and thus 
ultimately saving time and money.
To achieve QETO, Navy met the fol
lowing nine standards:
• Strategic Management;
• Client Focus;
• Human Resource Management;
• Administration, Information and 

Financial Management;
• Assets and Facilities Management;
• Organisational Performance;
• Course Design, Development and 

Review;
• Training Delivery; and
• Recognition of Skills.

The standards provide a reference for 
the Navy to enable its training organi
sation and its clients to continually 
assess and plan for quality and there
fore maintain continual improvement 
of the training it provides to its person
nel.
To maintain QETO accreditation stan
dards, all training areas in Navy will 
be continually audited by an external 
organisation on a three year rolling 
program in addition to a continuous 
internal audit program. This will assist 
in maintaining the high standards 
Navy has achieved and continually 
raising the benchmark of training stan
dards for Navy and, indeed, Australia.
Point of contact LCDR Maria Triantos 
RAN telephone 02 9359 3093.
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A SALTY TALE
By Mrs Jenny Deeks

Have you ever noticed the resem
blance between the comic strip lives of 
Hagar ‘the salty seahorse’ & Helga 
‘the rock’ in Naval relationships? I’ve 
observed many forms of this relation
ship from the docks of 
Woolloomooloo, PLATYPUS and 
STIRLING for 24 years and recently I 
did something that Helga has never 
done. I spent two days and two nights 
in “his” world....at sea!
I must admit to believing I knew what 
my husband did and had assured 
myself that his ‘lot’ had far more perks 
than my ‘lot’. I never count the days 
he’s away until I’m absolutely con
vinced that we are passed half way and 
smugly inform the uninformed that he 
won’t be home until Christmas; and 
love to shock them with my total 
vagueness about dates.
I’m reminded, at this time in my life, 
that this vagueness has a habit of being 
mistaken for the early stages of 
Alzheimer’s. I know its just years of 
practice!
It is a sunny, brisk, Melbourne winter s 
morning and Hagar is pacing the 
wharf. Helga is always politely late 
and uncharacteristically, he misses her 
arrival. She is unpredictably early and 
she slips aboard unnoticed by him and 
invades his territory.

Blue woolly pulleys and grey overalls 
escort me to my accommodation and I 
suppress my desire to redecorate the 
cabin. ‘No you can’t leave your bag 
there and please secure the contents of 
your handbag from the bench or it will 
slide off.’ My instructions are clear: do 
not question the Boss; attend the emer
gency brief on the Flight deck at

eleven hundred hours; no smoking 
(this is an Oiler); and three cooks have 
gone AWOL, so how are you at peel
ing spuds?
My last chance to change my mind 
departs with the gangway, but wait, 
there will be a helo landing practice fol
lowed by emergency man overboard 
then the helo is heading back to 
Melbourne for PR visits then returning 
with another cook. My mind is racing 
with thoughts of abandoning ship. I’m 
sufficiently distracted by the young 
guns on the Bridge giving and receiving 
orders on a multitude of events in a stac
cato language crammed with detail and 
minds processing numbers faster than I 
could punch them into a calculator.
Proud parents and relatives are keep
ing their distance. I’m allowed to 
observe from ‘The Chair’. I thought he 
just sat here and barked orders; I 
thought the secreted deck chairs would 
be out soon; I thought it wouldn’t be 
long before we were all lulled to sleep 
from the rocking and boredom. I admit 
my perception is flawed.

23

LSSTD Robert Donaldson and family dur
ing HMAS SUCCESS families cruise.
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OK. So Helga’s impressed but surely 
this is just show because they are at 
the busy end, departing a commercial 
harbour.
The blokey humour is everywhere. 
Meet ‘Wingo,’ ‘Dutchy,’ ‘Swampy’ - 
they’re obvious, but what about 
‘Monica’ I ask. The reply is 
‘Plewinski’, (sorry. I’m soooo naive) 
and the polite facade cracks.
The ships telegraph is working faster 
than the fixed communications. ‘I hear 
the three cooks disembarked carrying 
black garbage bags and fled in a taxi.’
Hagar recalls bumping into the 
‘Birdies’ this morning also carrying- 
black garbage bags. Perhaps I did miss 
my opportunity after all and I will be 
peeling spuds.

We pass through the ‘Rip’ of Port 
Phillip Bay.
Helga is feeling distinctly out o f  her 
depth as the ship rocks and the mobile 
phone signal drops to one bar.
Relief arrives in the form of a return
ing helicopter with a cook. I’m ecstat
ic. The cooks have created a miracle 
meal and they did it all without my 
help. I realize my husband also drove 
the ship without my help.
‘Did you turn on this red lighting to 
make me sleepy or have you turned 
down the oxygen like they do on 
planes? Whatever you did, it’s work
ing, but how am I supposed to read in 
this red light?’ Answer. ‘Night vision.’

Tucked firmly in my bunk, sleep is 
broken with the distant ‘Captain, Sir, 
Officer of the Watch’ all night and 
exchanges of information and direc
tives.
Helga’s heart is softening.
He wakes me before ‘Wakey! Wakey!

Wakey!’ explodes over the main 
broadcast because he says I won’t like 
it. He’s right!
Dawn. (To all the Helgas out there it 
does exist, I saw it and there is no need 
to be afraid). I’m aware of all the 
activity I heard during the night and 
look around the Bridge and upper 
decks at the ages of the young people 
going about their contribution to our 
safe passage by day and by night.
I’m so impressed with the stewardship 
within the ranks. I feel like so much 
has happened before I have breakfast 
with Hagar. He talks with me, reads his 
signals, talks to the bridge then rushes 
up for the morning brief.
Mental Note. I ’ll try to remember not 
to pay him out next time he has a cof
fee brought to him.
The need for red lighting becomes 
clear when I peer into my crusty coffee 
mug and notice what many haven’t 
noticed before me. I hear they have 
competitions for who can go the 
longest without washing them and 
believe the Medics are winning. I 
decide that I’m not seasick and I defi
nitely don’t need any form of medica
tion especially if it involves a cup.

CAPT Mike Deeks, CO HMAS SUCCESS, in 
his chair on the bridge.
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Whilst I’ve been immersing myself in 
my humbling thoughts at the breakfast 
table, another revelation is being per
formed in the accommodation. Spick 
and Span! I now understand why he 
expects everything to be done yester
day. Everybody has their jobs, they do 
them and if they don’t, things can go 
wrong and they have to explain why.
I  hope he s not expecting I  might learn 
something from this experience.
The day is full of activities: fire drills, 
light artillery drills, fire hose exercis
es, engine room visits, stores visits, 
pumping station facts and I sympathise 
with some other misguided soul still 
searching for the elusive deck chair.
The amazing sight of Sydney Harbour, 
at dawn, with a roll of fog between the 
headlands and the tops of skyscrapers 
illuminated by the gold of the rising 
sun, will be printed on the minds of all 
who travelled that day.
The radio traffic confirms that it is a 
real ‘pea souper’ and the ship’s bow is 
barely visible. The tension is high with

additional readings, soundings, reports 
etc and words are not wasted. Fog was 
not mentioned in the morning brief 
and someone is paying the price with 
that ‘Blokey’ humour.
Within seconds of the tugs connecting, 
the fog evaporates and the families 
come into view lining the wharf. I 
have to remember the ship is returning 
from deployment and anticipation is 
running high as I appreciate what it is 
like to arrive. The irony is bittersweet 
as I arrived on the last day that Mike 
will ever be in command at sea.
Postscript
If you see a woman pretending she 
belongs with your family at a wharf 
when a ship returns from deployment 
or you see her making the North Head 
dash before the boat disappears under 
water or out to sea, it is probably 
Helga. Don’t attempt to wrestle her 
back to reality because she really loves 
it and wishes everybody could experi
ence the crests and troughs, and pride 
in knowing what they (the Hagars) are 
doing for us.

LSSIG Simon Bagnall and family during HMAS SUCCESS families cruise.
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‘Y ’ hear there, Hands to Make and Mend. Slop’s Chest and Scran Bag 
now open and will remain open for the next 10 minutes

RAN Clothing Price List
The release date for the 2001 RAN 
Clothing Price List (of which I wrote 
last SeaTalk) is now proposed for 1 
October 2001. The date has moved 
out to the right slightly, due to some 
late advice that the full 10% GST is to 
be applied in this financial year, 
instead of the 8.4% that was used in 
year one of introduction.

We, in the Uniforms’ Cell, are current
ly re-assessing the prices to be applied 
but see the delay as advantageous 
because new prices will now come 
into effect around the same time as the 
changeover to summer uniform. 
Looking back at my example of white 
shorts in the last SeaTalk, it now 
means that you will be able to beat the 
price rise on that particular item.

Patent Leather Shoe Trial
Disappointingly, about 100 people 
failed to return questionnaires with 
regard to this trial. Notwithstanding, 
sufficient data has been obtained to 
permit a report to be raised for Deputy 
Chief of Navy/Chief of Navy delibera
tion. It is hoped to present the report 
by the end of August 2001, and 
announce recommendations/outcomes 
shortly thereafter. Further details will 
be provided in due course.
RAN Safety Boot Trial
By the time this article goes to print, 
the Ships/Units identified to conduct 
the above trial should have received 
the prototype safety boots. 
Approximately 600 people will be 
involved in the trial, and it is intended
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to call for initial feedback in three 
months time. We will then make a 
decision on whether to extend the trial 
a further period or not. Please, please, 
no more phone calls or e-mails from 
individuals who want to be included in 
the trial!

1999 Uniform Survey - 
Follow-up Actions
All too often, we hear comments about 
Surveys that have been conducted and 
then never get heard of again! As a 
means of closing off the 1999 Survey 
of Opinions about Uniforms, I have 
included the original questions, the 
responses and an indication of the fol
low up actions as part of this article. 
You will notice reference to a ‘ratio
nalisation paper’ in the follow up sec
tion.

This paper, ‘Tomorrow’s Uniforms for 
Tomorrow’s Navy’ is being raised for 
Chief of Navy and Deputy Chief of 
Navy deliberation, and it is hoped that 
they will have the opportunity to look 
at the discussion paper during August 
2001 .

The paper uses the 1999 Survey of 
Opinions about Uniforms and some 
other information sources (such as 
‘Stitch-in-Time’ Forms, e-mails, infor
mal discussion data-bases, and anec
dotal evidence/axioms). I am prepar
ing the paper along four specific lines, 
namely:
• Rationalising Uniforms and clothing 

items taking into account functional
ity.
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• Rationalising Scales of Entitlement 
and Uniform Specifications in accor
dance with the Terms of Reference 
provided to the ADF Clothing 
Working Party (of which I am the 
RAN representative).

• Rationalising embellishments/accou
trements; undertaking a holistic 
reviews of embellishments/accou
trements and taking into account 
‘non-financial visible recognition of 
Service.

• Assessing different methods of deliv
ery of Uniforms/clothing through the 
Clothing Store (ie, viability of a 
replacement program for 
uniforms/clothing instead of paying 
personnel Uniform Maintenance 
Allowance) -  This is also part of the 
ADF Clothing Working Party Terms 
of Reference.

Utility Jacket - FAQs
The Uniforms’ Cell seems to have 
received an inordinate number of 
enquiries regarding the Utility Jacket 
of late, so I thought it would be a good 
opportunity to reiterate some of the 
answers here.
The Utility Jacket is still optional for 
purchase/wear until January 2003, 
when it will become prescribed wear 
with Dress W7 at the end of the five 
year ‘sunset period’ for introduction.
Reserve Personnel are not currently

being issued with the jacket (whilst it 
remains optional for the PNF), with 
the exception of ANR personnel who 
undertake CFTS in excess of 12 
months -  these personnel get issued 
with additional uniforms/clothing (in 
accordance with NAVSUPMAN 18) 
above Scale 10, so as to comply with 
either Supplement 1 or 2. The require
ment to issue other Reserve Personnel 
with the Utility Jacket will be assessed 
in January 2003.
The Utility Jacket can be worn with 
Dress W7, S7 and S8 -  when worn 
with S7 and S8, the shirt collar is to 
overlay the Jacket collar.
The Utility Jacket is to be worn with 
the zip fastened at all times.
Commendation Badges, Name 
Badges, RAN Service Readiness 
Badges and Specialist Badges are all 
mandatory for wear on Utility Jackets. 
Ribbon Bars may be worn at the indi
vidual’s discretion.
The Utility Jacket is not to be worn 
with any other forms of Dress, other 
than those noted above (ie, not to be 
worn with AWDs, ‘Schooner Rig’ or 
‘Red Sea Rig’).
‘Navy Uniforms -  wear them; be seen; 
be proud’
Point of contact is John Gill, Staff 
Officer Uniforms 
John.Gill@cbr.defence.gov.au

mailto:John.Gill@cbr.defence.gov.au


1 9 9 9  SURVEY OF OPINIONS ABOUT UNIFORMS

Policy
Q1 Should the use ot Schooner rig (Black Trousers, White, Short Sleeve Shirt 

-  Dress W6) by sailors be expanded to facilitate wear in Summer as well as 
in winter?

Q2 Should Junior Sailors just have Dress W6 (Schooner rig) for wear instead of 
Dress W7 (military style shirt and tie), thus reducing the number of uniform 
items required?

Q3 Should the Utility Jacket be permitted for wear with Schooner Rig (a tie 
would then be required to be worn with the short sleeve shirt, when wearing 
the Jacket).

Q4 Should the timing of gratuitous issue of Skirts and White Dresses to females 
be changed from ‘on entry/appointment’ to ‘on promotion to Petty Officer 
and on promotion to LCDR’, with all other females being permitted to pur
chase these items optionally and not have to maintain them as compulsory 
kit?

Q5 Should a Mess Rig be issued to sailors on promotion to Senior sailor?
Q6 Should Senior Sailors be permitted to wear ‘Black’ Mess Jackets?
Q7 Should Female Senior Sailors be permitted to wear ‘long’ skirts as an option 

with Mess Rig (W/S5)?

Redevelopment/Design
Q8 If we change the cut and style of W9s (Action Working Dress) to something 

like the Army’s AUSCAM Field Uniform, what colour should it be:
a. Blue (same colour as W9s are now)
b. Grey (same colour as Combat Coveralls onboard ships)
c. A ‘Maritime’ Disruptive Pattern (NAVYCAMS — Blues/Black/Grey)
d. Use the Army’s Disruptive Pattern (AUSCAM)

Q9 Should the Travelling Bag (Pussers Bluey) be replaced by a Backpack?

QIO Should male and female ‘White’ Shorts have belt loops in lieu of side-tabs?

Q ll Should female ‘Black’ skirts have belt loops

Q 12 Should a light weight ‘V-neck’ sweater be brought in to the inventory to 
replace the sleeveless sweater?
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PO ST SURVEY FOLLOW UP ACTIONS

Yes No Nil Response Follow Up Action
902 (63%) 508 (35%) 22 (2%) Included in rationalisation paper

701 (49%) 707 (49%) 24 (2%) No further action

430 (30%) 979 (68%) 23 (2%) No further action

923 (64%) 310 (22%) 199 (14%) Included in rationalisation paper

1306 (91%) 96 (7%) 30 (2%) Included in rationalisation paper

1073 (75%) 307 (21%) 52 (4%) Included in rationalisation paper

1000 (70%) 289 (20%) 143(10%) Action completed and promulgated 
by Signal

a. 169(12%)
b. 112(8%)
c. 977 (68%)
d. 153 (11%)

21 (1%) The Uniform Policy Cell is 
currently working on the 
development of a Boarding Party 
Rig, in conjunction with the 
PBFEG. This rig will also be 
looked at with a view to replacing 
the existing Working Dress 
Uniform W9.

858 (60%) 554 (39%) 20(1%) Prototypes are being sourced

698 (49%) 714 (50%) 20 (1%)
Matter to be referred to the ADF 
Clothing Working Party for specifi- 
ation assessment

590 (41%) 603 (42%) 239 (17%) Matter to be referred to the ADF 
Clothing Working Party for specifi
cation assessment

804 (56%) 585 (41%) 43 (3%) Included in rationalisation paper
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Redevelopment/Design (cont)
Q 13 Should the male J/S ceremonial ‘Jumper’ style be changed to a ‘Jacket’ 

style similar to female J/S (ie, zip up front, plain cuffs, pre-tied bow, Dicky 
Front)

Headwear
Q14 If supply/procurement problems arise in obtaining Tricorne Hats (from the 

Royal Navy) for female Senior Sailors and Officers, should we adopt:
a. A female version of the Peaked Cap worn by males
b. The USN Style female Cap
c. The RAAF Style female Cap
d. A style worn by another organisation (specify in the remarks section)

Q 15 Would you prefer the option to wear a Beret with Dress W/S6, W/S7 and 
S8?

Q16 Should non-official Ship’s Baseball Caps be outlawed and a standardised 
Baseball Cap be introduced for wear with W/S9 and coveralls? (using the 
current Working Dress Cap (Legionnaires Flap) as an off-set),

Accoutrements/Adornment/Embellishment
Q17 White Gaiters are no longer used for ceremonial activities because of sup

ply/procurement difficulties. If possible, should these items be reintroduced 
for ceremonial use by Guards and Bands?

Q 18 If White Gaiters are not used, should the White Webbing Belt used by 
Guards and Bands now be abolished?

Q19 Should Navy consider introducing a ‘Sea Service’ badge to visibly recog
nise the amount of time personnel serve at sea (linked to the tiers of Sea 
Going Allowance)?

Q 20 Should the use of ‘cuff-rates’ be invigorated, so that activities other than 
SEACAT Aimer, Ship’s Diver and Marksman could also be visibly recog
nised? If yes, please provide suggestions as to what could be worn as a 
‘cuff-rate’ in the remarks section.

Q21 Should Chief Petty Officers change to wearing an embroidered rank badge 
on ceremonial coats and a gilt rank badge on mess jackets in lieu of using 
Buttons? (same design as SRI rank device, but worn in the same position as 
buttons are now)

Q22 Should Navy introduce a ‘Ready Badge’ similar to the Army’s?
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Yes No Nil Response Follow Up Action
607 (42%) 771 (54%) 54 (4%) No further action at this time

545 (38%) 
409 (29%) 
246(16%) 
23 (2%)

209(15%) Prototypes being assessed

830 (58%) 590 (41%) 12 (1%) Included in rationalisation paper

264 (18%) 1162 (81%) 6 (1%) No further action

1137 (80%) 276(19%) 19(1%) Included in rationalisation paper

451 (31%) 949 (66%) 32 (3%) No further action

919(64%) 490 (34%) 23 (2%) RAN Service Readiness Badge 
introduced

532 (37%) 797 (56%) 103 (7%) Not to be progressed at this time

442 (31%) 901 (63%) 89 (6%) No further action

762 (53%) 593 (41%) 77 (6%) RAN Service Readiness Badge 
introduced
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Defence Employer Sponsored Child Care 
Program

Defence has taken a leading role in the 
establishment and funding of employ
er sponsored child care in order to 
assist its personnel to meet their work 
and their family commitments and in 
areas where the local community is 
unable to fill Defence child care needs.

The Defence Employer Sponsored 
Child Care Program currently consists 
of 16 long day care centres and 
approximately 90 Family Day Care 
places. In total, the Program provides 
approximately 928 child care places. 
The centres are designed to meet 
State/Territory regulations for licens
ing and the requirements for Child 
Care Benefit.

A Contract for the external manage
ment of the Defence Child Care 
Centres was awarded to KU Children’s 
Services in October 1998. The man
agement of the majority of the centres 
have been progressively transferred 
from incorporated management com

mittees to KU. For more information 
on KU Children’s Services visit 
www.ku.com.au

Under the Defence Flexible 
Remuneration Packaging Scheme, 
Defence employees are able to pack
age their child care fees at nominated 
centres. This includes all Defence 
Child Care Centres and other approved 
Commonwealth Employer Sponsored 
Child Care Centres. For details on 
which centres are covered by the 
salary packaging arrangements, con
tact the Family Information Network 
for Defence on 1800 02003lor via 
F I N D @ b i g p o n d . c o m . a u

Program Expansion
On 23 May 2001, Mr Bruce Scott, MP. 
Minister Assisting the Minister for 
Defence, announced an expansion of 
the Defence Employer Sponsored 
Child Care Program. The need for this 
initiative has arisen due to the lack of 

available child care 
facilities nationally, 
which has caused many 
valuable members to 
consider separating 
from the ADF. In recog
nition of this problem 
and to boost the reten
tion of Defence 
Personnel, the expan
sion of the Defence 
Employer Sponsored 
Child Care Program has 
been approved. This ini
tiative will cost $13.2 
million dollars over a 
period of five years.LSMW Andrew McMillan o f HMAS HAWKESBURY being 

welcomed home by his family.
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Russell Offices’ Child Care 
Centre
Russell Offices in Canberra will short
ly have their own Defence Employer 
Sponsored Child Care Centre. This 
Centre will be located in the old 
Cafeteria Building at the rear of build
ing R8. It is anticipated that the Centre 
will be completed in December of this 
year and will therefore be open for 
operation in January 2002. 
The Centre will operate between the 
hours of 7.30am and 6pm Monday to 
Friday and will cater for 80 children 
between 0 and 5 years of age.
As yet child care fees applicable to this 
centre have not been determined but 
they will be in accordance with current 
market child care rates. If you wish to 
complete a Waiting List application for 
the Russell Offices’ Child Care Centre, 
please contact the Defence Child Care 
Program on (02) 626 64893 or (02) 
62663102 and an application will be 
sent to you. Alternatively application 
forms can be downloaded from the 
DCO website. Applications can be 
returned by fax to (02) 62664440.

Darwin Child Care
The Defence Community Organisation 
has secured 20 child care places in the 
Darwin Family Day Care (FDC) 
Organisation with a provision to 
increase this number should there be a 
demand. DCO has also secured a fur
ther 10 places to cater for irregular out 
of hours care ie where shiftworker 
requirements occur. Defence person
nel should note that local Family Day 
Care fees will apply to these positions.
For information concerning the avail
ability of these additional places for

Darwin Family Day Care and for 
irregular out of hours care please con
tact Ms Tania Sellers, Project Officer, 
Family Day Inc on (08) 8945 2945.
The Defence Child Care Program is 
currently finalising the leasing 
arrangements for an additional Long 
Day Care Centre in Palmerston, 
Northern Territory. This Centre will be 
co-located with the existing Defence 
Employer Sponsored Child Care 
Centre, Kids Brigade Child Care 
Centre. The Centre will accommodate 
up to 60 children aged between 0-5 
years and will operate weekdays 
between the hours of 6.30 am and 6 
pm. It is envisaged that this Centre 
will be opened for operation in 
January 2002.
As this Centre is co-located with Kids 
Brigade Child Care Centre, one wait
ing list has been established for both 
Centres. Applicants may express their 
choice to secure a vacancy in either 
Centre but should be aware that vacan
cies will be allocated across the two 
Centres as they become available.
The Waiting List application is avail
able on the DCO website or by con
tacting the Kids Brigade Child Care 
Centre on (08) 8932 7000. For further 
information concerning the Waiting 
List process or the applicable fees 
please contact Ms Anne Mansson, 
Director, Kids Brigade Child Care 
Centre, telephone: (08) 8932 7000.
Points of contact for Defence Child 
Care are:
Mrs Carol McDonald, 02 626 63102 
Carol.McDonald@cbr.defence.gov.au 
or Ms Jennifer Smith, 02 626 64893 
Jennifer.Smith@defence.gov.au
DCO website:
http: Wwww. dco. dod. go v. au
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AUSTRALIAN NAVAL RESERVES COLUMN
By Commander Joseph Lukaitis RFD, RANK 

Director o f Reserve and Community Liaison -  NHQ

The aim of this column is to keep 
Reservists informed of changes, 
which will affect them specifi
cally as Reservists. Since the 
last edition of SeaTalk, it 
seems as though we have had 
more than the usual bundle of 
changes.

New Personnel 
Reporting Form
The RAN is no longer using PERS1 & 
PR5 reports. New tri-service forms, 
the AC833-21 for sailors and the 
AC833-11 for officers, have replaced 
them. The new forms are part of the 
new Performance Appraisal System, 
which comprises three components to 
be completed within the reporting 
year.

These are:

(a) an initial goal setting session 
between the member and the super
visor;

(b) a mid year progress interview; and
(c) an end of year written report.

The new reporting forms and instruc
tions should now be available on CD- 
ROM.
Timely reporting is critical for your 
promotional prospects and general 
career enhancement. Despite the new 
system, the old rule remains: seek out 
your Supervisor and organise your 
annual report to be completed so that it 
can be filed in your personnel dossier 
held by the Reserve Career 
Management Cell.

There are still many Reservists 
out there with little or no 
reporting history during the 
last few years.

Supplementary 
Reports

There is a short reporting 
form within the new system 

called the ‘ADF Performance 
Appraisal Supplementary Report’ -  

AC833-30. This report is a single 
page document designed to record a 
‘word picture’ of the member’s work 
performance during a short period of 
observation by a Supervisor.
It would appear that this short form 
will solve the problem of reporting for 
Reservists on short periods of service. 
This has caused difficulties in the past 
where PNF supervisors have been 
reluctant to complete a long PERS1 or 
PR5 on a member who is not well 
known to them or who has only 
worked with them for several days.

New Employee ID 
Numbers
The implementation of PMKeyS and 
the replacement of NPEMS will see all 
ADF members, including Reservists, 
being issued with a new identification 
number known as an Employee ID.

The new numbers will be a consistent 
and unified number used for all admin
istrative purposes. You will not lose 
your current service number but you 
will use your new Employee ID for all 
administrative purposes.
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Employer Support 
Payments Underway

New Reserve Defence 
Instruction

The Employer Support Payment 
scheme is now in place and employers 
are now eligible for compensation for 
allowing their employee-Reservists to 
undertake periods of defence service.

Employers of Reservists and self- 
employed Reservists will receive a 
payment when a Reservist is absent on 
Reserve service for more than 15 days 
in any financial year.
The amount of benefit (subject to tax
ation) under the new Reserves 
Employer Support Payment (ESP) 
Scheme is equivalent to the average 
weekly full-time adult ordinary-time 
earnings and is to be reviewed in 
February each year. To understand this 
scheme further, Reservists and their 
employers are encouraged to visit the 
ESP web site
(http://www.defence.gov.au/reserves/) 
or click on the link created on your 
ANR web site
(http://www.navy.gov.au/reserves/).

Colour Party, Reserves 
Forces Day, Melbourne.
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A new Reserve Defence Instruction 
will shortly be released by the Office 
of DGRES-N. The DI(N) will bring 
together in one place all the ANR spe
cific policy and management guidance 
which currently exists in various out- 
of-date instructions, or which does not 
exist ‘on paper’ at all. Whilst the 
ANR is part of the Navy’s Total Force 
and fully integrated within Navy and 
the ADF, the new DI(N) recognises 
that there are many issues which logi
cally require modified rules for 
Reservists.

Reserve Forces Day 2001
The fourth and largest Reserve Forces 
Day was celebrated around Australia 
on Sunday 1 July 2001 when Reserve 
contingents from Navy, Army and Air 
Force marched in parades around the 
country.
The largest parades were in Melbourne 
and Sydney. In Sydney, 7,000 
Reservists were addressed by Chief of 

Army, LTGEN Peter 
Cosgrove and in 
Melbourne, 2,500 
Reservists attended a 
ceremony in which the 
Minister of Defence, 

Honourable Peter 
Reith, was the main 
speaker.
All in all, a day for the 
RAN to be proud of.

http://www.defence.gov.au/reserves/
http://www.navy.gov.au/reserves/


SUPPORT TO FAMILIES WITH SPECIAL 
NEEDS - REVISED Dl (G) 42-5

In 1998, Defence released a new 
policy DI (G) 42-5 entitled Support to 
Families with Special Needs which for 
the first time provided a procedure 
whereby Defence could formally 
recognise families with special or 
additional needs and assist them on 
posting. This policy was reviewed 
extensively during 2000 by consulting 
with key stakeholder groups.
The key changes reflect the issues 
raised by clients, Defence Community 
Organisation staff and other stakehold
er groups and will help to improve the 
processes.

Changes to the Policy
The application for recognition as a 

family with special needs will now be 
forwarded directly to the Director 
General Defence Community 
Organisation for approval and not 
through the member’s unit.
Families with special needs and others 
during the focus group meetings raised 
confidentiality as a reason why fami
lies were choosing not to be recog
nised and as a result the process has 
been changed to ensure confidentiality 
by limiting the steps in the application 
process.

The word ‘educational’ has been 
inserted before psychologist.

The area of giftedness was not clear 
and concerns were raised that the 
assessment process for a gifted/talent
ed dependant needed to be clearer. 
With the addition of the word ‘educa
tional’ the criteria is more clearly 
defined.

The letter o f recognition as a Family 
With Special Needs will be forwarded 
to the member, the member’s unit, 
posting authorities, Career Managers 
and PM  Keys.

This change reflects the concern of 
members and their families that they 
did not receive a copy of the letter of 
recognition and when they had a need 
for the letter they were often no longer 
in the same location as the letter.
Other stakeholder groups identified 
the need for defence areas to be 
informed of a member with a family 
with special needs. The groups includ
ed above are those areas who have a 
need to know this information.
A review o f the recognition process 
will occur at the time o f posting or 
when an assistance measure is 
required, to verify the special need is 
still in existence. A social work report 
together with a specialist report o f  not 
more than two years old will be 
required.
During the focus group meetings fam
ilies highlighted that the needs of the 
special needs dependant may change 
and different measures of assistance 
may be required. The introduction of 
the review will assist families identify 
any changes and through the assis
tance of Defence Community 
Organisation staff move to the next 
location with the minimum amount of 
disruption.

The words ‘personal care ’ have been 
added to the respite therapy and 
equipment section.
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Where the spouse is the recognised 
dependant with special needs and the 
spouse needs assistance with daily 
care (such as showering), when the 
member is away, personal care can 
now be provided for the spouse.
Under the discretionary function with
in the DI (G) 42-5 respite can be pro
vided in exceptional circumstances.
When the serving member is absent on 
duty on either long overseas deploy
ments or at sea then respite can be 
applied for a special needs dependant 
to give the caring parent an opportuni
ty for time out.
The housing assistance measures have 
been changed to reflect the issues 
identified throughout the consultative 
process. The requirement for housing 
assistance has changed in the follow
ing ways:
• Modifications that do not alter the 

structure o f  the house and do not 
affect the capability o f the house in 
relation to future tenancies will be 
approved;

• Modifications are to address those

items o f functionality that have been 
lost as a result o f  a posting; and

• The purchase o f air conditioners is 
the responsibility o f the member but 
air conditioners will be installed and 
removed by Defence at the time o f  
posting.

The issues associated with the alloca
tion of appropriate housing to meet the 
special needs of families were wide
spread and covered a range of prob
lems. The above changes incorporate 
the concerns of all groups and are 
designed to make the allocation 
process simpler.
Copies of the DI (G) 42-5 are available 
from the Defence Community 
Organisation (DCO) offices and the 
DCO web site 
http:Wwww.dco.dod.gov.au
DCO staff in your area will be able to 
provide assistance and any informa
tion needed to assist with special needs 
applications.
Further assistance can be provided by 
phoning Joan Gilbert, Manager, 
Education Policy and Special Needs
02 6266 4427.

WANTED: 20 DEFENCE FAMILIES OR 
PERSONNEL WILLING TO TAKE UP THE 

CHALLENGE
The Defence Special Needs Support 
Group needs 20 families to be part of 
our ‘Circle of Friends’. ‘Circle of 
Friends’ is a program designed to pro
vide respite for Defence Force families 
caring for someone with a disability.

‘Circle of Friends’ relies upon the sup
port of other Defence Force families or 
Defence Personnel to volunteer as a 
host family or peer support person.

All it takes is one day, one night or one 
weekend a month and a big heart. It 
might not sound like a lot to you but to 
those caring for someone with a dis
ability, it means the world.
For more information on how to be a 
host family or a peer support person, 
or even be involved in the ‘Circle of 
Friends’ program contact the Defence 
Special Needs Support Group, 1800 
037 674
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JUNIOR OFFICERS LEADERSHIP AND 
PERSONAL DEVELOPMENT TRAINING 

CONTINUUM
In January 2000 a new leadership and 
personal development training contin
uum was introduced for junior offi
cers. Run at the Royal Australian 
Naval College in the Advanced 
Leadership and Management Faculty 
(ALMF), the continuum comprises 
three courses, the Junior Officers 
Leadership Course (JOLC), the Junior 
Officers Management Course (JOMC) 
and finally, the Junior Officers 
Strategic Studies Course (JOSSC).
While those attending the Leadership 
Course are very junior and are usually 
still working towards their Primary 
Qualifications, the Management 
Course and the Strategic Studies 
Course are for more senior LEUTs 
who are out in the workplace and have 
some experience in leadership and 
management roles.
Interestingly, for all LEUTs with a sen
iority date of 2 July 1997 and later, 
completion of the latter two courses is 
a promotion prerequisite. So, if you 
want to be promoted, get yourself on a 
course now!
The only exceptions to this rule are: if 
you completed the Junior Officers 
Staff Course (JOSC) you are exempt 
from the Junior Officers Management 
Course. Similarly, if you were one of 
the small number who attended a 
Maritime Studies Period (MSP) you 
are exempt from the Junior Officers 
Strategic Studies Course.

The Junior Officers Management 
Course focuses on developing man
agement skills and knowledge and giv
ing participants an understanding of

strategic and maritime concepts. 
Conducted over two weeks, it begins 
by introducing students to enhanced 
speaking and writing skills, and at the 
end of the first week, moves into three 
days of strategic studies, with some 
units being delivered by subject matter 
experts from the University of 
Wollongong and the RAN Sea Power 
Centre.

In the second week of the course stu
dents are formally examined on the 
strategic and maritime studies compo
nent of the course and they present a 
Defence Paper discussing a particular 
RAN specific management issue.
Course assessment also includes three 
oral communication assignments 
delivered throughout the fortnight. The 
course is best suited to those LEUTs 
who have the management experience 
that comes with two to three years of 
seniority.
The Junior Officer Strategic Studies 
Course is the final course in the con
tinuum. It is expected that students 
will have completed the Junior Officer 
Management Course not less than a 
year before commencing the Strategic 
Studies Course.
Students would typically be LEUTs 
with some four to five years seniority. 
Students whose Lieutenant seniority is 
before July 1997 are most welcome to 
enrol on the course. They will find that 
its content is very useful career devel
opment and good preparation if they 
plan to complete the Australian 
Command and Staff Course at Weston 
Creek in Canberra.
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The Junior Officer Strategic Studies 
Course provides participants with a 
greater appreciation of Australia’s 
Maritime and Strategic situation -  ‘big 
picture’ scenarios involving studies of 
the country’s past, present and future 
conflicts and involvements are all con
sidered.

The course also discusses higher lead
ership and management topics such as 
personnel retention, recruitment 
issues, and workplace values. 
Consequently, long hours and much 
background reading is required. 
Assessment includes a Defence Essay; 
a Syndicate presentation and an Open 
Book Exam.
Two courses each year have additional 
(non-examined) maritime studies work 
on a specific theme. The additional 
special-focus courses will run around 
March and October of each year. The 
focus for the first one run in October
2000 was ‘Australia and the Antarctic 
and the Southern Oceans’. The focus 
for this year’s first program was: 
‘Australia’s Civil Surveillance and 
Policing Requirements’. The October
2001 theme will be announced well 
before the course commences.
The Junior Officer Strategic Studies 
Course runs for two weeks. Experts

from all areas of Defence including 
lecturers from the RAN Sea Power 
Centre -  the centre of strategic think
ing within the RAN - present to the 
course, making it a particularly chal
lenging and useful academic experi
ence.
The course includes a visit to Canberra 
during which participants visit 
Parliament House, the Australian 
Defence Force Academy, and Russell 
Offices for workshops on strategy, 
Navy issues and politics.
Accommodation for both courses is 
provided at HMAS CRESWELL and 
students are expected to live in.
Both the Junior Officer Management 
Course and the Junior Officer Strategic 
Studies Course have been under-sub
scribed since their inception in 2000 -  
so all eligible junior officers are 
encouraged not to wait until the last 
minute and to nominate themselves for 
a course now. This is professional 
career development that will improve 
your ability to function as a well- 
informed naval officer.
Information about these courses can be 
obtained through the Head of Faculty, 
LCDR Pauline Reynolds on (02) 4429 
7912 or
pauline.reynolds@defence.gov.au.

LEUT Reed as heli
copter control officer 
in HMAS SUCCESS.
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WHO AND WHAT IS AN NCWO?
An interesting and challenging part of 
Navy life is the realm of watchkeeping 
or shiftworking in the 
Communications Information Systems 
(CIS) category. Most CIS category 
sailors will spend a large part of their 
career as a watchkeeper either at 
ashore communications facilities or at 
sea and in all ranks up to and including 
Chief Petty Officer (CPOCIS). An 
important watchkeeping role is that 
carried out by CPOCIS as Naval 
Communications Area Master Station 
Australia (NAVCAMSAUS) Watch 
Officers (NCWO).
NAVCAMSAUS is centrally located at 
HMAS HARMAN in Canberra under 
the command of LCDR Peter Franklin 
RAN, whose team are responsible for 
coordinating and managing the vast 
array of RAN shore based communica
tions assets that support our Fleet, other 
ADF agencies and our Allies. 
NAVCAMSAUS is part of the Director 
General Navy Systems organisation 
and working to DNC4ISREW (Captain 
Simon Cullen RAN).

In all, NAVCAMSAUS has 280 CIS 
and ET personnel widely dispersed in 
the various Naval Communications 
and Local stations throughout 
Australia. These highly skilled person
nel form the basis which provide the 
communications gateway between the 
ships communications centre and 
those shore authorities with which 
they wish to keep in contact.
Once the NAVCAMSAUS planning 
staff have completed the technical and 
configuration arrangements for a ship 
deployment, a major exercise or an 
operation, the NAVCAMSAUS Watch 
Officers (NCWO) come into sharp 
focus and display their skills. All 
NCWOs are CIS senior sailors who, 
once posted to NAVCAMSAUS have 
the opportunity to manage the day to 
day operational use of UHF satellites, 
HF and VLF communications assets. 
NCWOs have the opportunity to coor
dinate communications support with 
not only our ships but also with other 
ADF units and Allied communications 
ships and agencies.

CPOCIS Sean 
Roach conducting 
the morning satel

lite brief.
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NAVCAMSAUS has been in existence 
since 1976 and has, over time, tried 
where possible to attract those 
CPOCIS with recent major fleet unit 
communications centre sea experience 
to these important NCWO positions. 
The experience gained at sea enables 
the NCWO to exercise judgement that 
is based on a firm knowledge base of 
the capabilities and limitations of the 
various ship communications fits.
As the initial point of contact for com
munications difficulties being experi
enced by our wide variety of cus
tomers, the NCWO position can pres
ent some interesting and challenging 
times during a watchkeeping cycle.

With the increased use of UHF satel
lites over the past four years, the 
NCWOs have the opportunity to liaise 
with our Allied counterparts in the 
United States, Canadian, New Zealand 
and British Navies in order to adjust 
and trouble-shoot communications 
services which are being provided to 
and from these Navies.
The use of satellites has enabled NAV
CAMSAUS to provide an advanced 
and enhanced form of communications 
services by taking advantage of 
increased speeds and technology 
which satellites allow.

The current members of the NAV
CAMSAUS Watch Officers watch- 
keeping team are CPOCIS Stephen 
Watson, CPOCIS Lindsay Fitzgerald, 
CPOCIS Dave Hellier, CPOCIS 
Andrew Dennis and CPOCIS Sean 
Roach. Their contact phone number 
is (02) 62666683.
If you are a member of the CIS cate
gory with recent communications cen
tre sea experience, either a POCIS 
selected for promotion or a CPOCIS, 
and you aspire to have an interesting 
and rewarding position in the NAV
CAMSAUS command, the NCWO 
position may be for you.
You can start the ball rolling by indi
cating your posting preference on your 
PE42 and considering a posting to 
NAVCAMSAUS as part of your 
career. Further information about 
NAVCAMSAUS can be found at 
http://www.navcamsaus.navy.gov.au
Point of contact and additional infor
mation for this article is:

WORS George Wall 
NAVCAMSAUS 
HMAS HARMAN 
CANBERRA ACT 
(02) 62666836
email: george.wall 1 @defence.gov.au

ABC1S Paul Ellis raising flags in HMAS 
SUCCESS

ABCIS Paul Ellis signalling by lamp in 
HMAS SUCCESS
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YOUR HOLIDAY -  YOUR RESORTS
The three RAN holicay centres are 100 
percent owned and operated by the 
RAN Central Canteen Board/Fund on 
behalf of serving members of the 
RAN. The parks were established for 
the benefit of serving and ex-serving 
members of the RAN.
A discount of up to 40 percent is given 
to serving PNF members and Reserves 
on CFTS and retired members with 20 
or more years of service. Retired 
members with less than 20 years of 
service and reserve members are enti
tled to a discount of up to 20 percent. 
Discounts are also available to serving 
and ex-serving members of the ADF 
and Department of Defence civilians.

Write to Staff Officer (Canteens) 
RANCCB, CP4-5-172 Campbell Park 
Offices, Campbell Park ACT 2600 to 
obtain your discount card.
Booking priority will be given in the 
following order:
• serving members of the RAN;
• retired members of the RAN;
• serving members of the Army and 

RAAF;

• retired members of the Army and 
RAAF;

• civilian employees of the 
Department of Defence;

• members of foreign Defence forces 
serving in Australia; and

• civilians.

Bookings for holiday units are accept
ed up to ten months ahead for Navy 
personnel and up to nine months ahead 
for all other patrons. Bookings for car
avan and tent sites will be accepted up 
to twelve months ahead for all partons.
There are also a number of holiday 
resorts owned by Army, Air Force and 
the New Zealand Defence Force that 
are available for use by both serving 
and retired members of the ADF.
A complete list of ADF resorts with 
details on the location, facilities, tar
iffs, eligibility for use criteria and 
booking procedures is available at: 
www.defence.gov.au/dpe/dpepersfinman 
or on the Defweb at: 
defweb.cbr.defence.gov.au/dpepersfinman

Bungalow Park
Situated on Burrill Lake, four 
kilometres south of Ulladulla on 
the mid south coast of NSW, 
Bungalow Park is only three hours 
drive from Sydney and two and a 
half hours from Canberra. Ideally 
situated, this park offers 21 acres 
of lake-front land and is only min
utes from the beach.

The accommodation consists of 
seven three-bedroom villas 
accommodating up to eight peo
ple, four luxurious two-bedroom 
villas, 18 bungalows capable of 
accommodating up to six people, 
six cottages that can accommodate

Entrance to Bungalow Park, Burrill Lake.
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up to five people plus caravan and 
camping sites.

Facilities include gas, electric and 
wood barbeques conveniently located 
around the park, swimming pool, two 
tennis courts, mini golf, children’s 
playground and boat hire as well as 
canoe hire during the summer months. 
Burrill Lake offers safe swimming for 
children and is ideal for fishing and all 
water sports. A highlight at Bungalow 
Park is the spectacular daily bird feed
ings.
Contact the Manager, for bookings or 
further information.
Bungalow Park 
123 Princes Highway 
Burrill Lake NSW 2539 
Phone: 02 4455 1621 
Bungalow@shoal.net.au

Amblin Caravan & 
Camping Park
The caravan park is located on the 
Bussel Highway, 7km south of 
Busselton WA. It runs from the high
way down to the beach at Geograph 
Bay. There are seven acres of caravan 
sites, well shaded by trees. The beach 
offers sheltered swimming, fishing and 
boating.
The accommodation consists of 12 
six-berth park home caravans, all fitted 
with modular annexes and 10 two-bed
room cottages. The remainder of the 
park offers 130 caravan and tent sites, 
each with power and water.
All cottages and caravans are com
pletely equipped except for linen and 
towels. The cottages have colour TV 
and video. There are three ablution and

laundiy buildings as well as a large 
indoor heated swimming pool, two 
half-court tennis courts and free LPG 
barbeques.
Contact the manager, for bookings or 
further information.
Amblin Caravan Park
PO Box 232
Busselton WA 6280
Phone 08 9755 4079
Amblin@amblin-caravanpark.com.au

Forster Gardens
This centre is located in Forster, a part 
of the Great Lakes Country, 330km 
north of Sydney. Situated on one and 
a half acres right in town, Wallis Lake 
and clubs are all within easy walking 
distance. The accommodation has a 
village atmosphere consisiting of nine 
fully self contained cottages and eight 
duplex units, each with a covered car
port.
The centre has gas barbeques, a solar 
heated swimming pool, a large in- 
ground trampoline, half-court tennis 
and sandpit with children’s swings, 
slide and a basketball hoop.
Forster has two 18 hole golf courses, 
tennis, squash, croquet, horse riding, 
bowls and two fun parks. There are 
excellent surf beaches, ocean pool, 
beach, rock and lake fishing, plus hire 
boats on Wallis Lake.
Contact the Manager, for bookings or 
further information.
Forster Gardens
1-5 Middle Street 
Forster NSW 2428 
Phone 02 6554 6027 
Gardens@hardnet.com.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 maga
zine cannot be quoted as an authority on 
service correspondence - you must con
sult 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

E-Mail:
seatalk@cbr.defence.gov.au

Navy Home Page: 
www.defence.gov.au/navy
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