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COMMENTS FROM THE WARRANT 
OFFICER OF THE NAVY

Colleen and I hope you and 
your families are well even 
though many of you have 
your loved ones deployed.
Our Navy is working at the 
highest tempo since WWII 
and this high workload has an 
effect on our Sailors and also 
our families.

Life does move on though. We have 
been through several changes of 
command in the Navy and the 
Defence Force and my time as 
Warrant Officer of the Navy is coming 
to an end.

The past three years have certainly 
been very busy but I have had an 
enjoyable posting which has given 
me the opportunity to represent the 
views of Navy people whenever and 
to whomever I could. Though the 
time has gone fast a lot has gone on.

David will take over from me 
on 27 September and after 
that I will be having some 
time off for a while.

Colleen and I want to thank 
all of you for the kindness that 

so many of you have shown to 
us over the last three years. We 

have enjoyed our time in this role and 
enjoyed your company and friend
ship very much.

Until next time, be careful and lotfk 
after each other.

Warm regards

Apart from our operational tempo we 
have seen a lot of work put into many 
areas such as improving the Navy’s 
image and recruiting.
We have also seen Sea 
Going and Submarine 
Service Allowances 
increased and a lot of 
effort into improving 
initial training. It has not 
always been good and 
we have been through 
some very challenging 
times.

I want to congratulate 
Warrant Officer David 
Turner on his selection 
as the next Warrant 
Officer of the Navy and 
welcome David and his 
wife Sharyn to the job.

David Wilson
Warrant Officer of the Navy 
27 August 2002

Wo David Wilson congratulates WO David Turner on his 
appointment as the new Warrant Officer of the Navy.
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LETTERS TO THE EDITOR
Death Benefits
I was deeply saddened 
when I read the Winter 2002 
edition of SeaTalk in regards 
to death benefits. It states 
that same sex relationships 
are not recog-nised under 
either DFRDB or MSBS 
schemes....I thought you 
could not discriminate, but 
obviously you can... This is 
especially deplorable considering the 
number of homosexual/bisexual 
members who serve in the Defence 
Forces - it is OK for these people to 
train and give their all for their 
country but their preferred partner is 
deemed non-existent because they 
are of the same sex!

No, I am not homosexual, nor is my 
husband, but it makes me ashamed 
to be part of an organisation that is 
obviously homophobic!

Mrs S. Fulton 
Dunlop ACT

CMDR David Francis replies:
Both schemes are subject to their 
own Acts which have to conform to 
other relevant legislation. In this 
instance Section 6 of the Sex 
Discrimination Act defines defacto 
relationships as those between 
persons of the opposite sex. This 
means that we are prohibited by law 
from offering marriage style benefits 
to people who are not in marriages or 
recognised defacto relationships. 
The ADF does not decide the matter.

Celebrity Cookbook
I am writing to follow up on a letter 
that appeared in your SeaTalk 
publication in the Summer 2001/02 
edition. The Shoalhaven Defence

Families Association (SDFA) 
produced a celebrity cook
book as it’s major fundraising 
activity for 2001.

The SDFA produced 200 
cookbooks, with 150 being 
sold to date. The cookbooks 
cost $10, with $2 from each 
book sold being donated to 
Children’s Services at the 
Shoalhaven District
Memorial Hospital.

At our monthly coffee morning in May 
2002, the SDFA was proud to 
present a cheque for $300 to the 
Shoalhaven Hospital. Please find 
attached a photo of the presentation, 
taken by the HMAS Albatross 
Photographic Section.

Cookbooks are still for sale. Please 
send a cheque or money order 
(payable to SDFA) for $10 (includes 
postage) to PO Box 7084, Nowra 
Naval, NSW 2540. Contact number 
for any queries about the cookbook 
is 02 4421 5766.

Sue Damm (Vice President, SDFA), 
Captain Tim Barrett (CO HMAS 
Albatross) and Jennie Allan (Shoalhaven 
Hospital).

Yours Faithfully 
Emma Wood 
President - SDFA
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NEW RELOCATIONS PROCESS FOR 
DEFENCE

ADF members who are required to 
move home during the peak posting 
cycle starting on 1 July will have 
personal case managers assigned to 
them by the Defence. Housing 
Authority (DHA).

Mr Keith Lyon, DHA Managing 
Director, said that the Authority has 
introduced major changes to improve 
and standardise its relocation 
management procedures.

‘When we began managing the 
relocations of ADF members and 
their families in July last year we 
struck some problems that we had 
not anticipated. The plain fact is we 
under-estimated the size and the 
complexity of the tasks that had to be 
carried out during the Christmas 
peak posting period. We failed to 
meet our own high expectations and 
those of Defence and serving 
members,’ Mr Lyon said.

As part of a steep learning curve 
DHA has carried out a wide-ranging 
review of the problems encountered.

‘We have analysed the situation and 
developed new systems to deal with 
each of those problems. The new 
operating procedures are squarely 
focussed on ADF members and 
designed to ensure they - and their 
families - are relocated efficiently and 
effectively. We are also improving our 
IT systems to support the business 
during the next peak cycle,’ Mr Lyon 
said.

DHA has revised its service delivery 
model and moved to a ‘case 
management’ approach. The reloca
tion of members and families will no 
longer be administered by staff at the

National Service and Support Centre 
(NSSC) in Canberra. Instead, each 
member will now be allocated a case 
manager from the Housing Manage
ment Centre (HMC) in the member’s 
current (losing) location.

The National Service and Support 
Centre will continue to provide 
support to the regional offices 
through calculating entitlements and 
allowances, and itinerary manage
ment. However, the regional ca^fe 
manager will administer all aspects 
of a member’s move, providing a 
direct and personal point of contact.

‘When DHA receives a standard 
posting order a Relocation Pack will 
be sent to the member within 21 
days. A case manager will then be 
assigned to assist the member with 
their removal documentation, entitle
ments, itineraries, travel arrange
ments and other issues,’ Mr Lyon 
said.

Members are also assigned a case 
manager in their new (gaining) 
location to deal with any problems on 
arrival and to assist in providing a 
housing solution.

Relocation of members posted at 
short notice - or required to attend 
training courses - is now managed 
entirely by staff at Housing Manage
ment Centres.

DHA operates 15 Housing Manage
ment Centres spread across capital 
cities and regional areas, as well as 
13 outpost offices located on or near 
Defence Bases.

Mr Lyon said DHA management and 
staff take pride in the quality of 
service they deliver to members.
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DEFENCE CENSUS 2003
Your Participation is Vital

Many of you will recall the ADF 
Census conducted in March 1999. 
That Census, the third carried out by 
the ADF, was very successful and 
provided valuable data, both in 
support of Defence policy needs and 
for further research on personnel 
matters.

Planning has already commenced 
for the next Census in March 2003. 
However, this time a major innovation 
will be the inclusion of Defence 
civilians and this move will ensure 
that the big picture is captured.

It is now widely recognised that the 
Defence workforce is made up of 
the ADF permanent force, ADF 
Reserves and Defence civilians (who 
number around 17,000).

The Defence Census 2003 will 
ensure that policy makers and 
planners have a good understanding 
of the total make-up of the Defence 
workforce.

The ADF component of Census 2003 
will be largely similar to the 1999 
Census, but the questionnaire 
content has been refined to make the 
process simple and easy.

The first, the Total Force Concept’, 
dictates that ADF Reserves and 
permanent members of the ADF 
should participate in the census. Full 
participation is vital to ensure the 
integrity of the data collected.

The 2001 revision of legislation 
defining the various categories of 
Reserve service will require a review 
of which elements of the Reserves 
should be included in the ADF 
Census, which will be known later 
this year. The second, questions on 
ethnicity, will support the ADF’s

Aboriginal and Torres Strait Islander 
Employment Strategy.

While the civilian and ADF census 
questionnaires will share some 
common ground, the civilian 
questionnaire will be designed to 
reflect the special needs of planners 
in this area, and a Civilian Census 
Steering Group will advise the 
Census Manager on content.

Experts outside Defence will develop 
and distribute the Census 
Questionnaires, process the data, 
update the census database, and 
provide various reports, two of which 
will provide feedback to ADF 
members and their families, and 
Defence Civilians.

You may have participated in focus 
groups to assist the consultant to 
develop the census questionnaires. 
Later, some of you may also have 
been involved in testing the question
naires to ensure that they work 
properly. The questionnaires will be 
finalised in late September this year.

The 2003 census will include census 
data on DEFWEB, via an application 
known as Superweb. This facility will 
be provided by the Directorate of 
Strategic Personnel Planning and 
Research, and will enable members 
to conduct their own analysis of 
census data. Superweb’s first 
‘customer’ on DEFWEB was the ADF 
Reserves Survey 2001.

Regular updates on the 2003 
Census will be provided through 
various Defence and ADF news 
outlets, including the DPE web site.

Point of contact is WGCDR James 
Elsbury on 02 6266 3268 or 
James. Elsbury @ defence.gov.au
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SALARY SACRIFICE 
(FLEXIBLE REMUNERATION PACKAGING)

By Commander David A Francis RAN,

Action Plan for People Team

Flexible Remuneration Packaging 
(FRP), also known as salary 
sacrifice, is an acceptable means of 
reducing your tax burden in some 
circumstances. It can be a complex 
business so this article seeks to 
provide a simple explanation in order 
to help people decide if they should 
seek expert advice.

Under Flexible Remuneration 
Packaging you elect to reduce your 
cash income and receive up to 50% 
of your remuneration as goods and 
services. There are several accepted 
ways to express it which include:

• Shifting the taxation burden from 
income tax to Fringe Benefits Tax; 
and

• Paying for goods and services from 
pre-tax income.

The Defence Flexible Remuneration 
Packaging scheme is administered 
via a contractor and is open to full 
time members of the ADF and 
Defence civilians.

The Australian taxation system has 
five main elements as shown below:

1. Income tax

Taxable Income Tax Rate %

$0 - $6,000 0

$6,001 - $20,000 17

$20,001 - $50,000 30

$50,001 - $60,000 42

$60,001 + 47

2. Medicare Levy
The Medicare Levy is additional to 
income tax and is 1.5% of taxable 
income. Note that ADF members 
with no dependants are exempt, 
and those with dependants pay 
half.

3. Goods and Services Tax

The Goods and Services Tax 
(GST) applies to all private 
expenditure on these items (with a 
few exceptions) at a rate of 10%. 
Under Flexible Remuneration 
Packaging GST can be legitimate
ly avoided on most items.

4. Fringe Benefits Tax

The Fringe Benefits Tax (FBT) 
applies to remuneration provided 
not in cash but as goods and 
services to the worker. It is 
calculated as the cost x 2.1292 x 
48.5% for priced to include GST, 
and cost x 1.9417 x 48.5% for 
items GST exempt. This calculation 
is designed to make the FBT have 
the same impact as the top 
marginal income tax rate plus the 
Medicare Levy, which is 48.5%
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FBT is normally paid by the employ
er. An example is that the 50% 
subsidy on Defence housing 
attracts FBT which is paid by the 
department. However where you 
elect to salary sacrifice, ie. receive 
some of your salary as goods and 
services, you shift the tax burden 
from your income tax to FBT, but 
you pay the FBT at 48.5%. There 
are exceptions.

FBT paid on your behalf can 
remain as assessable income for 
certain purposes such as the 
superannuation surcharge and 
means testing for certain govern
ment benefits. This is known as 
FBT Reporting and is a sum 
reported on your annual payment 
summary, additional to salary.

5. Tax Deductions
Tax Deductions are allowed where 
the tax act specifically says so, and 
for any item of cost that is a cost of 
earning your income.

The foregoing snapshot of the 
national tax system should leave you 
with some impressions. If you do not 
earn $60,000 per year, and have 
reduced or no Medicare Levy liability, 
then FBT is probably more 
expensive, but there are exceptions.

Flexible Remuneration Packaging 
works by utilising tax reduction 
measures provided for in the relevant 
legislation under three headings -  
FBT exempt, work related 
deductions and concessional (ie. 
reduced rates of FBT apply). The 
scheme can also generate savings of 
GST.

FRP and GST
The items listed below are normally 
subject to GST, but when provided 
under Flexible Remuneration 
Packaging Defence can claim back 
the GST as an input credit, and pass 
8

the saving on to the members:

• Laptop and notebook computers, 
electronic diaries;

•A irline  lounge and professional 
body membership fees;

• Flexible Remuneration Packaging 
administrative costs, work related 
home office expenses and 
software; and

• Car purchase price and car parking.

FBT Exempt
The following services are FBT 
exempt:

• Child care provided by Defence and 
Commonwealth child-care centres 
on Commonwealth owned or 
leased property. Tax savings on this 
item can be considerable, and there 
are few risks; and

• Fees for Flexible Remuneration 
Packaging and financial advice.

Work-related Deductions. These 
are expenses involved in earning 
your income. These deductions can 
be made by buying the goods or 
services and claiming the deduction 
from your annual tax return, or by 
using the Flexible Remuneration 
Packaging scheme to pay for them 
from pre-tax income, which may 
generate some additional savings.

The Tax Office may recognise the 
following deductions as being work 
related. Private use is allowable 
provided it is minor and incidental. 
Deductions allowable via Flexible 
Remuneration Packaging include:

• Briefcases, calculators, electronic 
diaries, laptop computers, business 
software;

• Self education , including related 
travel, (for your present occupa
tion, excludes HECS and some 
o th e r p aym en ts ), p ro fe ss io n a l



association fees and professional 
journal subscriptions;

• airline lounge membership, home 
office expenses; and

• income protection insurance (lump 
sum compensation policies exclud
ed).

Concessional FBT rates apply to 
novated and associate vehicle 
leases and private superannuation.

Vehicle Leases. Vehicles may be 
procured and entered into the 
Flexible Remuneration Packaging 
scheme via a novated lease or an 
associate lease. The lease can 
include the capital cost of the car and 
its operating costs including fuel. The 
car can be new or second hand. 
Motor bikes and commercial vehicles 
are excluded.

The FBT charged on a vehicle’s total 
annual cost is proportional to the 
distance travelled as follows:

Km travelled FBT %

<15,000 26

15,000 - 24,999 20

25,000 - 40,000 11

>40,000 7

The arrangements and use of 
vehicles for Flexible Remuneration 
Packaging are very complex and 
specialist advice is necessary to 
maximise the advantages, which 
include GST savings. Remember, at 
the end of the lease you either return 
the car or buy it at an agreed price, 
and you need to have the resources 
to deal with either event.

If you leave the ADF the arrange
ment ceases and becomes your 
financial responsibility in full. Also 
you need to choose the car carefully
-  if your need changes, such as after 
a child is born, the exit fees to lease 
a different car can be expensive.

If you over-estimate your annual 
mileage, you may have to repay tax 
as a lump sum. While a car may 
generate considerable savings, the 
pitfalls are many.

Private Superannuation, additional 
to your present Defence scheme, 
receives concessional taxation 
treatment and can be included in the 
Flexible Remuneration Packaging 
scheme.

Assessment
The personal taxation position of 
individuals is so variable that broad 
judgements are risky. In the broadest 
sense those who are on good 
incomes and make heavy use of 
child care and motor vehicles have 
the most to gain from Flexible 
Remuneration Packaging.

More Information
This complex scheme deserves your 
attention before you commit to it. 
Seeking professional financial advice 
of your own choice is wise. You 
should make extensive use of the 
calculator at the contractor’s web site 
shown below. Information is available 
at:

• Defence Circular Memorandum 
26/2000

• FRP Helpline 1800 632 496 or 
phone: 02 9299 9111

• www.smartsalary.com.au (employ
er code A100)

http://www.smartsalary.com.au


NAVY TRAINING KEEPS GETTING 
BETTER

By LEUT Hick Stone, RANR

As one of the nation’s biggest 
training providers, Navy has been an 
important part of national training 
reform over the last ten years. One of 
the reforms to the national vocational 
education and training system has 
been the creation of Registered 
Training Organisations (RTOs). Navy 
achieved the highest level of RTO 
status a Quality Endorsed Training 
Organisation (QETO) in March 2001, 
and this certification is valid until the 
end of 2003.

Over the last twelve months, Navy 
Personnel Training Centres and 
Training Authorities have been 
internally and externally audited 
against the Quality Endorsed Train
ing Organisation standards. The 
external auditors’ reports have been 
overwhelmingly positive, with signifi
cant improvements in systems and 
practice noted across the service.

‘Our audit results demonstrate 
Navy’s commitment to quality and 
are a testament to the hard work of 
the people who manage and imple
ment the RAN Training System’ said 
Captain Peter Quirke, Chief of Staff 
(Training) Navy Systems Command.

The high standing of Navy training in 
the national training framework has 
been confirmed by the recent round 
of audits’ CAPT Quirke said. ‘Our 
challenge is to maintain these high 
standards as Navy moves to registra
tion under the new Australian Quality 
Training Framework’.

The Australian Quality Training 
Framework was introduced in June 
2001 to continue to improve the over
all quality of training provision in 
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Australia. It is progressively becom
ing the benchmark for Registered 
Training Organisations across the 
country. Navy will be moving to 
comply with the Australian Quality 
Training Framework over the next 18 
months.

‘Navy puts great weight on the 
benefits of being a Registered Train
ing Organisation, not the least of 
which are nationally recognised qual
ifications for most Navy courses’ said 
CAPT Quirke. ‘Our transition to the 
Australian Quality Training Frame
work will maintain the external 
recognition and credibility of Navy 
training’.

Implementing the Australian Quality 
Training Framework will be a task for 
training managers across Navy, who 
will have to show their organisations 
comply with 12 nationally consistent 
standards, compared with the nine 
Quality Endorsed Training Organisat
ion standards. For most people in the 
training system it will be business as 
usual, with the transition require
ments mainly relating to administra
tive and system improvements.

Two of the things that will make a big 
difference on the ground are revised, 
and much streamlined, policies for 
Recognised Prior Learning and 
better systems to ensure workplace 
assessments are up-to-date and 
consistent. Staff at Navy Personnel 
Training Centre - East and the Train
ing Authorities are working on both of 
these projects as part of the continu
ous improvement of Navy training in 
the lead-up to implementing the 
Australian Quality Training 
Framework.



ADF MENTAL HEALTH STRATEGY
Up and running

The ADF Health Status Report 
identified the need for a comprehen
sive Mental Health Strategy. This 
strategy recognises that mental 
health plays a key role in a person’s 
overall health and wellbeing.

This strategy seeks to reinforce the 
concept of ‘wellness’ in life for 
members and their families by 
promoting programs that improve 
self esteem, encourage a positive 
outlook and a feeling of acceptance 
and belonging.

You may be thinking, what is good 
mental health? For many people, our 
health, particularly our mental health, 
is often taken for granted until 
something goes wrong. Only then do 
we realise just how important health 
is to our sense of fulfillment and 
happiness.

The World Health Organisation 
(WHO) defines good health as:
‘A complete state of physical, mental 
and social well-being and not merely 
the absence of disease or infirmity’

The mental and social components 
of our lives are just as important as 
our physical bodies, and deserve as 
much care and attention. Sometimes 
these areas are more challenging to 
assess, because thoughts and 
feelings are subjective and unique to 
each person.

In general, a person with ‘good 
mental health’ will perform well in 
most areas of their lives, be produc
tive and confident, nurture fulfilling 
relationships with other people and 
have the ability to adapt to change 
and cope with adversity.

How will this benefit RAN families?

The ADF already provides a wide 
variety of mental health interventions 
to members and families through the 
Defence Community Organisation, 
Defence Health Services Branch, 
Defence Force Psychology Organ
isation and Service Chaplains.

The ADF Mental Health Strategy and 
the establishment of the Directorate - 
Mental Health will provide an 
integrated multi-disciplinary focus for 
the ongoing delivery of a broad 
spectrum of services.

The key theme of the strategy is: 
WORK WELL, LIVE WELL, BE WELL 
Visit our website and click on mental 
health to access the latest informa
tion on programs, download fact- 
sheets and link to resources. 
www.defence.gov.au/dpe/dhs

What are the ‘hot topics’? The priori
ty tasks for the team involves an 
assessment of the following;

• ADF Suicide Prevention and 
intervention policies;

• ADF Alcohol and Drug policies;

• A Post-traumatic Stress Disorder 
policy; and

• Mental Health surveillance 
procedures.

The ADF Mental Health Strategy is 
an exciting and dynamic initiative for 
the Defence Community. We will 
continue to provide regular updates 
on priority promotional programs and 
policy developments.

Point of contact is Wend Tebble,
S02 Defence Social Worker, 
Directorate -  Mental Health, 
telephone 02 62663926 or 
ADFMHS@cbr.defence.gov.au
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NAVAL RESERVES COLUMN
By Commander Joseph Lukaitis, RFD, RANR 

Office of DGRES-N, Navy Headquarters

Name change for the 
Naval Reserve j
A move towards streamlining j s f  
Defence legislation has m  
aligned the composition of the 
Navy with that of the Army and 
the RAAF as a result of ^  
changes to the Naval Defence 
Act 1910. The Royal Australian Navy 
now consists of two parts comprising 
the Permanent Navy (PN) and the 
Naval Reserve (NR). The NR now 
comprises the parts previously 
known as the Australian Naval 
Reserves (General Reserve) and the 
Naval Emergency Reserve Force 
(Standby Reserve).

This means that the acronym ANR 
for Australian Naval Reserve has 
been replaced by NR (Naval 
Reserve); also PNF (Permanent 
Navy Force) has been replaced with 
PN (Permanent Navy). It is under
stood that the post-nominals RAN 
and RANR will continue without 
change.

Introduction of tri-service legislation 
(Defence Personnel Regulations 
2002) later this year will outline 
revised arrangements for service in 
the Australian Defence Force. 
Additionally, it will allow for Chief of 
Navy to determine the need for 
further categories of the Naval 
Reserve. Initially, the Active Reserve 
and the Standby Reserve Categories 
will exist for the Navy.

Members serving in the General 
Reserve are taken to be serving in 
the Active Reserve. Members serv
ing in the Naval Emergency Reserve 
Force (Standby Reserve) are taken 
to be serving in the Standby

12

f j  Reserve. Rank and seniority 
held by members remains 

atojv unchanged.

It is intended that Defence 
M  Instructions (General) and

single Service instructions will 
be amended concurrently with 

2 ^  the new regulations.

New Recruiting Campaign
The production of a Naval Reserve 
recruiting brochure in July 2002 saw 
the launch of a campaign to attract 
more civilian entrants to serve in the 
RAN as Reservists.

The Navy is seeking new entrant 
Reserve officer specialists for 
Intelligence, Naval Co-Ordination of 
Shipping, Medical, Nursing, Public 
Relations, Legal, Psychology and 
Chaplain branches. In addition, 
civilian entrant sailors are being 
targeted for Diving and Musician 
categories.

It is hoped a national newspaper 
advertising campaign will fill 170 
current vacancies during the current 
2002/2003 recruiting year. Further
more, every Reservist has received a 
copy of the brochure as a direct link 
with the community and the potential 
pool of new Reservists.

The brochure, which outlines the 
benefits of the Reserve service, also 
describes initial training requirments 
and gives a description of the work of 
the various specialist branches and 
categories. It is being distributed 
throughout Australia by the Senior 
Reserve Commander in each State 
and Territory, who will also provide 
liaison with local Defence Force 
Recruiting Units.



LEUTs Ray Smith and Phil Jackson with potential NR recruits, Marta, Prue and Olivia 
during the Reserve Forces Day Open Day at Victoria Barracks, Melbourne .

THE WORD ON RECRUITING
By CPOCSM Brian Brennan 

Target Manager -  General Entry (Navy)

Much has been said about recruiting 
over the last few years. Unfortunately, 
a lot of it has been ill informed and 
misdirected. Perhaps it is time to 
correct some of the myths and pass 
out some good news!

‘Recruiting has been civilianised. 
There are no Uniformed members in 
Recruiting.’

Not true. In 2000, the Defence Force 
Recruiting Organisation implement
ed a trial to see if a commercial 
recruiting organisation might be 
better placed to effect recruiting.

The trial commenced in the Southern 
Region (Tasmania and Victoria and 
some of NSW around Albury). 
Manpower Defence Recruiting 
(MDR) took over the ADF Recruiting 
Unit (where the applicants are tested 
and assessed) and all the Career 
Reference Centres (where the 
recruiters work).

They then implemented a restructur
ing to more efficiently handle pro
cessing and the interplay between 
medical, psychometric testing areas, 
application processors and recruit
ers. The functions of the embedded 
military staff have changed from that 
of their peers in the remaining 
military ADF Recruit-ing Units, but 
there are still uniformed members 
dealing with the face-to-face 
counselling of applicants.

An independent contractor is assess
ing the trial and a final decision as to 
whether MDR should be adopted 
nationally or the ADF resume operat
ions in the Southern region is due by 
30 September 2002.

All other regions are covered by the 
traditional ADF Recruiting Unit and 
Career Reference Centre staff. As is 
the case with most Defence areas, 
there are a large number of civilians 
who work in Recruiting.
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For example, when someone calls 
the 131901 number they will talk to a 
civilian working in the call centres in 
either Canberra for the trial area or in 
Cooma for the rest of Australia. 
Before being enlisted, they will have 
had several interviews and been 
counselled, in some cases by 
uniformed personnel.

‘Recruiting has fallen off. There is 
little interest in Military Careers.’

In financial year 2001/02 the call 
centres received over 150,000 
inquiries. This is an enormous 
amount of interest but, unlike most 
other employers, Defence has strict 
eligibility criteria that are applied to 
applicants.

Generally speaking, from every 10 
inquiries, four applicants result, of 
whom only one will make it through 
the assessments to enlistment. This 
may seem over-strict but the criteria 
have been carefully formulated by 
the individual Services before the 
Defence Force Recruiting Organ
isation is directed to apply them

Recruiting is also gaining increased 
opportunities through new age limits. 
Allowing applications from people up 
to the age of 50 means that we are 
receiving more inquiries from more 
mature people. It doesn’t mean that 
we are being flooded with greypower! 
They have to pass the same criteria 
as the teenagers, so we gain people 
who have a great deal of life experi
ence and civil qualifications.

Last financial year 1,397 sailors 
enlisted. This was 89% of targets that 
have been steadily increasing over 
the last four years.

For those of you who noticed that 
there is a shortfall of techos around 
you, these are from the woeful 
results experienced three years ago. 
Things are improving though with

582 technical sailors enlisting in ATA, 
ATV, ET and MT Categories.

‘Recruiting is a perk posting. DSCM  
will only send you there if you know 
someone.’

A Careers Adviser (recruiter for the 
oldies) has a tough job. They are 
expected to work long hours and 
often give up weekends to represent 
Defence at job fairs, Universities, 
TAFE, Schools, Job Centres and 
other recruiting functions. Selection 
for Careers Advisers is a careful 
process carried out by both DSCM 
and the Defence Force Recruiting 
Organisation.

Volunteers nominate themselves on 
their PE42 and are then selected for 
testing once a position is due for 
replacement. Assessment is by ADF 
Recruiting Unit staff and the assess
ment takes into account knowledge 
of the recruiting function, Service 
knowledge (all Services, not just 
Navy) and presentation style.

Once selected, each Careers 
Adviser is given a course at the 
Defence Recruiting Training Centre 
at Bandiana in Victoria. This course, 
once consolidated at the Career 
Reference Centre, gives the Careers 
Adviser a civil accreditation of a 
Certificate 3 in Government and a 
Certificate 3 in Personnel Recruit
ment. Both are important qualifica
tions in the field of recruiting which is 
one of the fastest growing industries 
in Australia.

‘There is little effort put into recruiting 
Reserves. Applicants are turned 
away.’

Actually, Career Advisers send 
applicants to processing but often 
have to tell them that there are no 
targets for their chosen Category. 
This is often due to the local Reserve 
Admin Cell not raising new targets.
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For example, if a Reserve Dive Unit 
notes that it has an empty billet, the 
Unit has to approach the Reserve 
Admin Cell to see if there is anyone 
actually posted into the billet. If that 
member is no longer showing up, 
they need to take action to have them 
discharged from the Naval Reserve. 
Once this action commences, DSCM 
Reserve Career Management Cell 
can determine whether there are 
vacant billets and this information 
can be passed to the Category 
Sponsor.

The Category Sponsor contacts 
Director of Workforce Planning and 
Establishments - Navy with the 
request for new targets to be raised 
in that area and an amendment to 
the Recruiting Directive is then 
forwarded to Fleadquarters Defence 
Force Recruiting Organisation for 
allocation to the ADF Recruiting Unit.

Once the Careers Adviser has a 
target, they can then recruit some
one to fill it. Without a target, Recruit
ing is unable to recruit anyone.

‘Why don’t they bring back that ‘You’ll 
be wet, homesick and frightened’ 
campaign. It got me in !’

Advertising campaigns are produced 
after a long process of research into 
motivators of the prime target group 
of 17 to 24 year olds. Recruiting then 
uses an advertising agency to 
produce advertisements that hit the 
right buttons in this market.

Unfortunately for those who hunger 
for past campaigns, the youth of 
today are motivated quite differently 
and an ad that tells you that you will 
be wet, homesick and frightened 
indicates that the job is uncomfort
able, separates you from your loved 
ones and is inherently dangerous. 
Although much of that may be true 
on occasion, we are trying to attract 
people rather than scare them away!

One of the problems with recruiting is 
the image and understanding of the 
Navy within Australian society. The 
advertising therefore has to be aimed 
at educating the entire population as 
well as appealing to that segment 
who might be persuaded to join up: a 
difficult task.

‘Recruiting processes take too long. 
Some applicants wait for years for 
DFRO to process them.’

Testing, processing and letters of 
offer take about a month. In almost 
every case where someone’s applic
ation has been delayed, it has been a 
result of either the applicant not 
supplying correct information or 
because of specialist requirements.

The recruiting process relies on 
accurate data from the applicant. 
When further investigation into things 
like medical conditions, police 
checks or social difficulties, are 
required they further delay the entry. 
Each applicant is given written 
details on what they need to provide 
but often do not obtain all the 
information or documentation.

Another source of delay may be the 
lack of targets. For example there are 
only 58 targets remaining for Cook in 
this financial year but we have over 
70 applicants who have already 
completed testing and are awaiting a 
position. Simple math will tell you that 
many won’t get in before July 2003.

The same applies to Clearance 
Diver, and other Categories feel it to 
a lesser degree. These over-supplied 
Categories therefore mean a delay to 
the entry date of the applicant and 
are a frustration to both applicant 
and recruiter.

If you have any questions regarding 
recruiting you can email me and I will 
try to answer as best I can: 
brian.brennan@defence.gov.au
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SUBMARINES - 
ENHANCED SELECTION PROCESS

Training Authority-Submarines (TA- 
SM) conducts an obligation-free 
Enhanced Selection Process (ESP) 
course to assess the suitability of 
officers and sailors from the surface 
fleet, Army and Air Force who 
volunteer to become submariners.

The course is designed to give non
submarine personnel an insight into 
life and general routines run in the 
submarine arm at sea and ashore; 
and to assess their suitability for 
change of stream or category.

The Enhanced Selection Process is 
conducted approximately 15 times 
per year at HMAS Stirling. It incorpo
rates a number of team building 
exercises conducted over one week 
with the Adventure Training faculty, a 
smoke walk at the Survivability 
School, and a recompression 
chamber dive conducted at the 
Submarine Escape Training Facility 
(SETF).

One night is spent on a Collins Class 
boat when available. During this 
period an assessment is made to 
determine submarine suitability by a 
submarine qualified officer.

If you like what you see, and you 
remain a volunteer, you will be 
posted to a submarine course. If you 
are no longer interested, and no 
longer a volunteer, then you remain 
in your current posting.

Additional information may be 
obtained from:

• ESP section, TA-SM (HMAS 
Stirling) (08) 9553 3821; or

• the DefWeb - select the following:

Navy; Navy Systems Command; 
Personnel; Navy Personnel & 
Training; Training Authorities; 
Training Authorities - Submarines; 
TA-SM Departments.



NAVY UNIFORMS

‘Wear with Pride’
Another three months gone, and a 
new financial year begun! Since my 
last article, a couple of significant 
things have occurred. The inaugural 
meeting of the Navy Uniforms 
Working Group was conducted in the 
third week of July. The Group 
comprises representatives from all 
Force Element Groups and 
Headquarters, and the two day 
meeting proved to be a most 
valuable experience; hopefully, the 
fruits of our collective labours will be 
realised in the short term.

On the other significant front, the 
Navy Uniforms Section has felt ‘a 
shift in the Force’, and it now 
operates to the Director of Naval 
Reputation Management (DNRM), 
with my title changing to ‘Manager, 
Navy Uniforms’ (which more closely 
aligns the title with my Air Force and 
Defence Material Organisation 
colleagues), and the Deputy Staff 
Officer title dropping off the word 
‘Deputy’.

The Navy Uniforms Working Group 
spent two days trying to grasp the 
complexities of the task that is ‘Navy 
Uniforms’; from finding out about 
funding, through to recommending a 
way ahead for uniforms in the future 
and establishing priorities for activi
ties.

During the meeting, the Group also 
had the opportunity to work in 
interactive sessions, which involved

syndicates addressing key uniform 
related questions, such as replace
ment of AWDs and Safety Boots, 
visible recognition, and ‘all seasons’ 
office rigs. It is intended that*the 
recommendations of the Navy 
Uniform Working Group now go 
before Deputy Chief of Navy for 
further consideration.

With regard to our recent move to the 
Directorate of Navy Reputation 
Management, I believe that this latest 
Navy Headquarters reorganisation 
has the Section well placed, given 
that our uniforms are a very big part 
of our image, and therefore, reputa
tion.

We should all be very conscious of 
the fact that we need to be providing 
the best image possible in represent
ing our Navy, whether in civilian 
clothing or in uniform. It is with some 
dismay, though, that I still encounter 
people wearing ‘illegal’ items or 
combinations of uniform and civilian 
clothing. It is our image, so let’s look 
after it -  they are our uniforms, so 
let’s wear them with pride.

On the subject of image, the question 
of personal grooming is often raised 
to this office, and in particular hair 
styles, hair colouring, beards and 
body piercing. ABR 81 (Uniform 
Instructions) is currently being 
amended, and it is intended to seek 
input from Commanding Officers as 
to what grooming standards should
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be applied, bearing in mind that our 
image is our reputation, but also 
considering civilian community 
standards and expectations.

To that end, the applicable 
paragraphs in the manual have been 
redrafted, and were provided to the 
Navy Uniform Working Group for 
comment. The view of the Navy 
Uniform Working Group was that a 
greater level of consultation should 
occur. Accordingly, the proposed 
changes will be forwarded to Ships 
and Establishments in the near 
future, prior to being raised to Deputy 
Chief of Navy for approval and 
incorporation into ABR 81.

Safety Boots
The initial feedback on the trial of 
Safety Boots is still filtering in, and 
once analysed will dictate whether or 
not the trial needs to be extended for 
a further three months. Again, it 
needs to be pointed out that the 
success of the trial will not see an 
automatic change to the new Safety 
Boots, as further additional work will 
be necessary to make sure that 
contracts are in place for manufactur
ing and that funding is available to 
support the activity.

Tricorne Hats
Whilst on the subject of trials, the 
replacement of our existing tricorne 
is being considered, due to 
increased costs associated with 
obtaining the current RN version; a 
couple of prototypes have been 
obtained from an Australian 
manufacturer for assessment.

The prototypes are based on similar 
items used by females in the QLD 
Police, and three samples have been 
given out for user feedback/comment 
in the Canberra, Sydney and Nowra 
areas. Should further investigation 
prove warranted, the trial sites will be 
18

expanded to include locations 
around the country.

Female Underwear
The [now] Staff Officer Uniforms, Mrs 
Sue Collicutt is currently liaising with 
our counterparts in the Joint Material 
Agency, to have items of Female 
underwear made available through 
the clothing stores, and this action is 
near completion; this activity will 
realise about an 85% savings 
compared to the current system of 
taking new entrants to commercial 
outlets for their initial outfitting, and it 
will also permit current serving 
female personnel to obtain items 
through repayment sales.

Name Labels
Also nearing completion, is the 
gratuitous issue of Black on Grey 
Name labels, and it is anticipated 
that these items will also become 
available through the clothing stores 
in the near future.

Embargoes
We are also still working towards 
getting embargoes lifted on items still 
not able to be sold in clothing stores 
(ie, RANSRB, Bike Shorts, Running 
Shorts, Grey T-shirts), but this aspect 
will require scarce supplementary 
funding to be identified to meet any 
‘initial surge’ purchasing activity. 
Similarly, the attempts to have 
Commendation Badges available for 
sale in Clothing Stores continue.

Points of Contact
Points of contact within the Navy 
Uniforms Section are either: 
Manager, Navy Uniforms, Mr John 
Gill (john.gill@cbr.defence.gov.au) 
or
Staff Officer Uniforms,
Mrs Sue Collicutt
(sue.collicutt@cbr.defence.gov.au).
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JOINT LOGISTIC UNIT - NORTH
An Introduction and Sailors Perspective

By SMNSN Nathan Smith

The Military Unit known as Joint 
Logistic Unit-North (JLU-N) was 
formed in February 1998 when the 
Naval Stores element of HMAS 
Coonawarra joined forces with the 
maintenance, warehousing and 
purchasing elements of Darwin 
Logistic Battalion together with 321 
Air Base Wing. JLU-N is a Business 
Unit of Joint Logistic Command 
(JLC), within the Defence Materiel 
Organisation (DMO).

When I posted into JLU-N, I started 
working in the RAN warehouse 
situated on RAAF Base Darwin. This 
warehouse was one of four ware
houses with the RAN stock held 
separately. We have recently made 
the much-needed move to a new 
Warehouse facility known as 
Winnellie 4.

This leased site offers the benefit of 
housing tri-service Receipts, 
Dispatch, Stock Holdings and the 
Freight Distribution Centre all under 
the one roof. Not only this, the 
W innellie 4 site is a modern, 
spacious and efficient complex and 
is a far cry from when all those areas 
mentioned were separated into 
about five different locations in 
Darwin with up to 15km in between.

I must admit that when I had learnt of 
my first posting from the Supply and 
Health Faculty in sunny Cerberus to 
Joint Logistic Unit -  North in sunnier 
Darwin, I was a little apprehensive 
due to the Unit being one of the few 
in Australia that is truly Tri-Service.

I quickly settled into the routine of 
working alongside not only RAN 
personnel, but Army and RAAF too.

One of my initial concerns was 
having to work with the two other 
Services, after hearing various 
‘buzz’s’ regarding them, mostly 
negative, yet I am here to say it is not 
true. From my nine months at JLU-N,
I can confirm that RAAFie’s are not 
all ‘just civvies in uniform’ and the 
‘pong’ doesn’t always go where the 
Army goes.

There are pros that come due to the 
fact that there is predominantly Army 
personnel making up the Unit. One is 
that we have three sessions of PT 
each week conducted on Monday, 
Wednesday, Friday. These sessions 
are enjoyable anyway, yet the 
regularity of these sessions makes 
passing the yearly PFT that much 
easier!

The Unit also encourages all person
nel to participate in training to 
achieve weapon readiness, namely 
F88 Steyr readiness. Subsequently 
we have regular trips to the Weapons 
Training Simulation System Facility 
(WTSS) located on Robertson 
Barracks. This offers a complete 
simulation of a firing range where 
you fire a specially designed Steyr 
with realistic recoil, yet which has no 
rounds in it. You fire at a 20m x 10m 
wall with a full life-like projection of a 
range - very fun indeed.

To give an example to a Tri-Service 
Unit novice of how things work at 
JLU-N, my Chain-of-Command is as 
follows: ABSN to LSSN/CPL (RAAF) 
to POSN/SGT (Army) to W 02 to 
LEUT, with a W01 in JLU-N Head 
Quarters in charge of Training, Unit 
Planning and Discipline.
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JLU-N offers members of the RAN 
the opportunity to build skills, 
knowledge and an understanding of 
the three Services. I believe this will 
be invaluable to any Pusser’s career

in the RAN, especially with the ADF 
looking to introduce more and more 
Tri-Service Units. These three skills 
will undoubtedly become quite 
sought after.

SMNSN Nathan Smith graduated from Recruit School in September 2001 
(Division 187) and went on to complete category training in November 2001. 
SMNSN Smith posted to JLU-N in February this year and has been employed 
in the JLU-N warehouse to complete his Competency Log. SMNSN Smith will 
post to HMAS Betano in January 2003.

FITNESS TIPS FOR SPRING
With winter now behind us, it is time 
to drag ourselves out from 
underneath the covers and get back 
into an exercise program. Regular 
exercise is a proven way to reduce 
the risk of many major diseases, 
including high cholesterol, cardiovas
cular disease and diabetes.

Whilst only approximately 10% of the 
population exercise on a weekly 
basis, it is good to know that only as 
little as 30 minutes of light moderate 
exercise three times a week can 
provide enormous health benefits.

Fitness can be fun for the whole 
family and here are 10 great exercise 
ideas to help you and your 
family lead a happy and healthy life 
together.

Hit the Road
Walking or running is a great activity 
for the entire family. A 5km walk or a 
3km run can burn up to 400-600 
calories.

Grab some Dumbells
Four main exercises tone both arms 
and shoulders: m ilitary shoulder 
press, bicep curls, tricep extensions 
and lateral raises.
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Try Exercise -  Military 
Style
Australian Defence Force standard 
exercises are: pushups, crunches, 
heaves, dips, squats and lunges, 
which work the entire body. Make 
sure you use correct form.

Dive into Fitness
Swimming is one of the best overall 
workouts and the kids love it. 
Swimming will boost your fitness 
capacity without increasing the risk 
of injury, due to the lack of stress 
placed on the bodies joints, whilst 
working different muscles. ADF pools 
are open for members and immedi
ate families, so check with your local 
area for details of opening times and 
any possible swim clubs.



Ride your bike Consult a Pro
Take the family or just cruise the road 
yourself for a great thirty-minute to 
one-hour workout that will burn 
calories and is low impact on the 
body.

Don’t resist resistance 
training
Whether pumping iron or using your 
own body weight, resistance training 
will build lean muscle. Both cardio
vascular and resistance training 
should be included in your weekly 
plan for best results.

The playground -  not just 
for kids
Rather than going to the base gym or 
local fitness club, join in your 
children’s fun. While the little ones 
play you can do a few exercises 
alongside them so everyone is then 
active and burning calories.

Use your 
Ship/Establishment 
gymnasium
Many ADF gyms now have special 
family programs and special family 
activities. If there are none in your 
area consult your local gym 
manager.

PRODUCTION OF

The next edition of the Navy List will 
be produced in early 2003 and all 
subsequent lists will be produced at 
the beginning of each calendar year. 
The change in production date aligns 
with the single seniority date of 1 
January which applies to future 
promotions resultant from the

Make good use of your Physical 
Training Instructors. They have the 
knowledge, experience and training 
to help you get a workout tailored to 
suit your needs.

Make time for Fitness
Remember -  if you do not schedule 
a workout in your day, it will not 
happen. Make an appointment that 
you cannot miss every day and try 
and include it with your family. 
Exercise as a family can be good fun 
and sends a great message to your 
children about keeping healthy* for a 
prolonged existence.

By Fleet Base West, PT Staff

THE NAVY LIST

introduction of the revised selective 
promotion system.

The point of contact for this matter is 
Kathryn Donaldson, Directorate of 
Naval Officers Postings, on (02) 6265 
1038 or
Kathryn.donaldson@cbr.defence.gov.au
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SHOW ME THE........PROMOTION!!!!
By ABCSO Kerrie Vernon

So you think it’s finally your turn for 
that promotion? Well you’ve done 
minimum time in your rank, your 
confident, ready for more responsibil
ity and you scored what you think is 
enough on your SPARs to put you up 
there for consideration, so what’s the 
problem then - surely it’s straight 
forward you think?

Vacancy leads to promotion and you 
know there is a vacancy, or perhaps 
you hold a status advice in your hot 
hands and you happen to be number 
seven so you naturally assume once 
the six sailors in front of you are 
promoted it’s then yours for the 
taking? How about the buzz you 
heard of pending discharges in the 
ranks above?

So why does a promotion seem 
somewhat elusive; does anyone 
really know the process followed; 
who makes the decisions; what does 
it involve?

Having been employed within the 
depths of DSCM for a while now, I 
have the inside information on the 
goings on within the directorate and 
can also assure you, I have 
witnessed and experienced first 
hand, the work associated with the 
promotion process.

Picture this; approximately 6,500 
SPARs arrive and must be loaded 
manually within a three week 
window. The promotion cell is 
transformed into a 12 hour day, 
seven days a week evolution. The 
uploading of SPARs become 
DSCM’s number one priority and all 
promotion cell members and ABs 
from the other departments are 
assigned to the mission.
22

Each SPAR takes a minimum of five 
minutes, that is if it is saved on the 
disk correctly. The electronic data 
must be checked against the hard 
copy then changed into a format able 
to be uploaded into PMKeyS.

So who exactly is the decision-maker 
anyway? And what criteria is 
followed? The mystery deepens... 
The man behind the driving force is 
actually the big boss of DSCM, 
CAPT Andy Gough. He’s the one 
who has to draw the line in the sand 
and take a stand on what is to be.

Not an easy job by any means 
considering a decision implemented 
could directly effect you. Focus must 
be maintained on the balance 
between a sailor’s desires and the 
demands to maintain an awesome 
fighting force.

In order to determine promotion 
numbers for an individual category, 
its strengths and weaknesses must 
be examined, as the amount of 
sailors entering and leaving each 
rank in a category in the next six 
months will influence the number of 
holes (or billets) available to fill and 
promote into.

It is a big picture that must be viewed 
through many circumstances, 
numbers must be identifiable and the 
following things are taken into 
consideration:

• th e  number of recruits and SMN 
coming through the training 
pipeline;

• the number of personnel leaving at 
each rank level including 
discharges, transfer of service, 
transfer of category and commis
sioning;
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• the number of personnel entering at 
each rank level including transfer of 
category, transfer of service, lateral 
recruits from overseas and trained 
sailors re-entering the Navy; and

• ineffective trained personnel on 
medical restrictions or long service 
leave.

The Director of Workforce Planning 
lets DSCM know the approved 
number of sailors at each rank for 
each category in the Navy to meet 
Members Required in Uniform. When 
we know how many sailors we are 
allowed to have, and how many we 
will have in six months time, we 
subtract one from the other to work 
out if a shortfall, or hole, exists.

At this stage we know the total 
number of vacancies at each rank 
level for each category in six months 
time. An important point to make 
here is that while DSCM can only 
promote if a vacancy exists, DSCM 
does not promote just because a 
vacancy exists at the higher rank!

The overall state of a category must 
be viewed, including the number of

sailors eligible to be promoted. The 
old adage of too many Chiefs and 
not enough Indians fits perfectly. 
What would happen if we promoted 
three Petty Officers to Chief, when 
we were already two Petty Officers 
short?

There would be five vacant Petty 
Officer billets to fill. If no Leading 
Seamen are available to be promot
ed, we have just made a real problem 
for the Petty Officers left in the 
category after the promotions 
happened. The Petty Officer sea/ 
shore ratio will become unbalanced 
and the Petty Officers at sea will 
need to stay there longer as there 
are no replacements.

Somewhere in Navy, we would have 
five vacant shore billets. Sailors at 
the Chief and Leading Seaman ranks 
would need to work harder to achieve 
the same work output with less 
people. Imagine being minimum 
manned in a category and the 
pressure that would be applied for 
individuals to be operationally 
available at all times?

Boarding Party from HMAS Manoora in the Arabian Gulf.
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How about the fact of never being 
released for additional training due to 
there being no relief available. This 
wouldn’t serve as a happy environ
ment so DSCM examines the health 
of a category and approves promot
ions to ensure the best possible 
balance is achieved to meet your 
needs and the needs of the Service. 
In the example above, it would be 
better to promote one Petty Officer to 
Chief leaving three vacant Petty 
Officer billets for six months.

At the next promotion list, if enough 
Leading Seaman were available to fill 
the holes created by the Petty Officer 
promotions, Two Petty Officers and 
five Leading Seaman would be 
promoted.

Whew, that took a lot of work but 
hang on, have you got your status 
advice note yet? Of course not. The 
status advice notes are a list of the 
remainder of the sailors on the 
promotion list not offered promotion, 
so your number reflects your position 
in line against your peers. It may be 
the number you hoped for or it may 
not, but either way it is an indication 
of where you are in the scheme of 
things.

All of you out there lucky enough to 
be offered promotion have one

month to decide whether you will 
accept it, and sign an undertaking for 
further service of 12 months in your 
new higher rank, or you have the 
right to decline. Luckily enough and 
not surprising, there are many 
people further down the list who will 
be only too happy to take your 
promotion as a second round 
promotion signal is then released 
based on decisions made from the 
first round offers.

You see, promotions are not just 
about filling vacant billets by sailors 
next in the promotion line. What must 
be achieved is a realistic balance 
between all sailor’s aspirations for 
promotion and maintaining naval 
capability. At the end of the day you 
need to maintain a consistently good 
reporting history (SPAR) so that 
when you become eligible for 
promotion, you are competitive for 
selection for promotion against your 
peers.

Promotion is not a right, it must be 
earned, and promotion should not be 
expected after any particular length 
of service.

I wish you luck and hope to see you 
on the next promotion signal. Just 
remember, it has taken a lot of work 
to get you there!

Note: ABCSO Kerrie Vernon joined DSCM in July 2001 and works in the 
Seaman and Communications Administration Cell.

Send them to: 
The Editor, SEATALK, 

■LG-029, Russell Offices, 
CANBERRA ACT 2600 

or E-mail to: 
encen ews.gov. au
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HARD FUN IS THE KEY TO RECRUIT 
TRAINING

The ‘Gateway’ for all non-commis
sioned members of the RAN - the 
Recruit School at HMAS Cerberus - 
has been going through some 
innovative changes in the past six 
months. These changes are part of 
Project ‘Sea Eagle 4’, a specially 
designed comprehensive program 
aimed at re-invigorating all RAN 
recruit training.

According to the OIC of the Recruit 
School, CMDR Mark Hill, ‘the key to 
successful training is to emphasise 
‘Hard Fun’, that is to make training 
both enjoyable and challenging’. 
From the first week of the expanded
11-week recruit training course, new 
arrivals are faced with a series of 
team building activities that demand 
all their physical and mental energy, 
but are essentially fun. The whole 
course leads towards an ORE 
(Operational Readiness Evaluation) 
in the last week of the course.

Another innovation in the course is 
the introduction of a ‘Sea Ride’ on the 
TV Wyuna, a 60 metre vessel which 
has been chartered from the 
Australian Maritime College (AMC) in 
Tasmania. All new recruits will spend 
five days at sea in Wyuna and will 
undergo normal sea and watch 
keeping evolutions.

TV Wyuna

Most graduating sailors mention this 
sea ride with great excitement, and 
even those who were sick during the 
ride, speak in glowing terms of their 
experience. For most it confirmed the 
wisdom of their decision to join the 
Navy.

The ‘Sea Phase’ employing Wyuna 
was started two months ago for an 
initial period of three months. 
However, CMDR Hill indicates that 
‘already the benefits for the recruits 
are clearly visible’.

There is a strong probability that 
Wyuna may continue, subject to the 
availability of RAN and DMS vessels, 
to spend time working with all recruit 
classes as well as continuing to be a 
training platform with the Australian 
Maritime College. Because of heavy 
operational commitments it is unlike
ly that a commissioned RAN vessel 
could be made available for this sea 
phase training.

Built in 1952 and displacing 1,832 
tonnes and 63.5 m in length, TV 
Wyuna is the flagship of the 
Australian Maritime College in 
Tasmania. She was purchased from 
the Port Phillip Sea Pilots in 1979 
and is used as a navigation and 
seamanship training vessel by the 
college. Her propulsion system 
combines 3 English Electric 380kw- 
diesel generators developing 1,400 
SHP She can accommodate 40 
students in addition to a crew of 
eight.

Another interesting aspect of Sea 
Eagle 4 is the shift of teaching and 
instructing from CPO/PO to Leading 
Seaman. This alters the relationship 
between the students and instructors
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transforming the younger teaching 
staff into more identifiable role 
models for the new recruits. But as 
CMDR Hill points out ‘only the best 
Leading Seamen are selected and 
retained in training roles’.

Staff dedication and motivation is 
very high and comments such as ‘we 
have the best job in the Navy’, ‘we 
are moulding the future Navy’ and I 
simply ‘love my job’ are common.

But undoubtedly teaching at the 
recruit school does place extra 
demands on all instructing staff. They 
readily admit that all administration 
work is done after hours and that a
12-hour day is par-for-the-course 
and 60 hour weeks all too frequent.

To an observer this dedication to 
one’s job and the RAN seems too

good to be true. But speaking to a 
number of the teaching staff, the 
rewards more than compensate for 
the inconvenience. ‘When ordinary 
students take the time to come up to 
you and thank you, you begin to think 
what you are doing is worthwhile and 
will ensure the future of our Navy and 
certainly is worth the effort..’

Most of these changes have only 
been in place since the start of this 
year and it is too soon to produce any 
hard data as to better retention rates 
etc. However the recruit school has 
appointed a full time staff member 
dedicated to this monitoring process. 
In the meantime anecdotal evidence 
and feedback from happy recruits 
indicates that all facets of the 
operation have been successful.

HOUSING INTO THE FUTURE’ 
REVIEW

Defence has recently established a 
Joint Working Group on Housing 
Policy which will focus on simplifying 
the housing classification system 
under the Group Rent Scheme and 
defining the standard of defence 
housing that might be provided to 
families into the immediate and 
longer term future.

The main task of the working group 
is to look at ways of providing greater 
choice and flexibility for members in 
their housing arrangements, whilst 
ensuring the needs of defence 
families are fully met. The study will 
include the feedback provided by 
members on accommodation and 
related family issues in the 
November 2001 ‘Your Say’ survey.

The working group consists of 
representatives from Defence (Navy, 
Army, Air Force Headquarters, 
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Service Delivery Division and 
Defence Personnel Executive) and 
the Defence Housing Authority, the 
National Convenor of the National 
Consultative Group of Service 
Families and the Industrial Officer of 
the Armed Forces Federation of 
Australia.

The Navy representative on the 
working group is the Director Naval 
Employment Conditions and the 
point of contact for further informa
tion or input is LCDR Jill Buckfield,
02 6265 1842 or Jill.Buckfield@ 
defence.gov.au

Throughout the year the working 
group will provide you with updates 
on the progress of reviewing and 
refining housing policy as well as 
seeking your views on proposed 
changes.



SELECTION PROCESS FOR ADF 
PILOTS

Background
The ADF Pilot Selection Agency 
(ADFPSA - commonly known as the 
PSA) was formed in January 2002 to 
optimise the quality of candidates 
accepted by the ADF for pilot training 
and also to enable the three Services 
access to the entire ADF pilot 
applicant pool. The PSA is the sole 
avenue for selection of pilot 
applicants, including in-Service 
applicants, for the Flight Screening 
Program (FSP).

This article is intended to describe 
the processes involved in the 
selection of ADF pilots and to outline 
the procedures necessary for in- 
Service members to apply for 
transfer to the pilot specialisation.

Flight Screening Program 
(FSP)
The Flight Screening Program is 
conducted by the ADF Basic Flying 
Training School (BFTS) at the BAE 
Systems training academy at 
Tamworth in Northern NSW. It is not 
a training course; rather, it is a two- 
week, flying based assessment 
program designed to investigate a 
candidate’s suitability for the air
borne environment with particular 
emphasis on suitability for training as 
a military pilot.

The program normally involves 10 
flights and 15 hours of flight time in 
CT4B and CAP10 aircraft, with two 
‘sorties’ in an instrument flying 
simulator.

To ensure there is no untoward bias 
towards those with previous flying 
experience, the program has two

discrete categories; the ‘Basic’ 
program, for applicants with little or 
no experience and the ‘Advanced’ 
program, that caters for those with 
more flying experience.

Each Program has predetermined 
score norms and scores are awarded 
on a per sequence basis for a 
number of sortie profiles and an 
applicant’s final score is derived at 
the end of the Flight Screening 
Program.

In-Service Transfer 
Procedures
The following applies to both Officers 
and Sailors who wish to join the Pilot 
Primary Qualification (PQ). Firstly, 
applicants must be recommended by 
their Divisional Staff and Command 
to change PQ or nominate as an 
Officer Candidate.

An applicant’s educational qualifica
tions are to be confirmed by the Navy 
Personnel Training Centre 
Canberra (NPTC-C) to ensure that 
the appropriate educational 
standards are held. Aircrew medical 
and psychological interviews must 
be conducted and include the 
Aircrew Suitability Test (AST) and a 
full psychologist’s suitability report 
provided.

Once an applicant’s education, 
medical and psychological assess
ments have been confirmed as 
suitable, an application is to be 
raised in accordance with ABR 6289 
Chapter 4 - Conditions of Entry and 
Service for Officers or ABR 10 
Chapter 10 - Nomination and Select
ion of Sailors for Commissioned 
Rank.
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Applicants are strongly advised to 
provide a curriculum vitae, highlight
ing evidence of motivation, aviation 
interests, education and achieve
ment awards etc. Both officers and 
sailors are also encouraged to 
include a number of performance 
evaluation reports to improve their 
competitiveness.

On receipt of the application, 
accompanied by all this information, 
career managers (DNOP/DSCM) 
must approve the release of the 
member from their current speciali
sation/branch and forward the 
member’s dossier to the Pilot 
Selection Agency. The Pilot Selection 
Agency staff review the dossiers in 
accordance with the selection 
process described below.

Selection Process 
Overview
Initial vetting. A ‘level playing field’ 
exists for all pilot applications, with 
in-Service applicants (officers and 
sailors) treated as initial pilot 
candidates, competing on the same 
basis as civilian applicants who are 
processed through Recruiting Units. 
This ensures that only the best 
applicants are selected for the Flight 
Screening Program and the best of 
those successful on Program are

selected for subsequent pilots 
courses.

As with civilian applicants, in-Service 
applicants are also asked to indicate 
their Service preferences via a form 
sent by DNOP/DSCM when process
ing and compiling their dossier. While 
Navy has an ongoing requirement for 
pilots, the Pilot Selection Agency 
selects ADF pilots and members 
may indicate a preference for flying in 
the Army or in the RAAF. Members 
would require DNOP/DSCM 
approval for transfer of Service.

Selection for Flight Screening. The 
dossiers of in-Service applicants 
who achieve the required standard 
are forwarded by DNOP/DSCM to 
the Pilot Selection Agency for 
processing. Based on the informa
tion provided in this dossier, the Pilot 
Selection Agency will award a grade 
and these applicants will enter a 
‘pool’ and compete with all other pilot 
applicants.

This ensures that only the best 
applicants available are selected to 
undertake the Flight Screening 
Program. Only the top six to ten 
applicants are taken out of the ‘pool’ 
for each Flight Screening Program.

Due to the number of dossiers 
received, the currency of m edical
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and psychological assessments, and 
the pool competitiveness, applicants 
are held in the pool awaiting Flight 
Screening Program for only 12 
months before their dossiers are 
then returned. Should applicants not 
be selected to undertake Flight 
Screening Program within 12 
months, they may re-apply.

The criteria used to assess individual 
candidates includes:

• Level and standard of education/ 
academic achievement;

• Demonstrated long term interest in 
aviation;

• Demonstrated long term motivation 
towards a career as a pilot;

• Potential of candidate to cope with 
the rigours on pilots course;

• Personal issues that may have the 
potential to distract on pilots 
course;

• Detail/content of Psychologist 
report;

• Pilot index band; and

• Medical fitness.

This is a very competitive process 
and there are more applicants in the 
‘pool’ than can be accommodated on 
the Flight Screening Program. Some 
applicants may therefore not be 
selected to undertake the Flight 
Screening Program.

Pilot and officer suitability.
The pilot and officer assessments 
are integrated into the Flight 
Screening Program. An Officer 
Selection Board (OSB) is conducted 
for all participants on the last day of 
the Flight Screening Program. 
Applicants are given only one 
attempt at the Flight Screening 
Program and may not apply again.

Those assessed as unsuitable for

pilot may, however, be given the 
opportunity to attempt entry into 
other aircrew categories such as 
Observer. An applicant who is 
recommended as suitable for further 
training will be placed in a distribution 
pool awaiting further selection and 
remain in this pool for 12 months.

If after 12 months a recommended 
applicant has not been appointed, 
the Pilot Selection Agency will review 
the individual circumstances before 
an applicant’s application is discard
ed.

Distribution.
The Pilot Selection Agency will 
distribute candidates to each Service 
from the pool of recommended 
applicants at a frequency linked to 
the need to appoint (usually aligning 
with training courses). The Officer 
Selection Board recommendations 
will be a primary driver for the initial 
offer of Service and may differ from 
the applicant’s nominated first prefer
ence.

If an applicant is not made a first 
preference offer, the other Services 
may do so. The applicant may either 
choose to accept that offer, or to 
remain in the ‘pool’ in the hope of 
receiving a first preference offer. It 
should be noted, however, that the 
Pilot Selection Agency is not the 
executive authority for the appoint
ment of pilots, but only makes 
recommendations to the single 
Service officer career management 
authorities (DNOP, DOCM-A and 
DPO-AF) who then make the 
appointments as officers.

More Information
More information on the Pilot 
Selection Agency and the Flight 
Screening Program can be found on 
the ADFPSA home page 
w w w. d efe n ce. g ov. a u/raaf/psa/i n d ex. h t m
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CHAPLAINCY AT SEA
By Senior Chaplain Eric Burton, Maritime Command

At any given time there are up to 
seven chaplains at sea in the RAN, 
serving the fleet by providing support 
to personnel on ships and providing 
liaison with families back home. In 
particular chaplains deploy for the 
major overseas deployments. This 
article describes the background 
training and how chaplains are used 
at sea.

All chaplains serving in the RAN 
have completed prior theological 
training with their respective denomi
nations and have then gone on to 
work in parishes for at least two 
years -  usually many more years -  
before their selection as chaplains in 
the RAN. By the time chaplains join 
up they are experienced clergy in the 
city and towns of our country and 
they have ministered to a wide range 
of people experiencing the ups and 
downs of life.

They have acted in the church as 
teachers, leaders, worship coordina
tors along with other community 
roles. They have been involved in the 
pivotal events in the life of the 
community such as baptisms,

marriages and funerals. When their 
communities have suffered disasters 
of one kind or another, local church 
ministers have often been at the 
forefront of coordinating relief. The 
chaplains recruited by the Navy have 
been trained in listening skills, grief 
counselling and clinical pastoral 
care.

It is this background experience that 
enables chaplains to be such a 
valuable asset to a Commanding 
Officer at sea who is responsible for 
the morale and wellbeing of his or 
her ship’s company. The chaplains’ 
background experience in a variety 
of situations and their freedom to 
roam the ship, entering all the 
messes, without wearing rank, make 
them an integral part of the support 
of personnel.

Chaplains should be seen as 
confidants and friends -  they offer a 
confidential, independent and 
sympathetic ear and have a ‘high’ 
view of personnel which is reflected 
in the Chaplains strategic plan.

In that plan under the section 
‘Sanctity of Life’ chaplains under

stand that human life is a 
gift from God and 
therefore every individual 
has worth and dignity. 
Having said that, it is not 
necessary for personnel 
to ‘be religious’ before 
they approach a chaplain
-  a common misconcep
tion.

In this busy high tempo 
lifestyle of ours, where 
stress is such a factor, 
you are encouraged to 
visit the chaplain.



REVISED OFFICERS’ SELECTIVE 
PROMOTION SYSTEM

Introduction
The Revised O fficers’ Selective 
Promotion System was officially 
introduced on 1 July 2002. The new 
system provides improved trans
parency, objectivity and equity over 
the previous system. This has been 
achieved by the development of 
published selection criteria, an 
assessment process that ensures all 
officers have equal representation 
and allowing individuals to have 
input. The revised system has also 
been tailored to fit the new Officers 
Performance Evaluation process and 
PM Keys

Key Elements of The 
Revised Officers’ Selective 
Promotion System
Qualifications Based Boards 
(QBB)
QBBs are PQ based boards that 
assess all officers of a particular rank 
and PQ against a set of selection 
criteria. The prime task of a QBB is to 
produce an order of merit for 
promotion. There will be 14 QBBs to 
assess the various PQs by rank. The 
boards will be made up of senior 
members of the PQ and usually 
chaired by the PQ Sponsor. They will 
convene in August/September of 
each year.

Career Advancement Board (CAB)

There will be one CAB, comprising 
all Australia based Rear Admirals 
plus the Systems Commander. The 
CAB will meet on three separate 
occasions in November to consider 
each rank. The CAB will make 
promotion recommendations to the

Chief of Navy and determine 
feedback to individuals, based on the 
QBB assessments and recommen
dations.

Selection Criteria

Selection criteria, supporting consid
erations and weightings will be used 
by the QBB to assess each officer’s 
competitiveness for promotion and 
form the basis of all promotion 
decisions. They are shown in the 
attached table.

Individual Input

Officers will be able to provide input 
to the process in the form of a word 
document that will be presented to 
board members. The input will need 
to be kept to about one page and 
should primarily address the 
selection criteria. Detailed guidelines 
were recently published in a general 
message (DNOP WBK/WEK 
182300Z JUL02).

Feedback

CAB Feedback will be enhanced to 
include information on how an officer 
was assessed and how they might 
improve their competitiveness. This 
advice will normally relate specifical
ly to the selection criteria. General 
career development advice may also 
be provided.

Single Seniority Date

Following on from the change to 
single seniority dates for LCDRs 
introduced in 1997, the revised 
system will introduce a single senior
ity date of 1 January for all officers on 
the Selective Promotion List. For 
example officers selected on the 
December 2002 Promotion List will
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have a rank seniority of 1 January 
2004. Temporary rank provisions for 
those posted to billets in the 
intervening period will continue.

More Detailed Information
An expanded version of this informa
tion is available at the DNOP Intranet

Website and will shortly be incorpo
rated in a revised ABR 6289 Chapter 
13.

For further information contact LCDR 
Debbie Dunchue RAN, DNOP Staff 
Officer Reporting & Promotions, R8- 
4-052 Russell Offices CANBERRA 
debbie.dunchue@defence.gov.au

SELECTION CRITERIA, CONSIDERATIONS AND WEIGHTINGS

CRITERIA CONSIDERATIONS LEUT LCDR CMDR
PQ Achievement of PQ professional
Competency standards

PQ employment & qualifications

Command/charge/demanding postings
Currency

PQ employability in next rank

35% 35% 25%

Recent Reported performance

Performance Nature of posting
25% 25% 25%

Past Reported Performance

Performance Nature of postings 

Disciplinary issues

20% 15% 15%

Education and Academic qualifications 

Qualifications Staff training

General qualifications (non-PQ)

10% 10% 10%

Breadth of Sea/HQ/staff/training etc 

Experience Joint experience

Non-PQ employment 

Shore command/charge

0% 5% 10%

Potential Outstanding attributes/performance 10% 10% 15%

Potential to progress beyond next rank
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NAVY LEARNING NETWORK
In the near future learning online will 
be a reality for Navy personnel. 
Whether members are at home or at 
work, at sea or ashore they will have 
access to courses via CD/DVD and 
the internet/intranet.

Research has shown that computers 
are being successfully used as 
training delivery tools by numerous 
large geographically dispersed 
organisations. The USN and RN are 
rapidly developing large on-line 
learning networks. Through their 
experiences we are able to predict 
the challenges we might face as a 
Navy in adopting any e-learning in 
our ships.

There will be no overnight change to 
our training methodology and 
schools will not be shut down. What 
e-learning in the Navy is aiming to 
achieve is to provide a flexible 
learning delivery system which gives 
you, the learner, the manager, the 
trainer or the Commanding Officer, 
more options to better manage your 
training time.

The Navy Learning Network will be 
the system that enables members to 
have access to various courses 
covering the three main areas of 
corporate, professional and personal 
development. In time, the Navy 
Learning Network will be open to 
spouses, and families will be able to 
take advantage of the personal 
development arm.

The Corporate learning will be 
developed by Defence Personnel 
Executive and includes: OH&S, 
Emergency Control, Ethics and 
Fraud, Equity and Diversity, and 
Environment and Heritage 
Protection. Professional learning is 
the domain of the Navy’s five Training

Authorities (Aviation, Initial Training 
Leadership and Management, 
Logistics, Maritime Warfare and 
Submarines).

Personal Development will eventually 
contain subjects including personal 
financial management training, 
computer application courses, 
languages, primary, secondary and 
tertiary schooling subjects as well as 
links to numerous external providers 
of courseware.

The benefits of the Navy Learning 
Network encompass many aspects 
of the training environment. One of 
the main benefits is that corporate 
and some professional training will 
be delivered in a more flexible 
manner with the aim of reducing the 
overall time spent in the residential 
phase of the training pipeline.

Current focus is on improving the 
retention of our people in the Navy, e- 
Learning can assist us in this aim by 
helping to reduce separation time 
from families and workplaces and 
reducing disruptions to sea/shore 
posting cycles. It is also about 
developing the Navy as a learning 
organisation and looking after the 
personal development desires of our 
people

e-Learning in the Navy will be owned 
by and based in the Training 
Authorities while the overall manage
ment of the project will eventually 
be carried out by the Navy e- 
Learning Working Group. The Navy 
Personnel and Training Organ
isation’s Strategic Concept Develop
ment Group is currently coordinating 
a limited trial to be conducted later 
this year in one ship (LPA) and one 
shore establishment (HMAS 
Coonawarra).
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Pending the results of the trial, a 
phased implementation will then 
commence opening up the Navy 
Learning Network to a wider 
audience. It is not intended to be the 
solution to all training difficulties, 
rather it is a flexible and efficient way

of distributing learning where and 
when it is most needed.

The Strategic Concepts Develop
ment Group can be contacted at 
navy.elearning@defence.gov.au or 
by phone on 08 9311 2797.

RAN TAKES ONBOARD CERTIFICATE IV
By SBLT Sharon Pickup, RAN

During the past twelve months the 
RAN has adopted two new training 
qualifications encompassing both the 
Certificate IV in Assessment and 
Workplace Training and the Diploma 
in Training and Assessment 
Systems.

Prior to 11 November 2001 the RAN 
offered enterprise qualifications in 
training, however since the introduc
tion of the two new national qualifica
tions all credentials can now be 
updated. The previous qualifications 
expired and were not renewed 
because the Australian National 
Training Authority (ANTA) wanted all 
trainers to move towards the two 
national qualifications. Fortunately, 
previous qualifications can be used 
to gain Recognised Prior Learning 
(RPL) for units.

At this stage it is only mandatory for 
all RAN Course Implementation 
Officer’s (CIO) or equivalent in their 
school to gain the Certificate IV by 01 
December 2002. However, any other 
RAN member who wishes to further 
their professional development may 
seek assessment to earn the qualifi
cations. The requirements for CIO 
can be found in more detail in the 
signal from NPTC-EAST R 162133Z 
JUN 02 SIC WAB.
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The Certificate IV consists of 
demonstrating competency in eight 
units ranging from Plan Assessment, 
Train Small Groups to Review 
Training. A more comprehensive 
description of the units can be 
accessed from the TS Assessors 
Guide that is available from 
http://npt.sor.defence.gov.au/C_East 
/default.html by clicking on Training 
Delivery’ and then ‘National 
Qualifications’. A generic assess
ment tool can also be downloaded 
from http://nawt.com.au/Nawtweb 
site/selfassess.htm l to allow any 
personnel to conduct initial self- 
assessment in support of a 
Recognised Prior Learning applica
tion.

The Certificate IV accreditation will 
bring to the RAN well-equipped 
instructors who will further enhance 
the competency based learning of 
naval personnel. As the accreditation 
is a nationally recognised training 
credential it will also be of future 
benefit to the member who holds it.

To find a local registered assessor or 
further information please contact 
the NPTC-E point of contact LEUT 
Ian Pfeffer on (02) 9359 6086 or 
ian.pfeffer@defence.gov.au

mailto:navy.elearning@defence.gov.au
http://npt.sor.defence.gov.au/C_East
http://nawt.com.au/Nawtweb
mailto:ian.pfeffer@defence.gov.au


RAN HYDROGRAPHIC SERVICE -  
A BRIEF HISTORY

The commissioning of Her Majesty’s 
Australian Ships Leeuwin  and 
Melville on 27 May 2000 was a signif
icant event for the Royal Australian 
Navy Hydrographic Service.

Between 1770, when James Cook 
first charted the east coast of 
Australia, and 1850, a number of 
exploring voyages and Royal Navy 
ships conducted surveys. 
Commanded by such men as 
Matthew Flinders, Phillip Parker King 
and John Lort Stokes, most of the 
Australian coastline and some 
adjacent estuaries and rivers were 
mapped.

The British Admiralty then made 
agreements with colonial leaders of 
New South Wales, Victoria, 
Tasmania, Queensland and Western 
Australia: if they would supply boats 
and crews, the Royal Navy would 
supply Hydrographic Officers to chart 
the coasts of those colonies.

This arrangement continued until 
World War I when the British 
Admiralty urged Australia to create 
its own Hydrographic Service. On 1 
October 1920, the Royal Australian 
Navy Hydrographic Service was 
established. HMAS Geranium was 
commissioned for surveying and was 
followed by the first HMAS Moresby 
in 1925.

During World War II Australian 
surveying ships formed into three 
Task Forces, working with the US 
Seventh Fleet and the British Pacific 
Fleet in support of landings in Papua 
New Guinea, Borneo and the 
Philippines.

In 1964, the second HMAS Moresby 
was commissioned - she was the first

surveying vessel to be specifically 
designed in Australia. Nine years 
later HMAS Flinders was also built as 
a small surveying ship to be based in 
Cairns for conducting surveys, 
primarily in northern Australian 
waters.

Both HMAS Moresby and Flinders 
are now decommissioned, and the 
Hydrographic Survey Force now 
consists of two Leeuwin Class 
Hydrographic Ships, four Survey 
Motor Launches, the Laser Airborne 
Depth Sounder, a Detached Survey 
Unit and a number of Survey Motor 
Boats. All of these units, with the 
exception of the Detached Survey 
Unit, are based in Cairns making this 
city Australia’s main centre for 
Hydrographic surveying in support of 
nautical charting.

The ships have gone through some 
changes and so too have the people. 
The RAN Hydrographer is now also 
known as the Commander Australian 
Naval Hydrographic Group (under 
the Force Element Groups) and the 
Hydrographer of Australia. We have 
also gone from Survey Recorders, to 
Marine Science, to Hydrographic 
System Operators and Managers, 
although if you ask some of the Chief 
Petty Officers, ‘once an SR always 
an SR’.
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Ship manning has also had to 
change with the times. The Leeuwin 
Class, besides being state of the art 
with their Hydrographic systems, are 
also manned in an unusual way, 
being multi crewed. Three crews, 
known as HS Red Crew, HS White 
Crew and HS Blue Crew, rotate 
between the two ships and a shore 
crew facility located at HMAS Cairns.

Although multi crewing is well known 
within the Merchant Navy and some 
European Navies, this is the first time 
it has been tried in the RAN.

The advantages of multi crewing, 
from the Navy’s point of view is that it 
provides up to 300 sea days for each 
ship maximising the available time at 
sea without burning out a single 
crew. Also the crew who are in the 
shore facility are afforded time to 
clear their leave in a block period and 
attend advancement training without 
disadvantaging the ship at sea.

While some may argue that the 
crews get too much time off, you 
should note that this year HS Red will 
spend 184 days at sea, HS White will 
spend 121 days at sea and HS Blue 
will spend 166 days at sea. So yes, 
we do earn our sea pay. This equates 
to over 230 days per ship in availabil
ity at sea. Also each crew will have 
between 13 to 18 days worth of port 
visits to ports outside of Cairns.

One perceived disadvantage of multi 
crewing has been the crew identity; 
no longer are you associated with a 
single ship as your home and the 
resultant fierce pride that normally 
goes with that such as with the Steel 
Cat (HMAS Brisbane), even today for 
ex-shipmates. Although this has not 
lessened the pride that crew has in 
itself, the ready identifier of a ship to 
other ships and ships companies is 
not there.

The crews though do have their own 
names such as the Red Devils and 
they have adopted Mathew Flinders’ 
black cat as their motto. The other 
crews are the White Lions and the 
Blue Knights and there is a great 
deal of rivalry among the three 
crews. Further, as both ships provide 
a home to each of the crews at 
various times, they have taken pride 
in the fact that they are Leeuwin 
Class ships companies, each sport
ing a rampant lion in their crests, on 
their sporting colours and on their 
ship’s caps.

Another problem commonly encoun
tered is knowing which crew is where 
and when. With the rotation it is easy 
for outside authorities and agencies 
to lose track of which crew is on 
which ship and when.

Commanding Officers change, crews 
change, we go from one ship to the 
next ship, or sometimes back to the 
same ship. The Fleet Bridge Card 
doesn’t even help those at sea for it 
lists all three Commanding Officers 
against the two ships. The Fleet 
Activity Schedule is readily available 
through Navy sources and includes 
details of crew changes. Each ship 
will also inform interested parties 
when the event occurs. We are a bit 
like nomads, ever moving our home 
when the need takes us.

Multi crewing has it advantages and 
it does work so long as all parties 
concerned properly manage it. It 
allows ships companies to have a 
break from ship board life without the 
onus of duty watch requirements. 
Training and courses can be 
conducted without leaving the ship 
short-handed and the opportunity to 
clear leave in a block period is 
provided. This method of manning 
ships will become more common as 
the RAN does more with less.
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ANNUAL REVIEW OF HOUSING 
RELATED ALLOWANCES AND 

CHARGES
Most members would be aware that 
contributions for Service Residences 
(SR), Living In Accommodation 
(LIA), Rent Allowance (RA) and other 
housing related allowances and 
charges are reviewed annually. Set 
out below are details of adjustments 
to the main housing and related 
contributions.

Full details of adjustments to all 
contributions and allowances have 
been promulgated through Service- 
wide signals and are also available 
on the Defence Personnel Executive 
(DPE) DEFWEB home page at 
DEFW EB.cbr.defence.gov.au/DPE 
under ‘Hot Issues’ and the internet at 
www.defence.gov.au/DPE.

Any questions relating to the 
appropriate contribution that you 
should be making should be directed 
either to your local Defence Housing 
Authority Housing Management 
Centre, Unit administrative authority

IMPLEMENTATION DATE
The date of effect of the revised 
member contributions and charges is 
15 August 2002. As accommodation 
contributions are made fortnightly in 
arrears, the revised accommodation 
contributions will not be deducted 
from members’ salaries until pay day 
29 August 2002. The references 
below are to the relevant clauses or 
Annexes in Chapter 7 of the ADF Pay 
and Conditions Manual.

GROUP RENT SCHEME 
(GRS) REVIEW RESULTS
Contributions for Service 
Residences provided under the 
Group Rent Scheme are reviewed 
annually. For 2002/03, Group Rent 
Scheme contributions are to be 
increased by 3.86%. The current and 
new Group Rent Scheme contribu
tion rates (and Rent Allowance 
contribution rates) for Members With 
Dependants (MWD) are as follows:or Ship’s Office, as appropriate.

MWD -  GRS AND RA CONTRIBUTIONS ($ PER WEEK)
RANKS GROUP 2BR 3BR

CURRENT NEW CURRENT NEW

RADM & Above E* 373.50* 373.50* 415.00* 415.00

CAPT/CDRE D 172.80 179.50 192.00 199.40

LCDR/CMDR C 141.10 146.50 156.80 162.90

WO - LEUT B2 127.40 132.30 141.50 147.00

PO B1 112.20 116.50 124.70 129.50

SMN - LS A 93.70 97.30 104.10 108.10

- 1A 83.70 86.90 93.00 96.60

*The group E contributions were reviewed earlier this year and were increased 
with effect from 28 Mar 02.
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The Group Rent Scheme increase of
3.86% consists of two elements:

• Percentage change to Defence 
Housing Authority (DHA) market 
rents (+1.86%). Generally, 
Defence pays market rent for 
DHA houses used as Service 
Residences. These rents are 
reviewed annually based on 
independent valuations. The recent 
DHA revaluation reveals that 
market rents for DHA houses rose 
by an average of 1.86% during the 
preceding twelve months.

This increase reflects aggregate 
movements in the housing rental 
market generally as well as the 
value of any improvement in the 
overall quality of DHA houses. For 
comparison purposes, the 
Australian Bureau of Statistics 
Consumer Price Index for privately 
rented dwellings in the eight capital 
cities rose 3.0% for the year to 
March 2002.

• Reduced housing subsidy 
(+2.0%). Eligible ADF members 
receive subsidised housing 
assistance. Members in a particular 
Group Rank Entitlement make the 
same contribution for a similar 
Service Residence irrespective of 
its location in Australia. This policy 
is aimed at minimising any adverse 
impact on the income of members 
posted to areas with high rents. It is 
Defence policy that by July 2004 
Defence and members will share 
housing costs on a 50:50 basis.

This is being achieved through a 
subsidy reduction program by 
adding 2% to any market rent 
increase each year.

CONTRIBUTION FOR 
WATER
The contribution for water (Clause 
7.1.57) for members occupying 
Service Residences has been 
increased from $3.85 per week to 
$4.90 per week ($9.80 per fortnight). 
This increase recovers the actual 
increases in water charges paid to 
DHA over the review period.

Accommodation 
Contributions for Members 
Without Dependants 
(MWOD)
The accommodation contributions for 
Members Without Dependants are 
based on varying percentages of 
Group Rent Scheme contributions, 
relevant to the rank of the member, 
the accommodation occupied and 
the member’s sharing arrangements. 
In addition, the contributions are 
being increased by annual 
increments to reach mature rates by 
July 2004.

LIA CONTRIBUTIONS FOR 
MWOD
The current and revised Living In 
Accommodation contributions, to 
take effect from 15 August 2002, are 
set out in the tables below:

LIA CONTRIBUTIONS ($PER WEEK)
LS AND BELOW AND TRAINEES

LEVEL 1 LEVEL 2 LEVEL 3 LEVEL 4 LEVEL 5

CURRENT $36.40 $36.40 $47.90 $51.50 $54.70

NEW $37.80 $37.80 $51.90 $56.80 $61.10 :j£



PO TO WO

LEVEL 1 LEVEL 2 LEVEL 3 LEVEL 4 LEVEL 5

CURRENT $43.60 $43.60 $57.40 $61.70 $65.50

NEW $45.30 $45.30 $62.20 $68.00 $73.20

ASLT TO LEUT

LEVEL 1 LEVEL 2 LEVEL 3 LEVEL 4 LEVEL 5

CURRENT $49.50 $49.50 $65.10 $70.00 $74.30
NEW $51.40 $51.40 $70.60 $77.20 $83.10

LCDR AND ABOVE

LEVEL 1 LEVEL 2 LEVEL 3 LEVEL 4 LEVEL 5

CURRENT $49.50 $49.50 $65.10 $70.00 $82.30
NEW $51.40 $51.40 $70.60 $77.20 $92.00

RA CONTRIBUTIONS 
FOR MWOD
The current and revised Rent 
Allowance and Partial Rent 
Allowance contributions for 
Members Without Dependants, to 
take effect from 15 August 2002, are 
set out in the tables below:

MWOD RA CONTRIBUTION ($A PER WEEK)
RANK MEMBER NOT MEMBER SHARING MEMBER SHARING

SHARING WITH ONE WITH TWO OR
OTHER PERSON MORE PERSONS

CURRENT NEW CURRENT NEW CURRENT NEW

RADM + 373.50* $373.50* - - - -

CAPT/CDRE 124.80 145.60 86.40 89.70 64.00 66.40

LCDR/CMDR 101.90 118.90 70.60 73.30 52.30 54.20

CPO - LEUT 92.00 107.30 63.70 66.10 47.20 49.00

PO 81.10 94.50 56.10 58.30 41.60 43.10

SMN - LS 67.70 78.90 46.80 48.60 34.70 36.00

* The Group E contributions were reviewed earlier this year and increased with 
effect from 28 March 2002.
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MWOD PARTIAL RA CONTRIBUTION ($A WER WEEK)
RANK MEMBER NOT SHARING 

OR SHARING WITH TWO 
OR MORE PERSONS

MEMBER SHARING WITH 
ONE OTHER PERSON

CURRENT NEW CURRENT NEW

CAPT AND ABOVE 86.40 89.70 64.00 66.40
LCDR/CMDR 70.60 73.30 52.30 54.20
CPO - LEUT 63.70 66.10 47.20 49.00

PO 56.10 58.30 41.60 43.10

SMN - LS 46.80 48.60 34.70 36.00

OTHER CHARGES AND 
ALLOWANCES -  ANNUAL 
REVIEW
Other charges and allowances have 
been revised in line with movements 
in the relevant components of the 
CPI, as follows:

• Food Allowance for Members With 
Dependants (Separated) (Clause 
7.1.41a) -  current amount $64.10 
per week -  new amount $67.05 per 
week.

utilities (Clause 7.1.12(2)(a)(iii)) -  
current charge $20.10 -  new 
charge $21.00 per week.

• Living In Allowance -  contribution 
for utilities (Clause 7.1.24(1)) -  
current charge $8.65 per week -  
new charge $9.05 per week 
($18.10 per fortnight).

• Reimbursement of utilities (Clause 
7.1.58(1 )(b)) -  current amount 
$13.95 per week -  new amount 
$14.60 per week ($29.20 per 
fortnight).

• Contribution for meals in Living In 
Accommodation as per table below.

CONTRIBUTION FOR MEALS IN LIVING IN ACCOMMODATION
RANK AMOUNT PER WEEK

CURRENT NEW

Temporary Accommodation 
Allowance (TAA) -  contribution for

LS OR Lower, Trainee $50.50 $52.50
PO - WO $57.25 $60.25
OFFICER
(Other than trainee) $64.75 $67.50

CASUAL MEAL CHARGES

RANK BREAKFAST LUNCH DINNER

CURRENT NEW CURRENT NEW CURRENT NEW
LS or Lower, Trainee $2.75 $2.85 $3.70 $3.85 $3.65 $3.80

PO - WO $3.20 $3.40 $4.15 $4.35 $4.10 $4.30

OFFICER
(Other Than Trainee) $3.70 $3.85 $4.65 $4.85 $4.60 $4.80
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MEMBERS GUIDE TO ADF PAY AND 
CONDITIONS OF SERVICE

D E F E N C E

p  n D e fe n c e  F o rce

What do you think?
In March 2002 the CDF launched the 
Member’s Guide to ADF Pay and 
Conditions of Service. The guide was 
developed to provide you with 
information on pay and conditions 
that is easy to understand.

Almost 80,000 copies of the guide 
have now been distributed across the 
Defence Organisation. We would like 
to know what you think. Have you 
used it? Has it been easy to use? 
Did you find the information you 
needed?

Your feedback will help to provide 
direction on the content, structure 
and format of the 2003 edition, to 
ensure it meets the needs of ADF 
members.

So who do I tell?
There is a feedback form in the front 
of the guide which you can send in to 
the address provided or you can 
forward your comments by e-mail to 
determinations @ cbr.defence.gov.au

Where can I get additional 
copies?
Individual copies can be obtained 
through contacting the Family 
Information Network for Defence 
(FIND) on 1800 020 031 or via email 
to find@bigpond.com

Individual copies may also be 
obtained through the Defence 
Service Centre (DSC) on 1800 000 
677.
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MSBS RETENTION BENEFIT -  
THE 2002 DECLARATION

Each year the Minister Assisting the 
Minister for Defence declares, by 
Statutory Rule, the establishment 
and revocation of ADF employment 
categories as specified categories 
and certain individual members as 
eligible inter employment category 
members. This year the declaration 
takes effect from 22 July 2002.

There is provision in the MSB Act to 
enable payment of the Retention 
Benefit to members, who because of 
their employment category structure, 
have a low probability of reaching the 
minimum requisite rank of LCDR(E) 
or PO(E) by the 15 years service 
point.

These employment categories are 
known as specified categories. Other 
members with reduced promotion 
prospects as a result of transferring 
employment category to meet a 
Service requirement, may be 
declared eligible as inter employment 
category members.

RANK

LS 

LS 

LS 

LS

The table below lists all currently 
approved specified Navy categories.

Four previously declared specified 
categories were also revoked. They 
are: Navy-Writer and Stores Naval; 
Army-Nurse and Airforce- Clerk.

A message was released to all 
Defence establishments and ships 
on 23 July 2002 explaining in more 
detail the foregoing arrangements. It 
also notified the periods within which 
valid election to receive payment of 
the benefit may be made by 
members of employment categories 
which have been declared as 
specified categories.

Contact for further information is 
Pam Black at the Directorate of 
Entitlements, Defence Personnel 
Executive on 02 6265 4634 or Jenny 
Flynn on 02 6265 3414 or 
pam.black@cbr.defence.gov.au or 
jenny.flynn @cbr.defence.gov.au

DATE OF EFFECT

22JU L 02 

22JU L 02 

22JU L 02 

22JU L 02

CATEGORY
COOK

CLEARANCE DIVER 

NAVAL POLICE COXSWAIN 

PHOTOGRAPHER
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DEFENCE SCHOOL TRANSITION 
AIDES

Service families have identified 
education as one of the key issues 
concerning them as a result of the 
mobile lifestyle in the ADF. Some 
children experience difficulties 
making new friends and understand
ing and adjusting to the routines and 
different ways in the new school.

In July the Defence Community 
Organisation (DCO) introduced 
Defence School Transition Aides 
(DSTAs) in 68 schools where there 
are high numbers of Defence families 
to help address some of the effects 
of mobility.
The Defence School Transition Aides 
will be like a teacher’s aide and will 
provide on-site, direct and flexible 
assistance to the ADF children, 
parents and teachers to help the 
families become part of the school 
community more quickly.

The Defence School Transition Aide 
may:

• organise activities which welcome 
and farewell ADF families and help 
them settle into the new 
community;

• provide some support in the 
playground when children first start 
at the new school;

• assist families collect samples of 
work and academic reports for the 
next school;

• create opportunities for ADF 
families to meet;

• help families with special needs;

• act as a point of contact for ADF 
families in the new school; and

The Defence School Transition Aides 
will be employed as part of the 
school staff and be responsible to the 
principal. The selection of the Aides 
will be made by the school. 
Information sessions have been held 
so that the local community have an 
opportunity to ask questions and be 
informed of the program.

Unfortunately not all schools can be 
provided with a Defence School 
Transition Aide. If you require 
assistance and your child’s school 
does not have an Aide you can 
speak to your child’s teachers or 
contact the REDLO at your local 
DCO office.

The role of the REDLO will not 
change. As trained and experienced 
teachers they will still provide 
specialised information and 
educational support to ADF families 
when they move. Additionally they 
will provide the link between Defence 
and the schools in which the Defence 
School Transition Aides are placed. 
The REDLO will be available to all 
ADF families whether they have 
access to a Defence School 
Transition Aide or not.

With more focus and greater sharing 
of ideas and strategies that assist 
mobile children and the families 
within the school community it is 
hoped all ADF families will benefit 
from this new program.

If you have further questions contact 
your REDLO on:

ACT/Wagga: 02 62658746
NSW: 02 93773316
VIC: 03 92823006
SA: 08 83056648• contribute to newsletters.
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STH QLD: 0732334206
NTH QLD: 07 47711532
NT: 08 89357906
TAS: 03 62377191

Defence School Transition 
Aide Locations 
VICTORIA
Bandiana Primary School -  Bandiana
Baranduda Primary School -  
Baranduda
Point Cook Primary School -  Werribee 
Seymour Tech High School -  
Puckapunyal
Puckapunyal Primary School -  
Puckapunyal
Streeton Primary School -Yallambie 
Viewbank Primary School -  Viewbank 

SOUTH AUSTRALIA
Woodside Primary School -  Woodside
Golden Grove Primary School -  
Golden Grove

NORTH QUEENSLAND
Annandale State School 
Kirwan State School 
The Willows State School - Kirwan 
Rasmussen State School 
Weir State School -Kirwan 
Vincent State School 
Ryan Catholic College -Kirwan 
Holy Spirit Catholic School -  
Cranbrook
Southern Cross Catholic School -

Annandale
Good Shepherd Catholic Community 
School

SOUTH QUEENSLAND
Canungra State School -  Canungra 
Amberley State School -  Amberley 
Raceview State School -  Raceview 
Fairview Heights State School -  
Toowoomba
Darling Heights State School -  
Toowoomba
Middle Ridge State School -  
Toowoomba
Mitchelton State School -  Mitchelton
Ferny Grove State School -  Ferny 
Grove
Our Lady of Assumption Catholic 
School -  Enoggera
Norris Road State School -  Bracken 
Ridge
Bracken Ridge State School -  
Bracken Ridge
Bray Park State School -  Bray Park

WESTERN AUSTRALIA
Charthouse Primary School -  Waikiki 
East Waikiki Primary -  Cooloongup 
Koorana Primary School -  Warnbro 
Swanbourne Primary School -  
Swanbourne

NORTHERN TERRITORY
Bakewell Primary School -  
Palmerston
Stuart Park Primary School -Stuart 
Park
Casuarina Street Primary School -  
Katherine
Driver Primary School -  Palmerston 
Durack Primary School -  Palmerston 
Katherine South Primary School -  
Katherine
Larrakeyah Primary School -  Darwin
Ludmilla Primary School -  Winnellie
Sacred Heart Primary School -  
Palmerston
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St Joseph’s College -  Katherine 
St Mary’s Primary School -  Darwin 

ACT
Ngunnawal Primary School
Palmerston Primary School
Gold Creek School
Campbell Primary School
Holy Spirit Catholic Primary School
St Thomas More’s Catholic Primary
School
St Benedicts Catholic Primary School 

NEW SOUTH WALES
Wattle Grove Public School 
Hammondville Public School 
Holsworthy Public School

Bligh Park Public School
Windsor Park Public School
Glenmore Park Public School
Regentville Public School
Tomaree Public School -  Salamander 
Bay
Wirreanda Public School -  Medowie
lllaroo Road Public School -  Nowra
North Nowra Public School -  North 
Nowra
St Michael’s Catholic Primary School
-  Nowra
Kapooka Public School -  Wagga"
Forest Hill Public School -  Wagga
Jerrabomberra Public School- 
Queanbeyan

ALL DEFENCE PERSONNEL NOW ON 
PMKEYS

On 8 July 2002, the human resource 
functionality of PMKeyS was 
successfully rolled out to Army. This 
milestone signifies the completion of 
Phase 2 of PMKeyS - ADFHR.

Why is this significant?
PMKeyS has been implemented so 
that Defence has a single personnel 
management information system. 
Previously each Service and 
Civilians used many different 
systems which were costly to 
maintain and made management 
reporting very difficult. When Army 
rolled out PMKeyS, all Defence 
personnel records became accessi
ble on the one system.

PMKeyS now contains some 
100,000 records!

Civilians have been using PMKeyS 
for HR and payroll information 
management since September 1999.

The military functionality took some 
time to develop and was rolled out to 
Navy in August 2001, Air Force in 
February 2002 and Army in July 
2002. The existing m ilitary pay 
systems are linked to PMKeyS 
through an interface.

As users of PMKeyS can attest, there 
are inevitably issues associated with 
implementing a large IT system in a 
complex organisation such as 
Defence. The current issues are 
predominantly in the areas of data 
integrity, user training, competence 
and management reporting. These 
are being worked through and the 
patience of users is appreciated until 
they are improved upon.

User Support
For the nearly 10,000 users of 
PMKeyS, a new business tool is 
daunting and takes time to become 
fam ilia r w ith. Som e initia l support
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tools were developed and are 
managed by Business Processes 
and Management Information 
Branch in the Defence Personnel 
Executive to assist areas with their 
training requirements. These include:

• PMKeyS Help Desk;

• PMKeyS Online Library;

« PMKeyS DEFWEB site;

® Self Paced Tutorial;

• Learner and Instructor Workbooks;

• Hot Issues; and

• Education Environment.

Currently, there is a great deal of 
work being undertaken to fundamen
tally improve upon the range of 
support tools to best meet the needs 
of PMKeyS users.

To gain access to PMKeyS or for help 
using the system, the PMKeyS Help 
Desk is available during extended 
hours to assist users with problems 
they may have.

The PMKeyS DEFWEB site contains 
information on why Defence has 
implemented PMKeyS, descriptions

of PMKeyS modules, how to get 
access and help, Service-specific 
information, including ADF Business 
processes, and a very comprehen
sive section on reporting in PMKeyS. 
The PMKeyS homepage has been 
re-designed to make it more user- 
friendly and easier for visitors to find 
what they are looking for.

The PMKeyS DEFWEB site also 
contains the Self Paced Tutorial, 
Learner and Instructor Workbooks 
and a Hot Issues section that 
complements the Online Library. 
PMKeyS Hot Issues contains topical 
issues that have caused increased 
calls to the PMKeyS Help Desk. Hot 
Issues is designed to clarify issues 
and to remind users of where to get 
help. Hot Issues should be checked 
regularly on the PMKeyS DEFWEB 
site for new additions.

Users would be aware that there is 
an online help facility available for 
PMKeyS, called the Online Library 
(OLL). The OLL provides guidance 
with detailed step-by-step instruc
tions on how to complete system 
tasks in PMKeyS. This is also 
available through the DEFWEB.



An education environment, called 
EDUO, is available on CDROM and 
reflects the production version of 
PMKeyS. This can be used by 
operators to improve their familiarity 
and skills in PMKeyS.

Management Reporting in 
PMKeyS
PMKeyS contains large amounts of 
personnel, payroll and organisational 
data that can be used for generating 
reports.

A range of reporting-related refer
ence tools are available on the 
PMKeyS DEFWEB site to assist 
users with running reports and 
selecting the report that best suits 
their information needs. These tools 
include:

• A reporting guide that gives step- 
by-step instructions on how to run 
reports from PMKeyS; and

• A listing of reports by module that 
contains a table of basic informa
tion and a graphic example of 
each report. A handy reference 
tool for finding the right report.

PMKeyS users should first satisfy 
themselves that their requirements 
are unable to be met by an existing 
report, query or inquiry. If a standard 
report is not available, the Director
ate of Personnel Management 
Information (DPMI) is available to 
give assistance on reporting-related 
issues and to investigate any ad hoc 
requests for information that cannot 
be met by current standard reports. 
To request a non-standard report or 
query from DPMI, the report request 
proforma can be found on the 
PMKeyS DEFWEB site.

Making Reporting More 
Effective
Have you heard the term ‘Garbage 
in, garbage out’? Any system such

as PMKeyS requires that the data 
within it is accurate and comprehen
sive to make reporting effective. Data 
integrity will be an ongoing priority for 
Defence in order to take advantage 
of the PMKeyS reporting capability. 
PMKeyS users play an integral role 
in the long-term program of improv
ing the data in PMKeyS, but there are 
some actions that members can 
take.

Information and Action Tor 
Defence Members
New forms to complete

ADF members are requested to fill in 
some newly introduced forms. These 
are available via the PMKeyS and 
Defence Publishing DEFWEB sites:

•E -form  AD148 -  Employee 
Preferences and Restrictions form, 
which is to be sent by Members to 
their Career Manager for input into 
PMKeyS;

•E-form  AD150 -  Personal Details 
form, which is to be sent by 
Members to their Orderly Room or 
Shopfront for input into PMKeyS.

New Employee ID

Members received an Employee ID 
with the rollout of PMKeyS to their 
Service. Members will need to use 
their Employee ID for any administra
tive process such as filling in leave 
forms, changing personal details, 
etc.

Service numbers are still required for 
pay related enquiries and transac
tions. Employee IDs can be found 
using the search facility on the 
PMKeyS DEFWEB site.

More information
For more information on PMKeyS 
check out the new look PMKeyS 
DEFWEB site at
http://defweb.cbr.defence.gov.au/pmkeys/
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