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MEDAL FOR SERVICE WITH THE 
INTERNATIONAL COALITION 

AGAINST TERRORISM

The Governor-General has approved 
the award of the Australian Active 
Service Medal (AASM) with clasp 
‘ICAT’ (International Coalition 
Against Terrorism) for those ADF 
personnel involved in the war against 
terrorism.

The Australian Active Service Medal 
with clasp ‘ICAT’ will be awarded from
11 October 2001 for:

• service of one day or more by 
members of the ADF in forward 
areas with Operation Slipper, 
subject to being allotted for service 
with the operation;

• service of 30 days or more, in the 
aggregate, in Diego Garcia with 
Operation Slipper,

• service of an aggregate of 30 days 
or more, or 30 sorties, for official 
visits, inspections or occurrences 
of a temporary nature in connec
tion with Operation Slipper, or

• operational sorties at the rate of 
one sortie into the forward areas 
by personnel allotted to Operation 
Slipper, or 30 sorties into Diego 
Garcia.

Names of personnel who qualify for 
the award will be advised to the 
Directorate of Honours and Awards 
by the responsible operational 
command. This means that awards 
will be made automatically to 
qualified members.

The Returned From Active Service 
Badge will also be issued in conjunc
tion with the Australian Active 
Service Medal to those who have not 
received the badge for previous 
service of a warlike nature.
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BIG CHANGES FOR FAMILY GROUP
The National Consultative Group of 
Service Families (NCGSF) is 
undergoing major changes this year 
after 13 years. Not many people 
realise that this great little organisa
tion, run by voluntary Defence 
spouses, ensures that the views and 
concerns of real ADF families are 
heard by the Minister and Chief of 
Defence Force.

The NCGSF has long been plagued 
by difficulties associated with its 
difficult name and acronym. Minister 
Vale will announce the new name 
and logo for the NCGSF later this 
year. As the NCGSF has grown 
exponentially in the last two years, 
there is also a need for an organisa
tional restructure.

‘ Its time for us to make some 
changes to better represent today’s 
Defence families’ confirmed Mrs 
Judy Swann, the National Convenor 
of the NCGSF. ‘We need to have 
more senior representatives around 
the country and make better use of

our State Delegates’.

‘Our Delegates are wonderful people 
- all are Defence spouses and all are 
working hard to represent the needs 
of ADF families in their area’. In
2002, the NCGSF will be working 
with Defence on many policies that 
will affect Defence families. These 
include a revised Spouse Employ
ment Program, smoother relocation 
services, housing classifications, 
housing allocations and education 
allowances.

Mrs Swann has asked that any 
spouses or families interested in 
joining the NCGSF should call 1800 
100 509.

There will also be vacancies later this 
year for Ministerially appointed 
National Delegate positions in 
Victoria, Brisbane and Darwin. If you 
are a spouse living in or moving to 
those areas and interested in these 
official positions please call the 
NCGSF on 1800 100 509.

From left to right: Michele Legge, National Communications Officer; Nicole Burchill, W.A.; 
Sandra Murdoch, Sth OLD; Mandy Fudge, Nth OLD; Aileen Travis, Vic/Tas; Judy Swann, 
Convenor; Cathie Trotter, ACT/Sthn NSW; Prime Minister Howard, Kerrie Anderson, S.A.; 
Maureen Greet, Sydney/Hunter; Sherence Strahan, Sydney; and Peta Renwick, N.T.
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CHANGES TO DEFERMENT OF LEAVE
Working in consultation with the 
three Services, the Defence 
Personnel Executive (DPE) recently 
amended the policy on the lapsing of 
unused recreation leave after three 
years. The change is in effect in time 
to address leave that will lapse on 1 
July 2002 and will benefit those who 
have been unable to use their leave 
for Service reasons and would 
otherwise lose it.

Under the revised arrangements, the 
Maritime Commander and Systems 
Commander have the authority to 
approve carryover of leave beyond 
three years where a member has 
been unable to take leave for Service 
reasons.

If leave is approved for carryover 
beyond the third year, service 
delegates will also have the authority 
to review that leave on an annual 
basis until it is acquitted or the 
carryover is no longer justified. If 
carryover is not approved, the 
subject leave will lapse if not taken.

Payment in lieu of leave on discharge 
will continue to be limited to that 
credited in the last three years of 
service, plus a pro-rata amount for 
the final year of service.

Recreation leave is provided for 
relaxation and recuperation away 
from the work environment to ensure 
members’ continued efficiency and 
effectiveness. It is a Commanding 
Officer’s responsibility to manage 
leave, and every effort should be 
made to ensure that members are 
provided with the opportunity to take 
their annual leave entitlement. In the 
current high operational tempo, this 
provides Commanding Officers and 
managers with a considerable 
challenge.

In the longer term, Navy has 
requested the Defence Personnel 
Executive to review the leave and 
reunion travel provisions for all 
personnel, but particularly for 
seagoing personnel, in an attempt to 
further maximise the opportunities 
for members to take leave and 
reduce the likelihood of leave 
accumulating over a number of 
years.

In the meantime, requests for 
deferment of leave should be 
processed through your relevant 
Commanding Officer to the appropri
ate delegate.

Further updates will be provided by 
signal and articles in Navy News and 
SeaTalk.

The point of contact in the 
Directorate of Personnel Policy - 
Navy is LCDR Wendy Gould who 
may be contacted on (02) 62651074 
or
wendygouldl @cbr.defence.gov.au
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EDUCATION BOOST FOR CHILDREN 
OF DEFENCE PERSONNEL

Children of Defence personnel will 
be given extra educational assist
ance under a new national program 
launched in Townsville on 7 May 
2002 by the Minister Assisting the 
Minister for Defence Danna Vale.

M inister Vale said the Federal 
Government would provide $2.45 
million over three years from July
2002 for 25 Defence School 
Transition Aides to help children of 
Australian Defence Force personnel 
settle into new schools.

The Federal Government recognis
es that many Defence families face 
extra challenges unique to service 
life, such as regularly moving 
interstate away from friends and 
family,’ Minister Vale said.

This can impact on the children of 
Defence personnel through their 
schooling as they are forced to make 
new friends and deal with different 
education systems in different states.

into the school community.’

The national initiative will build on the 
success of a recent pilot program 
based at schools in Townsville.

The local community recognised the 
particular needs facing the children 
of families posted to Townsville, and 
the Federal Government responded 
by funding an initiative which has 
been so successful, it is now being 
exported to the rest of Australia’.

Minister Vale said ADF families and 
local schools found the positions had 
proved invaluable in helping children 
make a smooth transition to a new 
school.

These positions will not only help 
Defence personnel and their families 
as they are posted to new locations, 
but will also help address some 
important mobility and retention 
issues facing the Australian Defence 
Force.’

T h is  important initiative will see 
Aides employed to help children at 
their new school, assist teachers to 
understand the particular needs of 
ADF children, and help parents settle

The Defence Community Organisat
ion will provide a more comprehen
sive report and a listing of school 
locations in the next edition o f 
SeaTalk.



HOW MUCH AM I WORTH?
The Financial Value of Employment in Defence

The Defence Personnel Executive 
has released an updated version of 
the Comparative Employment Value 
Adjustable Model (CEVAM). CEVAM 
Version 2 is a tool that ADF members 
can use to estimate the financial 
value of their employment in the ADF.

CEVAM allows members to enter 
individual details to create a person
alised financial estimate. It is specif
ically designed to be user friendly 
and to provide ADF members with 
up-to-date information relevant to 
their personal circumstances.

CEVAM was initially designed as a 
tool for ADF members so that they 
could see the full financial value of 
conditions of service and a conser
vative estimate of their total remuner
ation package. It includes informa
tion on:

• salary;

• salary related allowances;

• deployment allowance;

• employer superannuation contribu
tions;

• employer provided medical and 
dental care;

• private vehicles for senior officers;

• full or part exemption from the 
Medicare levy; and

• Defence housing assistance 
(compared to the average cost in 
the community).

CEVAM Version 2 allows members to 
compare their taxable income with 
the weekly earnings of other 
Australians in full-time employment. 
These comparisons can be made on

the basis of age and occupation 
based on data supplied by the 
Australian Bureau of Statistics 
(ABS), and the results are displayed 
in plain English as well as three 
easily understood charts.

The updated CEVAM Version 2 now 
includes:

• revised salary and allowances 
according to the ADF Enterprise 
Productivity Arrangement 1999- 
2002;

• revised ABS data from December 
1999 for making community 
comparisons as recent as possible;

• specialist salary rates for Medical, 
Dental and Legal Officers;

• Officer Cadet and Staff Cadet 
ranks;

• an increase in the number of 
locations in the model from 12 to 
19;

• more equivalent ABS community 
housing values and comparisons; 
and

• ranks specific to each service, 
instead of a generic Rank 
(Equivalent) field.

A substantial number of ADF 
members appear to have under
estimated their income in the recent 
ADF Census, indicating a possible 
lack of understanding in the ADF 
community of the financial value of 
employment with the ADF. CEVAM 
Version 2 is a tool that can be used 
by all ADF members to improve their 
understanding of their income as well 
as allowing ADF members to make 
more informed career decisions.
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For example, the rank of Seaman (or 
equivalent) Pay Group 1 earns a 
base salary of $26,229. However, 
owing to the factors listed above 
such as salary-related allowances 
and employer superannuation contri
butions, the total comparative 
employment value for a Seaman 
begins at over $40,000.

All ADF members should make use 
CEVAM Version 2. It is an excellent 
opportunity to gain a better under
standing of individual income and the 
components that contribute to the 
financial value of employment with

the ADF. It should be noted that 
CEVAM is only a general guide to the 
value of ADF remuneration, as are 
the comparisons with other employ
ment groups. It should not be used 
as a replacement for the advice of a 
qualified financial adviser.

CEVAM Version 2 can be found at 
www.defence.gov.au/dpe/cevam 
Point for contact is Executive Officer, 
Costing & Resource Analysis 
Personnel Policy & Employment 
Conditions Branch, Phone (02) 6265 
1809 or Fax: (02) 6265 4470.

PET RELOCATION EXPENSES 
ALLOWANCE (PREA)

In the past, reimbursement of costs 
for transportation and kennelling of 
pets in connection with a removal 
has been limited to $652. However, 
Pet Relocation Expenses Allowance 
provisions have now been reviewed 
in response to recent and significant 
increases in transportation costs, 
particularly to and from more remote 
localities.

This review concluded that the 
reimbursement limit is no longer 
appropriate and it has now been 
removed. All reasonable costs 
associated with the transportation, 
8

sedation and kennelling of pets in 
connection with a removal are now 
fully reimbursable. It should be noted 
that, for the purpose of this 
allowance, the definition of pet has 
not changed.

This new provision applies in respect 
of all Pet Relocation Expenses 
Allowance claims paid on or after 21 
December 2001 Full details of these 
new arrangements will be included in 
Chapter 4 of the ADF Pay and 
Conditions Manual (PACMAN) in due 
course.

http://www.defence.gov.au/dpe/cevam


DIRECTORATE OF SALARIES AND 
ALLOWANCES
By CAPT Marcus Peake, RAN

The Directorate of Salaries and 
Allowances (DSA) is in the Defence 
Personnel Executive and is responsi
ble for policy aspects of Pay and 
Allowances in the nature of pay 
(Seagoing, Submarine, Flying etc). It 
is also responsible for reviewing pay 
and allowance cases, and taking 
them forward to the Defence Force 
Remuneration Tribunal for considera
tion, where appropriate.

In February 2001 the ADF Remun
eration Review Team (The Nunn 
Review) started its work and, with a 
few notable exceptions, many of the 
more significant remuneration policy 
issues were placed on hold. The 
Nunn Review delivered its report at 
the end of August 2001, and, after 
considerable consultation, the ADF 
has now responded to Government 
with its views on the Review and 
what it would see as a sensible way 
ahead. A response is now awaited 
from the Minister’s office.

In the meantime, a number of pay 
and allowance matters have been 
completed this year, or are progress
ing. These are:

Pay

• RAAF Firemen Mustering [review 
completed March 2002]

quarter of 2002],

• Tri Service Aviation Trades [review 
tentatively scheduled for last 
quarter of 2002]

• ADF Pay Arrangement 2002 
[tentative hearing November 2002]

Allowances

• Field Allowance [review completed 
March 2002],

• Special Action Forces Allowance 
[review completed April 2002].

• Specialist Operations Allowance 
[hearing scheduled for 28-30 May 
2002],

• Clearance Divers Allowance 
[hearing scheduled for 26 
September 2002]

• RAAF Imagery Mustering [review 
completed April 2002],

• RAN Supply Category [review 
scheduled for 22 May 2002].

• Clearance Divers [review 
scheduled for September 2002]

• Recovery Mech Trades [review 
tentatively scheduled for last

9
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There are a number of other matters 
being progressed/considered. The 
way ahead with the Pay Structure 
Review has undergone considerable 
change since the beginning of this 
year, and is now progressing in 
consultation with the three Services. 
The first stage, which looks to quanti
fy elements of our Allowances in the 
Nature of Pay, should be with the 
Tribunal by the end of 2002.

This may allow a number of things to 
be progressed, such as rolling in of 
some elements for the purposes of 
superannuation, and/or setting up 
‘attraction and retention’ allowances 
that are better targeted and more 
reactive to the dynamics of our 
personnel situation. It should be 
emphasised that only a broad way 
ahead has been agreed, with 
specifics still to be determined.

The existing ADF Enterprise 
Productivity Arrangement (EPA) 
expires in November 2002 and the 
Directorate of Salaries and Allow
ances is progressing with a replace
ment Arrangement. There is much 
work still to be done and you will all 
be involved in consultation as we 
work though this matter over the next 
six months or so.

The Directorate of Salaries and 
Allowances has a good website on 
http://defweb.cbr.defence.gov.au/dpe 
dsa/default.asp which gives informa
tion on who they are and what they 
do, pay and allowance rates (right up 
to date!), and who to contact for 
advice and assistance. A new 
section is to be added shortly which 
gives an indication of what pay and 
allowance reviews are in progress, 
and/or scheduled for the future.

Is your SeaTalk going to the wrong address? 
Do you know someone who is not getting their SeaTalk? 
To continue to receive SeaTalk, ensure that the Employee 

Home Address details on PMKEYS are up to date.

10
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MAKING CONFLICT WORK FOR 
DEFENCE

The Directorate o f Alternative Dispute Resolution 
and Conflict Management (DADRCM)

The Directorate of Alternative 
Dispute Resolution and Conflict 
Management (DADRCM) had its 
genesis in six recent reviews of 
Defence procedures, which all 
recommended increasing the use of 
consensual dispute management 
mechanisms to deal with complaints.

In May 2000, the Chief of the 
Defence Force and the Secretary 
approved the development of a 
proposal to provide an integrated 
and appropriate alternative dispute 
resolution program across Defence 
to encompass both m ilitary and 
civilian members. This has set the 
basis for the development of the 
Alternative Dispute Resolution and 
Conflict Management (ADRCM) 
program within Defence.

Preliminary development work has 
occurred since this approval was 
given, however, full development of a 
pilot program and all of the essential 
policies and guidelines could not be 
achieved without additional 
resources, most particularly, people.

Consequently, in mid-2001, the 
Directorate of Alternative Dispute 
Resolution and Conflict Management 
was formed and assigned the 
responsibility for developing and 
implementing the Alternative Dispute 
Resolution program.

The new team has been busy 
establishing the foundations for the 
implementation of a comprehensive 
Alternative Dispute Resolution 
program. The vision of the 
Directorate is that:

Defence people optimise opportuni
ties inherent in conflict experienced 
in everyday interactions.

The mission that the team has 
established to realise the vision is:

To develop and promote an integrat
ed conflict management system  
throughout Defence, that enhances 
leadership and management 
processes, and the resolution of 
disputes, at the earliest possible  
stage and at the lowest possible 
level.

A pilot program is being formulated 
to trial the implementation of the 
Alternative Dispute Resolution 
processes and enhance conflict 
management awareness.

From 1 July 2002, Phase 1 of the 
pilot will be conducted with all 
Defence employees in the ACT. 
Phases 2 and 3 will follow with pilots 
in Southern Victoria in February
2003 and South Queensland in July
2003, respectively.

A planning day will be held on 13 
June with key stakeholders to 
consider how the program will 
operate in Canberra and to form local 
and national project advisory 
committees.

The objectives of this pilot program 
are to:

• support the achievement of 
Defence strategic directions 
through conflict management 
processes;

• develop and implement an

11
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integrated conflict management 
system in consultation with 
stakeholders;

• set the standard and be the central 
Alternative Dispute Resolution 
provider/coordinator for the 
provision of Alternative Dispute 
Resolution and Conflict 
Management services within 
Defence;

• develop related training and 
professional development 
programs;

• promote conflict management 
strategies and Alternative Dispute 
Resolution processes such as 
interest-based negotiation and 
mediation; and,

• provide honest evaluation and 
reporting on the achievement of all 
aspects of the program.

Evaluation of the pilot will be 
conducted during each phase and at 
completion to ascertain the feasibility 
and applicability of rolling-out the 
program across the Defence organi
sation.

If you would like to know more about 
Alternative Dispute Resolution or 
follow our progress in the develop
ment of the program, then go to our 
part of the Defence Legal Service 
website at www.defence.gov.auMegal 
or send us an email at 
ADR @ cbr.defence.gov.au 
or phone us on (02) 6265 2050.

Navy Reserve Band at ANZAC Day march in Rockingham, W.A.

http://www.defence.gov.auMegal


AUSTRALIAN NAVAL RESERVES 
COLUMN

By CM DR Joseph Luka it is RFD, RANR 

Director Reserve and Community Liaison -  Navy Headquarters

CHANGES FOR 
RESERVE FORCES 
DAY 2002
Reserve Forces Day, which 
has been held on July 1 for 
the last four years, will take 
place on different days in 
each State this year. Under 
new arrangements, including 
ADF financial sponsorship, 
Reserve Forces Day will be used this 
year to increase community 
awareness of the Navy, Army and Air 
Force Reserve.

There will be a focus during open day 
activities and displays to enable 
members of the public to learn about 
the types of service that Reservists 
undertake as well as an opportunity 
to attract prospective recruits.

Marches will remain a central 
feature of Reserve Forces Day 

as an opportunity for public 
recognition of those who have 
served and continue to serve 
in Reserve Forces.

Displays and other events 
will extend activities beyond 

one day in most states.

For more details on what is 
happening in your State, contact 

your local Reserve Admin Cell.

Albatross

Cairns

Cerberus

Coonawarra

Harman

Kuttabul

Stirling

Waterhen

MHQ

NHQ-TAS

NHQ-SA

(02) 4424 1692

(07) 4050 3357

(03) 5950 7137

(08) 8935 4615 

(02) 6266 6607 

(02) 9359 2531 

(08) 9553 4100 

(02) 9926 2531

(02)93594559

(03) 6237 7239 

(08) 8305 6754

Reservists on ANZAC Day in Melbourne.

NHQ-STHQLD (07) 3332 3506

DEFENCE RESERVES 
SUPPORT COUNCIL
In our changing society, the links 
between the ADF and the Australian 
civilian community are growing more 
important.

The Defence Reserves Support 
Council (DRSC) is an organisation 
established by our Government to

13



provide a link between the ADF, 
Government, employers and peak 
organisations in the community from 
which the Reserve is drawn. The 
Defence White Paper, published in 
December 2000, highlighted the 
importance of the role of the DRSC 
in linking the Reserve component of 
the ADF and the community in 
general and employers in particular.

ROLES OF THE DRSC
The specific roles of the DRSC are:

• to improve Reserve availability;

• to improve the retention of 
Reservists in the ADF;

• to promote the benefits of Reserve 
service to employers and 
educationalists;

• to inform Reservists of their 
responsibilities to employers;

• to improve acceptance within the 
general community for Reserve 
service;

• to provide advice to Defence and 
Government on matters affecting 
community and employer support 
for the Reserve force;

• to provide liaison between the ADF 
and employers at times of call-out;

• to gain recognition of the Reserve 
contribution within the ADF and 
the wider community; and

• to provide comment on other 
aspects of Reserve service.

STRUCTURE OF THE 
DRSC
The DRSC structure is designed to 
provide direct liaison and interaction 
with the three levels of government, 
major industry and business groups, 
and peak community bodies at 
National, State and Regional levels. 
The National Council, which includes

the National Executive, is supported 
by seven State and Territory commit
tees and a number of regional 
committees in some States. The 
National Executive and Chairpersons 
of the State / Territory Committees 
are appointed by the Minister 
Assisting the Minister for Defence.

MEMBERSHIP
The National Council contains 
representation from:

• ADF Reserve Policy Staff;

• Navy, Army and Air Force Reserve 
organisations;

• State/Territory Committees of the 
DRSC;

• Australian Chamber of Commerce 
and Industry;

• Australian Council of Trade Unions;

• Australian Industry Group;

• Council of Small Business 
Associations of Australia;

• Defence Reserves Association;

• Federation of Ethnic Communities 
Councils of Australia;

• National Farmers’ Federation;

• Department of Employment, 
Workplace Relations and Small 
Business;

• The Education sector (Australian 
Vice-Chancellors’ Committee);

• The Media;

•The Returned and Services 
League;

•The National Council of Women of 
Australia; and

• Youth representative.

For further information contact the 
DRSC on 1800 803 485 or visit our 
Defence Force Reserves web site -  
www.defence.gov.au/reserves

14
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CONSIDERING A CAREER 
IN THE APS?

Every year, the ADF invests millions 
of dollars in the training and 
education of our people. Every year 
we also lose about 5,000 trained 
people and, with them, many years 
of valuable experience and corporate 
knowledge. Many people leave the 
ADF because the expectations and 
demands of uniformed service and 
the aspirations of the individual are 
no longer in harmony.

If you find yourself at this cross
roads, and you have fully exhausted 
the options that may allow you to 
remain in uniform, you may be willing 
to consider the many opportunities to 
offer your skills and experience to 
Defence’s civilian workforce. In this 
fourth arm of Defence, many of the 
rigorous constraints of ADF service, 
such as limitations on personal 
freedoms, age retirement, and the 
impact of postings on work/life 
balance do not apply.

At the initiative of the Secretary, a 
new booklet entitled The Other Side: 
A Guide to ADF Members Who Are 
Exploring a Civilian Career in 
Defence will shortly be published. 
The booklet seeks to promote 
Defence as an Australian Public 
Service employer of choice and 
provides information about Public 
Service employment conditions in 
Defence, finding the right opening, 
and how to apply. While specifically 
developed for use during Resettle
ment Seminars, the guide will be 
useful for all ADF members consider
ing a career in the Australian Public 
Service.

An important aspect of taking up 
Public Service employment opportu
nities in Defence relates to what has

previously been known as the dual 
employment policy. This policy 
allowed ADF members to take up 
positions in the Department for a 
maximum of 90 days prior to having 
formally resigned.

As a result of a series of complaints 
and inquiries over many years, the 
Defence Force Ombudsman wrote to 
the Secretary asking questions 
about the legality of the policy, the 
legitimacy of providing concurrent 
superannuation benefits in the form 
of employer superannuation contri
butions, leave, and exemption from 
the Medicare levy while a public 
servant.

Following these representations from 
the Ombudsman, the Secretary and 
the Chief of the Defence Force have 
agreed that, as a matter of principle, 
it is inappropriate to permit a 
situation where concurrent benefits 
could accrue. Accordingly, the policy 
that currently allows serving ADF 
members to also be employed in 
Defence Public Service positions 
while awaiting discharge, ceased on 
29 April 2002.

While the new arrangements came 
into effect on that date, ADF 
members who commenced dual 
employment, or formally received an 
offer of a public service job in 
Defence before then, will not be 
affected by the change.

ADF Members who are considering 
applying for civilian positions within 
the Department are still encouraged 
to do so. So that the Australian 
Public Service recruitment playing 
field remains level under the new 
arrangements, where a member

15



applies for a job and is the preferred 
applicant, the civilian recruitment 
delegate must hold the job open for 
that person for the relevant minimum 
discharge period.

Where requests for discharge in less 
than the usual minimum period are 
made, Service career managers 
have been asked to use the flexibility 
and discretion available to them in

order to ensure that the Defence 
need to satisfy the demand for skilled 
labour is met without serious disrup
tion to either Departmental or ADF 
requirements.

The point of contact for further 
information is Mr Adrian Wellspring, 
Director Strategy, Defence Work
place Relations telephone 02 6266 
7519.

WEARING OF STATE AWARDS BY 
MEMBERS OF THE ADF

The wearing of State awards by 
members of the ADF has been 
considered by the Interdepartmental 
Committee on Defence Honours and 
Awards and the three Services. The 
general consensus is that State 
awards do not form part of the 
national honours and awards system 
as they have been established 
primarily for wear on State uniforms.

Therefore, they should not be worn 
on Commonwealth uniforms. While 
the honour of being presented 
various State awards is acknowl
edged, persons who gain them do so 
in their capacity of employment

within the State, and not as members 
of the ADF.

As a result, the policy governing the 
wearing of State awards is that they 
are not to be worn on Common
wealth government uniforms, which 
includes ADF uniforms. It is also 
considered that the ADF needs to be 
careful that the display of national 
honours and awards on uniform is 
not overshadowed by a plethora of 
those not associated with ADF 
service.

Accordingly, approval will not be 
given for ADF members to wear 
State awards on their uniforms.

Send them to: 
The Editor, SEATALK, 

LG-029, Russell Offices, 
CANBERRA ACT 2600 

or E-mail to: 
eatalk@cbr. defence.gov.au
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NAVY UNIFORMS

‘Wear with Pride’

A quarter of the year seems to have 
elapsed in the bat of an eyelid! The 
last three months have been 
predominated by work on establish
ing the Navy Uniforms Working 
Group, and completing my discus
sion paper on Navy Uniforms (which 
has now been passed up the chain of 
command).

The Navy Uniforms Working Group 
has been established by Deputy 
Chief of Navy, in order to bring 
together representatives from 
Commands and Force Element 
Groups, so that uniform and clothing 
matters can be addressed in a more 
structured manner than is currently 
the case. The inaugural meeting is 
planned for July 2002.

Web Page Development
Whilst I have been beavering away 
on high level papers etc, the Deputy 
Staff Officer (Uniforms), Mrs Sue 
Collicutt has mastered the art of Web 
Page creation. Sue has built a 
formidable ‘Uniforms’ Web site, and it 
is currently with our boss, the Chief 
of Staff Navy Headquarters, CMDR 
Steve Reid, RAN for approval. We 
are hopeful that the Web Page will go 
‘live’ sometime during May.

Maternity Uniforms
Eleven responses have been 
received as a result of our request for

comment on the Maternity Uniforms. 
Whilst there appears to be a 
common theme evolving with regard 
to style, quality and entitlement 
matters, we would be happy to 
receive a few more responses to 
elevate the information from ‘theme’ 
to ‘trend’.

Accordingly, the previous deadline 
for comments (29 March 2002) is 
extended to 30 June 2002, and 
anyone with feedback on the 
maternity rigs is invited to e-mail their 
comments to Sue at the e-mail 
address below.

Safety Boots
The trial Safety Boots have finally 
arrived at the identified sites, and the 
trial has commenced. As previously 
advised, we will call for interim 
feedback at the end of June, and this 
feedback will dictate whether or not 
the trial needs to be extended for a 
further three months.

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. More informa
tion will be provided in the next 
edition of SeaTalk.
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Clothing Embargo
Regretably, a number of clothing 
items remain embargoed from sale 
until ongoing funding concerns are 
resolved. Items affected by the 
embargo are:

• Commendation Badges
• RAN Service Readiness Badges

• Bike Shorts
• Running Shorts
• Grey T-Shirts
• Toothbrushes

• Razors
• Hair Brushes

• Combs

• Cold Weather (aka ‘Stanley’ or 
‘Doona’) Jackets

Whilst every endeavour is being 
made to lift the embargoes as soon 
as possible, it is now not expected 
that this will occur in the current 
Financial Year.

Points of Contact
Points of contact within the Navy 
Uniforms Cell is either Staff Officer 
Uniforms, Mr John Gill 
(john.gill@cbr.defence.gov.au) or 
Deputy Staff Officer Uniforms,
Mrs Sue Collicutt
(sue.collicutt@cbr.defence.gov.au).

M atern ity  Uniform s - What's your opinion?

What changes would you make?
Is the Scale of Entitlement relevant?

The Navy Uniforms Cell is reviewing this range of clothing, and has 
extended the cut-off date for comments to be provided until 30 Jun 02. 
Accordingly, personnel are encouraged to provide feedback by e-mail 
to sue.collicutt@cbr.defence.gov.au).
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EXERCISE MEDICAL STRETCH
By POMED Matt Keogh

Over the past three years, the 
Monash University Centre for 
Ambulance and Paramedical Studies 
(MUCAPS) has sent their students to 
HMAS Cerberus to undertake field 
exercises in conjunction with the 
Medical School -  Cerberus. 
MUCAPS is the primary training 
institution for the Victorian 
Metropolitan Ambulance Service.

The exercise, known as Exercise 
Medical Stretch, consists primarily of 
mass casualty and triage scenarios. 
While the main aim of the exercise is 
to test the MUCAPS trainees in all 
emergency procedures, trainees 
from the Medical School are also 
involved in the reception and 
subsequent follow-on treatment of 
casualties as they are delivered to 
the ‘Emergency Centre’ at the Health 
Centre, Cerberus.

This year the exercise held on 
Wednesday 13 March 2002, was 
divided into two separate incidents. 
The first incident comprised a car 
accident involving multiple passen
ger and pedestrian casualties. The 
second incident revolved around a

simulated gas explosion in ‘A’ Block 
(Supply and Health Faculty) which 
resulted in simulated injuries ranging 
from minor cuts and abrasions to 
massive head injuries, fractures and 
severe burns.

In the initial exercise, the Cerberus 
Transfield Fire Team was the first to 
arrive on the scene, taking charge of 
the incident and providing initial first 
aid to the casualties while preparing 
for the rescue of the two occupants 
trapped in the car. The MUCAPS 
ambulance arrived, assessed the 
scene and requested additional 
medical support, including the Air 
Ambulance for the most critical 
patient.

The Air Ambulance landed on the 
sports field adjacent to ‘A ’ Block and 
carried out the procedures to embark 
the patient for transfer to a ‘civilian 
trauma unit’. The remaining casual
ties were given initial first aid by the 
MUCAPS trainees to stabilise them 
before being transferred to the 
Health Centre - Cerberus for further 
treatment by the Medical School 
trainees.

Participants in Exercise Medical Stretch at HMAS Cerberus

19



In the second exercise, the Transfield 
Fire team arrived soon after the 
‘explosion’ in ‘A ’ Block and proceed
ed to extinguish the fire and evacuate 
the casualties. The MUCAPS 
students arrived in their ambulances 
and treated the patients for a range 
of minor and major injuries prior to 
transporting them to the Health 
Centre.

Staff from the Medical School 
Cerberus planned and coordinated 
the exercises with the aim of provid
ing a realistic and challenging 
scenario for the second year 
MUCAPS trainees. The reaction by 
the MUCAPS students at each 
incident was excellent, as was the 
follow-on care provided by the Navy

Medical trainees at the Health 
Centre.

The professionalism and enthusiasm 
displayed by the MUCAPS trainees 
throughout the course of the day in 
the handling of each exercise was 
impressive, as was the support 
provided by the Medical trainees and 
Instructional staff from the Medical 
School. The relationship between 
Monash University and the Medical 
School HMAS Cerberus continues to 
grow as both organisations continue 
to work closely in developing realistic 
scenarios to test their respective 
trainees. Both organisations have 
commented on the valuable training 
received and are looking forward to 
the next opportunity to work together.

INCLUSION OF CHILDREN FOR 
COMPASSIONATE TRAVEL

Previous policy on compassionate 
travel (for a member or spouse) was 
silent on the question of including 
travel by a child of the member/ 
spouse. Individual cases referred to 
the Director Entitlements (DE) have 
been considered on a special case 
basis, having regard to family circum
stances.

From now on, where a Commanding 
Officer approves compassionate 
travel of a member and/or spouse 
under Chapter 3, Part 6 of the 
PACMAN (ADF Pay and Conditions 
Manual), the Commanding Officer’s 
approval may include travel of a 
child/children where the Command
ing Officer is satisfied that such 
accompanied travel is necessary.

Commanding Officers will consider 
whether arrangements for care and/ 
or supervision of the child/children is 
reasonably available or practical
20

during the absence of the member 
and/or spouse for whom the compas
sionate travel is approved.

The relevant sections of the ADF Pay 
and Conditions Manual will be 
amended shortly to reflect this policy 
intent.



50 YEARS SKIING NAVY
Interest in skiing as a sport for 
members of the RAN began before 
World War II with a number of young 
men serving with the Royal Navy and 
taking winter leave to ski in Europe. 
Skiing in Australia developed rapidly 
in the post War years with the arrival 
of many European migrants.

Following an expedition to the 
Austrian Alps by some of the pre
commissioning crew of the old 
aircraft carrier HMAS Sydney, the 
idea of forming a Navy ski club was 
born. A meeting in the Gunnery 
Officer’s cabin in HMAS Sydney 
reached the conclusion that a club 
was possible and work began on 
developing the idea.

After many more meetings, the RAN 
Ski Club came into existence official
ly with the publication of Common
wealth Navy Order No 50 dated
3 February 1953.

Planning is well underway for 
functions to be held in Sydney, 
Canberra and Melbourne early next 
year to celebrate the 50th anniver
sary of the Club.

The main aim of the Club is to foster 
the sport of skiing and other alpine 
sports among members of the RAN. 
To continue to meet this aim, the 
Club is seeking more members, 
particularly among serving Navy 
personnel.

The Club is open to members of all 
ranks and strives for a friendly 
atmosphere to reflect the first rule of 
the founding members:

‘Leave rank and rate outside the 
gate.’

Today the Club has over 1,000 
members and offers comfortable low 
cost accommodation in the snow.

Mt Buller, Victoria
Without their own accommodation 
initially, Club members relied on the 
goodwill of other clubs with facilities. 
The acquisition of austere accommo
dation occurred in 1956 when the 
Club acquired a partially completed 
building at Mount Buller in Victoria. 
Over the years this building has been 
developed into a lodge of 62 beds in 
two, three and four bed rooms. The 
lodge has direct access to the ski 
slopes so it is possible to ski back to 
the lodge for a break during the day.

Perisher Valley, NSW
To meet the demand for accommo
dation in the NSW snowfields, the 
Club purchased one of the last 
remaining sites for allocation for club 
lodges in Perisher Valley in 1962. 
The new lodge was open for 
business in time for the 1964 season. 
Popular with cross country skiers in 
particular, the lodge now has 19
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bunks in double cabins, each sharing 
a bathroom with the adjoining cabin.

Thredbo Village, NSW
In May 2000, after long negotiations, 
the Club purchased the Army Alpine 
Lodge at Thredbo Village in NSW. 
The lodge, built in the late 1960’s and 
renovated in the early 1990’s has 35 
beds and operates year round.

The lodge is well located and within 
three minutes walking distance of the 
Crakenback Quad chairlift and all the 
village facilities including restaurants, 
bars, shops and the AIS sports 
complex.

Facilities
All lodges are self-catering and have 
a communal kitchen equipped with 
modern appliances and kitchenware. 
Lounge rooms with slow-combustion 
or open fireplaces and television 
rooms provide areas for apres-ski 
activities. Blankets, doonas and 
pillows are provided so guests only 
need to bring sheets, pillow cases, 
towels, food (except condiments), 
drinks and personal belongings.

Lodges may be used all year round. 
During the ski season, all resorts 
offer an abundance of nighttime 
entertainment, including night skiing, 
movies, discos and live shows. 
Summer activities include bushwalk- 
ing, mountain bike riding, fishing, 
rock climbing etc. Thredbo Village in 
particular has an active program of 
events during the summer season. 
The lodges are also available for 
adventure training and conferences. 
The Lodge manager at Thredbo can 
provide a full catering service for 
groups.

Membership
Late in 1992, Admiral Ian Mac- 
Dougall, member, patron and Chief 
of Naval Staff, gave approval for the 
Club to fly the Australian White 
Ensign at the C lub’s lodges. 
Previously, permission had been 
given for the use of the letters R.A.N. 
in the title of the Club subject to the 
condition that the Club remain under 
the control of serving members of the 
RAN.

Consequently, Ordinary (voting) 
membership of the Club is only open 
to serving and former serving 
members of the PNF and RANR. 
However, members of the Army, Air 
Force and Defence civilians may join 
as associate members.

Associate Members have full use of 
Club facilities but are not able to hold 
office or vote on issues affecting the 
operation of the Club. Spouses and 
children of Ordinary and Associate 
members may also join as Family 
(non-voting) members.

For more information on the Club 
visit their website at: 
www.ranskiclub.com.au or call Mai 
Peters on 03 9789 1413 after hours 
or Tim White on 02 9359 3313 during 
office hours.
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NAVY YOUTH PROGRAM
The Navy Youth Program is an 
eight-week course centred on V* 
work experience in FIMA \  
(Fleet Intermediate Mainten- ^  
ance Activity) Sydney FIMA 
Sydney is a maintenance JsaP 
centre that represents a M jHL 
major function of Maritime 
Command to support and v jjc * | 
maintain the material state of 
Navy’s Fleet Units.

The program is open to young 
people with an interest in joining the 
Navy particularly in the technical 
fields. The detailed program includes 
instruction in first aid, Occupational 
Health and Safety (OH&S), equity 
and diversity and basic workshop 
skills.

The Navy Youth Program is designed 
to encourage young people to join 
the Navy, by providing them with 
positive and rewarding work experi
ence in the Navy environment. This 
new and innovative program was 
designed and initiated by LCDR 
Richard Barnett, Commanding 
Officer FIMA (Sydney).

FIMA Management have an 
excellent understanding of workplace 
safety and ensure that FIMA person
nel and facilities comply with extant 
OH&S legislation and the mature 
management structure in FIMA has a 
high level of awareness of gender 
and equity issues.

The Navy Youth Program is an 
exciting new way of attracting young 
people to consider a career in the 
Navy. If a young person is positively 
motivated towards the Navy, through 
a structured work experience 
program, then their commitment to 
the Navy may be significantly higher 
during and after formal recruit 
training.

The Navy Youth Program can 
f f l j f  assist the Navy’s overall 

recruiting effort and has the 
S W  potential to significantly 

reduce the current deficit of 
technical sailors in the RAN.

The pilot course comm- 
E s lls  enced on 24 September 

2001 and was aimed at 
potential ‘technical’ recruits, 

however, it is now open to all 
categories. Initially 20 participants 

were selected using the services of 
an employment agency.

The participants have to comply with 
minimum standards of dress and 
behaviour to meet the requirements 
of workplace safety. Commanding 
Officer FIMA Sydney employs a 
youth counsellor to assist in 
counselling, understanding and 
motivating the participants.

There is an emphasis on team 
building and fitness through sport 
and adventure training. During the 
course, there are also opportunities 
for the participants to visit ships and 
other establishments.

Navy Youth Program participants 
completing the High Ropes Course.
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The participants are paid the award 
wage for a normal 35-hour week and 
are sub-contracted to the Navy by 
the employment agency. This simpli
fies the administration of the partici
pants for the Navy.

Those participants who are unable to 
contribute to the program are 
withdrawn, following discussions 
between Commanding Officer FIMA 
Sydney, the youth counsellor and the 
employment agency.

During the course, the participants 
undertake enhanced work experi
ence in the Marine Technical, 
Electrical Technical and Corrosion 
Control departments of FIMA.

The aim is to allow the participants to 
obtain an overview of all technical 
trades available in the RAN prior to 
committing to a Naval technical 
career.

FIMA Sydney is highly committed to 
the vision of the Navy Youth 
Program, which ultimately addresses 
a number of recruitment and 
retention issues such as:

• potentially providing the Navy with 
competent personnel before 
permanent or part-time (Navy 
Reserve) recruitment;

• increasing the current personnel 
levels within the technical branch
es;

• reducing the early separation rate, 
for personnel who claim to have 
been unaware of what Navy life 
would really be like;

• attracting those candidates who 
may be daunted by having to make 
such a long-term commitment to 
the Navy;

• potentially increasing the success 
rate of new recruits at Recruit and 
Category Training School; and

• providing a positive influence on 
other recruits during their training 
phases at HMAS Cerberus.

Successful Navy Youth Program 
candidates will be better prepared 
and more comfortable when entering 
the Fleet on completion of training.

The success of the Navy Youth 
Program is measured by the 
successful completion of the course 
program and the number of partici
pants who decide to join the Navy on 
completion of the program.

To date sixteen of the first twenty 
participants in the pilot course and all 
of the twenty-one participants 
enrolled in the second course 
applied to join the Navy. The third 
course commenced 29 April 2002.

Commanding Officer FIMA Sydney is 
responsible to the Chief Staff Officer 
Engineering (CSO (E)) for the 
effective administration of the Navy 
Youth Program.

Points of contact are:
LCDR Rick Barnett CO FIMA(S) 02 
9359 2624; and
Mr Nathan Sculthorpe - Reliable 
People Worldwide - 02 9360 9111.

Navy Youth Program participants helping 
to store HMAS Sydney prior to her 
deployment to the Persian Gulf.
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HOME PURCHASE FINANCIAL 
ASSISTANCE

By Commander David A Francis

If you are considering buying a home 
of your own the ADF provides 
considerable assistance via the 
Home Purchase Assistance Scheme 
(HPAS) and the related Home 
Purchase or Sale Expenses 
Allowance (HPSEA).

The cycle starts with a purchase 
under the HPAS. Conditions are:

• be a serving member (marital 
status is not relevant);

• have at least one year to serve in 
a locality before your next posting;

• buy a home in the locality of 
posting and occupy it as your 
residence; and

• have not previously 
been assisted.

Meet the criteria and 
you become entitled to 
a payment of $11,400.
This is fully taxable but 
is not reportable for 
Fringe Benefit Tax 
purposes.

If it is your first home purchase, then 
you may also be eligible for the 
federal government’s First Home 
Owner’s Grant, which is not means 
tested.

Once you have entered the home 
ownership cycle via HPAS, then on 
every posting which entails a 
removal you may sell and buy your 
own home and have necessary 
expenses reimbursed under HPSEA.

HPSEA conditions are:

• have a posting that entails a 
removal;

• sell your home in the old locality 
within two years of promulgation of 
your posting;

• enter a contract to buy during the 
period between the date your 
posting is promulgated, and four 
years after you arrive in the new 
locality;

• have at least 12 months to serve in 
the new posting locality on the 
date of contract; and

• occupy the home as your 
residence.

For both the sale and the purchase 
you can apply to have necessary 

sale and purchase 
expenses reimbursed. 
These can include 
duties and fees to 
governments and 
auctioneers, agents’ 
fees, solicitors’ fees 
and legal costs and 
some mortgage stop/ 
start costs.

The scheme will not 
help you buy an investment property 
to earn rent. However if posted out of 
the locality, you may rent your 
residence out until you are posted 
back to re-occupy it, or sell it on a 
subsequent eligible posting and 
satisfy the eligibility criteria, or sell it 
on discharge.

HPSEA does require continuity of the 
buy-sell-buy cycle, but not necessar
ily at each and every posting. If you 
break the cycle then provision exists 
to re-enter it, however one re
imbursement of purchase expenses 
will be lost.
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The scheme is flexible and special 
provisions apply to cater for service 
overseas, postings for less than one 
year, unaccompanied postings, 
member required to live-in, and 
service in remote localities. 
Additional rules cater to families 
where both members of a relation
ship are members of the ADF, 
purchase of land prior to a posting, 
building a new home, and cater for 
the sale of a home on discharge

(there is no provision for purchase on 
discharge).

The assistance described above may 
be taken in addition to other forms of 
support provided by the Federal 
Government first home buyers 
scheme, and the two ADF subsidised 
home loan schemes.

For further information see the ADF 
Pay and Conditions Manual Chapter
4 Part 8.

DISCOUNT ACCOMMODATION, 
GOODS AND SERVICES

The Australian Defence Organisation 
has numerous suppliers of products 
and services at concession rates, 
available to serving and retired ADF 
members, Service Pensioners, 
serving Defence civilians and 
Defence contractors. Some of these 
are:

• Defence Force Leave Plan (DFLP) 
supplied by Six Continents Hotels.

• Defence Force Accommodation 
Program supplied by Flag Choice 
including car hire affiliation with 
Thrifty Car Rental.

• Delta Europcar offers competitive 
rates to all members of the 
Australian Defence Organisation 
under the Defence Leisure Plan.

• QANTAS offers discounted airfares 
for private domestic or internation
al holiday travel.

• Health Benefits Societies:

• Defence Health Benefits Society 
(DHBS); and

• Navy Health.
(see www.navyhealth.com.au)

• Credit Unions:

• Australian Defence Credit Union
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(ADCU); and

• DEFCREDIT.

• Insurance Providers:

• Services Security Plan;

• SMARTCOVER Products;

• Defence Pak contents 
insurance through AON; and

• Australian Automobile 
Association through the Home 
Support for Service Partners 
Program.

• Discount Purchasing Scheme 
Defcom Pty Ltd.

Where To Find Out More
For further information visit the 
Defence Personnel Executive site at 
www.defence.gov.au/dpe/dpsa

Under the heading ‘Personnel 
Support’ click on ‘accommodation, 
discount good and services’.

For information on Service Holiday 
Resorts visit the same site and under 
‘Holiday Resort Operations’ click on 
‘Holiday facilities’ for locations, 
descriptions, photos and booking 
information for all ADF resorts.

http://www.navyhealth.com.au
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FLEXIBLE EMPLOYMENT OPTIONS
Many ADF members find that 
changing personal circumstances or 
their desire to fulfil education, 
training or other aspirations lead 
them to consider terminating their 
ADF careers. The ADF has therefore 
introduced employment flexibility in 
order to retain valuable members.

A number of flexible employment 
options are available to members of 
the ADF including part time work, job 
sharing, variable working hours and 
working from home. None of these 
options are an entitlement or a right 
but all are available on a case-by- 
case basis if they meet Service 
requirements.

Part Time Work
Part time work or Part-time Leave 
Without Pay as it is formally known, 
allows a member to work from one to 
nine days per fortnight for periods of 
three months to two years. When 
considering applying for Part-time 
Leave Without Pay, members should 
be fully aware of the effects such 
work will have on pay, allowances, 
superannuation and conditions of 
service.

The policy and conditions of service 
applicable to Part-time Leave With
out Pay for members of the ADF are 
contained in Defence Instruction 
(General) PERS 49-3.

Job Sharing
Two or more members may occupy 
the same billet, each on a part time 
basis, provide that the aggregate 
time served in the position does not 
exceed the equivalent of one full time 
person. The ADF policy on job 
sharing is contained in the instruction 
on Part-time Leave Without Pay.

Variable Working Hours
Variable working hours allow 
members the flexibility to vary their 
start and finish times and periods of 
absence from the workplace to suit 
their individual circumstances provid
ed that such an arrangement does 
not lead to a compromise in 
operational effectiveness. Variable 
working hours for individuals may be 
used in one-off cases or as an 
ongoing arrangement during the 
member’s posting.

In the interest of fairness, variable 
working hours should not result in a 
member working less weekly hours 
than fellow workers.

The ADF policy on variable working 
hours is contained in Defence 
Instruction (General) PERS 49-2.

Working From Home
Temporary Home Located Work 
(THLW) within the ADF allows 
arrangements to be made for 
members to work from home under 
certain circumstances. Work may be 
conducted from home for a limited 
period of time with the written 
approval of an appropriate approving 
authority.

It is the member’s responsibility to 
assess the personal implications of 
commencing Temporary Home 
Located Work with respect to 
taxation, insurance and any leasing 
or mortgage arrangements.

The policy and the conditions which 
must be met if an ADF member is to 
be approved to undertake Temporary 
Home Located Work are contained 
in Defence Instruction (General) 
PERS49-1.
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DEFENCE ASSISTED STUDY SCHEME
The aim of the Defence Assisted 
Study Scheme is to improve the in- 
service study opportunities for 
uniform personnel of all rank levels 
and to encourage individuals to 
consider professional training and 
education options throughout their 
careers.

The key principles of the scheme 
are:

• a partnership between Defence 
and the member with a contribu
tion by the member;

• member initiation;

• own-time or part-time studies;

• financial reimbursement on 
successful completion of course or 
semester subjects; and

• maximum financial sponsorship of 
75 per cent of approved course 
costs to the annual limit specified.

The Defence Assisted Study 
Scheme is based on three levels and 
caters for a range of training/ 
educational needs.

Level 1 covers ADF preferred 
courses and training with a career 
development focus. The Services 
Education Coordination Committee, 
in consultation with the Services 
personnel areas, determines the 
agreed list of approved courses or 
areas of interest.

Level 2 caters for member-initiated 
applications for courses relevant to 
Defence requirements and/or ADF 
employment. The applicant must 
demonstrate the relevance of the 
proposed study to their present or 
likely future employment within their 
career stream, category or trade.

Level 3 provides assistance for short

vocational education and training 
courses that are relevant to the 
applicant’s vocational development, 
or in preparation for re-entry into 
civilian life. To access resettlement 
oriented training, amplifying state
ments are to be provided to substan
tiate the intention to separate from 
the ADF within a realistic time frame. 
Level 3 sponsorship for resettlement 
purposes does not apply where 
members are eligible for training 
under the Career Transition Assist
ance Scheme.

Any member of the ADF who is 
rendering continuous full-time duty of
12 months or more, or who is on 
approved leave without pay is eligible 
for Defence Assisted Study Scheme 
sponsorship. Assistance is not an 
entitlement and resource constraints 
and Defence priorities will determine 
the level of support available.

For further information on the 
Defence Assisted Study Scheme see 
Defence Instruction (General) PERS 
05-1.
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CAREER TRANSITION ASSISTANCE 
SCHEME

The ADF has an obligation to assist 
members with career transition when 
they separate after continuous full
time service, whether voluntarily or 
involuntarily. Preparation for separa
tion is ultimately the responsibility of 
the individual and should commence 
well before the intended date of 
leaving the Service.

The Career Transition Assistance 
Scheme is a package of measures 
established to help the transition to 
civilian employment.

Members have access to three levels 
of assistance under the Career 
Transition Assistance Scheme, 
according to their length of service.

Level 1 (less than 12 years service)

• unrestricted access to on-line 
information on discharge entitle
ments, financial lifestyle planning, 
job search strategies, resume 
development and links to relevant 
agencies;

• up to five days approved absence 
from duty for career transition 
activities after five years service; 
and

• attendance at Defence resettle
ment seminars.

Level 2 (between 12 and 18 years 
service)

• Level 1 benefits plus;

• an additional five days approved 
absence from duty for career 
transition activities (10 days total);

• coaching on the development of a 
curriculum vitae to a limit of $215; 
and

• access to career transition training

within a limit of $1,000.

Level 3 (18 years or more service)

• Level 2 benefits plus;

• an additional 13 days approved 
absence for career transition activi
ties (total of 23 days); and

• career transition training (without 
the financial limit at Level 2) or 
career transition management 
counselling.

Separate provisions apply for 
medical discharge, redundancy, 
management initiated early retirment 
and limited tenure promotion. If a 
member’s service is terminated for 
disciplinary or adverse administrative 
reasons, then the member is not 
eligible for the Career Transition 
Assistance Scheme unless special 
circumstance exist.

For further information on the Career 
Transition Assistance Scheme see 
the ADF Pay and Conditions Manual 
Chapter 10 Part 7.
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NOK NOK-W HO IS IT?
There is a commonly held belief that 
a service person nominates a next of 
kin (NOK) and that all family-related 
benefits go to that person. This is not 
quite the case. The entitled family 
differs according to the intent of the 
benefit. A short summary of next of 
kin circumstances follows.

NOK for Notification of 
Mishap
You can nominate any person as 
your next of kin for notification of 
mishap. It does not have to be your 
spouse or parent. Your nominated 
next of kin will receive notification of 
your death, hospitalization or 
unexplained absence.

This person will normally receive 
your personal effects found on 
Commonwealth property in your 
absence. The PMKeys database will 
see the end of the term NOK and 
substitute “Emergency Contact” .

NOK and your Will
You can nominate any person to 
receive all or part of your estate. It is 
up to you who you name in your will 
and this is not a Service matter.

MWD/MWOD
Most allowances become an entitle
ment when you acquire dependants 
and become recognized as a 
Member With Dependants (MWD). 
Dependants can be:

• spouse/de-facto spouse;

• child;

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

• any other approved person with 
‘extraordinary and exceptional’ 
grounds for being recognized. An 
invalid parent who lives with you 
would be an example.

Removals, married quarters, rent 
allowance and home purchase 
expenses are provided to you and 
your dependants. District allowance 
and remote locality leave travel for 
your family become entitlements 
when your family, as dependants, live 
in a remote posting locality.

Some benefits apply to a wider 
definition of family than dependants.

Leave Travel for MWOD
Leave travel for Members Without 
Dependants (MWOD) is granted to 
the location of the nominated family 
which must be chosen, in priority 
order, from:

• spouse or recognised de-facto 
spouse;

• your child;

• recognised dependant;

• your parent;

• your present or past guardian;

• approved member of the extended 
family; or

• another approved person.

Note carefully that your nominated 
family is not necessarily your next of 
kin.

Remote Locality Leave 
Travel.
Remote Locality Leave Travel may be 
transferred to your or your spouse’s 
children, parents, grandparents,
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sisters or brothers, who may visit you 
in your remote locality at Service 
expense.

Travelling Allowance
Travelling Allowance is not payable 
for absence from your family. It is 
related to an absence from your 
usual residence, be it living-in 
accommodation, ship, defence 
house or rental property.

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

DFRDB will pay death benefits to a 
legally married spouse who normally 
resides with you.

If you separate then a subsequent 
de-facto relationship must exist for 
three years before entitlement can 
accrue to your de-facto spouse. 
Variation may apply at the discretion 
of the DFRDB Board.

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

Both schemes allow other financial 
dependants to receive death benefits 
in certain circumstances.

Neither scheme recognizes same 
sex relationships.

Compassionate Travel
An entitlement to compassionate 
travel arises:

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

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

• Dangerous or very serious illness 
of parent, guardian or dependant 
relative where no other family 
member can provide support; or

•W hen the Commanding Officer 
considers exceptional circum
stances exist.

The same entitlement can fall to your 
spouse when his/her situation is the 
same in respect of his/her family 
members.

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

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

By CMDR David A Francis RAN, 
Assistant Director Entitlements, Pay 
& Leave.
David.francis@defence.gov.au or 
Telephone: 02 6265 7702
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