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WO-N Comments
Ribbons may not tie

By WO-N David Turner

The last issue o f SeaTalk contained 
an opinion piece regarding the award 
of ribbons for qualifications and 
postings and their use as a tool for 
retention. In my travels around our 
Navy I have received significant 
feedback regarding this article, some 
quite passionate and all negative. I 
have since been asked to write a 
piece summarising that feedback and 
this article fulfils that request.

The article in question proposed a 
series of ribbons to be awarded to 
recognise a sailor’s service history. 
These ribbons would include 
recognition for courses completed, 
service in ship classes and particular 
deployments that do not fall within 
the current methods o f visible 
recognition for service; the argument 
being that recognition is a step 
toward retention.

Retention is about more than ribbons.
It has been said that we recruit a 
sailor but we retain a family. This 
may mean being able to provide 
flexible housing options for the 
changing demographics of our 
people. Moving away from the one 
size fits all approach and meeting an 
individual sailor’s housing needs 
based on individual circumstance.
This may include a willingness to 
pay more for more amenities.

us to the Service

%

More flexible remuneration policies 
may play a part in retention. If we 
can better meet the needs o f our 
people in a cost-effective way, we 
may go a long way to keeping them 
with us longer. Some people do not 
want or need some components of 
our current employment package and 
may wish to trade these benefits for 
others that they do want.

Recent studies into Pilot and 
Observer retention issues indicate 
that a significant factor in this group 
of people staying with Navy is their 
desire to work in a high performing 
organisation.

A high performing organisation is 
certainly open to opinion but I would 
offer that it is one that has a strong 
culture, empowers its people and is 
results focussed. These are leadership 
issues and it is these areas that have 
the potential to significantly improve 
retention for no or little cost.

Importantly, it follows that the things 
that help this group of people to stay 
Navy would also help other trades 
and professions to stay Navy.

Some people prefer a more stable 
geographic location, particularly as 
their children move into secondary 
schooling. Others are quite happy to 
move house frequently, to different 
parts of Australia or the world and
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see this as a real attraction to life in 
the Navy. Either way, we need to be 
able to meet the needs of our people 
as individuals in order for them to 
want to stay with us and recognise 
that individuals need change as they 
progress through their lives.

Recognition of achievement need not 
be in the form of a ribbon. The 
Australian Honours and Awards 
system provides for formal 
recognition of significant singular 
acts or high performance over a 
period of time. Promotion also 
recognises a person’s achievements 
and to award promotions, 
commendations and other honours 
and awards in very public, yet small 
dignified ceremonies may go a long 
way towards Navy becoming an 
employer of choice. As an 
organisation, we can do this better.

Improving Morale and Retention Within 
The Navy by LEUT Tom Lewis

The article ‘Improving Morale and Retention Within The Navy’ by LEUT 
Tom Lewis in the Summer 2002/03 edition of SeaTalk created considerable 
discussion and plenty of mail. The responses to the article were generally 
similar to the views expressed by the Warrant Officer of the Navy in his 
article above. The general feeling was that medals and ribbons should be 
awarded to those who have done something special to deserve them rather 
than just completing a particular course or posting.

Mail is always welcome, however, SeaTalk s primary goal is to inform and 
not to facilitate debate. For this reason SeaTalk will continue to publish 
letters but will avoid publishing a series of letters expressing different 
opinions on a particular issue.

Judith Rowe 
LCDRRANR 
Editor SeaTalk

The above words are partly my own 
thoughts and partly those of others 
who have voiced an opinion to me on 
the published article in the last 
edition of SeaTalk. Whilst I believe 
we should all consider these issues in 
our day to day affairs I do not believe 
that ribbons will bind our people to 
our Navy. We need contemporary 
human resource policies that meet the 
personal needs of our people and the 
strategic needs of our Service.

David Turner
Warrant Officer of the Navy 
WO.N@cbr.defence.gov.au 
Phone (02) 6295 4905

SeaTalk Autumn 2003

mailto:WO.N@cbr.defence.gov.au


Letters to the Editor
Anzac Day
Firstly, may I congratulate you on 
producing a fine publication. I am 
sure anyone directly or indirect 
associated with the Navy finds 
SeaTalk essential reading and very 
informative.

Given the wide distribution of 
SeaTalk and its broad coverage on 
many issues of importance to current 
and past serving personnel I would 
like to make a plea concerning Anzac 
Day 2003. I am of the view that a 
great number of current and past 
service personnel do not draw a 
direct connection between their 
service experience and Anzac Day. It 
seems we have alienated many of our 
colleagues from attending the many 
marches and services that occur 
around the country. Whilst I do not 
claim to know why many o f my 
colleagues do not participate on 
Anzac Day, I would like to make the 
point that each and every one of us 
who have worn a uniform has an 
obligation to demonstrate our support 
to Australia by participating on 
Anzac Day. We should all think 
seriously about marching on Anzac 
Day, 2003!

On reflection, it is not always easy to 
connect our time in the service with 
the array of banners prominently 
displayed and carried on Anzac Day, 
particularly in the larger cities. 
Notwithstanding this dilemma, there 
will always be a Service Club, or a 
naval contingent present on the day. 
Contrary to popular belief, there is no 
prerequisite other than having been in

the Service. You do not need a chest 
full of medals - you only need to 
have served your country and you are 
not only entitled to march, but you 
should be there.

At this point I would like to make an 
offer to any current or ex-RAN 
person residing in or near Melbourne, 
please consider marching with the 
‘Scrap Iron Flotilla Association’ next 
Anzac Day. Up to now there has been 
an ever decreasing number o f WWI1 
veterans who have proudly 
represented those who have served in 
destroyers and alike during and since 
WWII. It is now time for us to get 
involved and carry on a proud 
tradition. The ‘Scrap Iron Flotilla 
Association will also be arranging a 
pre-Anzac Day lunch on 28 March at 
the William Angliss School in Lt 
Lonsdale Street, Melbourne. Point of 
contact is Ian Wailes on 03 9809 
2831.

Thank you again for SeaTalk, a 
gateway to many loyal Australians 
who have proudly worn the Naval 
uniform.

Terry Makings 
CMDR RANR

Private Health Insurance

There has been lots o f discussion 
lately about the fact that military 
members have been advised to take 
out Health insurance for themselves.
This is mainly so that pregnant 
members can have the hospital of 
their choice and a private room.
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Another member was told he 
couldn’t have the specialist he had 
been seeing for the last two years to 
perform a back operation because 
another specialist was $2,000 
cheaper. He was advised if he wanted 
to pay the extra $2,000 or take out 
Health Insurance to cover the 
additional cost of the operation he 
could have the specialist of his 
choice.

This leads to what military members 
are actually entitled to when it comes 
to medical and hospital cover and 
why should a military member take 
out health insurance. I think that 
DO’s and Navy members would like 
an article on this topic so that we can 
get the facts and not be put at a 
disadvantage when decisions relating 
to medical choices need to be made 
at a vulnerable time.

Also having just checked out the 
Defence Health site Military 
members are being offered Health 
Insurance. This rate is of course 
higher than just members families. 
This indicates that we may need to 
cover ourselves. The question is for 
what? When most members think 
our medical is to be provided.

Peta Harwood
Lieutenant Commander, RAN

Reply from Defence Health Service

Thank you for the opportunity to 
respond to LCDR Harwood’s letter. 
The provision of high quality and 
comprehensive health care is both the 
core function and main goal of the 
ADF Defence Health Service (DHS).

Defence Health Service aims to 
maintain a fit and healthy force for 
operational duties, in accordance 
with DI(G) Pers 16-1. In order to
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achieve this, the Defence Health 
Service provides the health care 
deemed necessary by the Chief of 
Defence Force. The objectives o f this 
health care are to detect, cure, 
remove, prevent or reduce the 
likelihood of disease, and restore 
members to optimal health, where 
practicable, in the ADF context.

While this health care is 
comprehensive, some services (for 
example, cosmetic surgery) are not 
provided.

Defence Health Service does not 
recommend that ADF military 
members take out personal private 
health insurance. To use the example 
cited, ADF members are entitled to 
shared private care. With obstetric 
cases, that care will be provided by 
the obstetrician o f their choice and 
usually at the hospital of their choice.

For other specialist care, Defence 
Health Service facilities will utilise a 
range o f specialists that ADF 
members can be referred to. These 
specialists have been selected 
because of their professional skill, 
their ability to see ADF members in a 
timely manner and their willingness 
to work with the Defence Health 
Service system.

Members may elect to have private 
health insurance if they would like 
access to services not covered by the 
Defence Health Service (e.g. 
cosmetic surgery). Members should 
be aware that if  they use private 
health insurance they are also liable 
to pay for any gap between health 
costs and the insurance as well as 
funding the insurance itself. This gap 
may be up to $1-2,000. There is no 
gap payment for Defence Health 
Services.

On the issue of choice of specialists,



the Defence Health Service is very 
selective on who it uses, both on 
professional and financial grounds. 
The Defence Health Service is 
accountable for both the provision of 
‘best practice’ health care and the 
expenditure of public monies for the 
provision o f that care.

Therefore, Defence Health Service 
has to ensure it obtains health 
services from external sources on a 
‘value for money’ basis (in 
accordance with Chief Executive 
Instructions and Defence 
Procurement Policy Manual).

The most appropriate specialist for a 
procedure, both professionally and 
financially, will be considered and 
decided on a case-by-case basis. If an

ADF member is unhappy with the 
decision, they can pursue their 
dissatisfaction through the 
appropriate processes outlined in 
Health Directive 914.

The Defence Health Service is 
dedicated to providing 
comprehensive and quality health 
services. In this process, Defence 
Health Service is required to be 
timely, responsive and financially 
responsible. In the vast majority of 
cases, Defence Health Service 
provides all the health requirements 
o f ADF members without any health 
insurance supplementation.

A.G. ROBERTSON 
CAPT, RAN 
DJHSA.

Navy has been contacted by several family members who are understandably 
concerned and seeking clarification o f some of the facts about the Anthrax 
vaccinations being given to personnel deploying to the Middle East. You 
should advise your families and loved ones that they can obtain 
comprehensive information from the National Welfare Coordination Centre 
(NWCC). See also the article in the February 27, 2003 edition o f Navy News.

The National Welfare Coordination Centre is staffed 24 hours seven days by 
Service personnel. Their primary job is to provide support for families of 
deployed defence members. They can be contacted toll free on 1800 801 026.

Families can also access the Navy website, www.navy.gov.au, which has 
links to independent sites containing anthrax information.

The Defence Community Organisation (DCO) provides contact details for 
families at www.dco.dod.gov.au and details of the National Welfare 
Coordination Centre services are also at www.dco.dod.gov.au (click on 
‘MORE’).

Information regarding Middle East deployments can be found at 
www.defence.gov.au/terrorism.

Families can also contact the Defence Community Organisation by phoning 
(02) 62658777 for ACT/Wagga Wagga, (07)3233 4201 for Queensland, (02) 
93773345 for NSW, (03) 9282 3028 for Victoria/Tasmania/South Australia 
and (08) 9311 2310 for Western Australia/Northern Territory.
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People and Safety
Commander Australian Navy Systems 
Command focuses on people and safety

By CDRE Russ Crane, CSM, RAN

□

Commodore Russ Crane, CSM, RAN

I welcome this opportunity to discuss 
some of the personnel related issues 
Systems Command is currently 
dealing with.

Systems Command is a large diverse 
organisation comprising some 4,000 
personnel, with assets over the length 
and breadth of Australia. We are 
responsible for delivering and
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integrating a range o f common cross- 
FEG and cross-Navy services to the 
FEGs, Maritime Command, and 
Chief of Navy and non-Navy Groups.

‘People, Safety and Support’ best 
sums up what we are about. I would 
like to briefly focus on People and 
Safety and let you know where we 
stand and where we are going.

People
Resolving the Navy’s manpower 
issues is a major challenge -  most of 
our get-well programs are long term 
and have, in many cases, been in 
place for some time. The challenge 
for us is to keep the momentum 
going.

Our first priority is to stabilise the 
workforce. The Naval Personnel and 
Training (NPT) Organisation has 
developed a Management Strategy 
that addresses the issues associated 
with workforce shortfalls. It includes 
initiatives to improve workforce 
planning and deployment, recruiting, 
training, employment conditions and 
career management.

We are starting to get real results with 
86% achievement in recruiting predicted 
for 2003. As a result our workforce is



growing and is expected to grow 
significantly over the next 10 years.

Naval Personnel and Training has 
developed a Critical Category 
management system that will 
improve how we manage, identify 
and monitor critical categories on a 
monthly basis. This will result in 
smarter Action Plans for each 
category.

We are also looking at rationalisation 
of category structures, work practices 
and training. This approach has had 
success with the recent restructuring 
of the Anzac Class Engineering 
Department delivering savings of 
approximately 400 positions.

We have developed new approaches

to training that have significantly 
improved our personnel situation. 
Project Sea Eagle and the Life at Sea 
Experience Program are significantly 
improving trainee motivation and 
skills.

Technical training is being 
redeveloped to provide skill 
development and consolidation 
opportunities that are better aligned 
to workplace needs.

Navy is coming to grips with all the 
workforce issues and developing a 
total workforce picture. We are 
becoming more predictive rather than 
reactive. Yes, we have carried out 
studies and modelled the future 
workforce before.
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The difference now is that we are 
going beyond simple modelling of 
numbers and looking at all o f the 
factors, which will enhance our 
ability to predict outcomes and 
balance our priorities.

The fundamental planning challenge 
we face is what will our workforce 
be like in the future as we adopt new 
technologies and approaches to 
manning our ships. To this end we 
have and are contributing to the Navy 
HEADMARK experimentation 
process that is looking at how we 
will be operating in 30 years.

Overall we are getting on top of our 
manpower issuers. It will, however, 
take time and patience

Safety
Chief of Navy has stated that the 
Navy’s goal is to achieve zero 
accidents. Navy has a good safety 
record ... but there is considerable 
room for improving how we keep 
Navy safe.

We are becoming more predictive 
rather than reactive

A number of systemic issues across 
Navy need attention. The Navy 
Certification Safety and Acceptance 
Agency (NSCA) - an independent 
authority within Systems Command 
but with direct reporting 
responsibilities to Chief of Navy, has 
a major part in addressing these 
issues.

We need to ensure that our platforms, 
equipment and systems are fit for 
purpose and meet safety standards.
To that end, we are revising the way

we accept new platforms into service 
and developing a much more 
comprehensive framework for 
certifying that platforms, systems and 
people meet safety standards and 
perform as expected.

And we need to have a systemic 
approach to safety across Navy ... 
not just at sea. Navy Certification 
Safety and Acceptance Agency has 
adopted a broader Defence 
framework for assessing our 
‘organisational health’.

We will rate ourselves against this 
and take action to address 
weaknesses. But a necessary 
foundation is a positive no blame 
safety culture and open reporting of 
safety and safety-related incidents.

It is unlikely that we are capturing all 
incidents -  there is a temptation to 
‘not report’ for fear of consequence.
If so, our strategies may be wide of 
the mark.

We are working on rolling out the 
‘hazard log’ system to better capture 
safety-related incidents, analyse the 
cause and take action -  across Navy 
if required, but it requires some 
cultural re-adjustment to accept that 
reporting an incident might actually 
be a positive.

So ultimately, the responsibility for 
ensuring we adopt and set in place 
what is required lies with us all and 
we therefore must actively participate 
in this process. Safety is everyone’s 
responsibility.

As you can see, Systems Command 
has a lot o f work ahead in the coming 
year but I ’m confident that we will 
continue the positive progress 
towards ensuring you have the best 
possible personnel management 
organisation and the best Safety 
Culture in place.
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Paid Parental Leave
Paid parental leave for permanent 
members of the Australian Defence 
Force, was introduced with effect 
from 1 January 2003 under certain 
qualifying conditions.

The issue of paid parental leave for 
ADF members came to the attention 
of the Minister Assisting the Minister 
for Defence, the Honourable Danna 
Vale when a Service couple, adopting 
a child, were not entitled to paid 
maternity leave, as adoption is not 
within the scope o f the Maternity 
Leave (Commonwealth Employees) 
Act 1973.

Subsequently, a provision for paid 
parental leave has been determined 
under section 58B of the Defence 
Act. It applies to new fathers, 
adoptive parents and women who do 
not qualify for paid maternity leave.

Parental leave with pay, of one 
week’s duration, can be taken at any 
time in the 66 weeks following the 
birth or adoption o f your child, and 
counts as a period o f effective 
service.

family unit does not always fit a 
traditional model, and the parental 
leave entitlement demonstrates the 
commitment by the federal 
government and the department to 
work-life balance for all types for 
families.

By Directorate of Service Conditions

The same determination also 
provides a means for reservists to 
suspend minimum training 
obligations while they care for their 
newborn or adopted child for up to 
66 weeks from the birth or adoption 
of that child, as distinct from taking 
leave without pay. Existing 
arrangements allowing parental leave 
without pay for longer periods 
continue to apply.

Defence recognises that the modem

Whether you are a permanent or 
reserve member of the ADF, there are 
now even more ways you can take 
time to care for your newborn or 
adopted child.

More information can be found in 
Chapter 8 of the ADF Pay and 
Conditions Manual. Similar 
provisions exist for civilian 
employees, who should consult the 
2002-2003 Defence Employees 
Certified Agreement for guidance.
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Suggestion Scheme
‘Harness the Power of Creative Ideas’

By CMDR Mark Todd

The incredibly busy Navy today 
means we have to make the best use 
o f all our assets. We need to be 
innovative in our approach to cope 
with the ever-increasing pace of 
change. We need to learn from 
mistakes.

We need to keep improving the way 
we do business in order to remain 
competitive with all the other Navies 
o f the world. One way we can do this 
is through the Navy Suggestion 
Scheme (NSS).

The scheme provides financial 
rewards

W hat is it and who does it 
apply to?

The Navy Suggestion Scheme is an 
incentive scheme that is open to all 
uniformed and civilian members of 
the Navy. It is aimed at encouraging 
members to think about and propose 
beneficial change, both in their 
immediate working area and in a 
wider Navy context.

The scheme provides financial 
rewards for individuals and groups of 
staff who make suggestions that are
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implemented or considered worthy of 
recognition. The successful 
implementation o f the ‘smart ideas’ 
that are forwarded should lead to 
improved productivity, efficiency, 
quality and safety within the Navy.

How do I make a 
suggestion?

Simple. Just fill out a form (AA 411 
-  available on the Web Forms System 
or give me a ring and I will email it 
to you -  see details at end o f  article), 
add the relevant paperwork to 
support your suggestion, get your 
boss to sign it and forward it to:

Director Navy Improvement
Strategies
R1-4-C024
Russell Offices
Canberra 2600

An example of such a suggestion is 
POETSM Daryl Crouch -  currently 
serving in the Directorate of Sailors 
Career Management. He forwarded a 
suggestion proposing an alternate 
method of supplying Internal 
Communications Microphones to the 
Collins Class submarines. The new 
microphones were a great success, 
and are currently being used in all 
our submarines. The suggestion 
saved the Navy over $20,000 and



resulted in PO Crouch receiving a 
Navy Suggestion Scheme 
Commendation signed by the Deputy 
Chief o f Navy and a financial 
reward. This is a great example o f the 
effectiveness of the scheme -  you too 
can receive reward for effective 
suggestions that will benefit the 
Navy.

Next issue I hope to be able to tell 
you about other success stories from 
the suggestions forwarded in the next 
three months.

W hat can I get out o f it?

Money!!! Money!!! Money!!! (up to 
a max of $1,000 for an implemented 
suggestion)

Navy Suggestion Scheme 
Commendation signed by the Deputy 
Chief o f Navy

Personal satisfaction that your ideas 
have contributed to the efficiency and 
effectiveness o f the Navy.

W here do I get information 
on the scheme?

A new version o f DI(N) 51-11 will 
shortly be published. This outlines 
the objectives, criteria and award 
entitlements. If you have any 
questions please do not hesitate to 
contact CMDR Mark Todd, Director 
Navy Improvement Strategies.
Phone: 02 6265 5039
Email: Mark.Toddl@defence.gov.au
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Promotion Numbers
Why haven’t I been promoted?

By DSCM Promotions Cell
This article aims to clarify the 
relationship between structural 
(billet) vacancies and promotion 
numbers used by the Directorate of 
Sailors Career Management (DSCM) 
to authorise promotion within each 
rank/category. It is being published to 
reinforce a general message released 
in December 2002. The principles 
explained below are equally 
applicable to officer promotion 
numbers.

... promoted to fill structural 
vacancies at the higher rank levels.

It has become apparent that some 
personnel incorrectly believe that if a 
structural vacancy exists at a higher 
rank, a promotion will be 
automatically authorised. This is 
incorrect.

The RAN promotion policy for 
sailors which is detailed in ABR 10 
(version 3) Chapter 6 para 6.5 
specifies that the system is designed 
to provide an adequate number of 
suitably qualified personnel to meet 
category structure and operational 
requirements.

Personnel are promoted to fill 
structural vacancies at the higher
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rank levels. Promotion should not be 
expected following any particular 
period of service and is strictly 
governed by requirements.

It must be stressed that category 
structure and operational 
requirements exist across all ranks 
and personnel requirements must also 
take into account other features such 
as workforce priorities, recruiting 
achievement, training throughput, 
ineffective rates and forecast 
discharges.

While promotions will only be 
considered where structural vacancies 
are identified, it does not 
automatically follow that a promotion 
will automatically be authorised just 
because a structural vacancy exists.

The Navy Workforce Plan provides 
DSCM with an approved number of 
sailors that should be sustained at 
each rank and in each category to 
meet Navy requirements. To 
determine promotion numbers for 
each rank the Navy Workforce Plan 
forecasts changes to each category 
and authorises maximum promotion 
numbers in an annual revision cycle.

DSCM monitors the actual workforce 
status against the Navy Workforce 
Plan to determine the final number of 
positions that can be authorised for 
promotion at each rank level.



Participants in the first Leading Seaman Leadership Course conducted at sea onboard HMAS 
Arunta by members from the Sailors Leadership and Management Facility during the ship’s transit 
from Fujairah in the United Arab Emirates to Fleet Base West from 18 November to 2 December 
2002.

In doing so the following factors are
amongst those taken into account:

■  The number of Recruits and 
Seaman in the training pipeline

■ The number of personnel leaving at 
each rank including discharges, 
transfers o f category and service 
and commissioning

■ The number of personnel entering 
at each rank level including 
transfer of category and service, re
entries and lateral recruits from

■  Ineffective trained personnel on 
medical restrictions or Long 
Service Leave

■  The driving rank for each category 
Billet priorities and

■  The strong need to maintain 
opportunities for progression in 
slow moving categories.

It may transpire that promotions may

not be authorised to fill all vacant 
billets if  it would result in an 
unacceptable shortfall at the lower 
rank.

Whilst recognition o f individual 
achievement and maintaining 
personal progression are key 
objectives, a balance must be 
achieved to ensure the category can 
maintain its essential requirement to 
deliver Navy’s operational capability, 
deliver adequate training throughput 
and maintain sustainable structure.

In summary, promotions are 
approved to provide an appropriate 
number o f suitably qualified 
personnel to meet category structure 
and operational requirements. 
Promotions are not authorised purely 
on a higher rank vacancy.

Further information can be obtained 
from LCDR Peter Ashen,
S02 Operations DSCM 
phone 02 6265 5880 or 
peter.ashen@defence.gov.au
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Reserves Deploy
Naval Reserve employment more closely aligned 
to that of the Permanent Navy

m

By CAPT Phil Parkins, AM, RANR

The Navy is again part of a joint 
force going overseas. Among those 
deploying, and supporting the 
deployment, will be Naval Reserve 
personnel.

The Navy Personnel & Training 
Branch (NPT) has been progressing 
integration o f the Permanent (PN) 
and Reserve (NR) elements of Navy 
since the Government stated its 
renewed focus for the Reserves: 
sustainment and surge.

Hence, Naval Reserve employment is 
as closely aligned as possible to that 
of the Permanent Navy, except where 
specialist skills are required, so that 
there can be a seamless change-over 
between Permanent and Reserve 
personnel if necessary.

You can help to achieve full 
integration by understanding that 
Naval Reserve people:

■  should expect to be given 
meaningful work and ‘make a 
difference’ like their Permanent 
Navy counterparts

■  have pressures on them that are 
unlike those o f their Permanent 
Navy colleagues, typically because 
they often have other employment 
to consider

SeaTalk Autumn 2003

■ may be serving during their annual 
leave, or special leave arranged 
with their employer, or be using 
time out from running their own 
business

■  expect to be treated with the 
courtesy due any other Navy/ADF 
person.

The Defence White Paper 2000 
states, ‘The strategic role for the 
Reserves has now changed from 
mobilisation to meet remote threats 
to that of supporting and sustaining 
the types o f contemporary military 
operations in which the ADF may be 
increasingly engaged.’

And, further, ‘Given the likelihood of 
frequent and concurrent operations, 
the Reserves will be the most 
efficient way of providing 
sustainment and surge capacity. 
Moreover they can provide skills not 
available within the permanent forces 
or held only in small numbers.’

Navy has fostered the notion o f an 
integrated workforce since 1997. 
Recent reports commissioned by the 
Director General Navy Personnel and 
Training have addressed structural 
issues, the administrative 
requirements that arose from them,



and the need to manage the Reserve 
as a ‘human resource’.

The Total Integrated Workforce 
(TIWF) is a concept which sees the 
Reserve being seamlessly employed 
within broader Navy structures and 
using common Navy processes as far 
as possible.

This is distinct from previous 
practices that separated Permanent 
Navy and Naval Reserve 
employment and administrative 
processes, and only served to 
highlight the Permanent/Reserve 
distinction at the expense o f fuller 
integration and optimal use o f Naval 
Reserve skills.

These issues within the Total 
Integrated Workforce gave rise to two 
separate themes for action. The first 
was to align Naval Reserve 
employment to Navy’s requirements. 
This is now in place. The second was 
to improve the efficiency and 
effectiveness o f Naval Reserve 
administration to better support 
selection o f the right individuals to 
staff positions.

The Navy Personnel and Training 
Reserves Administration and Training 
Project has applied the Total 
Integrated Workforce principles. The 
aim has been to change the focus of 
Naval Reserve employment from 
what individual units wanted 
Reservists to do, to what the RAN 
needs Reservists to do within the 
Totally Integrated Workforce 
construct.

To achieve this, significant 
restructuring o f information on Naval 
Reserve utilisation was required. 
Under the project, proposals for 
Naval Reserve positions were vetted 
for their focus on Navy’s capability 
outcomes and their necessity for

military skills.

The process is now complete and 
validated positions within the 
Schemes of Complement o f existing 
Navy and other Defence 
organisations have been established 
in PMKeyS.

The funding for these positions 
($ 11.9m in 2002/03) is managed by 
the Director General Navy Personnel 
and Training. The new integrated 
positions amount to around 680 ‘real’ 
jobs, or about 300 full time 
equivalents.

If the funding allocated for overt 
Permanent Navy vacancies plus 
project and other funding is added to 
the overall Reserve commitment, the 
Naval Reserve in 2002/2003 will 
provide approximately 409 Full Time 
Equivalent o f effort.

Treat your Reserve colleagues as 
you would a Permanent member.

The first point o f contact for 
Reservists and for information about 
the changes is the Navy Personnel 
and Training Branch’s new Regional 
Reserve Pools (RRP). There are five 
RRP Managers: NSW (at MHQ also 
covering NT); ACT (at Harman)',
South (Cerberus covering VIC, TAS 
& SA); WA (,Stirling); and QLD.

The bottom line is:
Treat your Reserve colleagues as you 
would a Permanent member. They 
are now an integral part o f your 
organisation. The way they are 
employed will have significant 
impact on the Navy’s capability to 
expand, sustain and surge.
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Navy Uniforms
The latest on what is happening with uniforms

By Mr John Gill

m

Christmas Leave is now behind us, 
and the Navy Uniforms Section is 
making best speed on a range of 
projects.

ABR 81 -  Uniform  
Instructions for the Royal 
Australian Navy
Staff Officer Uniforms has now 
completed all tasks associated with 
the photographs for the manual, and 
our next step is to complete the re
write and have Deputy Chief o f Navy 
authorise the new manual before it 
goes for publishing. All things going 
well, we expect to have the new 
manual on the streets around April 
2003.

Female Lingerie and 
Swimsuits
Staff Officer Uniforms is still 
negotiating with the Joint Material 
Agency in Melbourne, so that select 
items o f female lingerie and 
swimsuits can be brought into the 
RAN Inventory. Initial investigations 
have revealed that about 80% savings 
can be made by provisioning the 
items to new entrants, directly from 
the manufacturer instead of using 
local purchase as is the case now.

Essentially, Navy will ‘back on’ to 
existing contracts held by Army and
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Airforce, with the added benefit that 
the items will also be available for 
repayment sale. Items to be 
introduced included brassieres (soft 
cup and underwire), briefs, pantyhose 
and swimsuits.

Boarding Party Uniform
Manager Navy Uniforms is currently 
liaising with Joint Material Agency, 
to have Boarding Party uniforms 
introduced into the RAN Inventory. 
The long term strategy is to have a 
multi-functional rig, that will be able 
to take the place o f the Blue Working 
Dress range of uniforms, as well as 
Combat Coveralls.

Name Labels
The initial free issue of Black on 
Grey Name Labels to serving 
Permanent Navy (PN) personnel has 
almost concluded, and we expect that 
the items will become available for 
purchase through the Clothing Stores 
in the very near future. Once they 
become stores items we will address 
the matter of issuing them to Navy 
Reserve (NR) personnel.

Maternity Uniforms

Staff Officer Uniforms is reviewing 
our range o f maternity uniforms and 
the way in which we provide them. 
This is in line with our ADF Clothing



Working Group responsibilities, 
which seek to attain commonality in 
specifications, entitlements and costs 
where appropriate. Personnel may 
recall that comments on Maternity 
rigs were sought through SeaTalk last 
year, and those comments received 
are being considered as part o f this 
review.

RAN Clothing Price List 
(RANCPL)

Manager Navy Uniforms has now 
completed calculations for the 2003 
price list and the RANCPL will now 
be submitted to the Deputy Chief of 
Navy for approval. Once he approves 
the new price list it will be forwarded 
to the Joint Material Agency for 
dissemination to the Clothing Stores 
and Ships/Establishments.

The price list is calculated using the
following methodology:

■  Current contract procurement 
prices are obtained

■  10% GST is applied

■ ‘Like’ items for rank bands (using 
same bands as for Uniform 
Maintenance Allowance (UMA)) 
are priced to reflect a common 
cost in each band, for example the 
price for SMN, AB, LS and MIDN 
Soft Rank Insignia are all priced 
the same; PO, CPO and WO are 
the same; all Officer types (except 
MIDN) are also the one price

■  Male/Female gender inequity is 
eliminated, whereby the lower 
price takes precedence; for 
example, female personnel pay the 
same price as males for White 
shorts and males pay the same 
price as females for AWD shorts

■  Where cheaper prices than the 
previous year are realised, they are 
passed on in full

■  Where the new price is greater 
than the previous year, the 
following occurs:

•  Where price increases o f $5.00 
or less occur, the entire increase 
is applied

•  Where the increase is greater 
than $5.00, a percentage of the 
increase is applied (this year 
33.3%), and if that amount 
comes to less than $5.00 the 
latter is used (ie, if  the price 
increase was $6.00, then 33.3% 
is $2.00 -  the $5.00 rule is 
applied)

•  DCN has previously approved 
that incremental increases occur 
over a four year period (this is 
the second year), to facilitate a
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Utility Jacket

Manager Navy Uniforms is currently 
working on policy changes with 
regard to the Utility Jacket (pictured 
at left), now that it is mandatory with 
W7 (as from January 2003), and in 
particular making the item available 
to eligible Naval Reserve personnel. 
The policy will be released shortly.

Stanley Jacket
Commanding Officers have been 
requested to provide input to 
Manager Navy Uniforms (NHQ 
AUSTRALIA WAN 200430Z NOV 
02), so that a decision can be made 
as to whether or not this item should 
remain LOAN clothing. Stanley 
Jackets replaced the Jacket, Working 
Dress (AKA “foully”) in July 2002 
and are now available as a repayment 
clothing item.

Footwear Trials
A trial of the proposed RAN Safety 
Boot has now concluded. The 
purpose o f this trial was to assess two 
prototypes to determine the most 
suitable construction method o f the 
‘upper’. The responses have now 
been correlated and further 
discussions will now occur with Joint 
Material Agency to determine the 
way ahead for this initiative.

The trial o f White Patent Leather 
Shoes has now concluded, and the 
data from the responses received has 
been correlated. The Joint Material 
Agency have subsequently advised a 
further requirement to trial a different 
style of shoe, which is to be made of 
normal dress leather and features a 
‘cemented’ sole instead o f the 
‘stitched’ (welted) sole that we 
currently use.
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phased approach being used to 
take into account current 
contract prices. It should be 
noted that there is no direct link 
between prices that a Contractor 
charges, the Clothing Price List, 
and UMA. UMA is paid as a 
result of a financial 
determination, and is provided 
to ‘assist members to maintain a 
compulsory level of kit’. UMA 
adjustments are occasioned as a 
result o f movement in the 
Consumer Price Index, whereas 
movements in the procurement 
prices for uniform items are 
directly related to the prices 
Contractors use in their Request 
For Tender Submissions, which 
ultimately become the contract 
prices.



This will give us the ability to 
establish comparative data in relation 
to the shoe upper. A number of 
samples are in the course of being 
distributed, and a further three month 
trial will be embarked upon, before 
the findings of both trials are 
provided to the Deputy Chief of 
Navy.

Australian Navy Cadets 
(ANC) Uniform  
Enhancement
As part o f the Government’s decision 
to reinvigorate the Australian 
Defence Force Cadets, funding to 
enhance Navy Cadets’ uniforms has 
been identified from the 
Government’s allocation for the 
project (held by Director General, 
Defence Force Cadets).

Chief of Navy has approved a 
number of initiatives with regard to 
the Cadets, which will see the issue 
o f Summer Ceremonial Uniforms, a 
much invigorated cuff-rate system, 
changes to some category and rank

badges, and the use o f ceremonial 
accoutrements on the Utility Jacket to 
affect a Winter Ceremonial 
appearance.

Chief of Navy has also directed that 
the quantities o f Junior Sailor 
Ceremonial Jumpers (used by cadets 
prior to 1998) still held by Cadet 
Units be established, so that 
consideration can be given to 
reverting to those items.

Manager Navy Uniforms is working 
closely with the ANC organisation 
and Joint Material Agency on these 
initiatives.

Navy Uniforms Section points of 
contact are:

Manager - Navy Uniforms: Mr John 
Gill, John.Gill@cbr.defence.gov.au, 
telephone (02) 6265 7316, facsimile 
(02) 6265 1845

Staff Officer Uniforms: Mrs Sue 
Collicutt,
Sue. Collicutt@.defence. gov.au, 
Telephone (02) 6265 5197, facsimile 
(02)6265 1845

Closing dates: ') May, H Aug, 7 Nov 2003

Send (hem to: 
W  The Editor, SEA TALK,
* RX-LG-029, Russell Offices, 

CANBERRA ACT 2600 
or E-mail to: 

seatalk@defencenews.gov.au
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PMKeyS Remediation
New Navy project team aims at improving the 
performance of PMKeyS

By Mr Greg Stone

In November 2002, as a result of 
activity led by the PMKeyS 
Development Team, Navy raised a 
Project Team to address PMKeyS 
issues affecting Navy personnel and 
management. The project will focus 
on data remediation, improved 
communications and training, 
knowledge transfer, access and 
performance as well as improving 
associated business practices.

The project, called the Navy 
PMKeyS Remediation Project, has 
been established at Northbourne

House in Canberra. A staff of 
approximately 20 people has been 
assigned to the project of which 14 
are Defence personnel and the 
remainder contractors tasked to 
provide project management and 
consultancy services. The project is 
expected to run for approximately 15 
months.

The PMKeyS Development Team 
that has represented Navy’s interests 
since the introduction o f PMKeyS 
was instrumental in the establishment 
o f the Navy PMKeyS Project and
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will continue to function as a 
separate entity to represent Navy’s 
longer-term interests. The two groups 
will work closely.

While not all of the actions required 
lie within Navy’s immediate control, 
there is a significant amount of work 
that can be undertaken within the 
Navy organisation afloat and ashore. 
In addition, Navy will endeavour to 
appropriately exert influence at the 
Australian Defence Organisation 
level. This will not only lead to an 
improvement in overall PMKeyS 
performance, but will enable Navy to 
derive the maximum benefit from 
endeavours in the wider Defence 
arena and will position Navy for any 
future PMKeyS upgrades.

To date, the project has accomplished 
the following:

■  55,000 o f 80,000 known data 
anomalies have been corrected, 
including approximately 8,000 
leave anomalies

■  Access requirements for the 2,300 
Navy users have been reviewed

■  Liaison and skills transfer visits 
have been conducted to a number 
of ships and establishments

■  An audit has been completed of 
some 1,300 business processes 
associated with PMKeyS to

identify areas where improvement 
is appropriate and to provide a 
basis for Navy to argue its case for 
changes to PMKeyS functionality

The project will continue to address 
data remediation, communications, 
skills transfer, access, performance, 
and business practices. Liaison and 
skills transfer visits are planned to 
HMAS Stirling, Cairns and Cerberus 
in the near future.

Liaison and skills  transfer visits are 
planned...

Information regarding the project’s 
activities and outcomes affecting 
PMKeyS users will be promulgated 
on a monthly basis to ensure that all 
personnel are kept abreast o f the 
progress in ensuring PMKeyS 
provides the service Navy requires.

Contact details are as follows:
Navy PMKeyS 
Northbourne House NBH A1 
191 Northboume Ave 
CANBERRA ACT 2601 
or
Emai 1: pmkeys.navy@defence.gov.au 
Telephone: 02 6266 5283 
Facsimile: 02 6266 5056

Are yo u r de ta ils  on PM KeyS  up to date?
Please spread the word that personal details on PMKeyS must be kept up to date. In 
particular, make sure that your home address and the address o f your next o f kin are 
curent. (They are two separate fields.)

Permanent members should contact their local coxswain/personnel office and Reserve 
members should call the Reserve Career Management Cell on 1800 812 406 to update 
their details on PMKeyS.
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Category Training
Trainees to be better prepared for life at sea

By CMDR Donald Forbes RFD*, RANR

The Category School Enhancement 
Program (CSEP) is a major initiative 
within the Directorate o f Navy 
Personnel and Training, being 
undertaken as a result of the 
Category School Review, which 
began in September 2001. This 
program extends to all Category 
Schools within the RAN.

The Program is a follow on from the 
Recruit School Sea Eagle IV  Project 
(SEIV) that sought to reinvigorate the 
Recruit School Training Program by 
improving the total experience for 
recruits and to cement the values, 
pride, commitment and knowledge 
instilled in recruits during the Recruit 
School Course. The plan is for the 
Category School Enhancement

Program to be completed by 
November/December 2003.

The sponsor for the Category School 
Enhancement Program is Captain 
Clint Thomas CSC RAN. Captain 
Thomas is TA-LOG and also the 
Commanding Officer, HMAS 
Cerberus. A team reporting to 
Captain Thomas, comprising CMDR 
Don Forbes RANR, CPO Brian 
Pattison and PO Bruce Walsh, is 
responsible for implementing the 
program.

Apart from consolidating the Sea 
Eagle IV  gains, one of the intentions 
o f the program is to ensure trainees 
receive the best introduction into the 
Category School Training program 
through an improved transition phase 
from Recruit School routines to those 
of Category School.

Furthermore, the Category School 
Enhancement Program strives to 
ensure sailors are better prepared for 
life at sea, and in particular better 
prepared to cope with the rigours of 
communal living.

The Category School Enhancement 
Program has implemented a number 
o f tangible changes to the trainees’ 
routines and practices, which are 
generating the desired positive
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outcomes. However, to achieve 
greater results, opportunities are 
continually being explored to assist 
personnel involved with the 
development o f sailors to improve 
their skill and knowledge in this 
significant endeavour.

To prepare the trainees for the rigours 
o f communal living at sea, their 
accommodation blocks have been 
refurbished with new bunks and re
configured to dual occupancy.

As funds become available the 
accommodation block common 
rooms are also being refurbished and 
upgraded. All trainees undergoing 
training in a Navy Category School 
will now, or in the near future, 
occupy a shared cabin.

The Category School Review 
recommended a Tier training System 
for trainees be introduced. This 
system operates on the principle of 
positive reinforcement that grants 
social privileges during progression 
through Category School.

Generally, a trainee will be on tier 1 
for 4 weeks, tier 2 for 8 weeks and 
tier 3 till completion of their 
Category School Course. Different 
coloured epaulettes and lanyards 
(only worn within the confines of the 
Category School Establishment) 
identify each tier.

A significant development in the 
Recruit School program was the 
development and implementation of 
two Rites o f Passage. Likewise, Rites 
o f Passage will, in due course be an 
integral part o f the Category School 
landscape.

A trial Rite of Passage, ‘Fast Cruise’, 
has been held in the Seamanship 
School with other trials earmarked 
for the Communications School, the

Engineering Faculty and the Supply 
and Health Faculty. Category Schools 
outside o f HMAS Cerberus are 
currently or will soon be examining 
possible activities for a Rite of 
Passage.

As executives realise, time and time 
again, the on-going health o f any 
organisation is dependent on the 
quality and, in particular, the on
going development of their staff. 
Hence, being implemented is a three- 
phase Category School Staff 
Induction Program. This will ensure 
our staff are given better guidance 
and assistance in their dealings with 
the trainees.

... more prominence to participation 
in team sport.

The Category School Enhancement 
Program is also emphasising the 
merits of teamwork as an integral 
part of doing business in the Navy. 
Consequently, the Command Team at 
HMAS Cerberus is now giving more 
prominence to participation in team 
sport. All trainees will be now 
expected to actively participate in 
team sport throughout their time in 
Category School.

There would be many junior sailors 
from General Entry Intake 191 
onwards now serving in the Fleet.
These are the members who have 
been through the Recruit School Sea 
Eagle IV  Program and the Category 
School Enhancement Program.

As the program matures, adjusts and 
consolidates the changes, it is 
expected that as trainees progress 
through the new program they will
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become more and more adaptable for 
life at sea.

The Category School Enhancement 
Program Implementation Team trusts 
that those sailors ie General Entry 
Intake 191 and onwards are being 
better equipped to adjust to ship
board life at sea and operate more 
effectively as a team member.

The Implementation Team welcomes 
comments and observations from 
sailors who have participated in this 
program and/or officers and senior 
sailors who have been privileged to 
supervise junior sailors pre General 
Entry Intake 191 and post General

Entry Intake 191 to gauge whether 
the goal is being realised.

Those members who wish to provide 
feedback please contact any member 
o f the Implementation Team as 
follows:

CMDR Don Forbes 
donald.forbes@defence.gov.au 
phone 03-59507138

CPOB Brain Pattison 
brian.pattison@defence.gov.au 
phone 03-59507506

POB Bruce Walsh 
bruce.walsh@defence.gov.au 
phone 59507409
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Minewarfare Faculty
By LCDR Ian McPherson (OICMWF)
‘Safe Waters’ is the motto of the 
Navy’s Minewarfare and Clearance 
Diving Force Element Group, and 
this is what the Minewarfare Faculty 
is out to achieve.

The Minewarfare Faculty (MWF) is 
the RAN’s lead school for 
Minewarfare category training and is 
located at HMAS Waterhen, in the 
Sydney suburb o f Waverton. The 
Minewarfare Faculty conducts 
Category training for Combat System 
Operator (Minewarfare) (CSOMW) 
sailors at the basic, intermediate, and 
advanced levels, as well as Officer 
training. It is also home to some of 
the Navy’s most technologically 
advanced training equipment.

The Basic CSOMW course is an 
intensive 21 week course, which takes 
sailors directly from the RAN Recruit 
School, and trains them to be 
Minewarfare specialists who will go 
on to serve in one of the Navy’s 
newest and most advanced ships -  
the Huon Class Minehunter Coastal 
(MHC).

Basic trainees become proficient in 
radar plotting, sonar theory, mine 
hunting, and mine sweeping, and are 
trained to operate the Thomson 2093 
sonar that is fitted to the Huon Class 
MHC.

The Minewarfare Officer’s Course is 
conducted over 24 weeks and 
prepares Seaman category Officer’s 
for the role of Operations Officer in a 
Minehunter Coastal. This is a

challenging and demanding course 
that incorporates Common Warfare 
training with the RAN PWO course 
at HMAS Watson.

The Minewarfare Faculty also 
conducts a wide variety o f pre
joining technical training for the 
Huon Class MHC. Mechanical and 
electrical engineering courses are 
conducted for technical sailors 
posting to MHC’s, as well as short 
courses in damage control and 
firefighting systems.

All o f this training is conducted using 
the Faculty’s state o f the art Combat 
System and Platform System 
simulators. These systems are 
identical in form and function to 
those fitted to the Huon Class MHC, 
and provide realistic, hands-on 
training in a controlled environment.

The Minewarfare Faculty has a staff 
o f 16 dedicated instructors -  all of 
whom are expert in their field. The 
combination of experienced and 
motivated staff, with state of the art 
equipment, ensures that personnel 
receive the highest quality training.

Any one wishing to find out more 
about the courses conducted by the 
Minewarfare Faculty should contact 
the Course Implementation Officer,
LEUT Jason Taylor, on 
(02)99262602 or 
jason.taylor2@defence.gov.au
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Reserves Column
■  Reserve Forces Day ■  Service Opportunities
■  New Defence Instruction ■  Standby Reserve

By CMDR Joseph Lukaitis, RFD, RANR

Reserve Forces Day 2003

Reserve Forces Day events will be 
held around Australia in July 2003 to 
promote and increase public 
awareness o f past and present 
Australian Defence Reservists.

The proud achievements and ongoing 
work of Reserve medical and nursing 
personnel will be the theme and 
focus of this year’s Reserve Forces 
Day celebrations.

Marches are scheduled to be held in 
Sydney and Melbourne on Sunday 6 
July 2003. Marches and other 
activities are presently being planned 
for other cities and regional centers.

All Naval Reservists are encouraged 
to participate in Reserve Forces Day 
activities as representatives o f the 
RAN. Look out for further 
information and contact details in 
Navy News!Reserve News.

New Admin DI(N)s for 
Reserves

You should keep an eye out for two 
new Reserve-specific documents in 
the final stages o f preparation and 
which will soon be published.

The first is DI(N) Admin 6-1 
‘Management o f  the Naval Reserve 
within the Total Force Fram ework’. 
This is an overarching policy 
document and provides guidance for 
the Naval Reserve within the Total 
Force.

D1(N) Admin 6-2 ‘General and  
Administrative Instructions fo r  the 
Naval Reserve ’ sets out in some 
detail the conditions applying to 
many aspects o f Reserve careers, 
service and employment. This DI(N) 
will be a particularly helpful 
reference as it will refer readers to 
specific sections o f other relevant 
publications to provide more detail 
on some issues.

The new publications will clarify 
information and fill gaps in many of 
the answers that Reservists have 
received about conditions of service. 
They will assist with more efficient 
Reserve administration and provide a 
consistent approach throughout the 
RAN in contrast to some o f the ‘local 
rules’ that have been applied in the 
past. Again, further details will be 
published in Navy News/Reserve 
News, when these DI(N)s are 
published.
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Compulsory Service in the 
Standby Reserve
Under new Defence Personnel 
Regulations all ADF personnel 
recruited after 1 July 2003 will be 
required to serve in the Standby 
Reserve for a minimum of five years 
on completion o f permanent or active 
Reserve service.

Standby Reservists will continue to 
have no annual training commitment 
but are available for call-out by the 
Federal Government under the 
current call-out legislation.

Retirement Age
Another change in the regulations has 
been the extension of the maximum 
retirement age to 65 years. This will 
provide greater flexibility for Reserve 
utilisation.

The Naval Reserve compulsory 
retirement age, without an extension, 
remains 60 years of age.

Full copies of the Regulations can be 
found at:
http://scaletext.law.gov.au/html/numr
ul/browse/TOCN2002.htm

Service Opportunities
Readers may not be aware o f new 
opportunities for employment for 
Reservists. Relief may now be 
provided where a permanent member 
takes leave from his or her billet for 
in excess o f 30 working days or is 
absent as a result of training for more 
than 90 days or where there is a 
simple gap between billet incumbents 
o f more than 90 days. Reservists may 
now be employed to cover these 
types o f vacancies.

These situations should provide 
greater opportunities for Reserve 
employment although finding the 
right Reservist, for the right job at a 
time suitable to him/her and their 
civilian employer will remain a 
challenge to DNOP and DSCM staff.
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It won’t happen to me
Lessons learnt from the Canberra bushfires

By CMDR Greg Chesher, RAN
Well that is what I thought before my 
privately owned house at Duffy was 
totally destroyed in the 18 January 
2003 Canberra bushfires. Despite a 
100m buffer zone between the suburb 
and the adjacent pine forest and 
sixteen houses in between, my house 
and 70 percent o f those in my street 
were completely destroyed.

While all this was happening our 
family was enjoying a great holiday 
at Burrill Lake. We were concerned 
by 6pm that day due to phone calls 
reporting that 100 houses had burnt 
in Duffy. We found out for certain 
that all was gone on the ABC news at 
7pm when the family said in unison 
‘that’s our house burning’.

Fortunately, our children had been 
spared the horror many faced of very 
late escapes from the fire front which 
arrived far sooner than expected by 
the authorities.

As for our immediate response, we 
didn’t have a standard procedure for 
‘loss o f house whilst on holiday’, so 
our first stop was the Navy help line.
I telephoned and left a message about 
needing a DHA house. The DCO got 
back to me in quick time and were of 
immediate assistance with advice on 
how our children would react and on 
handling strategies.

The next problem was solved by

DHA who set up serviced apartment 
accommodation, a DHA house and 
white goods on hire. We were 
basically treated as though we had 
just had a crash posting to Canberra.

It was a great relief not to be in a 
race in the public rental market with 
500 other families or to be given 
what the insurance companies 
deemed to be adequate emergency 
accommodation. In due course I had 
to fill out a removal application (at 
least the dreaded inventory part was 
no trouble this time).

I had a very proud moment while 
standing in the ruins o f a friend’s 
house the day after the fire when a 
Navy Seahawk with a water bucket 
flew low overhead tracking to the 
North West. I joined the people in the 
street cheering and waving as the 
water spray fell around us from the 
full bucket.

Despite my own circumstances I was 
pleased that Defence was getting on 
with the job of contributing to the 
security of the civil community.

I would like to pass on some advice 
to make your lives more resilient to 
these and other disasters.

Financial security
Adequate insurance is vital so you 
can just apply cash to the shortfall in



material possessions. If applicable, 
answer these questions:

■  Do I have building insurance in 
excess o f $ 1,000 per square metre 
and an extra $ 10,000 or so for 
demolition?

■  How does my contents insurance 
compare to a benchmark of 
$90,000 for an average family 
(two adults and two children) in a 
three bedroom house?

If you do not shape up well, you 
should immediately set your cover 
above these Industry benchmarks and 
seek a guidance pamphlet from your 
Insurer to do a better estimate.

In the case o f your Naval uniforms 
the Manager, Navy Uniforms says a 
full kit issue is worth around $3,000. 
You should budget for this in your 
contents insurance.

In the case o f a partial loss, if  you are 
under-insured the Insurers will apply 
an averaging rule, that is if  you have 
$50,000 o f cover but $100,000 of 
possessions and claim for a $20,000 
loss they will only pay out on 
$10,000, being the ‘averaged’ loss.

You should note that if  you place 
valuables in your car to escape and 
the car burns but not the house, your 
contents cover will generally not 
apply (this happened, but not to me). 
You should take the useful and 
sentimental, not the valuable.

Consider automatic direct debit of 
Insurance premiums. Have you ever 
forgotten to renew a premium? Our 
frequent change o f addresses really 
increases this risk.

Sentimental Security
The first lock of your childs hair is 
uninsurable. There is no solution to 
maintaining these momentos apart

from being organised and having a 
grab bag ready to go.

In the case o f photographs, the risk 
of loss can be spread. For next 
Christmas think about giving family 
portraits and other photos as gifts to 
your extended family and friends.
They will gladly give them back or 
loan them for copies if you loose 
your set.

Similarly for family video tapes, 
make a second set and give them to 
the grandparents.

Fire Proof Safes

They are actually only fire resistant 
as their rating is not comparable to a 
full house fire. They are still a good 
idea but papers do not survive. Your 
Insurance papers are not important 
and plastic bags make jewels and 
melted precious metal harder to 
recover.

Personal Security

There are some excellent web-based 
resources from the various Rural Fire 
Services about hazard reduction and 
staying to defend your property or 
leaving. Based on the collective 
experience of many of my
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neighbours, the following are some 
points to remember.

■  Just as in Naval operations, if  you 
are not prepared for the event you 
should not to go into the action. If 
you have no faith in your ability 
and preparations then pipe ‘hands 
to leaving ship stations’ early and 
leave. Inadequate insurance should 
not be a factor in the decision as to 
stay or go.

■  If you have a vehicle set up to 
escape with, make sure it is on a 
non-combustable surface, is 
pointed in the correct direction and 
note that some remote control 
garage doors cannot be opened 
when the power fails!

■  Know where you are going and 
have a viable escape route with a 
rendezvous planned with the rest 
o f the family.

■  Take mobile phones with AC and 
DC chargers.

■  Isolate dangerous systems as you 
leave and shut off the gas supply 
(if applicable) when you go on 
holiday, especially in fire season.

■  Wear protective clothes as you 
may need to abandon the car. At 
the height of the firestorm some 
vehicles including a fire engine, 
overheated and stopped after only 
a few hundred metres of down hill 
driving!

So how did we fare 
compared to the other 500 
Canberra Families?

We have 18 families in our address 
book whom we call close friends and 
who also lost their homes. I can say 
without doubt that Defence was the 
most caring and supportive employer 
when we compare our recovery 
process to others.
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Many times in discussion of our 
circumstances with our displaced 
friends I was thankful and proud I 
could say the Navy was looking after 
us.

It occurred to me it is an intangible 
of our employment conditions that 
there is a big safety net of ‘the 
system’ there to fall back on when 
times are tough.

The people I know (and also didn’t 
know) in the Navy family were 
fantastic. Their support ranged from 
donations o f clothes and toys for the 
children, material things to establish 
the new home and included forming 
a house wrecking party to pull the 
remaining house walls down and 
search the ruins for surviving items.

A final question

Fortunately we didn’t have to face 
the biggest question of all, and that is 
how good was our life insurance? 
Would it cover the death o f either or 
both o f us and provide for the 
children and house mortgage?

Try making a check off list for your 
fridge door and working through it 
before the next SeaTalk arrives.

■  I have reviewed the adequacy of 
my insurance for:

■  Life

■  Health

■  Building

■ Contents

■  Vehicles

■  My will is up to date and

■  1 have never missed a premium 
payment.

If you can tick them all as yes, then 
well done!



Make a Difference
The future of a nation is as bright as the 
potential of it’s youth

By LEUT Lauren Hindmarsh, RAN

‘ The day in the life o f  a sailor offers 
more adventure than the average 
man experiences in his entire life. ’ 
Charles G. Davis

Young Endeavour set sail from her 
builder’s shipyard at Lowestoft 
Harbour in England on 5 July 1987 
to commence her maiden voyage to 
Australia. She was to become Great 
Britain’s national gift to the people of 
Australia to celebrate Australia’s 
bicentenary in 1988.

A 44 metre Brigantine, with a steel 
hull, Young Endeavour is purpose 
built for youth development training. 
During the past 15 years, over 6,000 
young Australian’s, between the ages 
of 16 and 23, have been challenged 
upon the seas. The ship has sailed on 
every ocean throughout the world 
and visited some of the most 
beautiful, yet remote areas around the 
Australian coast.

Generally through 10 day voyages, a
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Manning one o f the sails on Young Endeavour. 
Photographer: ABPH Bill Louys

structured youth development 
package is delivered, focusing on 
teamwork, communication, and self 
development.

Young Endeavour’s staff crew 
consists o f permanent and reserve 
naval personnel, with billets open to

all specialisations. As a member of 
this unique and specially chosen 
team, you would be required to spend 
many hours outdoors, sailing 
Australia’s coast and making an 
important difference in the lives of 
young people from all corners o f the 
country.

You will be working with Australia’s 
youth in a positive, friendly and 
relaxed environment. There will be 
times that you proudly wear your 
naval uniform, while there will be 
lots of occasions where shorts and T- 
shirt will be more suitable.

Young Endeavour is always seeking 
enthusiastic volunteers to conduct a 
suitability voyage and join the team. 
You should have a positive and 
energetic disposition, possess good 
communication skills and enjoy 
working with young people.

While working with us, you should 
look forward to experiencing great 
personal development and a sense of 
personal achievement in contributing 
to the advancement of youth in 
Australia.

If you have an interest in youth 
development and a spirit of 
adventure, call LSWTR Chantal 
Timms, Shore Administrator, on 02 
9359 6293 to arrange a sail.

Naval

Paying off? 
Have you considered the 
advantages of joining the 
Reserve?
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Throw me a life-line
From ‘civvy street’ back to the Navy at 49

By CPOWTR Bob Brimson

Many readers will be aware that at 
any given time approximately 1,200 
Naval Reserves (NR) are either 
undertaking Continuous Full Time 
Service (CFTS) in the Permanent 
Navy (PN) or reserve training days 
ranging from one to two days per 
week up to the maximum o f 150 days 
per year, serving in ships at sea and 
alongside and in establishments 
across Australia.

It is relevant that I write this article 
now, having taken voluntary 
redundancy in ‘civvy street’ in March 
2002, and returning to the PN in July 
2002.
Being back in uniform and 
undertaking Continuous Full Time 
Service, reinforces what I said in an 
article I wrote, titled, ‘Civvy Street 
10 Years On -T he Job Market’, 
published in Seatalk (Summer 1999 
Edition), and the Naval Supply 
Newsletter, December 1999 edition, 
and when I said, inter alia, ‘is the 
grass greener on the other side’. You 
can read this article by going to my 
hompepage at:
www.users.bigpond.com/exmilnet/

There are no guarantees when it 
comes to job security outside in 
‘civvy street’, none more so than the 
‘corporate arena’, working in a

publicly listed company, and subject 
to decisions made by Boards of 
Directors, and governed by share 
holders.

My previous civilian employment 
was Office Manager for Anaconda 
Nickel Ltd (ANL), a WA mining 
company. I had worked for ANL five 
days shy o f five years, and had no 
choice but to take voluntary 
redundancy as the company was 
suffering severe financial hardship, 
and had to implement a vigorous 
financial restructuring programme to 
pacify creditors.

After taking voluntary redundancy, I 
looked for jobs in earnest, and 
between March and May 2002, I 
applied for eight jobs, and only 
gained two interviews. From my 
point o f view, based on the number 
and quality o f applicants, I 
considered myself very lucky to have 
made it to the interview stage, taking 
into account I was 49 years old.

Fortunately as an active reservist, I 
knew I had a life-line, and rang the 
toll free number at Maritime 
Headquarters to enquire what 
Reserve work was available. When 
the CFTS offer came along as 
Personnel Officer in HMAS Harman,
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it did not take long to think about it 
and say yes.

I ask you, what other employers in 
Australia are prepared to offer you a 
job on a salary similar to what you 
were earning in ‘civvy street’; give 
you back your rank and seniority, 
free medical and dental and new 
items o f uniform and best o f all, 
allow you to do what you enjoyed 
doing in your younger days.

Outside in ‘civvy street”, age is not 
suppose to be a barrier, however I 
can tell you from experience, once 
you are over 45 years old, gaining 
full time employment is difficult, to 
say the least. I cannot think o f any 
other employers in Australia, who are 
prepared to offer you a challenging 
and well paying position, as well as 
other benefits mentioned above for 
someone like myself now aged 50.

About the Author
CPOWTR Bob Brimson served fu ll time in the RAN from 1969 to 1989 and has been 
an active reservist since 1990. Highlights include Captain's Secretary and 
Commissioning Crew HMAS Adelaide (FFG-01) and Defence Force Recruiting 
Centre, Melbourne. Bob is currently the Personnel Officer in HMAS Harman.

Call goes out —  give boats a try
The Submarine Training and Systems Centre at HMAS Stirling is again conducting 
Enhanced Selection Process (ESP) courses for potential submariners. The ESP is a five- 
day obligation free course for people across the three services interested in becoming 
submariners.

The ESP is conducted 12 times per year and incorporates a number o f team building 
exercises, a smoke walk at the Survivability School and a recompression chamber dive 
at the Submarine Escape Facility (SETF). Briefs are given on the role o f each job 
category on the boat, as well as daily routines onboard and a tour of one o f the 
submarines (when available).

Submarine life provides pay increases, a unique lifestyle, challenges and a sense of 
achievement. People who wear ‘dolphins’ wear them with pride.

The existing categories in submarines are ET’s, MT’s, Acoustic Warfare Analysts, 
Electronic Warfare Analysts, Cooks, Stewards, CIS’s and Medics. For officers there is a 
choice o f seaman, marine engineering or weapons electrical.

To volunteer for the ESP, request through your divisional system and complete the 
necessary criteria in accordance with DI(N) PERS 75-41 and notify DSCM/DNOP.

More information contact Stephen.thomas5@defence.gov.au or CPO Jamie Robinson on 
(08) 9553 3692jamie.robinson@defence.gov.au
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Editorial Guidelines
Purpose o f SeaTalk

SeaTalk is a quarterly magazine 
specifically produced to inform 
Naval people, permanent and reserve, 
and their families on any personnel 
related matter that could affect their 
conditions of service and/or 
employment. It does this in a ‘plain 
English’ style, without acronyms, and 
supported by photographs and/or 
cartoons where appropriate.

SeaTalk is not an authoritative 
document, but is instead designed to 
inform its readers on personnel 
matters and issues affecting the broad 
Naval community. Wherever 
possible, official Navy and Defence 
publications and instructions are 
referenced, to steer readers to 
appropriate sources.

SeaTalk enjoys a very good 
reputation as a credible and reliable 
source of information for Navy 
people and their families. This 
reputation must be protected.

Editorial Board

The purpose o f the Editorial Board is 
to preserve the editorial integrity of 
SeaTalk. The Editorial Board will 
achieve this through the development 
o f these Guidelines and adapting to 
meet Navy’s changing requirements.

The board will consist of:

Chairpersons:

Director General Navy 
Communication and Coordination

PACC Director Internal Defence 
Communication (DIDC)

Members:

Editor (LCDR Rowe)

Director Navy Reputation 
Management (DNRM)

Warrant Officer of the Navy (WON)

Director of Strategic Development & 
Plans (DGNPT Representative)

Meetings
Meetings will be held quarterly, on 
completion of the publication of that 
quarter’s edition.

Extraordinary meetings
Extraordinary meetings may be 
called at the discretion of the 
Chairpersons.

Articles
Articles and items will be sourced 
from across Navy, and Defence 
where appropriate. No preference 
will be given to any particular unit, 
organisation or person, excepting 
that, to preserve the integrity of 
SeaTalk, articles should be only be 
published that concern:

■  ADF Pay and Conditions of 
Service,

■  Personnel Policy,

■  Promotion,

■  Uniforms,

■  Performance Management,

(DGNCC) General Training and Education,
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■  Personnel and Family Support/ 
Defence Community Organisation,

■ Superannuation,

■  Employment conditions,

■  Reputation management, or

■  As agreed by the Editorial Board.

Articles, photographs, and other 
material for inclusion should be of a 
standard that a reasonable person, 
having regard to the nature, intention 
and scope of the material, would 
consider not to offend, humiliate or 
intimidate a reader.

Stories will never be published that 
contravene our Values, Vision, 
Mission, Our Commitments or CN’s 
Intent.

Target Audiences
Target audiences are serving 
permanent and reserve Navy people 
and their families. To ensure 
messages are clear to all, articles 
must be written without jargon and 
acronyms, and in a style and tone 
that can be understood by all readers.

Letters to The Editor
The Navy values open and honest 
communication. However, that 
communication must be constructive 
in its intent. SeaTalk will not publish 
content that contravenes Navy values 
or is destructive in its intent.

SeaTalk content should be o f interest 
to the wider Navy audience. It is not 
to be used as a forum for airing 
personal grievances or opinions

SeaTalk will not publish letters to the 
editor which identify individuals in a 
negative manner. Photographs of, and 
stories, about individuals received by 
SeaTalk will be assumed to have that 
individual’s permission to be 
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published. Articles written by 
SeaTalk, about individuals, will not 
be published until that individual’s 
permission has been obtained.

Letters and responses will be 
published at the Editor’s discretion.

Retraction Policy

The Minister for Defence, CDF and 
the Secretary have the right to call 
for retraction. Any other organisation 
may request a retraction through the 
Editorial Board. The Board will 
decide whether a retraction is 
warranted and, the most appropriate 
method or form of retraction.

Terminology and Accuracy

In order to promote our traditions and 
culture, strict attention will be paid to 
using the correct naval terminology. 
Articles generated external to Navy 
will be reviewed and amended to 
adopt naval terminology. However, 
the overriding consideration in all 
circumstances will be to 
communicate the message clearly and 
to preserve its meaning.

The Editor will endeavour to 
minimise the use o f obscure naval 
slang, acronyms and jargon that may 
marginalise elements of the Navy 
audience.

In order to ensure the clear 
promulgation o f newsworthy material 
in SeaTalk, the Editor is to ensure 
accuracy, timeliness, bring 
professional editing skills to bear on 
all articles and ensure material 
published is presented in a magazine 
format.

Advertising
Commercial advertising is not 
appropriate in SeaTalk. Defence 
advertisements o f a professional



nature or with respect to personnel 
matters may be published at the 
discretion o f the Editor.

Handling o f Ministerial 
Directed Stories
To preserve the political neutrality of 
SeaTalk, a disclaimer will head any 
article submitted at the Ministers’ 
direction for inclusion.

Point of Contact

The Editor SeaTalk, Directorate of 
Internal Defence Communication, 
R8-LG-029, Russell Offices, 
Canberra, ACT 2600 or 
seatalk@defencenews.gov.au

Please note that the Editor SeaTalk is 
a part time position and the office is 
only staffed 60 days per year.

HMAS Cerberus trainees SMN Daniel Kelly (left) and SMN Natalie 
Haumu and Frankston local Peter Ryan (aged 9) proudly stand in front 
o f the Australian Flag (which the young sailors had just raised) on 
Australia Day 2003 in Hastings.
Photo by LSPH Phillip 'Rex' Hunt HMAS Cerberus
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