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CDF BRIEF — AUG 2006
REMUNERATION REFORM PROJECT

ISSUE: What progress has been made on remuneration reform in the
ADF?

TALKING POINTS

e  Following the Nunn review of ADF remuneration in 2001, Defence
initiated the Remuneration Reform Project.

e  The Remuneration Reform Project was approved by COSC in mid 2002. It
proposed a phased approach to develop a banded pay structure for Officers
and Other Ranks, taking account of the risk and cost of such revisions to
Defence.

— Phase One quantified the qualification and skill and disability
components of the major environmental allowances (Flying Allowance,
Submarine Service Allowance, Special Action Forces Allowance, and
Special Operations Allowance). This phase concluded in mid-2003.

— Phase Two made the qualification and skill elements of the major
environmental allowances superannuable, in recognition that they are
paid for work which is a regular feature of their employment. The
qualification and skill elements became superannuable in August 2004.

— Phase Three developed a flexible (graded) pay structure for Officers
and Warrant Officers Class One (equivalent) that will be implemented
on 5 October 2006.

— Phase 3 also includes the creation of a broad banded structure for O7-
08 officers that will be implemented in October 2006.

— Phase Four has commenced to develop a new pay structure for Other
Ranks within the Remuneration Reform Project structure. The ADF and
Department of Employment and Workplace Relations have worked
collaboratively on Phase 4 in order to address complex remuneration
issues. The first submission is to be presented to the Defence Force
Remuneration Tribunal in Dec 06.
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e Further Reform. RRP Phases 3 and 4 have identified the requirement for
RRP to go beyond the reform achieved by rolling in the major qualification
and skill allowances into salary. The ADF is assessing the potential for RRP
to deliver further strategic reform of remuneration and assist with ADF
retention concerns.

ORIGINAL AUTHORISED BY: CONTACT OFFICER:
Steve Grzeskowiak s47F
Director General Personnel Policy Director Military Salaries
& Employment Conditions Allowances — Policy
S47E(d) S47E(d)
Aug 06
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ADF AND COMMONWEALTH JOINT
SUBMISSION

REMUNERATION REFORM PROJECT PHASE 4

OTHERS RANKS PAY STRUCTURE

Matter 2 of 2003

5 December 2006

Defence FOI 0064/26/27
Document 2




L

Part1

Part 2

Part 3

Part 4

Part§

Part 6

Part7

B.

Table Of Contents
Details
Background / Industrial History

Requirement for RRP Phase 4 / ADF Key

Considerations

ADF RRP Phase 4 Proposal

WOI1(E) Structural Problem

Remuneration Endstate

Implementation of RRP Phase 4

Management of NEW OR Pay Structure
List Of Annexes

Management of Other Ranks / OR Definitional

Framework

Current ADF Pay Rates and Differentials
Other Ranks on Q&S Allowances

RRP Phase 4 Terms of Reference
Proposed Salary Structure

Draft Determination

New Other Ranks Placement Criteria / Principles

Defence FOI 0064/26/27
Document 2

0002

Page

11
14
15
16

18

21

45

47

51
TBI

TBI

Defence FOI 0064/26/27
Document 2




Defence FOI 0064/26/27
Document 2

0003
 EXECUTIVE SUMMARY

On 27 February 2006 the Tribunal stated in its Reasons for Decision regarding the
Remuneration Reform Project Phase 3 that “work must now progress, as a matter of urgency,
to complete a pay structure for the Other Ranks which also includes the Qualification and
Skill elements of allowances”. Enclosed is a joint ADF and Commonwealth submission that
responds to the DFRT direction and follows on from the conference held with the Tribunal
regarding RRP Phase 4 on 21 September 2006.

This submission seeks to create a 16 Pay Group structure for Other Ranks to allow the
transparent incorporation of the Qualification and Skill elements of allowances. This
submission also identifies the structural problem of compression and incursion of
remuneration between the OR and WOI1(E) structures.

The RRP Phase 4 model enclosed has been approved by the Defence People Committee and
endorsed by the Chief of Services Committee.
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PART 1 - INDUSTRIAL HISTORY

Background

1.1 Phase 4 of the Remuneration Reform Project (RRP) was developed with regard to the
industrial history of pay setting in the ADF and in particular Other Ranks (OR) pay.

12 The OR remuneration structure forms the basis under which all sailors, soldiers and
airmen are paid salary. The system is a two-dimensional structure in which personnel are
remunerated according to both their seniority within rank, and the work value of their
employment category. Separate to the structure are a pumber of qualification and skill (Q&S)
allowances that are paid in addition to salary. These include Flying, Submarine Service,

Special Action Forces and Special Operations Allowances.

1.3  RRP Phase 4 details the ADF and Commonweélth joint proposal to roll-in Q&S

elements of allowances into pay m accordance with recent reform made under RRP Phase 3.
In order to understand the complexities associated with RRP Phase 4, the following
information is provided as a short synopsis of Other Ranks pay setting arrangements and
details the current OR pay structure.

INDUSTRIAL HISTORY

14  The OR remuneration structure has existed in a similar form since it was established
by the Allison Committee in 1972. Since that time it has been amended and enhanced as a
result of successive reviews. The current structure has been in place since the 1995 Pay
Structure Review. Up to now this remuneration structure has served the ADF well, It has
provided flexibility for recognition of differing work value levels throughout the OR
employment structure, maintained a balance of internal relativity across the structure, and
conformed to the principle of organisational worth in relation to the relative placement of

employment categories within the structure.

Pay Structure Review 1995

. 1.5 The last substantial changes to the OR pay structure occurred in the Pay Structure

Review 1995 (PSR). The PSR was initiated by the Chief of the Defence Force in 1991 and
heard by the DFRT between 1991 and 1995. Pay Levels 1 and 2 were merged as there were
few employment categories at these levels and only a small number of members on Pay Level
1. Pay Levels 1-7 were replaced with Pay Groups 1-7.
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1.6 InPSR 95, Pay Group margins between Pay Groups were expressed as a

percentage change from Pay Group 3, with Pay Group 3 representing the base Pay Group. The
| percentage margins established progressively decreased at each rank level through to a
common scale at the WOI1(E} level. This reflected the increasing use of ma.nngenal skills
rather than trade skills by members at the upper ranks. This principle was applied by the
Committee of Inquiry into Financial Terms and Conditions of Service for Male and Female
Members of the Regular Armed Forces (COI) (1970-1972) and the Committee of Reference
(COR) (1972-1982). The COR later deterrnined (1981) that this was no longer appropriate
as members at the SGT(E) and WO2(E) rank were exercising both managerial and trade skills
and as such differential pay was expanded up to WO2(E).

1.7 The PSR also introduced a work value based Definitional Framework. The purpose of
the framework was to define the work value associated with the Pay Groups in the structure
and the benchmarks that exemplified this framework. This provided a justification for the
placement of employment categories in the structure. The current Definitional Framework is
described in further detail in Part 7 of this Submission.

Internal ADF Reviews

1.8  Recent ADF reviews have indicated that the current OR remuneration structure is
approaching the limit of its utility to the ADF. Specifically, the Review of Other Ranks |
Remuneration 2005 (RORR) recognised that there has been a general increase in the level of
trade skills utilised within employment categories. The review recognised that it is inevitable
that the structure will soon demand a means of paying rates higher than is currently provided
by Pay Group 7. In 2005 an ADF working group into the provision of differential pay for
WOI(E) also acknowledged that the OR remuneration structure had become limited in its
ability to recognise differences in the employment of WO1(E) personnel.

1.9  Since 1995 the median Pay Group for OR personnel has changed from Pay Group 3 to
4. This upskilling trend has also pushed the boundary of the available remuneration system; in

1995 there were three employment categories with access to Pay Group 7, whereas currently
there are 14.

CURRENT OR REMUNERATION STRUCTURE

1.10  The current OR remuneration structure consists of a seven Pay Group graded structure

which accommodates some 240 separate trade groups (employment categories), consisting of
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some 35,000 permanent OR personnel. There are cuirently seven broadbanded pay
. groups that provide recognition of work value, ranging as indicated:

a. Pay Group 1, unskilled apart from completion of recruit course;

b. Pay Group 2, semi-skilled;

c. Pay Group 3, qualifiedina non-technical trade;

d. Pay Group 4, advanced qualification in a non-technical trade;

e. Pay Group §, qualified in a technical trade;

f. Pay Group 6, advanced qualification in a technical trade; and
. g Pay Group 7, systems technician or para-professional.

.11 The OR remuneration structure is anchored at the industrial benchmark of PTE(E),
Pay Group 3. This represents the point at which the majority of ADF personnel first become
qualified in a trade. All other pay rates at each rank, Pay Group and increment can be derived
as a percentage increase or decrease from this point. A diagram indicating this relationship is
at Annex B. |

1.12  Categories are allocated to Pay Groups by the DFRT according to the extent to which
they satisfy the criteria contained within the Definitional Framework. The framework assesses
the trade-based element of work value under the criteria of qualifications, range of skills,
depth of knowledge, range of actions and complexity of actions. The current management of

. ORs and the Definitional Framework is at Annex A. Personnel within a paricular category
may move from their initial allocated Pay Group, to other higher Pay Groups as their career
progresses and levels of trade skill increase.

1.13  The margins between Pay Groups are consistent at each rank level but reduce with
each increase in rank to recognise that as a member is promoted, their rank skills become
more prevalent whereas the trade skills become less. The margins at each rank are based on
percentage point differences from Pay Group 3. For example, at the PTE (E) level, Pay
Group margins were established at 5% around Pay Group 3 (considered the benchmark trades
level). For example, Pay Group 2 was 95% of the salary rate for Pay Group 3 while Pay
Group 5 was 110% of this salary rate.
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1.14 The current margins were established in PSR 1995, The precise margins that

exist in the current salary rates of the structure actually differ from this due to rounding over
time with each wage increase provided under successive Workplace Remuneration
Arrangements (WRA) (and its predecessors). Percentage salary increases applied to all pay
points of the matrix would not otherwise alter the established percentage-based margins.

1.15  The current permanent population of the OR pay structure is detailed in Table B3 of
Annex B). Note that the higher a member’s rank the more likely they are to be in the higher
pay groups. The median pay group for PTE(E) is Pay Group 2 whereas it is Pay Group 5 for
WO2(E).

1.16 In addition to the salary structure there are a number of salary-re]ated allowances set
by the DFRT under 5.58H of the Defence Act 1903. Included within the Flying, Submarine
Service, Special Action Forces and Specialist Operations Allowances are specific amounts to
recognise the application of specific qualifications and skills. These Q&S elements are paid
on a continuous basis and vary from $1,830 to $18,301 per annum. The Q&S elements of a
number of allowances involve a number of tiers to récognise progression in qualifications and
skills and to distinguish between different roles. The interaction of these Q&S elements with
the OR remuneration structure is complex because they are paid across a variety of \ranks and
Pay Groups. Table C1 and Chart C1 of Annex C reveal the number of members currently

. receiving Q&S elements disaggregated by rank and Pay Group.

RECENT REFORM
The Remuneration Reform Project Phases 1 -3

1.17 The Remuneration Reform Project (RRP) was established as a result of
recommendations made by the Nunn Review in 2001. In particular this review noted that
“qualification and skills used on a regular basis throughout a member’s career be

compensated through inclusion in suberannuable salary™'. RRP Phases 1-3 proceeded on the

basis of firstly making the mmws superannuable, and secondly
incorporating the Q&S elements of these allowances into a graded pay structure for officers.
Phase 3 was extended to include WO1(E) in 2005. The graded pay structures for officers (O1-
06) and WO1(E) were approved by the DFRT on 27 Feb 06. Phase 3 was introduced on 5 Oct
06. Work is continuing on the placement of ADF officers in the new structure in accordance
with the draft DFRT program.

! Review of Australian Defence Force Remuneration — Nunn Review 2001 P.43
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PART 2 - REQUIREMENT FOR RRF PHASE 4 / KEY CONSIDERATIONS
Requirement for RRP Phase 4

2.1 In the development of RRP Phase 3 it was evident that RRP Phase 4 would be required
to ensure that Q&S elements of allowances could be rolled into OR salary in a consistent
manner to both officer and WOI1(E) pay. The Tribunal noted in its Reasons for Decision
regarding RRP Phase 3 that:

“Work must now progress, as a matter of urgency, to complete a pay structure for the
Other Ranks which also includes the Qualification and Skill elements of allowances.

[ = —

—,

No to do so would cause an anomalous situation when a s.58H allowance is

reviewed.”

22 In response to the guidance provided by the Tribunal both the ADF and Commonwealth
allocated resources to meet the DFRT’s requirements of reviewing OR pay by the third
quarter of 2006. The ADF and Commonwealth also embraced the requirement to roll-in Q&S
elements of allowances as an opportunity to address limitations of the current structure by

conducting more fundamental remuneration reform.
Joint Project Team

2.3 Inorder to expediie RRP Phase 4, a Project Team conﬁist:ing of staff from the
Directorate of Military Salaries and Allowances - Policy, the Department of Employment and
Workplace Relations, and Livingstones Australia (an external industrial relations and human
resources consultancy) was established in May 06. The Project Team was tasked with
rescarching and developing options for a new OR remuneration structure that absorbed the
Q&S elements of allowances in a manner consistent with the graded structures introduced for
officers and WO1(E) under Phase 3. The Terms of Reference for the Project Team are
detailed in Annex D. ‘

2.4 In order to ensure that the single Service perspectives on changes to the structure were

obtained, a Working Group comprising representatives of the three Services and the Project
Team was formed.
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Limitations of Current OR Structure

2.5 Although the roli-in of Q&S allowances for ORs would eliminate the anomaly between
officers and ORs, the current OR pay structure has a number of limitations that need to be
addressed as part of the reform process.

2.6 The curmrent OR pay structure cannot absorb allowances without significantly
undermining the industrial basis for work value differentials across the existing OR trades.
The simple ‘roll-in’ of allowances in a manner similar to the graded officers pay structure
requires the creation of between 90 to 100 Pay Groups (thereby ensuring cost neutrality and
no disadvantage to any member). Such a large number of Pay Groups is untenable from both
an administrative and industrial perspective. It would be difficult, if not impossible, for the
ADF to run OR employment category cases to the DFRT in such an environment.

2.7 The current OR pay structure also limits the placement of employment groups as it
cannot take into account other considerations such as Q&S elements of allowances and
attraction and retention. The current Definitional Framework is too restrictive in regards to
the assessment of work value. Within the OR pay structure, there is an inconsistent approach
to remuneration for significant changes in work value at different rank levels. This is due to
the fact that differentials decrease with rank. For example a WQ2(E) is rewarded $844 for
Pay Group (PG) movement from PG 4 to PG 5 compared to a PTE(E) who is rewarded
$1895. Although this compression is an intended outcorne of PSR 95, the significance of this
compression has been increased overtime due to the movement of employment categories

over the past decade.
\

2.8 Not-withstanding the many limitations of the current OR structure, it also has a number
of strengths. These include:

a. the relativities between employment categories across the pay groups are

widely considered to be fair and appropriate under the guide of the *definitional
framework’ and ‘benchmark categories’,

b. OR members are rewarded for their rank (ie, managerial) skills as well as trade
skills, and

c. the ADF workforce culturally accepts the basis for differentiation under the
current structure.,
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KEY CONSIDERATIONS

2.9 The Joint Project Team considered a number of competing interests in developing a new
OR’s pay structure. These included:

a. the need to create significant differentials between Pay Groups to reward
significant changes in work value,

b. the requirement to minimise rounding up of allowances (the greater the
differential the more the rounding),

c. the desire to minimise use of trangitional pay points,

d. the desire to ensure there is no detriment to any members, and

€. the desire to ensure relativities between all employment groups are not
significantly changed.
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DFA RRP Phase 4 — Explanatory Notes
Para 3.2

Why not percentage differentials?
- The joint project team modeled a number of percentage differentials however these
models proved problematic due:
o Excessive cost
¢ Significant incursion into the WO1(E) and officers structures
o The inability to provide a consistent methodology to the incorporation of
Q&S allowances

Why $2,000 differentials?

- derived from a model that had 3% differentials at WO2(E) level and 5% at the
PTE(E) level

- represented an amount that could allow banding of Q&S elements of allowances
and apply a consistent and transparent outcome to all members in receipt of
allowances

Impact of base pay inquiry?

- This is a structural submission, base pay inquiry outcomes can be incorporated into
this structure if required

- This structure provides the means to pay differential pay based on work value, it
does not test the basis for the pay points, this is subject to base pay inquiry
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.PART 3 - RRP PHASE 4 PROPOSITION
RRP Phase 4 Proposition

3.1 The changing nature of OR employment and the need for the transparent roll-in of the
Q&S elements of allowances has led to the development of a joint proposition by the ADF
and Commonwealth for a 16 Pay Group structure.

Characteristics of Propbsal

3.2 This proposal seeks to expand the current 7 Pay Group structure to 16 Pay Groups to
allow the incorporation of specified Q&S elements of allowances. Under this structure
consistent differentials are applied from Pay Group 3 onwards (chanpes salary points from
Pay Group 4 onwards) to allow the incorporation of Q&S elements of allowances that are
banded into $2084 bands. The $2,084 differential reflects the 16 November 2006 WRA
increase to the original development model that proposed $2,000 differentials. Under this
structure Pay Group 3 continues to be used as the “base” rate for a PTE(E) from the OR Pay
Structure Review completed in 1995, Table E1 at Annex E illustrates the new salary structure

under this option. Chart E1 is a graphical representation of Pay Groups by rank. The main
characteristics are as follows:

a. differentials of $2084 are established between all Pay Groups at all rank levels
from Pay Group 3;

b. Pay Groups 1, 2 and 3 maintain their current salary rates (populating the
differentials to the left of Pay Group 3 would cause detriment to current
members in Pay Groups | and 2, while starting the differential from Pay Group
1 would increase the incursion into the WO1(E) and officers pay structures);

C. Q&S elements of allowances are banded into multiples of $2,084, the band
would then determine placement in the new structure by specifying the number
of Pay Groups the member advances (refer to Table E2 of Annex E); and

d. OR members in Pay Groups 4-7 not receiving Q&S elements of allowances
would also receive an increase in their salary i.e. differential would increase by
a small amount at the lower ranks (from $1894 to $2084), but increase by a
larger amount (from around $ 850 to $2084) at the higher ranks.
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Benefits of the Joint Proposal

3.3 The joint proposal to transition to a 16 Pay Group structure allows for the consistent
treatment of those in receipt of Q&S elements of allowances in terms of the number of Pay
Groups they advance, transition is also transparent and easy to understand.

3.4 The application of increasing the differentials between Pay Groups also ensures that
significant changes in work value are rewarded at all rank levels. This overcomes a limitation
of the current structure where differentials between Pay Groups significantly reduce with
rank, causing compression of the structure.

3.5 Inlight of considerations made by the joint project team the new 16 Pay Group structure
ensures all OR members not in receipt of Q&S allowances retain their current Pay Group, and

in doing so maintain the basis for their differentiation.

3.6 The new structure is also consistent with the graded structures for Q1-06 officers and

WOI(E) because differentials are represented by dollar amounts rather than the application of
percentage based differentials.

Effect on Current Salary Rates

3.7 To facilitate the fair and transparent roll-in of Q&S elements of allowances the $2,084
differential is epplied across the pay structure from Pay Group 3. The adjustment to pay s22
points from Pay Group 4 results in improved remuneration for the more highly skilled OR’s,

and in particular the Senior-Non-Commissioned officers in the higher Pay Groups. There is a
correlation between these employment groups and the current employment groups that are
experiencing retention concems. It is therefore anticipated that the adjustment to the carrent |
pay points will have a pogitive effect on attracting and retaining highly skilled personnel to

the ADF by rewarding increases in work value across the entire OR pay structure.

Roll-in of Allowances

3.8 The ADF proposal incorporates the Q&S elements of allowances in a consistent manner
with the graded officers pay structure and applies a consistent methodology in regands to the
rounding up of the various Q&S elements of allowances. The rounding up of allowances and
method of incorporation into the 16 Pay Group structure is detailed in Table E2 of Annex E.

3.9 Asan example, to ailow the incorporation of a member on Submarine Service
Allowance into the new structure, the member will be moved an additional 5 Pay Groups in
accordance with Table E2 in Annex E. The consistent methadology applied to the number of
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Para 3.10 \\ .
Reason for so many employment categories (Annex F)? '
- Itis what it is, it only reflects what currently exists
- Tt would be expected that overtime employment categories may be further

consolidated and simplified
Why not move directly to 8 Pay Groups?

16 Pay Group structure is transparent and can be communicated to ADF members as the
treatment of Q&S elements of allowances in consistent

ADF needs to fully consider implications of 16 Pay Group structure
- how and under what conditions will the pay groups be condensed
- how will this be communicated t0 ADF members
- what impact, if any, will the base inquiry have

These issues expected to be explored over the next 12 months .}
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Pay Groups & member on a Q&S element of an allowance moves allows for a fair and
. _equitable treatment of members on allowances.

3.10 The requirement to move members on allowances to new Pay Groups results in the Sub-
categorisation of current employment categories. This ensures that members in receipt of
allowances are placed in the appropriate Pay Group on transition and into the future. As an
example, a cook who is in receipt of Submarine Service Allowance will now be categorised as
a: Cook — Submariner. Details of this Sub-categorisation can be found in the attached draft
Determination at Annex F (note this draft Determination reflects the 2.8% WRA increase that
takes effect on 9 Aug 07).

Clearance th rough ADF Committee System

3.11 The ADF proposal presented in this submission was approved by the Defence People
. Committee (DPC) on 6 Sep 06. The broad proposition as approved by the DPC was presented
in conference to the Tribunal on 21 Sep 06. In noting the Tribunals in principle support for the
methodology adopted by the ADF and Commonwealth, the proposition was endorsed by the
Chief of Service Committee on 27 Oct 06, Defence has sought additional funding from -
government to support the additional cosggqmed to implement the proposed new pay

—— R
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PART 4 - STRUCTURAL NECESSITY TO PLACE WOI(E)
Structural Problem

4.1 The ADF and Commonwealth have identified a structural problem at the WO1(E) level
associated with establishing the 16 Pay.Group structure for ORs. As a consequence of
establishing the 16 Pay Group structure the differentials at the WO2(E) level cause increased
compression and incursion of remuneration between the OR’s and WO1(E) structure.
Compression was already a concern under the old structure where &8 WO2(E) on promotion to
WO1(E) from Pay Group 7 only reccived $973. As a consequence of RRP Phase 4 the same
member will, on promotion to WO2(E), move to a Pay Grade that is some $3,989 less due to
making the transition from Pay Group 7 in the ORs structure to Pay Grade 2 in the WO1(E)
structure.

42 The ADF and Commonwealth believe this outcome is structurally unsound, In order to
address pay compression and incursion between the ORs and WO1(E) structure the ADF will
be seeking to place WO1(E) employment categories in the first half of 2007 after conducting
a full assessment of WOI(E) employment. The ADF and Commonwealth submit that the
placement of WOI(E) in a timely manner will address the structural problem that has been
identified. In this regard the ADF and Commonweaith believe that this problem does not
unduly inipast on the RRP Phase 4 proposal.
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PART 5 - REMUNERATION ENDSTATE - RRP PHASE 4

Structural Endstate

5.1 'RRP Phase 4 will establish a $2,084 differential between Pay Groups for ORs, this
differential represents over a 5% differential at thé PTE(E) level and around a 3% differential
at the WO2(E) level. This is a significant improvement to the current WO2(E) differential
which is currently 1.5% between Pay Groups. By increasing the differential at the higher rank
levels the proposed new structure overcomes the compression problems associated with the

current pay structure.

5.2 Atthe compleﬁon of the transition to the 16 Pay Group structure approximately 95% of
OR’s will remain in their current Pay Group, with the remaining 5% moving to higher Pay

Groups due to the roll-in of the Q&S elements of allowances.
Consideration of Future Reform

5.3 Inthe development of RRP Phase 4 both the ADF and Commonwealth have been
cognisant of the need to consider the impact / prospect for future reform to ADF pay
structures. This consideration has led to the development of a further option to consolidate the
proposed 16 Pay Group OR structure to 8 Pay Groups. This would further align the OR’s
structure with the WO1(E) structure by applying a similar differential across all pay
structures. Although this future step has been considered, and the RRP Phase 4 structure
facilitates this ouicome, the ADF has not yet fully explored the consequences of the
consolidation. There are however, significant implementation / transitional issues associated
with consolidating the structure by either rounding every second employment category up or
re-examining / re-benchmarking all employment categories. Due to the potential impact of
this consolidation the ADF does not wish to advance this option until it can be considered in
full. The ADF will further develop and test this option which may include the consideration of
the validity of present pay points over the next 12 months, and, if deemed appropriate, bring a
further submission to the Tribunal.
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PART 6 - IMPLEMENTATION OF RRP PHASE 4

6.1 Implementation of RRP will be a multi-faceted undertaking that will impact on and/or
require preparatory work in each of the following broad areas:

a,

b.

C.

information systems and related processes, in particular the re-programming
requirement on ADF pay systems;

personnel and career management processes; and

information dissemination and general ADF awareness.

6.2  The information in this Part of the submission informs the Tribunal as to the nature of
work and the approximate timelines required to achieve implementation of RRP Phase 4. The

submission seeks from the Tribunal a decision that approves the joint proposal through the
signature of the attached Determination at Annex F. This Determination is dated to take effect
on the 9 Aug 07, in line with the next WRA salary adjustment to assist with both the

communication of the changes and reduce administrative overheads. This implementation

timeframe allows for the following to occur prior to 9 Aug 07:

Systems Integration. This includes the programming, testing and training of
Defence staff in the operation of RRP Phase 4 and its interface with PMKeys,
ADF Pay, and CENRESPAY. This has been identified as a particularly large
task due to the scope and impact of RRP Phase 4. This task will consume
approximately 6 months of work after the Tribunal agrees to implement the 16
Pay Group structure.

Personnel‘and Career Management Preparedness. ADF Pay systems rely
on accurate data from HRM systems such as PMKeys. PMKeys data is
managed by various arganisations in Defence and these organisations will need
to be able to effectively manage personﬁel in the post-RRP Phase 4
environment. A requirement therefore exists to establish new prbcedures and
conduct traininp for personnel involved in career management and the day to
day operation of ADF pay systems. This training will not commence until
early 2007 once the posting turbulence associated with end of year postings has
subsided and new staff are trained and familiar with their new appointments

and duties.

Information Dissemination. Involves the dissemination of the DFRT

decision and the introduction of the new OR’s pay structure to the ADF
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community, This needs to be conducted on several levels involving the

_ three Services as the major stakeholder groups.

6.3  The ADF has developed a Communications Strategy for the implementation of RRP
Phase 4. Whilst the need to inform ADF members about RRP Phase 4 will not of itself create
any delays in implementation, it is the ADF’s intent to effect information dissemination in
accordance with the planned roll out of RRP Phase 4.

6.4 Implementation activities are planned to complement the decision to agree and
implement RRP Phase 4. The type and nature of activities will be:

a. DFRT decision communicated to ADF members via CDF signal (immediately
following DFRT decision),

b. Feb — Sep 07 - fortnightly implementation meetings co-ordinated by DMSA-P,

c. Feb — Mar 07 — ADF / Commonwealth to establish pay setting principles for

_--“""——-_-F-\
new pay structure,
— —
d. Mer — Jun 07 - conduct of specific-to-Service briefings conducted by Service
representatives supporied by DMSA-P staff, and
€. 9 Aug 07 — 16 Pay Group structure introduced into ADF pay system.

Defence FOI 0064/26/27 -
Document 2




Defence FOI 0064/26/27
Document 2

00018

PART 7: FUTURE MANAGEMENT OF OTHER RANKS SALARY MATTERS
Current Definitional Framework and Management

7.1 In order to facilitate the management of OR employment categories the ADF
established a Definitional Framework to support PSR 5;5. This framework defines work
through the three dimensions of Pay Group, Rank and Military skills. The Definitional
Framework is the primary reference used to decide the value of ADF work on a differential
basis.

Military Skills
7.2 The military skills definition applies equally to all trained members and reflects the
minimum military skills training common to the three Services. Single Service requirements

are not included in the definition. As this is a common factor, it is not used to discriminate

.between work categories, and has only been included in the Framework for completeness.
Rank Skills
7.3 Rank definitions are provided for every rank. They comprehend the common all Service

requirements for each rank and reflect the expectations placed on a member by virtue of their

rank, regardless of Category, ECN or muster. All members of a rank group share a common
rank definition.

Pay Group Definitions

7.4 Under the current Definitional Framework placement within the 7 Pay Groups is

governed by the following criteria:
a. Qualifications'and training,
b. Range of skills,
¢. Depth of knowledge,
d. Range of actions, and
e. Complexity of actions.
Benchmark Categories

7.5 To assist in positioning of categories within the Definitional Framework benchmark
categories have been developed as a guide to the fypica] work level standards in each Pay
Group. The benchmark categories allow the ADF and DFRT to conduct a broad relativity
check before considering the placement of employment categories within the current
Definitional Framework.
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Management Process — Development of DFRT Submissions

7.6 The ADF currently applies a robust and transparent process in regards to the
development and submission of industrial cases to the DFRT. This process is outlined in
detail in Annex A. A key component of this process is the application of the Employment
Category Review Commitiee (ECRC) as the principal advisory committee within the ADF.
The ECRC advises the three Services and makes recommendations as to the industrial merit

of proposed employment category placement and reviews.
Future Management of Other Ranks Salary Cases

7.7 The transition of the ORs pay structure to 16 Pay Groups and the recent industrial
matters concerning officer employment categories requires the ADF to re-examine the
applicability of the Definitional Framework. Although this framework has provided the ADF,
Commonwealth and the DFRT with a sound base for consideration of Other Ranks industrial
matters, there is a requirement to recast the work value environment on which industrial
matters will be examined in the future,

7.8 Although the ADF and Commonwealth have not fully explored the context of this new
environment it is clear that a more flexible and enduring framework will be required. Such a
framework will be governed by principles rather than strict definition. In light of this
requirement the ADF will have regard to the current principles governed under the
Definitional Framework, but also take account of the new placement criteria being identified

and tested under RRP Phase 3 and emerging considerations such as sustainability.
Changing Industrial Environment

7.9 Duetothe emerger:ce of a new industrial environment under RRP Phases 3 and 4 it
would be premature of the ADF and Commonwealth to offer the Tribunal a clearly defined
framework in line with the current Definitional Framework. Instead the ADF and
Commonwealth intend to develop a number of principles t.hal will govern the work value
framework in which OR industrial matters should be considered. These principles will draw
on the current Definitional Framework and considerations made as part of the placement of
officer employment categories. The ADF and Commonwealth intend to jointly develop these
principles by the first quarter of 2007 and have them tendered to the Tribunal as Annex H of
this submission. The ADF and Commonwealth will then be secking DFRT endorsement of
Annex G in the context of DFRT’s decision regarding RRP Phase 4. In light of the

development of the new placement principles there may be a requirement to review any
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employment category anomalies that exist in conjunction with the development of

. Annex H, and if appropriate address them as part of a joint submission.
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Annex A to
RRP Phase 4
5 Dec 06

DEFENCE PERSONNEL EXECUTIVE

Australian Government

Department of Defence

Defence Personnel
Executive

OTHER RANKS’ PAY PLACEMENT
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AIM

1. The aim of this guide is to assist Service personnel who manage Other Ranks’ (OR)
employment categories (category sponsor) in the preparation of effective pay group review
submissions.

STRUCTURE

2, The guide provides necessary background information concerning the industrial
principles which the Australian Defence Force (ADF) must satisfy in order to successfully
conduct a review of a category's pay group placement and it explains the processes involved in
reviewing a category.

3. The Other Ranks’ Definitional Framework also plays an important role in the
management of the pay structure. This guide complements the Other Ranks ™ Definitional
Framework and provides a simplified checklist for the preparation of submissions and cases.

ADF OTHER RANKS® PAY SYSTEM

4. The ADF Other Ranks’ (OR) pay group system is a complex structure involving over
200 separate jobs distributed across seven pay groups. Within the structure, the duties, skills
and responsibilities of any job (employment category) do not remain static. Change occurs,
for example, as a result of the introduction of new procedures, training requirements,
redistribution of duties, restructuring, or changes in technology.

5. Change in the nature of work often generates a perception that an increase in pay level
is warranted. Often this is the case, however, in many instances, the nature of the change is
such that it does not satisfy the criteria which justify pay group movement.

6. Two guiding principles govern the placement of OR employment categories within the
pay structure. The first is "work value” which means that all ADF personnel should be paid at
a rate which 1s justified by the skill, responsibility and working environment associated with
the job. The second principle is "equity” which, m the ADF, means that categories of same or
similar work value receive the same level of pay.

7. Employment category placement is decided by the Defence Force Remuneration
Trbunal (DFRT) using the concept of work value against the Other Ranks’ Definitional
Framework. The Other Ranks' Definitional Framework recognises that the range of skills
required to determine a pay group will depend on a range of factors (qualifications, range of
skills, depth of knowledge, range of actions and complexity of actions) which will be
explained later in the guide.

REVIEW OF PAY GROUP PLACEMENT
8. Review of the placement of an employment category can be initiated by the sponsoring
Service, the Department of Employment and Workplace Relations (DEWR) or the DFRT. A

category will be reviewed when:

a. the DFRT determines that a review should be conducted;

Defence FOI 0064/26/27
Document 2




Defence FOI 0064/26/27

00023

b. a new category is created;

c. an existing category has undergone significant change or has been
amalgamated with another category;

d. the category sponsor, in conjunction with the Service, considers that
' opportunities exist to rationalise the category or believe that the category may
be incorrectly placed; or

e. an anomaly or inequity is believed to exist in relation to other categories within
the Service or similar categories in the other Services,

THE REVIEW PROCESS

9. If the Trade Sponsor considers that the trade has undergone significant change since it
was last reviewed by the DFRT or equivalent, the first point of contact is the relevant Service
industrial area (i.e. DGNPT, DGPERS-A or DGPERS-AF).

10.  Once the requirement for a review is identified by the sponsor and support from the
relevant Service is obtained, they prepare a submission to the Employment-Category Review
Committee (ECRC) (see below and annexes B and C) which reflects the endorsed proposal.
Each Service has different requirements, which can be advised by the area concerned to the
Service representative who will incorporate it into the submission.

ROLE OF THE EMPLOYMENT CATEGORY REVIEW COMMITTEE (ECRC)

11.  The ECRC is the principal advisory committee to the ADF on matters relating to the
remuneration of employment categories. It advises and makes recommendations as to
whether personnel employed within employment categories receive a level of remuneration
that is consistent with their required levels of skill. A matter will not normally be scheduled
with the DFRT unless ECRC recommendation has been obtained a minimum of one month
before a scheduled DFR;F Programming Conference. The ECRC convenes on a fortnightly
basis and comprises representatives from the three Services and the Director of Military
Salary and Allowances — Policy staff. Further information on the ECRC is detailed in the
ECRC Charter at annex A.

12. Cnce the submission gains the approval of the parent Service, the Service will bring
the submission forward for ECRC consideration. Normally this will entail the sponsor
presenting the submission in the presence of the parent Service representative. The ECRC
undertakes an initial assessment of the case based on the presented submission, in order to
assess the merits of pursuing the matter further. The ECRC can make a number of
recommendations. It can recommend:

a. the changes do not require DFRT consideration, which means that the Service can
implement the changes with no requirement to present the case to the DFRT;

b. the matter requires consideration by the DFRT, which means the case follows the
process outlined at Paragraph 49 of this guide; or

c. no recommendation if the submission does not contain sufficient information.
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ROLE OF DFRT

13.  The DFRT’s statutory role is “...to inquire into and determine the salanes and relevant
allowances to be paid...” to ADF members and to deal with such other prescribed matters as
may be referred. '

14.  The DFRT determines salaries on sound industrial pninciplés, including the assessed
work value of employment in the ADF. .

FORMAT OF SUBMISSIONS TO THE ECRC

15.  Sponsors preparing submissions to the ECRC should be aware that not all factors
contained in the guide will be relevant to their submission. Nor will the format suit all cases.
Submission preparation should be coordinated with the relevant Service industrial area.

Emphasis

16.  Submissions will require different information, depending on the purpose of the
submission. For example, a submission seeking a pay group allocation for a new or
amalgamated category will require greater emphasis to be placed on the overall role and
detailed duties of the job. A submission seeking a different pay group allocation for an
existing category should emphasise what has changed since the last review.

Who and what iz assessed

17.  When preparing a submission, the work value assessment should be conducted in
relation to a fully qualified member working at a minimum standard of professional
competence that would be acceptable for each grade within the employment category. This
normally means reviewing personnel at the minimum rank level for each grade of the category
under review. Minimum rank levels need not be Private Equivalent (PTE(E)), as a number of
grades within categories have minimum ranks above PTE(E).

Highest duty regularly performed

18.  When preparing a submission, the duties that go to make up a category's employment
should be rated using the work value characteristics detailed at paragraph 23. As a general
rule, duties should be identified as a grouping of activities that make up a task, rather than as a
range of minor manipulative, clerical or mental functions.

19.  Because of the spread of duties that make up the work conducted by any employment
category, industnal tribunals have usually adopted the principle of "the highest duty regularly
performed” as the primary basis of assessment. Selection of the duty which constitutes the
highest duty regularly performed requires the exercise of judgement in which the "highest
duty” aspect is balanced against the regularity of performance. In choosing the duty {(or
duties) which constitute the highest duty, both aspects must be considered. For example, a
duty which is clearly the most demanding within an employment category would normally not
be selected if it is rarely performed. Similarly, a routinely performed duty which requires the
exercise of minimal skill or responsibility would not be appropriate.

20.  Asa general guide, a duty which does not require performance in the course of a
normal working day would generally not meet the "regularly performed" criterion.
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21. While the "highest duty regularly performed” will remain the primary principle, some
employment categories may require the exercise of many duties demanding skills of a high
order. This may be taken into account by the DFRT when assessing the appropriate placement
of a category. As a number of ADF employment categories demand a wide range of skills, it
is important that the whole job is assessed against the work value factors. Payment of the
higher classification is based on the exercise of the skills identified not the gaining of the
qualification.

WORK VALUE PRINCIPLE

22.  The Australian industrial relations system involves the Australian Industrial Relations
Commission (AIRC) establishing principles (wage fixing principles) which govern all matters
affecting movements in pay and pay-related allowances. Although the Defence Act 1903
requires that the DFRT "have regard to" relevant decisions and principles of the AIRC, the
DFRT is not bound by those principles and may interpret how the principles are to apply in
relation to ADF matters such as to accommodate the uniqueé circumstances of ADF
employment. Generally, however, the DFRT applies the work value principle as intended
and any movement in pay or allowances is required to conform with the requirements of that
principle.

23.  The work value principle is the guiding doctrine which must be satisfied in order to
successfully mount a case for movement of an employment category within the structure.
Work value is essentially the wage-fixing concept of determining the monetary worth of
particular work by reference to its nature, the level of skill and responsibility required, or the
conditions under which it is performed.

24.  This principle (and others) may be modified by the AIRC at any time and will be
contained in a ‘Statement of Principles’. The current Statement of Principles was issued as a
consequence of the Safety Net Award Decision of 2004. An extract from principle number 6
(work value changes) is at annex F.

25.  Access to a particular pay group is based upon a whole of job definition, rather than a
trade or technical qualifigations alone. The Other Ranks Definitional Framework is based on
this understanding and has been developed to include the individual military, rank and job
skills required for each level.

26.  The seven "broadbanded” skill-based pay groups in the Other Ranks ADF framework
accommodate a large number of skills within each particular level. In order to move from one
level to another, the work value change that has occurred must not only constitute a significant
net addition to the work requirements but must significantly alter the work. A minor change
in work value that does not warrant a move to a different pay level may be taken into account
in evaluating a category within its presently assigned level.

27.  The work value principle in relation states (in part) that:

a. Changes in the nature of the work should constitute such a significant net
addition/reduction to work requirements as to warrant pay group
increase/decrease.

b. Where there are significant changes in work value, an assessment will have to

be made as to how that alteration should be measured in monetary terms. Such
assessment will normally be based on the previous work requirements, the
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wage previously fixed for the work and the nature and extent of the change in

work.

c. Changes in work value are to be measured from the date a category was
previously reviewed by the DFRT, Committee of Reference (COR) or
Committee of Inquiry (COI).

d. Care should be exercised not to include changes that were included in prevnous

cases in order to justify a pay group increase.

c. Where new or changed work justifying a higher rate is performed only from
time to time by persons covered by a particular classification, a speciat
allowance may be payable in lieu of an increase in pay group.

f. Advances in technology do not necessarily indicate changes in work value.
Additional work value considerations

28.  Changes to the manner in which work is carried out or the equipment and processes
used must be examined closely to determine whether they constitute work value change. For
example, the introduction of new equipment may call for more responsibility but, at the same
time, may reduce the level of skill required so on balance there is no work value increase.

29.  [Ifthe change creates substantial skill increases or the requirement to accept
substantially greater responsibility, work value may be affected. However it must be borne in
mind that personnel employed in all categories are required to keep their skills abreast of
developments relevant to their trade. Accordingly, evolutlonary changes do not normally
constitute a work value increase.

Comparative Work Value.

30. The work value principle provides for the comparison of work performed with that
performed by other members within the classification, or other comparable classifications (ie,
relative work value). In practice, an ADF employment category under review will always be
compared with comparable benchmark categories. The purpose of this work value
comparison is to ensure that anomalies or inequities are not created across the OR
employment category framework. A work value comparison will also be carried out in order
to identify opportunities for category amalgamation or to assess the appropriateness of similar
changes being undertaken in other Services. In circumstances where a reasonable comparison
cannot be made with categories within the ADF, it is acceptable to carry out a comparison
with a similar classification in another sector of public employment,

Benchmark categories

31.  Benchmark categories provide examples of categories that have safely attained a
certain pay group. They provide the basis for comparison to enable appropriate pay group
allocation decisions to be made.

32.  The Other Ranks’ Definitional Framework contains detailed descriptions of
established benchmark categories. The work value factors provide evidence to justify pay
group placements and are used to compare categories. Work value factors may be different
for each level in the trade.
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HISTORICAL BACKGROUND

33.  The ADF Pay Structure comprises Pay Groups 1 to 7 and stems from the oniginal pay
structure developed by the Kerr/Woodward Committee of Inquiry (COI) in the early 1970s.
The COIl introduced a six level broadbanded structure in 1972, later changed by the Coldham
Committee of Reference for Defence Force Pay (COR) with the introduction of a seventh pay
level.

34,  The OR Pay Structure underwent a further fundamental review during the period
1992-95, known as the Other Ranks® Pay Structure Review (PSR’95). This time the
terminology changed from Pay Level to Pay Group and a seventh Pay Group was added to the
structure. In transitioning from Pay Levels to Pay Groups under PSR’95, the previous Pay
Levels 1 and 2 were combined and called Pay Group 1 and Pay Group 7 added to
accommodate (at that time) the RAAF Systems Technicians.

35. In the present day structure, pay groups are said to be broadly related to the general
civilian industrial structure. The benchmark category (for external comparison) remains as
Pay Group 3. The civilian industrial alignment, as developed by the Committee of Inquiry,
following PSR’95 is as shown in Table 1. This table formed the basis upon which the current
Other Ranks’ Definitional Framework was developed.

Pay Group Civilian Industrial Gradation of Skill
Group One Semi Skilled
Group Two Lower Skilled Trades and Equivalent
Group Three Skilled Trades Level and Equivalent
Group Four Higher Skill Trades Level and Equivalent
Group Five Technicians and Equivalent
Group Six Advanced Technicians and Equivalent
Group Seven Systems Technicians and Equivalent
Table 1.

QUALIFICATIONS

§
36.  Qualifications refer to both formal and informal training and/or experience relevant to
the type of work being performed. They include the need for further training "on the job", and
the requirement for additional training above the basic level. Criteria under this heading are
broken down into three sub-groups:

a.  The requirement for specified physical, psychological and educational standards
may apply to each grade but will be mandatory for an initial grading.

b.  The level of training and/or experience to a specified level under the Australian
Qualifications Framework (AQF)or a level considered by the Chief of Defence
Force (CDF) to be of an equivalent standard.

c.  Recognition of competency which is reflected in collective and individual training
by use of a competency log book or equivalent.

37.  The specified level of training and/or experience generally refers to a level of
accreditation under the AQF, which is endorsed by the Commonwealth, state and territory
ministers responsible for vocational education and training.
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38.  The attainment of a higher qualification is not, in itself, sufficient justification for
pay group movement.

SKILL GRADES

39.  The restructuring of an employment category into skill grades can be justified only
where there are distinct and identifiable differences in the duties, skills and responsibilities
proposed for each grade. Grading is generally linked to structural efficiency where the level
of training provided matches the level of work skills required at that point in the member’s
career. Progressive training and career growth is generally matched to skill grade placement.

40. A differentiation in duties, skills and responsibilities may exist in an employment
category which would justify grading the structure. However, this does not automatically
warrant allocation of a higher pay group for a higher grade. Care must be taken in not
allocating a grade in relation to change in rank alone. The appropriate point to recognise a
change in grade is when a higher level of trade slnll is actually utilised. This usually follows
qualification, rather than promotion.

DEFINITIONAL FRAMEWORK

41,  Preparation of the definitional framework is-normally the responsibility of the case
officer. The category sponsor will assist the case officer with the relevant trade information in
order to develop the correct definitional framework for each grade of the trade.

42.  Range of skills. This section identifies the range of skills and competency required at
each level. Skills may be intellectual, manual, motor, perceptual, social or interpersonal. The
nature of tasks usually requires a combination of these and usually involves the application of
cognitive and psychomotor functions, together with appropriate knowledge. Skills that are
common across most groups are included in the glossary to the Other Ranks ™ Definitional
Framework. Skills that may be related to discrete employment, such as cooks using cooking
skills, are not included.

43.  Depth of knowledge. This refers to the base of factual and theoretical material that is
accessed, manipulated and used in a cognitive way. The complexity, depth and/or breadth of
knowledge base required to be applied will generally increase with movement up through the
groups and is rated from lowest to highest by reference to limited, moderate, in depth and
substantial. Depth of knowledge may be supported by reference to the need for concentration,
theoretical concepts, and detailed knowledge of procedures, regulations or instructions.

44 Range of actions. Range of actions refers to the range of duties expected to be
performed at a particular level. Generally, the range of actions increases with each level.
However, as with skills, the range of actions required to be performed may become narrow as
the complexity of the work increases. This is particularly e\ndent in the higher pay ranges
involving technical areas.

45.  Complexity of actions. This refers to the use of knowledge in making decisions and
the degree of independent action required. The level of discretion, autonomy and freedom to
act generally increases and broadens with advancement. Other issues addressed under the
heading ‘complexity of actions’ include: -

a. the level of responsibility involved and the consequence of error;
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b. the extent to which accountability for personnel, money, machines, classified
matter, weapons or other equipment is involved;

c. the nature and extent of contact with others; and
d. the work environment.
CASE DEVELOPMENT

46,  When the ECRC has recommended that a case requires review by the DFRT, the
Assistant Director in DMSA-P will allocate a case officer for the trade. The case will be
considered at the next programming conference with the DFRT for hearing at the next
available opportunity. Programming conferences are usually held in July and November each
year. The case officer will then work with the category sponsor to progress the case to its

final form where it will be heard by the DFRT. The Defence Force Advocate (DFA) will
provide direction on the content of the case that will be presented to the DFRT in court. There
are a number of participants and several significant benchmarks which must be followed in
developing a case. This section provides a general guide to these. The approach to each case
will be different, depending on its particular requirements.

47.  Participants. The main participants in the development of the case, post ECRC, are
as follows:

Assistant Director Salaries. The Assistant Director Salaries in DMSA-P
supervises the case officer and has overall responsibility for ensuring the efficient
and effective management and development of the case for hearing by the DFRT.

Case Officer. The case officer advises and assists the category sponsor in
bringing forward the final submission. The case officer, with the assistance of the
category sponsor, will coordinate the compilation of the relevant documentation
(e.g. Course data, trade structure diagrams and affidavits) that will form the basis
of a court book. The court book will be the legal evidence in seeking changes in
pay group placement. The case officer has the responsibility for overall
development of the case to be heard by the DFRT.

Category Sponsor. The category sponsor is responsible for providing the relevant
information, evidence and resources in support of the case, including the travel and
allowances for witnesses and access to equipment and venues.

Agssistant Defence Force Advocate (ADFA), The ADFA is a Service legal
officer whose role is to provide legal support and guidance in the preparation of
the case and to assist the DFA. In the early stapes of the case, the ADFA works
with the case officer to ensure that the case is presented in a way that best
advocates the case for the ADF and that it is consistent with guidance received
from the DFA. The ADFA works with the case officer throughout the case and is
involved in the selection of witnesses and preparation of witness statements, and
identifying the evidence required in support of the ADF submission.

Defence Force Advocate (DFA). The DFA is a statutory appointment made by
the Minister for Defence. The DFA is an industrial relations specialist and is
responsible for representing the CDF in all matters before the DFRT.
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Defence Force Remuneration Tribunal (DFRT). The DFRT’s statutory role is
“...to inquire into and determine the salaries and relevant allowances to be
paid...” to ADF members and to deal with such other prescribed matters as may
be referred. The DFRT determines salaries on sound industrial principles,
including the assessed work value of employment in the ADF.

Department of Empioyment and Workplace Relations (DEWRY). For
industrial relations purposes, DEWR fulfils the employer role in relation to
matters conceming ADF remuneration and some aspects of conditions of service.
Representing the Commonwealth, DEWR oversees all public sector pay structures
" to ensure that efficiency and the industrial objectives of Government are being

achieved. This means that they fill the role of the opposing party at the hearing
and, in doing so, DEWR has the responsibility for ensuring that the ADF case
follows industrial principles and that the case has sufficient merit. It is the ADF’s
preferred option that all matters proceeding to the DFRT for consideration do so

‘ | as ‘agreed matters’. The ADF negotiates with DEWR prior to the hearing to
attenpt to progress as an agreed case. If the case can be agreed, DEWR will not
oppose the ADF’s submission at the hearing. Should this not be possible,
progressive consultation and negotiations with the parties wiil lead to a clear
definition of the areas of disagreement. If the case is not agreed, additional
evidence may be required, and witnesses may be cross-examined. Whether or not
the case is agreed, it is ultimately up to the DFRT to make a determination, based
on the evidence before it.

DEWR may employ a number of mechanisms in order to fulfil its role:

4. DEWR may recominend to the ADF that certain categories should be
reviewed; and :

b. DEWR may choose to participate in cases brought before the DFRT, either
supporting or opposing the ADF position.

. PROGRESSING THE CASE

48.  Familiarisation visit. The case officer will need to see the trade in operation and to
verify the information provided, scope possibilities for inspection etc. This is the opportunity
to select witnesses for the inspection. Witnesses for each grade within the trade will be
selected to explain their role to the DFRT, DEWR and other members on the official
inspection of the trade. The inspection is critical if the case is to be successful.

49.  Concurrent Activity. The sponsor, advised by the case officer, will be required to
obtain all supporting documentation that will support the case. This will include civil
accreditation, course data sheets, and ADF- and Services-initiated doctrine.

50.  Inspections. There will usually be a requirement to conduct "on site” inspections as
part of a case for pay group change or category restructuring. Inspections are intended to
allow the DFRT and other parties to gain additional information that may not be available
from submissions made by the ADF, DEWR or other parties appearing before it. Inspections
should be structured in a way that allows the DFRT to gain an appreciation of the work and
work value of the category under review, and should particularly address those factors which
are the basis of the case. Most inspections will require one week of rehearsals, including all
unit personnel involved in the inspection, prior to the visit actually occurring. Inspections are
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disruptive to unit activity and are expensive to conduct. Consequently they need to be

carefully planned. A pre-inspection written and verbal brief should be provided to the DFRT
and DEWR prior to the inspection. A copy of the written brief should also be sent to ArFFA,
RSL and the Service and sponsors.

51.

case such as:

52,
witness statement as paJ"(

Courtbook. The Courtbook is the document that is submitted to the DFRT as
evidence. The Courtbook contains evidence and information concerning the basis of the ADF

Propositions

Industrial History

Rationale for Change
Description of trade by grade
Definitional Frameworks
Training documentation
Witness statements
Inspection report

Transition plan
Implementation plan

Cost of the restructure

Witness statements or affidavits. Selected personnel will be required to submit a

of the courtbook and to (possibly) give evidence before the DFRT.

Verbal evidence given on oath or affirmation will carry a great deal of weight, as it will
convince the DFRT of the menits of the case. Sponsors should note that they will be
responsible for bearing the cost of travel and subsistence for witnesses brought before

hearings, conferences etc, should they be required.

53.

A hearing before the DFRT may take a number of forms:

a.

DFRT HEARING

For agreed cases, both parties may present verbal and documentary evidence
supporting the claim. Witnesses may be introduced to assist the DFRT in
understanding the matter under consideration. While it is an agreed case, the
DFRT will usually require an inspection in order to fully understand the

submission and to satisfy itself that the claim is valid.

A case that is not agreed requires argument and evidentiary material to support
the work value aspects of the case and to counter evidence produced by the
opposing party. The case will generally be viewed more critically by the DFRT
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and will invariably involve an inspection. The DFRT may call a conference of
the parties in order to identify points of difference and to provide guidance
leading towards resolution.

DETERMINATION

54, A draft determination will form part of the courtbook. The determination incorporates
such information as the name and grade of the trade by each pay group, a date of effect and
the signature blocks for each member of the DFRT. Following the court hearing, the DFRT
will sign this determination. It then becomes the legat basis for paying ADF members. By
law then each grade of the trade mentioned in this determination must be paid the appropriate
pay groups mentioned. '

55.  The signed determination is sent to the Directorate of Conditions Information and
Policy Services and be incorporated into the Pay and Conditions Manual (PACMAN). Copies
of the determination will be given to Defence Force Pay Accounting Centre (DEFPAC) and
interested parties. DEFPAC will then adjust the salary rate for the relevant personnel, as
advised by the category sponsor.
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ANNEX A
EMPLOYMENT CATEGORY REVIEW COMMITTEE
CHARTER
Role
1.  The Employment Category Review Committee {(ECRC) is the principal advisory
cominittee to the ADF on matters relating to the remuneration of employment categories. It
advises and makes recommendations as to whether personnel employed within employment
categories receive a level of remuneration appropriate to work value, and whether they require
review by the Defence Force Remuneration Tribunal (DFRT).
Authority
2.  The ECRC is convened under the authority of the Director, Military Salaries and
Allowances ~ Policy (DMSA-P) in order to provide a formal means by which the Services
may be made aware of, contribute to and influence issues relating to the remuneration of ADF
personnel.
Members
3.  The membership shall comprise the following;

a. Permanent members.

(1)  Chair, Secretary and other members, as appropriate, representing and
endorsed by DMSA-P;

(2) representatives of DGNPT, DGPERS-A and DGPERS-AF at a minimum
equivalent level of Major or APS6; and

$
(3) arepresentative of Workforce Planning, Recruitment and Retention

(DGWPRR) appropriate to the Service(s) of the employment category(s)
under consideration at each meeting.

b. Invited members. Relevant sponsors of the employment categories under the
consideration of the committee are usually invited to attend by their Service

representative.

c.  Observers. Otherinterested parties may attend, subject to the limitations of the
venue.,

Tasks
4.  The ECRC has the following tasks:

a. recommend whether Service proposed changes to levels of remuneration within one or
more employment categories are justified;
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b. recommend whether Service endorsed changes to employment category structures are
consistent with levels of remuneration awarded to the category by the current DFRT
determination(s) applying to the category;

c. provide final and formal ADF consideration of proposed changes to employment
category structures, prior to referral to the DFRT;

d. where justification exists, refer employment categories to the DFRT to determine
appropriate levels of remuneration for the category; and

e provide a means to inform the Services of the category related issues of the other
Services, facilitating the development of a common approach where possible and
appropriate.

Principles

5. Each Service has the authority to determine, approve and manage their employment
category and training structures.

6.  The sole authority to approve remuneration, based on Service approved employment
category structures, rests with the DFRT,

7. The ECRC may make recommendations as to whether the remuneration of employment
category structures require review by the DFRT.

8.  Permanent Service members attend meetings as representatives of their Service. DPE
members attend meeting as representatives of their organisations within DPE.

9. The ECRC will only consider employment categories that have been nominated by their
parent Service, or have been identified by the DFRT for review.

10. Specific to Service items heard by the Committee must have been considered by, and
achieved the support of their relevant Service prior to the meeting. The expectation is that
- proposals are both justified and suited to Service needs.

11. The recommendations of the Committee will be made by the Chair on the basis of the
majority view of the permanent members, with dissenting views reflected in the minutes.

Recommendations

12. Afier its consideration of a matter, the committee will make one or more of the
following recommendations:

a.  That the matter requires review by DFRT as the employment category is not
recelving an appropriate level of remuneration or is inconsistent with the last
formal review or determination by the DFRT. Such a recommendation will
initiate a review of the category by the DFRT at the first available opportunity.

b.  That there exists no requirement for review by the DFRT as;

(1) The employmeni category is receiving an appropriate level of remuneration.
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(2) The employment category structure is consistent with the last formal review
or determination of the DFRT, and there has been no work value change.

c. Norecommendation. Such a recommendation would be due to;

(1) Insufficient information provided in the submission. Such a
recommendation may entail a future re-submission to the ECRC with
additional information.

(2) The matter under consideration is inappropriate for Committee
recommendation.

Business rules

13. Scheduled ECRC meetings. Meetings will be scheduled consistent with demand.
Normally meetings will occur on a fortnightly basis. A schedule of meetings, indicating
categories to be considered for referral to DFRT, will be promulgated as a result of the advice
and priorities given by the Services. The schedule wall be promulgated biannually and
amended as necessary. ‘ '

14. Scheduling of category matters seeking ECRC recommendation. The ECRC
Secretary will contact the Services in November to request advice of matters to be scheduled
before the ECRC in the following year. Additional matters may be scheduled four weeks
prior to the intended meeting. When necessary, due to urgency or the existence of a large
number of such matters, attempts will be made to accommodate cases at the first available
opportunity and additional Committee meetings may also be scheduled.

15. Programming category matters for review by the DFRT. DFRT Programming
Conferences are held in February, July and December. These conferences confirm the next 12
months of DFRT hearings. A matter will not normally be scheduled with the DFRT unless
ECRC recornmendation has been obtained a minimum of one month before the Programming
Conference.

\
16. Scheduling of general business matters. Matters should be listed for general business
one week prior to a scheduled meeting. Shorter timeframes may be acceptable, depending on
the urgency of the matter.

17. Agenda. A meeting agenda will be circulated to permanent members three days prior to
the scheduled meeting.

18. Format of submissions. Written submissions should be produced with a view that their
ultimate purpose lies beyond their consideration by the ECRC. The ECRC submission is a
formal, Service endorsed statement of the case that will form the core of the evidence to be
presented to the DFRT in reports, heanngs and inspections. Specific requirements are
indicated below:

a.  Submissions seeking recommendation that the matter requires DFRT
consideration. Where practicable, the ECRC submission should conform to the
requirements of a DFRT court book. Further Guidance will be promulgated
separately by DMSA-P.
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b. Submissions seeking recommendation that the matter does not require DFRT
consideration. Submissions seeking ECRC recommendation need only provide
sufficient information for the Committee to be able to properly consider the -
matter. At a minimum, this should include diagrams of the previous DFRT
endorsed and current employment category structure; accompanied by a written
comparison sufficient to justify that the two structures are equivalent in work
value. Further Guidance will be promulgated separately by DMSA-P.

19. Presentations. The initiating Committee member is responsible for arranging for the
delivery of any presentations on matters to be heard by the Committee.

20. Reporting ECRC recommendations to the DFRT. DMSA-P will inform the DFRT
biannually of the substance of matters where the ECRC has recommended that there is no
requirement for review by the DFRT. The DFRT may further test any ECRC
recommendation it deems necessary.

21. ECRC minutes. Minutes of each meeting require the endorsement of DMSA-P before
promulgation. Once endorsed, minutes will be cleared by the Committee at the next meeting
and promulgated to addressees. '
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EXAMPLE OF THE FORMAT FOR A TYPICAL ECRC (NON-DFRT)
SUBMISSIONS THAT ARE SEEKING RECOMMENDATION THAT DO NOT
REQUIRE DFRT CONSIDERATION OF THE TRADE

Purpose/Recommendation

1. For audit submissions the recommendation sought from the ECRC will usually be a
recommendation that the matter does not require review by the DFRT. The ECRC Charter
provides more information on possible recommendations.

Changes / Industrial Background

2. Incorporate what evidence was presented in last case to the DFRT and any changes
that were presented to the ECRC (Prior non-DFRT submissions). What did the trade do last
time it was reviewed and what does the trade do now. Changes to the structure should be
discussed individually, with separate sub-headings for each change, and should discuss in
detail what the changes involve. For example, changes to training should include a
comparison between the requirements, content and duration of the old and new courses, and
any effect on the nature of work value on completion.

3. Discussion should include justification that there is no change in work value that
would require review by the DFRT, with reference to previous cases and relevant
determinations.

Diagrams

4, Provide a copy of the old (previous) wire diagram (annex D) from reasons for decision
{or courtbook if not in reasons) of the previous case.

5. Provide a copy of the new (proposed) structure wire diagram (annex E) highlighting all
changes. \ '

Conclusion

6.  Statement reinforcing the content of the submission.
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ANNEX C

EXAMPLE OF THE FORMAT FOR A TYPICAL ECRC (DFRT) SUBMISSION
SEEKING RECOMMENDATION THAT THE TRADE REQUIRES REVIEW BY
THE DFRT ,

For matters where structural change or pay group placement is being sought, it is important
that an operationally sound structure and a sustainable career progression are provided that
meets the role and responsibilities of the Service. The following are the essential minimum
factors that are required to be considered by the employment category sponsor:

Introduction

1 Provide an outline of what the submission is secking to achieve.

Industrial background

2. This will include when the trade was last reviewed (this will include details of the last
non-DFRT and DFRT submission) and details of how the trade has evolved to its current
state. The ECRC Secretary can provide dates and details of earlier reviews, as well as copies
of old courtbooks and decisions.

Changes

3. Outline the changes in nature of work and provide a comparison between the current
(old) work and the propased (new) work. This section should provide a detailed description
of the roles and responsibilities for each grade, as well and the training, skills and
qualifications. This comparison is often best presented in table format.

4, Wire diagrams of the old structure and the new structure should be included as
annexes to the submission. They must include career progression, trade courses undertaken,
course timings in weeks and pay group placement. Examples are shown at annexes D and E
of this guide. \

Reserves personnel
5. Sponsor is to provide advice if Reserves are employed in the trade. If so, do they do
the same training as a full time member? If not, then a separate wire diagram showing the
different training and pay placement is required. Modularsed training is a method that Army
employs for some of their Reserve trades.
Rationale for change
6. This section should provide justification for the changes from an ADF or relevant
Service perspective. For example, legislative change that has led to a change in roles or
responsibilities or technology change. Areas that could be considered under separate headings
could include:

a. expansion of roles or responsibilities,

b. changes in bapability requirements,
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c. increased complexity and range of equipment, and
d. subseguent increases in training.
Personnel

7. Provide numbers of personnel by rank and grade within the structure and what effect
this may have on the trade.

Financial resource implications

8. The submission should include an indication of the estimated cost and an indication of
financial support by the Service. :

Service clearance

9. Service clearance is required as detailed in paragraphs 9 and 10 of the ECRC Charter
(Annex A) to this document.

Conclusidn

10. Stiatement reinforcing the content of the submission.

Defence FOI 0064/26/27
Document 2




Defence FOI 0064/26/27
Document 2

Defence FOI 0064/26/27
Document 2



Defence FOI 0064/26/27
Document 2

Defence FOI 0064/26/27
Document 2



Defence FOI 0064/26/27

00043

ANNEX F
. EXTRACT FROM PRINCIPLE 6 - WORK VALUE CHANGES
Work Value Changes

(a) Changes in work value may arise from changes in the nature of the work, skill and
responsibility required or the conditions under which work is performed. Changes in work
by themselves may not lead to a change in wage rates. The strict test for an alteration in
wage rates is that the change in the nature of the work should constitute such a significant
net addition to work requirements as to warrant the creation of a new classification or
upgrading to a higher classification.

In addition to meeting this test a party making a work value application will need to justify
any change to wage relativities that might result not only within the relevant internal
award structure but also against external classifications to which that structure is related.
There must be no likelihood of wage leapfrogging arising out of changes in relative
position. .

These are the only circumstances in which rates may be altered on the ground of work
value and the altered rates may be applied only to employees whose work has changed in
accordance with this Principle.

(b) In applying the Work Value Changes Principle, the Commission will have regard to
the need for any alterations to wage relativities between awards to be based on skill,
responsibility and the conditions under which work is performed (s.88B(3)(a)).

(c) Where new or changed work justifying a higher rate is performed only from time to
time by persons covered by a particular classification, or where it is performed only by
some of the persons covered by the classification, such new or changed work should be
compensated by a special allowance which is payable only when the new or changed work
is performed by a particular employee and not by increasing the rate for the classification
as a whole. .
. (d) Care should be exercised to ensure that changes which were or should have been taken
- into account in any previous work value adjustments or in a structural efficiency exercise
are not included in any work evaluation under this Principle.

(e) Where the tests specified in (a) are met, an assessment will have to be made as to how
that alteration should be measured in monetary terms. Such assessment will normally be
based on the previous work requirements, the wage previously fixed for the work and the
nature and extent of the change in work.

(f) The expression "the conditions under which the work is performed” relates to the
environment in which the work is done. ‘

(g) The Commission will guard against contrived classifications and over-classification of
jobs.

(h) Any changes in the nature of the work, skill and responsibility. required or the
. conditions under which the work is performed, taken into account in assessing an increase
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under any other principle of this Statement of Principles, will not be taken into account

under this Principle.
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Preface

1. This document is issued under my authonty in order to provide guidance to the
Services and Trade Sponsors in preparing Other Ranks’ pay placement submissions or
justifications to the Defence Force Remuneration Tribunal. This should be read in
conjunction with the Other Ranks'’ Definitional Framework.
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2, The conlact officer for any enquiries is the Employment Category Review Commitiee

Secretary ons47E(d)

s47F :
Acting Director of Military Salaries and Allowances — Policy
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1. The aim of this guide is to assist Service personnel who manage Other Ranks’ (OR)
employment categories (category sponsor) in the preparation of effective pay group review
submissions.

STRUCTURE

2, The guide provides necessary background information concerning the industrial
principles which the Australian Defence Force (ADF) must satisfy in order to successfully
conduct a review of a category's pay group placement and it explains the processes involved in
reviewing a category.

3 The Other Ranks’ Definitional Framework alse plays an important role in the
management of the pay structure. This guide complements the Orher Ranks ' Definitional
Framework and provides s simplified cbecklist for the preparation of submissions and cases.

ADF OTHER RANKS’ PAY SYSTEM

4, The ADF Other Ranks’ (OR) pay group system is a complex structure involtving over
200 separaie jobs distributed across seven pay groups. Within the structure, the duties, skills
and regponsibilities of any job (employment category) de not remain static. Cbange occurs,
for example, as a result of the introduction of new procedures, training requirements,
redistribution of duties, restructuring, or changes in technology.

5. Change in the nature of work often generates a perception that an increase in pay level
is warranted. Often this is the case, however, in many instances, the natre of the change is
such that it does not satisfy the criteria wbich justify pay group movement

6. Two puiding principles govern the placement of OR employment categories within the
pay structure. The first is "work value" which means that all ADF personnel should be paid at
a rate which is justified by the skill, responsibility and working environment associated with
the job. The second principle is "equity" which, in the ADF, means that categories of same or
similar work value receive the same levei of pay.

1. Employment category placement is decided by the Defence Force Remuneration
Tribunal (DFRT) using the concept of work velue agginst the Other Ranks’ Definitional
Framework. The Other Ranks’ Definitional Framework recognises that the range of skills
required to determine a pay group will depend on a range of factors (qualifications, range of
skills, depth of knowledge, range of actions and complexity of actions) which will be
explained later in the guide, ™

REVIEW OF PAY GROiI'JP PLACEMENT
g Review of the placement of an employment category can be initiated by the sponsoring
Service, the Department of Employment and Workpl.ace Relations (DEWR) or the DFRT. A
category will be reviewed when:

a. the DFRT determines that a revié.w should he conducted;

b. a new calegory is created;
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c. an existing category has undergone significant change or has been
amalgamated with another category;

d. the calegory sponsor, in conjunction with the Service, considers that
oppormunities exist to rationalise the category or believe that the category may
be incorrectly placed; or

e. an anomaly or inequity is believed to exist in relation to other categories within
the Service or similar categories it the other Services.

THE REVIEW PROCESS

9. If the Trade Sponscr considers that the trade has undergone significant change since it
was last reviewed by the DFRT or equivalent, the first point of contact is the relevant Service
industrial area (i.e, DGNFPT, DGPERS-A or DGPERS-AF).

10.  Once the requirement for a review is identified by the sponsor and support from the
relevant Service is obtained, they prepare a submission to the Employment Catepory Review
Committee (ECRC) (see below and annexes B and C) which reflects the endorsed proposal,
Each Service has different requirements, which can be advised by the area concerned to the
Service representative who will incorporate it into the submission.

ROLE OF THE EMPLOYMENT CATEGORY REVIEW COMMITTEE (ECRC)

11,  The ECRC is the principal advisory committee to the ADF on matters relating to the
remuneration of employment categories. It advises and makes recommendations as to
whether personnel employed within employment categories receive a level of remuneration
that ia consistent with their required levels of skill. A matter will not normally be scheduled
with the DFRT unless ECRC recommendation bas been obtained a minimum of one month
before a scheduled DFRT Programming Conference. The ECRC convenes on a fortnightly
basis and comprises representatives from the three Services and the Director of Military
Salary and Allowances — Policy staff. Further information on the ECRC is detailed in the
ECRC Charter ai annex A.

12.  Once the submission gains the approval of the parent Service, the Service will bring
the submission forward for ECRC consideration. Normally this will entail the sponsor
presenting the submission in the presence of the parent Service representative. The ECRC
undertakes an initial assessment.of the case based on the presented submission, in order to
assess the merits of pursuing the matter further. The ECRC can make a number of
recommendations. It can recommend
a. the changes do not requut DFRT conmderanon, which means that the Service can
implement the changes with no requuementito present the case to the DFRT;
b. the matter requires considertion by the DERT, which means the case follows the
process outlined at Paragraph 49 of this guide; or
¢. no recommendation if the submission does not contain sufficient information

N
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ROLE OF DFRT

13,  The DFRT’s statutory rofe is “...to inqui:m into and determine the salaries and relevant
allowances to be paid_..” to ADF members and to deal with such other prescribed maiters as
may be referred.

14.  The DFRT determines salaries on sound industrial principles, inciuding the assessed
work value of employment in the ADF.

FORMAT OF SUBMISSIONS TO THE ECRC

15.  Sponsors preparing submissions to the ECRC should be aware that not all factors
contained in the guide will be relevant to their submission. Nor will the format suit all cases,
Submission preparation should be coordinated with the relevant Service industrial area.

Emphasis

16.  Submissions will require different information, depending on the purpose of the

submission. For example, a submission seeking a pay group allocation for a new or 2Lz
amalgamated category will require preater emphasis to be placed on the overall role and

detailed duties of the job. A submission seeking a different pay group allocation for an

existing category should emphasise what has changed since the last review.

Who and what is assessed

17.  When preparing & submission, the work value assessment should be conducted in
relation to a fully qualified member working at & minimum standard of professional
competence that would be acceptable for each grade within the employment category. This
normally means reviewing personnel at the minimum rank Yevel for each grade of the category
under review. Minimum rank levels need not be Private Equivalent (PTE(E)), as a number of
grades within categories have minimum ranks above PTE(E). '

Highest duty regularly performed

18. When preparing a submission, the duties that go to make up a category's employment
should be rated using the work value characteristics detailed at paragraph 23. Ag a general
rule, duties should be identified ag a grouping of activities that make up a task, rather than as a
range of minor manipulative, clerical or mental functions.

19.  Because of the spread of duties that make up the work conducted by any employment
category, industrial tribunals have usually adopted the principle of "the highest duty regularly
performed” as the primary basis of assessment. Selection of the duty which constitutes the
highest duty regularly performed fequires the exercise of judgement in which the "highest
duty" aspect is balanced against the regularity of performance In choosing the dury (or
duties) which constitute the hlghcst duty, both aspects must be considered. For example, a

duty which is clearly the most demanding within an employment category would normally not
be selected if it is rarely performed. Similarly, a routinely performed duty which requires the
exercise of minimal skill or responsibility would not be appropriate.

20.  As a general puide, a duty which does not require performance in the course of a
normal working day would generally not meet the “regulariy performed™ criterion.
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21.  While the "highest duty regulasly performed” will remain the primary principle, some
employment categories may require the exercise of many duties demanding skills of a high
order. This may be 1aken into account by the DFRT when assessing the appropriate placement
of a category. As a number of ADF employment categories demand a wide range of skills, it
is important that the whole job is assessed against the work value factors. Payment of the
higher classification is based on the exercise of the skills identified not the gaining of the
qualification,

WORK VALUE PRINCIPLE

22.  The Australian industrial relations system involves the Australian Industrial Relations
Commission (AIRC) establishing principles (wage fixing principles) which govern all matters
affecting movements in pay and pay-related ailowances. Although the Defence Act 1903

requires that the DFRT "have regard to" relevant decisions and principles of the AIRC, the

DFRT is not bound by thoge principles and may interpret how the principles are to apply in

relation to ADF matters such as to accommodate the unique circumstances of ADF

employment. Generally, however, the DFRT applies the work value principle as intended

and any movement in pay or allowances is required to conform with the requirements of that
principle, EREI

23, The work value principle is the guiding doctrine which must be satisfied in order to
successfully mount a case for movement of an employment category within tbe structure.
Work value is essentially the wage-fixing concept of determining the monetary worth of
particular work by reference to its namre, the level of skill and responsibility required, or the
conditons under which it is performed.

24.  This principle (and others) may be modified by the AIRC at any time and will be
contained in a ‘Statement of Principles’. The current Statement of Principles was issued as a
consequence of the Safety Net Award Decision of 2004, An extract from principle aumber 6
{work value changes) is at annex F.

25.  Access to a particular pay group is based upon & whole of job definition, rather than a
trade or technical qualifications alone. The Otker Ranks Definitional Framework is based on
thiz understanding and has been developed to include the individual military, rank and job
skills required for each level.

26. The seven "broadbanded” skill-based pay groups in the Other Ranks ADF framework
accommaodate a larpe number of skills within each particular level. In order to move from one
level to another, the work valué change that has occurred must not only constitute a significant
net addition to the work requirements but must significantly alter the work. A minor change
in work value that does not warthnt a move to a different pay level may be taken into account
in evaluating a category within it presently assigned level.

: ot

27.  The work value principle in Felation states (in part) that:

8. Changes in the nature of the wofk should constitute such a significant net
additdon/reduction to work réquirements as to warrant pay group
increase/decrease. -,

b. Where there are significant changes in work value, an assessment will have to

be made as to how that alteration should be measured in monetary terms. Such
asgessment will normelly be based on the previous work requirements, the
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wage previously fixed for the work and the nature and extent of the change in

work,

C. Changes in work value are to be measured from the date a category was
previocusly reviewed by the DFRT, Committee of Reference (COR) or
Committee of Inguiry (COI).

d Care should be exercised not to include changes that were included in previous

cases in order to justify a pay group increase.

E. Where new or changed work justifying a higher rate is performed only from
time to time by persons covered by a particular classification, a special
allowance may be payable in lieu of an increase in pay group.

f Advances in technology do not necessarily indicate changes in work value.

Addidonal work value considerations

28.  Changes to the manner in which work ig carried out or the equipment and processes Foe
used must be examined closely to determine whether they constitute work value change. For
example, the introduction of new equipment may call for more responsibility but, at the same

time, may reduce the level of skill required so on balance there is no work value increase.

29, Ifthe change creates suhstantial skill increases or the requirement to accept
substantially greater responsibility, work value may be affected. However it must be borne in
mind that perscnnel employed in all categories are required to keep their skills abreast of
developmnents relevant to their trade, Accordingly, evelutionary changes do not normally
constitute a work value increase.

Comparative Work Value

30.  The work value principle provides for the comparison of work performed with that
performed by other members within the classification, or other comparable classifications (ie,
relative work value). In practice, an ADF employment category under review will always be
compared with comparable benchmark categories. The purpese of this work value
comparison is 10 ensure that anomalies or inequities are not created across the OR
employment category framnework. A work value comparison will also be carried out in order
to identify opportunities for category amalgamation or to assess the appropriateness of similar
changes being undertaken in other Services. In circumstances where a reasonable companson
cannot be made with categories.within the ADF, it is acceptable to carry out a comparigon
with a similar classification in anpther sector of public employment.
. y
Benchmark categories i M
31.  Benchmark categories prowde cxamples of categories that have safely attained a
certain pay group. They provide the basis for cmnpanson 1o enable appropriate pay group
allocation decisions to be made.
32.  The Qther Ranks’ Definitional Framewgi'rk contains detailed descriptions of
established benchmark categories. The work value factors provide evidence to justify pay
group placements and are used to compare categories. Work value factors may be different
for each level in the trade.
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HISTORICAL BACKGROUND

33.  The ADF Pay Structure comprises Pay Groups 1 10 7 and stems from the original pay
structure developed by the Kerr/Woodward Committee of Inquiry (COI) in the early 1970s.
The COl introduced a six level broadbanded structure in 1972, later changed by the Coldham
Committee of Reference for Defence Force Pay (COR) with the introduction of a seventh pay
level.

34, The OR Pay Structure underwent a further fundamental review during the period
1992-95, known as the Other Ranks’ Pay Structure Review (PSR’95). This time the
terminology changed from Pay Level 1o Pay Group and a seventh Pay Group was added o the
structure, In transitioning from Pay Levels to Pay Groups under PSR’935, the previous Pay
Levels 1 and 2 were comhined and called Pay Group 1 and Pay Group 7 added to
accommodate (at that ime) the RAAF Systems Technicians,

s22
35.  Inthe present day structure, pay groups, are said to be broadly related to the general | .-
civilian industria] structure. The benchmerk category (for external comparison) remains as
Pay Group 3. The civilian industrial alignment, as developed by the Committee of Inquiry,
following PSR’9S js as shown in Table 1. This table formexd the basis upon which the cumrent =
Other Ranks’ Definitional Framework was developed.

Pay Group Civilian Industrial Gradadon of Skill
Group One Semi Skilled
Group Two ‘Lower Skilled Trades and Equivalent
Group Three Skilled Trades Level and Equivalent
Group Four Higher Skill Trades Level and Equivalent
Group Five Technicians and Equivalent
Group Six Advanced Technicians and Equivalent
Group Seven Systems Technicians and Equivalent
Table 1.

QUALIFICATIONS

36.  Qualifications refer (o both formal and informal training and/or experience relevant w
the type of work being performexd. They mclode the need for further training "on the job”, and
the requirement for additional training above the basic level. Criteria under this heading are
broken down into three sub-groups:

a,  The requircment fo"'r'spcciﬁed physical, psychological and educational standards
may apply 10 each grade but will be mandatory for an initial grading.

b.  The level of training and/or experience to a specified level under the Australian
Qualifications Framewcrk {AQF)or a 1e0el considered by the Cbief of Defence
Force (CDF) to be of an’ equwa].ent standard.

c.  Recognition of compesency which is reflected in collective and individual training
by use of a competency log book br equivalent.

37.  The spexified level of training and/or experience generally refers to a level of
accreditation under the AQF, which is endorsed by the Commonwealth, gtate and territory
ministers responsible for vocational education and training.
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38.  The attainment of a higher qualification is not, in itself, sufficient justification for
pay group movement,

SKILL GRADES

39.  The restructuring of an employment category into skill grades can be justified only
where there are distinct and identifiable differences in the duties, skills and responsibilities
proposed for each grede. Grading is generally linked to structural efficiency where the level
of training provided matches the level of work skills required at that point in the member’s
career. Progressive training and career growth is generally matcbed to skill grade placement.

40. A differcntiation in duties, skills and responsibilities may exist in an employment
category which would justify grading the structure. However, this does not automatically
warrant allocation of a higher pay group for a higher grade. Care must be taken in not
allocating a grade In relation to change in rank alone. The appropriate point to recognise a
change in grade is when a higher level of trade skill is actually utilised. This usually follows
qualification, rather than promotion.

DEFINITIONAL FRAMEWORK R

41.  Preparation of the definitional framework is normally the responsibility of the case
officer. The category sponsor will assist the case officer with the relevant trade information in
order to develop the comrect definitional framework for each grade of the trade.

42.  Range of skills. This section identifies the range of skills and competency required at
each level. Skills may be intellectual, manual, motor, perceptual, social or interpersonal. The
nature of tasks usually requires a combination of these and usually involves the application of
cognitive and psychomotor functions, together with appropriate knowledge. Skills that are
common across most groups are included in the glossary to the Other Ranks ' Definitional
Framework. Skills that may be related to discrete employment, such as cooks using cooking
skills, are not included.

43.  Depth of knowledge. This refers to the base of factual and theoretical material that is
accessed, manipulated and used in a cognitive way. The complexity, depth and/or breadth of
knowiedge base required to be applied will generally increase with movement up through the
groups and is rated from lowest to highest by reference to limited, moderate, in depth and
substantial. Depth of knowledge may be supported by reference to the need for concentration,
theoretical concepts, and detailed knowledge of procedures, regulations or instructions,

44,  Range of actions. Range of actions refers to the range of duties expected to be
performed at a particular level. Generally, the range of actions increases with each level.
However, as with skills, the rangé_ of actions require;d to be performed may become narrow as
the complexity of the work increases. This is particularly evident in the higher pay ranges
involving technical areas. ' e

45,  Complexity of actions. This refers to the use of knowledge in making decisions and
the degree of independent action required. The level of discretion, autonomy and freedom to
act generally increases and broadens with advancement. Other issues addressed under the
heading ‘complexity of actions’ include: '

Fl

a. the level of responsibility involved and the consequence of error;
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b. the extent to which accountability for personnel, money, machines, classified
matter, weapons or other equipment is involved,

c. the nature and extent of contact with others; and
d. the work environment.
CASE DEVELOPMENT

46, When the ECRC has recommended that a case requires review by the DFRT, the

Assistant Director in DMSA-P will allocate a case officer for the trade. The case will he

considered at the next programming conference with the DFRT for hearing at the next

available opportunity. Programming conferences are usually held in July and November each

year. The case officer will then work with the category sponsor to progress the case to its

final form where it will be heard by the DFRT. The Defence Force Advocate (DFA) will

provide direction on the content of the case that will be presented to the DFRT in court. There

are a pumber of participants and several significant benchmarks which must be followed in
developing a case. This section provides a general guide to these. The approach to each case

will be different, depending on its particuler requirements. g

47.  Participants. The main participants in the development of the case, post ECRC, are
as follows:;

Assistant Director Salaries. The Assistant Director Salaries in DMSA-P
supervises the case officer and has overall responsibility for ensuring the efficient
and effective management and development of the case for hearing by the DFRT.

Case Officer. The case officer advises and assists the category sponsor in
bringing forward the final submission. The case officer, with the assistance of the
category spansor, will coordinate the compilation of the relevant documentation
(e.g. Course data, trade strucrure diagrams and affidavits) that will form the basis
of a court book. The court book will be the legal evidence in seeking changes in
pay group placement. The case officer has the responsiblity for overall
development of the case o be heard by the DFRT.

Category Sponsor. The category sponsor is responsible for providing the relevant
information, evidence and resources in support of Lhe case, including the travel and
allowances for witnggses and access to equipment and venues.

Assistant Defence Force Advocate (ADFA). The ADFA is a Service legal
officer whose role is o provide legal support and guidance in the preparation of
the case and to assist the DFA. In the early stages of the case, the ADFA works
with the case officer td ensure that the ¢hse is presented in a way that best
advacates the case for the ADF and that it is consistent with guidance recejved
from the DFA. The ADFA works with the case officer throughout the case and is
involved in the selection of witnesses and preparation of witness statements, and
identifying the evidence required in support of the ADF submission.

Defence Force Advocate (DFA). The DFA is a statutory appointment made by
the Minister for Defence, The DFA is an industrial relations specialist and is
responsible for representing the CDF in all matters before the DFRT.
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Defence Force Remuneration Tribunal {DFRT). The DFRT’s statutory role is
“...to inquire into and determine the salarieg and relevant allowances to be
paid...” to ADF members and to deal with such other prescribed matters as may
be referred. The DFRT determines salaries on sound industrial principles,
including the assessed work value of employment in the ADF.

Department of Employment and Workplace Relations (DEWR). For
indusirial relations purposes, DEWR fulfils the employer role in relation o
matters concerning ADF remuneration and some aspects of conditions of service.
Representing the Commonwealth, DEWR oversees all public sector pay structures
to ensure that efficiency and the industrial objectives of Government are being
achieved. This means that they fill the role of the opposing party at the hearing
and, in doing so, DEWR has the responsibility for ensuring that the ADF case
follows industrial principles and that the case has sufficient menrt. It is the ADF’s
preferred option that all matters proceeding to the DFRT for consideration do so
as ‘apreed martters’. The ADF negotiales with DEWR prior to the hearing to
attemnpt to progress as an agreed case, If the case can be agreed, DEWR will not
oppose the ADF’s submission at the hearing. Should this not be possible,
progressive consultation and negotiations with the parties will lend to a clear g
definition of the areas of disagreement. If the case is not agreed, additional
evidence may be required, and witnesses may be cross-examined. Whether or not
the case is agreed, it is ultimately up to the DFRT to make a determination, based
on the evidence before it.

DEWR may employ a number of mechanisms in order to fulfil itz role:

a. DEWR may recommend to the ADF that certain categories should be
reviewed; and

b.  DEWR may choose to participate in cases brought before the DFRT, either
supporting or opposing the ADF position.

PROGRESSING THE CASE

48 Familiarisation visit. The case officer will need to see the trade in operation and to
verify the information provided, scope possibilities for inspection etc. This is the opportunity
1o select witnesses for the inspection. Witnesses for each prade within the trade wiil be
selected to explain their role to:the DFRT, DEWR and other members on the official
inspection of the trade. The mspectmn is critical if the case is to be successful.

49.  Coneurrent Activity. The sponsor, advised by the case officer, will be required to
cbtain all supporting docummtatlon that will support the case. This will include civil
accreditation, course data sheets, anfi ADF- and Ser'vxces iniliated doctrine.

50.  Inspections. There will usually be a requirement to conduct “on site” inspections as
part of a case for pay group change or category restructuring. Inspections are intended to
allow the DFRT and other parties to gain additional information that may not be available
from submissions made by the ADF, DEWR or other parties appearing before it. Inspections
should be structured in 2 way that allows the DFRT to gain an appreciation of the work and
work value of the category under review, and should particularly address those factors which
are the basis of the case. Most inspections will require one week of rehearsals, including all
unit personnel involved in the inspection, prior to the visit actually occurring. Inspections are
disruptive to unit activity and are expensive tc conduct. Consequently they need to be
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carefulty planned. A pre-inspection written and verbal hrief should be provided to the DFRT
and DEWR prior to the inspection. A copy of the written brief should also be sent to ArFFA,
RSL and the Service and sponsors.

51.  Courtbook. The Courtbook is the document that is submitied 1o the DFRT as

evidence. The Countbook contains evidence and information concerning the basis of the ADF
case such as:

- Propesitions

- Industrial History

- Rationale for Change

» Description of wade by grade

- Definitional Frameworks

- Training documentation

. Witness statements

. Inspection report

. Transition plan

. Implementation plan

. Cost of the restructure

52. Witness statements or affidavits. Selected personnel will be required to submit a
witness statement as pari of the courtbook and to (possibly) give evidence before the DFRT.
Verbal evidence given on oath or affirmation will carry a great deal of weight, as it will
convinee the DFRT of the merits of the case. Sponsors should nate that they will be
responsgible for bearing the cost of travel and snbsistence for witnesses brought before
hearings, conferences etc, should they be required.

*' DFRT HEARING
53. A hearing before the DFRT may fake a number of forms:

3. For agreed cases, both parties may :ﬁiescnt verbal and decumentary evidence
supporting the claim! Witnesses may be introduced to assist the DFRT in
understanding the matter under consideration. While it is an agreed case, the
DFRT will usually require an inkpection in order to fully understand the
submission and to satisfy itself that the claim is valid.

b. A case that is not agreed requires'argument and evidentiary material to support
the work velue aspects of the case and to counter evidence produced by the

opposing party. The case will generally be viewed more critically by the DFRT
and will invanably involve an inspection. The DFRT may call a conference of
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the parties in order 10 identify points of difference and w0 provide guidance
leading towards resolution.

DETERMINATION

54. A dmaft determination will form pari of the courtbook. The determination incorporates
such information as the name and grade of the trade by each pay proup, a date of effect and
the signature blocks for each member of the DFRT. Following the court hearing, the DFRT
will sign this determination. It thea becomes the legal basis for paying ADF members. By
law then each grade of the trade mentioned in this determination must be paid the appropriate
pay groups mentioned.

55.  The signed determination is sent 10 the Directorate of Conditions Information and
Policy Services and be incorperated into the Pay and Conditions Manual (PACMAN). Copies
of the determination will be given to Defence Force Pay Accounting Centre (DEFPAC) and
interested parties. DEFPAC will then adjust the salary rate for the relevant personnel, as
advised by the category sponsor.
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ANNEX A

EMPLOYMENT CATEGORY REVIEW COMMITTEE
CHARTER

Role
1.  The Employment Category Review Commitiee (ECRC) is the principal advisory
committee to the ADF on marters relating to the remuneration of employment categories, It
advises and makes recommendations as to whether personnel employed within employment
categories receive a level of remuneration appropriate to work value, and whether they require
review by the Defence Force Retunerarion Tribunal (DFRT),
Authority

2.  The ECRC is convened under the authority of the Director, Military Salaries and
Allowances — Policy (DMSA-P) in order to provide a formal means by which the Services

may be made aware of, contribute to and influence issues relating to the remuneration of ADF ™

personnel.

Members
3.  The membership shall comprise the following:
a. Permanent members.

(1) Chair, Secrelary and other members, as appropriate, representing and
endorsed by DMSA-P;

(2) representatives of DGNPT, DGPERS-A and DGPERS-AF at a minimum
equivalent level of Major or APS6; and

{3) a representative of Workforce Planning, Recruitment and Retention
(DGWPRR) appropriate to the Service(s) of the employment category(s)
under consideration at each meeting.

b.  Invited members. ;Relevant sponsors of the employment categories under the
consideration of the committee are usually invited to atiend by their Service
repregentative.

c.  Observers. Other inf’gqested parties mq’r attend, subject to the limitations of the
venue, ’ ; M

Tasks

4. The ECRC has the following tasks:
a, recommend whether Service proposed c_l;anges to levels of remuneration within one or
more employment categories are justified;
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b. recommend whether Service endorsed changes to employment category structures are
consistent with levels of remuneration awarded to the category by the current DFRT
determination(s) applying to the category;

c. provide final and formal ADF consideration of proposed changes to employment
category structures, prior to referral to the DFRT;

d. where justification exists, refer employment categories to the DFRT to determine
appropriate levels of remuneration for the category; and

€. provide a means to inform the Services of the category related issues of the other
Services, facililating the development of a common approach where possible and
appropriate.

Principles

5. Each Service has the authority to determine, approve and manage their employment
category and fraining structures.

6.  The sole authonity to approve remuneration, based on Service approved employment
category structures, rests with the DFRT.

7.  The ECRC may make recommendations as 1o whether the remuneration of employment
category structures require review by the DFRT.

8.  Permanent Service members attend meetings as representatives of their Service. DPE
members attend meeting as representatives of their organisations within DPE.

9.  The ECRC will only consider employment categories that have heen nominated by their
parent Service, or have been identified by the DFRT for review.

10. Specific to Service items heard by the Committee must have been considered by, and
achieved the support of their relevant Service prior to the meeting. The expectation is that
proposals are both justified and sited 1o Service needs.

11. The recommendations of the Committee will be made by the Chair on the basis of the
mejority view of the permanent members, with dissenting views reflected in the minutes,

Recommendations

12.  After its consideration of amatter, the conmmittee will make one or more of the

following recommendations: 3 g

% |

a.  That the matter requirks review by DFRT as the employment category is not
receiving an appropriate level of rernuneration or is inconsistent with the last
formal review or determination bry the DFRT. Such a recommendation will
initiate a review of the category by the DFRT at the first available opportunity.

b.  That there exists no requirement fni; review by the DFRT as;

(1} The employment category is receiving an appropriate level of remuneration.
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(2) The employment category structure is consistent with the last formal review
or determination of the DFRT, and there has been no work value change,

¢. Norecommendation. Such a recommendstion would be due to;

(1) Insufficient information provided in the submission. Such a
recommendation may entail a future re-submission to the ECRC with
additional information.

(2) The matter under consideration is inappropniate for Commitee
recommendation.

Business roles

13. Scheduled ECRC meetings. Meetings will be scheduled consistent with demand.
Normally meetings will occur on a fortnightly basis. A schedule of meetings, indicating
categories (o be considered for referral to DFRT, will be promulgated as a result of the adwvice
and priorities given by the Services. The schedule will be promulgated biannually and
amended as necessary, ' .

14. Scheduling of category matters seeking ECRC recommendation. The ECRC
Secretary will contact the Services in November to request advice of matters to be scheduled
before the ECRC in the following year., Additional matters may be scheduled four weeks
prior to the intended meeting. When necessary, due to urgency or the existence of a large
number of such macters, attempts will be made to accommodate cages at the first available
oppornity and additional Committee meetings may also be scheduled.

15. Programming category matters for review by the DFRT. DFRT Programming
Conferences are held in February, July and December. These conferences confirm the next 12
months of DFRT hearings. A matter will not normally be scheduled with the DFRT unless
ECRC recommendation has been obtained a minimum of one month before the Programming
Conference.

16. Scheduling of general business matters. Matters should be isted for general husiness
one week prior to a scheduled meeting. Shorter timeframes may be acceptable, depending on
the urgency of the matter.

17. Agenda. A meeting agenda will be circulated to permanent members three days prior to
the scheduled meeting. _

18. Format of submissions. \!g'rjtr.en submissions should be produced with a view that their
ultimate purpose lies beyond their. consideration by,._}he ECRC. The ECRC submission is a
formal, Service endorsed statement pf the case u:a;_‘win form the core of the evidence to be
presented to the DFRT in reports, hearings and inspections. Specific requirements are
indicated below: )

a.  Submissions seeking recommendation that the matter requires DFRT
consideration. Where practicable, the ECRC submnissicn should conform to the
requirements of a DFRT court book.” Further Guidance will be promulgated
separatety by DMSA-P.

b.  Submissions seeking recommendation that the matter does not require DFRT
consideration. Submissions seeking ECRC recommendation need only provide
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sufficient information for the Committee to be able to properly consider the
matter. Ata minimum, this should include diagrams of the previous DFRT
endorsed and current employment category strucmure, accompanied by a written
comparison sufficient to justify that the two structures are equivalent in work
value. Further Guidance will be promulgated separately by DMSA-P,

19. Presentations. The initiating Committee member is responsible for arranging for the
delivery of any presentations on matters to be heard by the Committee.

20. Reporting ECRC recommendations to the DFRT, DMSA-P will inform the DFRT
biannually of the substance of matters where the ECRC has recommended that there is no
requirement for review by the DFRT. The DFRT may further test any ECRC
recommendation it deems necessary.

2]. ECRC minutes. Minutes of each meeting require the endorsement of DMSA-P before
promulgation. Once endorsed, minutes will be cleared by the Commitiee at the next meeting
and promulgated to addressees.
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ANNEXB

. EXAMPLE OF THE FORMAT FOR A TYPICAL ECRC (NON-DFRT)
SUBMISSIONS THAT ARE SEEKING RECOMMENDATION THAT DO NOT
REQUIRE DFRT CONSIDERATION OF THE TRADE

Purpose/Recommendation

1. For audit submissions the recommendation sought from the ECRC will usually be a
recommendation that the matter does not require review by the DFRT. The ECRC Charter
provides more information on possible recommendations.

Changes / Industrial Background

2. Incorporate what evidence was presented in last case to the DFRT and any changes

that were presented to the ECRC (Prior non-DFRT submissions). What did the trade do last

time it was reviewed and what does the trade do now. Changes to the structure should be

discussed individually, with separate sub-headings for each change, and should discuss in

detail what the chenges involve, For example, changes to training should include & Yot
comparison between the requirements, content and duration of the old and new courses, and

any effect on the nature of work value on completion.

. 3. Discussion should include justification that there is no change in work value that
would require review by the DFRT, with reference to previous cases and relevant
determinations.

Diagrams

4. Provide a copy of the old (previous) wire diagram (annex D) from reasons for decision
{or courtbook if not in reasons) of the previous case.

5. Provide a copy of the new (proposed) structure wire diagram (annex E) highlighting all
changes.

Conclusion

6.  Statement reinforcing the content of the submission,

Y
e

Defence FOI 0064/26/27
Document 2




Defence FOI 0064/26/27
19 Document 2

ANNEX C

EXAMPLE OF THE FORMAT FOR A TYPICAL ECRC (DFRT) SUBMISSION
SEEKING RECOMMENDATION THAT THE TRADE REQUIRES REVIEW BY
THE DFRT

For matters where structural change or pay group placement is being sought, it is important
that an operationally sound structure and a sustainable career progression are provided that

meets the role and responsibilities of the Service. The following are the essential minimum
factors thai are required to be considered by the employment category sponsor.

Introduetion
1. Provide an outline of what the submission is seeking to achieve,
Industrial background

2. This will include when the trade was last reviewed (this will include details of the last
not-DFRT and DFRT submission) and details of bow the trade has evolved to its current T L
state. The ECRC Secrelary can provide dates and details of earlier reviews, as well a8 copies

of old courtbooks and decisions.

Changes

3. Qutline the chapges in nature of work and provide s comparison between the current
(old) work and the proposed (new) work. This section should provide a detailed description
of the roles and responsibilities for eacb grade, as well and the training, skills and
qualifications. This comparison is often best presented in table format.

4. Wire diagrams of the old structure and the new structure should be included as
annexes to the submission. They must include career progression, trade courses undertaken,
course timings in weeks and pay group placement. Examples are shown at annexes D and E
of this guide.

Reserves personnel

5. Sponsor is to provide advice if Reserves are employed in the trade. If so, do they do
the same training as a full time member? Ifnot, then 2 sepamie wire diagram showing the
different training and pay placement is required. Modularised training is 8 method that Army
employs for some of (heir Resetve trades.

Rationale for chanpe i ¥

. 1

6. This section should provide fmdﬁcation for-the changes from an ADF or relevant
Service perspective. For example, legislative cgmnge that has led to a change in roles or
responsibilities or technology change. Areas that could be considered under separate headings
could include: ‘

a. expansion of roles or responsibilities,
b. changes in capability requirements,

¢. increased complexity and range of equipment, and
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d. subsequent increases in training.
Personnel

7. Provide numbers of personnel by rank and grade within the structure and what effect
this may have on the trade.

Fingncial resource implications

8. The submission should include an indication of the estimated cost and an indication of
financial support by the Service.

Service clearance

9. Service clearance is required as deteiled in paragraphe 9 and 10 of the ECRC Charter
(Annex A) to this document.

Conclusion e

10. Statement reinforcing the content of the submission.
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ANNEX F
EXTRACT FROM PRINCIPLE 6 - WORK VALUE CHANGES
Work Value Changes

{a) Changes in work value may arise from changes in the nature of the work, skill and
responsibility required or the conditions under which work is performed. Changes in work
by themselves may not lead to a change in wage rates. The strict test for an alteration in
wage rates is that the change in the nature of the work should constitute such a significant
net addition to work requirements as to warmrant the creaton of a new classification or
upgrading to a higher classification.

|

In addition to meeting this test a party making a work value application will need to justify
any change to wage relativities that might result not only within the relevant internal
award structure but also against external classifications to which that structure is related.
There must he no likelihood of wage leapfrogging arising out of changes in relative
position

These are the only circumstances in which rates may be altered on the ground of work
value and the altered rates may be applied only to employees whose work has changed in
accordance with this Principle.

(b) In applying the Work Value Changes Principle, the Commission will have regard to
the need for any alterations to wage relativities between awards to be based on skill,
responsibitity and the conditions under which work is performed (s.88B(3)(2)).

{c} Where new or changed work justifying a higher rate is performed only from time to
time by persons covered by a particular classification, or where it is performed only by
some of the perénns covered by the classification, such new or changed work should be
compensated by a special allowance which is payahle only when the new or changed work
is performed by a particular employee and not by increasing the rate for the classification
as a whole.

(d) Care should be exercised to ensure that changes which were or should have been taken
inte account in any previcus work value adjustments or in a structural efficiency exercise
are not included in any work evaluation under this Principle.

(e) Where the tests speciﬁ&!l in (2) are met, an assessment will have to be made as 1o how
that alteration should he measured in monetary terms. Such assessment will normally be
hesed on the previous work fequirements, the wage previously fixed for the work and the
nature and extent of the change in work. N

i o
(f) The expression "the con_ditmns under which the work is performed” relates to the
environment in which the work is dore.
(g) The Commission will guard against contrived classifications and over-classification of
jobs. Y

{h) Any changes in the namre of the work, skill and responsibitity required or the
conditions under which the work is performed, taken into account in assessing an increase
under any other principle of this Statement of Principles, will not be taken into account
under this Principle.
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Other Ranks Remuneration Structure Review 5 Dec 06
Terms of Reference for Project Team ’

Background

As part of the Remuneration Reform Project, which predominantly involves the
introduction of a flexible, graded structure for Officers, the Australian Defence Force had
proposed a review of the remuneration structure for Other Rank members. In its Reasons
for Decision released earlier this year, the Defence Force Remuneration Tribunal expressed
its desire for an expedient review of Other Rank remuneration seeking a submission on this
matter by the end of the September quarter 2006.

An initiative of the Remuneration Reform Project (which was recommended in the Nunn
Review of Defence Remuneration 2001) was to include the major qualifications and skills
allowances into the salary amount for superannuation purposes. The allowances included
the qualifications and skills elements of Flying Allowance, Specialist Operations
Allowance, Submarine Service Allowance and Special Action Forces Allowance. The
second reform in relation to officers was to absorb these allowances into salary rates using
them as benchmarks in the establishment of a graded remuneration structure. Previously
Officers were paid on a common scale whereby rank was the only determinant of base
salary. Under the graded structure, Officers are now remunerated on the basis of both rank
and specialist skills.

The Other Ranks workforce already has a graded structure in place for the recognition of
rank and specialist trade skills. However, while for the Other Ranks workforce, the same
salary-related allowances have been made superannuable, these continue to exist separately
from the salary rates.

Purpose

The Project Team will develop, research and evaluate workable options for the absorption
of the qualifications and skills elements of Flying Allowance, Specialist Operations
Allowance, Submarine Service Allowance and Special Action Forces Allowance into the
OR rtemuneration structure. The Project Team will construct a set of options with an
explanation of associated advantages and disadvantages which are to be presented for
formal consideration of Defence and DEWR. Depending on the outcomes of the clearance
process, a joint submission on an agreed option would be presented to the DFRT by the end
of September 2006.

Personnel

The Project Team shall consist of representatives from the ADF and Department of
Employment and Workplace Relations as well as Consultants from Livingstones Australia.
Livingstones Australia has been engaged to participate in the research and deliberations of
the Project Team as well as facjlitating and coordinating its work. The individuals invotved
are as follows:

s47F (ADF)
s47F (ADF)
S4TF (DEWR)

SATF (DEWR)
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Additional personnel from all three organisations may be called on as required to undertake
research and analysis tasks to assist the Project Team.

Primary Aims

All options considered must involve the absorption of the qualifications and skills elements
of Flying Allowance, Specialist Operations Allowance, Submarine Service Allowance and
Special Action Forces Allowance 10 achieve consistency with the new graded structure for
Officers. In doing so it may be possible to achieve further enhancements to the Other
Ranks remuneration structure.

In order to achieve an agreed set of options, consistency with the policies of the Australian
Government is imperative. In assessing the options canvassed, the staff of Defence and
DEWR on the Project Team will advise on the adherence to the Australian Government’s
Defence and Workplace Relations policies respectively (for example, the Defence White

. Paper).

Selection Criteria

With regard to the primary aims outlined above, the following specific selection criteria are
to be considered in assessing the advantages and disadvantages of the options:

I. The degree to which the structure maintains work value relativities consistent with
the wider ADF remuneratton structure. '

2. The estimated cost of implementation and maintenance of the structure.
3. The degree of acceptance (anticipated or actual) from other relevant stakeholders
including:

a. Ammy, Navy and Air Force; and

b. Extemal stakeholders.

4. The level of compatibility with career management within the OR workforce,
including the following considerations:

a. the principle that career management should guide the design of
remuneration structures rather than the reverse;

b. the impact of the structure on superannuation; and

¢. the capacity to simplify and expedite process of DFRT reviews both in terms
of the number of cases and the process for each case
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5. The implementation process including the following considerations:
a. minimising the time and resources involved;
b. ensuring there is no adverse impact on attraction and retention;

c. suitability within relevant legal constraints (for example, superannuation);
and

d. ensuring no disadvantage to ADF members in terms of salary and
superannuation.

6. - The capacity to absorb certain s.58B allowances used to supplement salary in
response to certain attraction and reteiition and qualifications and skills issues.
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Other Ranks Remuneration Structure Review 3 Dec 06
Terms of Reference for Project Team

Background

As part of the Remuneration Reform Project, which predominantly involves the
introduction of a flexible, graded structure for Officers, the Australian Defence Force had
proposed a review of the remuneration structure for Other Rank members. In its Reasons
for Decision released earlier this year, the Defence Force Remuneration Tribunal expressed
its desire for an expedient review of Other Rank remuneration secking a submission on this
matter by the end of the September quarter 2006.

An initiative of the Remuneration Reform Project (which was recommended in the Nunn
Review of Defence Remuneration 2001) was to include the major qualifications and skills
allowances into the salary amount for superannuation purposes. The allowances included
the qualifications and skills elements of Flying Allowance, Specialist Operations
Allowance, Submarine Service Allowance and Special Action Forces Allowance. The
second reform in relation to officers was to absorb these allowances into salary rates using
them as benchmarks in the establishment of a graded remuneration structure. Previously
Officers were paid on a common scale whereby rank was the only determinant of base
salary. Under the graded sh'ucture, Officers are now remunerated on the basis of both rank
and specialist skills.

The Other Ranks workforce already has a graded structure in place for the recognition of
rank and specialist trade skills. However, while for the Other Ranks workforce, the same

salary-related allowances have been made superannuable, these continue to exist separately
from the salary rates.

Purpose

The Project Team will develop, research and evaluate workable options for the absorption
of the qualifications and skills elements of Flying Allowance, Specialist Operations
Aliowance, Submarine Service Allowance and Special Action Forces Allowance into the
OR remuneration structure. The Project Team will construct a set of options with an
explanation of associated advantages and disadvantages which are to be presented for
formal consideration of Defence and DEWR. Depending on the outcomes of the clearance
process, a joint subrmissién on an agreed option would be presented to the DFRT by the end
of September 2006. ' g

Personpel /

The Project Team shall consist of representatives from the ADF and Department of
Employment and Workplace Relations as well as Consultants from Livingstones Australia.

Livingstones Australia has been engaged to participate in the research and deliberations of
the Project Team as well as facilitating and coordinating its work. The individuals involved
are as follows:

SATF (ADF)
S4TF (ADF)
SATF (DEWR)

S4TF (DEWR)

Defence FOI 0064/26/27
Document 2




Defence FOI 0064/26/27
Document 2

il Australia)

s47F Australia)

Additional personnel from all three organisations may be called on as required to undertake
research and analysis tasks to assist the Project Team.

Primary Aims

All options considered must involve the absorption of the qualifications and skills elements
of Flying Allowance, Specialist Operations Allowance, Submarine Service Allowance and
Special Action Forces Allowance to achieve consistency with the new graded structure for

Officers. [n doing so it may be possible to achieve further enhancements to the Other
Ranks remuneration struchure.

In order to achieve an agreed set of options consistency with the policies of the Australian
Government is imperative. In assessing the options canvassed, the staff of Defence and
DEWR on the Project Team will advise on the adherence to the Australian Government’s
Defence and Workplace Relations policies respectively (for example, the Defence White

Paper).
Selection Criteria

With regard 1o the primary aims outlined above, the following specific selection criteria are
to be considered in assessing the advantages and disadvantages of the options:

1. The degree to which the structure maintains work value relativities consistent with
the wider ADF remuneration structure.

2. The estimated cost of implementation and maintenance of the structure.

3 The degree of aoceptanoe (anticipated or actual) from other relevant stakeholders
including: “

a. Army, Na\'r.y‘and Air Fox:éi'a; and

b. External s'takeho]ders?

4, The level of compatibility with career management within the OR workforce,
including the following considerations:

a. the principle that career management should guide the design of
remuneration structures rather than the reverse;

b. the impact of the structure on superannuation; and

c. the capacity to simplify and expedite process of DFRT reviews both in terms
of the number of cases and the process for cach case
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The implementation process including the following considerations:
a. minimising the time and resources involved;
b. ensuring there is no adverse impact on attraction and retention;

c. suitability within relevant legal constraints (for example, superannuation);
and

d. ensuring no disadvantage to ADF members in terms of salary and
superannuation.

The capacity to absorb certain s.58B allowances used to supplement salary in
response to cerfain atiraction and retention and qualifications and skills issues.

T
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Annex G to
RRP Phase 4
5 Dec 06

NEW OTHER RANKS PLACEMENT CRITERIA
{ PRINCIPLES

TO BE JOINTLY DEVELOPED BY THE ADF AND
COMMONWEALTH AND SUBMITTED TO THE DEFENCE
FORCE REMUNERATION TRIBUNAL BY THE FIRST
QUARTER OF 2007
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Parnt A - Navy

. Permanent and Reserve members
- Pay group applicable to employment category of member
[Schedule X to DFRT Determination No X of 2006]

Part A: Navy
Pay Group 1

Pay Group 2
Air Tech Weapons Electrical Grads 1 {SSGE)
Air Technical Aircrafl Grade 1 (SSAE)
Air Technical Commupications Grade 1 (SSGE)
Air Technical Weapons Ordnance
Dental Den{T)
Dental
Dental Assistant Dent e
Electrical Technical Power Grade 1 (SSAE) T
Boatswains Mate Grade 1
Diver
Underwater Waapons
. Cook Grade 1
Motor Transport Driver Grade 1
Steward Grade 1
Steward Grade 2
Steward Grade 3
Stores Naval Grade 1
Writer Grade 1
Electrical Tech Comms Grade 1 (SSGE)
Elactrical Technical Weapons Grada 1 (S5GE)
Electronic Technical Systems Grade 1 (S§GE)

Pay Group 3

Communicationsinfo Systems Grade 1
Dental Den(H)

Dental Assistant Den2

Dental Hygienist Denh Grade 1

Medical Grade 1

Electrical Technical Power Grade 1 (SSGE)
Maring Technical Propulsicn Grade 2 (SSGE)
Marina Technician Grade 1

Musicien Grade 1

Acoustic Warfare Analyst Grade 1.

. Boatswain .

.' Boatswains Mate Grade 2 L )l
Boatswains Mate Grada 3 : W
Combat Sys Oper {(Mine Warfare) GraHe 1 "
Combat Systemns Oper (Asw/Asac) Grade 1
Electronic Warfare Anatyst Grade 1
Fire Fightar
Hydrographic Survey Operator Grade 1 *
Marine Science Grade 1
Mine Warfare
Naval Police Coxewain Grade 1
Physical Trainer

e - R - Defence-FOI 0064/26/2F+——-
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Part A - Navy

Shipping Control

Survivat Equipment
Underweter Control Skill Grade N/A
Cook Grada 2

Cook Grade 3

Cook Grade 4

Motor Transport Driver Grade 2
Steward Grade 4

Steward Grade 5

Stores Naval Grade 2

Stores Naval Grade 3

Storas Naval Grade 4

Writar Grade 2

Witer Grade 3

Witer Grade 4

Electronie Technician Grade 1

Pay Group 4

Air Tach Weapons Electrical Grade 2 (SSAE)

Air Tech Waapons Electrical Grade 2 (85GE)

Air Technical Alrcrafl Grade 2 (SSGE)

Alr Technical Communications Grade 2 (S5GE)
Alrcrew Grade 4

Aviation Technician Aircrafi Grade 1

Aviation Techniclan Avionics Grada 1

Photographer Grade 1

Communications/Info Systems Grade 2

Efectronic Warfare Linguist Grade 1

Electronic Warfare Technical Grade 1

Ekcironic Warfare Technical Grade 2

Radio Operator Teletype

Signals Yeoman Pay Group 2

Signals Yeoman

Photogmphy Grade 1

Dental DEN(H}

Dental Hygienst DENH Grade 2

Denta! Supearvisor DENS

Medical Mad 2

Elecirical Technical Power Grade 2 (SSGE}

Marine Technical Hull Grade 2 (SSGE)

Marine Technical Propulsion Grade 3 (8SAE}

Marine Technician Grade 2

Musician Grade 2

Acoustic Warfare Analyst Grade 2

Clearance Diver Grade 1

Gambat Sys Oper (Mine Warfare} Grade 2

Combat Systems Oper (ASWIASAC) Grade 2

Electronic Warfare Analyst Grade 2 "
Hydrographic Survey Manager Grade B |
Hydrographic Survey Operator Grade 1 (FA 0-2)
Hydrographic Survey Operator Grade 2

Marine Scignce Grade 2

Naval Police Coxswain Grade 2

Cook Grade 5 *
Stores Naval Grade §

Writer Grade 5

Efectrical Tech Comms Grade 2 (SSGE)
Electrical Technicat Weapons Grade 2 {SSGE)

a
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Part A - Narey

. Electranic Technical Systems Grade 2 {(SSGE)
Electronic Technician Grede 2
Work Study

Pay Group 5

AIr Tech Weapons Electrical Grade 3 (SSAE)
Air Tech Weapons Electrical Grade 3 {(SSGE}
Air Technica! Aircraft Grade 3 (SSAE)
Air Technica! Aircraft Grade 3 (SSGE)
Air Tachnical Communications Grade 3 (SSAE}
Air Technical Cormnmunications Grade 3 (S5GE)
Aircrew Grade 1 (FA 0-2)
Aircrew Grade 2
Aviation Technician Aircraft Grade 2
Avigtion Technician Avionics Grade 2
Naval Air Traffic Controt Gradea 2
Photographer Grada 2
Communicationsinfo Systems Grade 3 .
Elecironic Warfara Linguist Grade 2 T
Elecironic Warfare Cperator
Elecironic Warfare Syslams
Electronic Warfare Technical Grade 3
. Electronic Warfare Technical
Radio Operator
Phoilography Grade 2
Radio Op/Supervisor Electronic
Radio Oper Special (Operator)
Radio Supervisor/Oper Special
Dental Managar DENM
Dental Technician
Medical Mad 2 UMC
Electrical Technicat Power Grade 3 (SSGE)
Marine Technical Hull Grede 3 {SBCGE)
Marine Technical Propulsion Grade 3 (SSGE)
Marine Technician Grade 3
Musician Grade 3
Acoustic Warfare Analyst Grade 3
Clearance Diver Grade 2
Combat Sys Mgr (Mine Warfara)
Combat Sys Supervisor (ASW/ASAC)
Combat Syst Supv (Mine Warfare)
Combat Systern Manager
Combat Systems Oper (ASW/ASAL) Grade 2
Combat Systems Oper (ASW/ASAC) Grade 3
Gombat Systems Operator Grade 3
Combat Systems Supervisor o
Cormnbat System Mgr (ASW!ASAC} .
. Diver SOA em 6; CD Qual 1
Electronic Warfare Analyst Grade 3l Y
Hydrographic Survey Manager Grade A
Hydrographic Survey Manager Grade B (FA 0-2)
Hydrographic Survey Operator Grade 1 (FA 2-4)
Hydrographic Survey Operator Grade 2 (FA 0—2)
Hydrographic Survey Operator Grade 3
Marine Science Grade 3 S
Meteorologist :
Electrical Tech Comms Grade 3 (SSGE) '
Electrical Tachnical Weapons Grade 3 (SSGE)
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Part A - Mevy

Electronic Technical Systems Grade 3 (SSGE}
Electronic Technician Grade 3
Electronic Warfare Processor

Pay Group 6

Aircrew (FA 2-4)

Afrcrew {FA 0-2)

Alrcrew {Grade 3)

Aviation Technician Aircralt (Grade 3)

Aviation Technician Aircraft (Grade 4)

Awiation Technician Aircralt {Grade 5)

Aviation Technician Avionics (Grade 3)

Aviation Techniclan Avionics (Grade 4)

Aviation Technician Avionics (Grade 5)
Communications/Infc Systems (Grade 4)
Communicationsfinfo Systems (Grade 5)
Electronic Warfare Linguist (Analyst)

Electronic Warfare Linguist (General)

Electronic Warfare Technical (Analyst)

Medical (Mad 3}

Electrical Technical Power (Grade 4 (SSGE))
Elactrical Technical Power (Grada § (SSGE})
Marine Technical Hull (Grade 4 {SSGE))
Marine Tachnical Hull {Grade 5 (§SGE}}
Marine Technical Propulsion (Grade 4 (SSGE))
Marine Technical Propulsion (Grade 5 (SSGE))
Marine Technician (Grade 4) .
Marine Technician (Grade 5)

Clearance Diver (Grade 3)

Combat System Manager (FA 0-2)

Elecironic Warfare Analyst {Grade 4)
Hydrographic Survey Manager (FA 0-2)
Hydrographic Survey Manager (FA 2-4)
Hydrographic Survey Operator (FA 4-6)
Hydrographic Survey Operator (FA 2-4)
Hydrographic Survey Operator (FA 0-2)
Electrical Toch Comms (Grade 4 (SSGE))
Electrical Tech Comms (Grade 5 (SSGE))
Electrical Technical Weapons (Grade 4 (SSGE))
Elgctrical Tachnical Weapons {Grade 5 (S5GE))
Electronic Technicat Systema (Grede 4 {SSGE))
Electronic Technical Systems (Grade 5 [SSGE))
Ekectronic Technician (Grade 4} ;!

Electronic Te¢hnician (Grade §)

Pay Group 7

Aircrew Grade 1 (FA 4-6) I ]
Aircrew Grade 2 (FA 2-4) }
Aircrew Grade 3 {FA 0-2)

Electranic Warfare Linguist Manager

Electronic Warlere Linguist Specialist

Electronic Warfare Manager Skill Grade N/A
Electronic Warfare Technical Manager .
Electronic Warfara Technical Specialist !
Boatswains Mate Grade 1 SM .
Clearance Diver Grade 1 SOA Ham 6: CD Qual
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Part A - Nevy

Combat System Manager FA 2-¢4

Hydrographic Survey Manager Grade A (FA 2-4)
Hydirographic Survey Manager Grade B (FA 4-8)
Hydrographic Survey Oparator Grade 1 (FA 6-8)
Hydrographic Survey Opearator Grade 2 (FA 4-8)
Hydrographic Survey Operator Grade 3 (FA 2-4)
Underwater Weapons Skil Grade N/A

Steward Grada 2 SM

Steward Grade 3 SM

Electronic Technical Systems Grade 1 (SSGE)

Pay Group 8

Aircrew Grade 1 (FA B-8)

Aircrew Grade 2 (FA 4-6)

Aircrew Grade 3 (FA 2-4)

Communications/info Systems Grade 1 SM
Marine Technician Grade 1 SM

Acouslic Warfare Analyst Grade 1 SM

Boatzwain SM

Boatswaing Male Grade 2 SM

Boatzwains Mate Grade 3 SM

Clearance Diver Grade 1 SOA ltem 7: CD Quat Adv
Clearance Diver Grade 1 SOA Item 1: Train TAG
Claaranca Diver Grada 1 SQA Item 8: CD Qual
Combat System Manager FA 4-6

Hydrographic Survey Manager Grade A (FA 4-6)
Hydrographic Survey Manager Grade B (FA 6-8)
Hydrographic Survey Operator Grade 1 (FA 8-10}
Hydrographic Survey Operater Grade 2 (FA 8-9)
Hydrographic Survey Operator Grade 3 (FA 4-6)
Physical Trainer PT SM

Cook Grade 3 5M

Cook Grade 4 SM

Steward Grade 4 SM

Elactronic Technician Grade 1 SM

Pay Group 9

Aircrew Grade 1 [FA B-10}

Aircrew Grade 2 {FA 8-9)

Aircrew Grads 3 {FA 4-6)

Communications/info Systems Gmde 2 SM
Electronic Warfare Technicel Grade 2 SM

Medical Med 2 SM -

Marine Teghnical Propulsion Grade 2 {SSGE)
Marine Technician Grade 2 SM =~

Acoustic Warfare Analyst Grade 2 SM

Clearance Diver Grade 1 SQA ltem 2 Qual TAG
Clearance Diver Grade 1 SOA Item 7: CD Qual Adv
Clearanca Diver Grada 1 SOA ltem 1: Train TAG
Clearance Diver Grade 1 SOA Item 6: CD Qual
Combai System Manager FA 6-9

Electronic Warfare Analyst Grade 2 SM .
Electronic Warfare Analyst Skill Grade WA .
Hydrographic Survey Manager Grade A (FAE-8) | -
Hydrographic Sureey Manager Grade B (FA 8-10) ;-
Hydrographic Survey Qperator Grade 1 {(FA 10+)
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Part A - Navy

Hydrographic Surnvey Operator Grada 2 (FA 8-10)
Hydrographic Survey Oparator Grade 3 (FA €-8)
Naval Police Coxswain Grade 2 SM

Cook Grade 5 SM

Elactronic Technical Systems Grade 2 SM (SSGE)
Electronic Technician Grada 2 SM

Pay Group 10

Aircrew Grade 1 (FA 10+)

Aircrew Grade 2 (FA 8-10)

Aircrew Grade 3 (FA 6-8)

Photographer Phot SM

Communicationsinfo Systems Grade 3 SM
Electronic Warfare Linguist Grade 2 5M
Electronic Warfare Technicat Grads 3 SM

Radic Operetcr Skill Grade N/A SM

Marine Technical Propulsion Grade 3 (SSGE)
Marine Technician Grade 3 SM

Acoustic Warfare Anatyst Grade 3 SM

Clearance Divar Grade 1 SOA Item 2: Qual TAG
Clearance Diver Grade 1 SOA ltem 7: CD Qual Adv
Clearance Diver Grade 1 SCA Itam 1: Train TAG
Combat Syslem Manager FA 810

Elctronic Warfare Anatyst Grade 3 SM
Hydrographic Survey Manager Grade A (FA 8-10)
Hydrographic Survey Manager Grade B (FA 10+)
Hydrographic Survey Operator Grade 2 (FA 10+}
Hydragraphic Survey Oparator Grade 3 (FA 810}
Electronic Technical Systems Grade 3 (SSGE)
Electranic Technictan Grade 3 SM

Pay Group 11

Alrerew Grade 2 (FA 10+)

Aircrew Grade 3 (FA 8-10)

Communications/Info Systemes Grade 4 M
Electronic Warfare Linguist General SM
Elactronic Warfare Technical Analyst SM
Medical Grade 3 SM

Marine Technicat Propulsion Grade 4 (SSGE)
Marine Technical Propulsion Grade 5 (SSGE)
Marine Technician Grade 4 SM . .

Marine Technicien Grade 5 SM =

Clearanca Diver Grade 1 50A Hem 2: Qual TAG
Combat Systemn Manager (FA 10*;‘]

Electronic Warfare Analyst Grade 4, SM
Hydrographic Survey Manager Grade A (FA 10+)

Hydrographic Survey Operator Grade'3 (FA 10+) i

Electronic Technical Systems Grade 4{SSGE)
Electronic Technical Systams Grade 5 (SSGE)
Electronic Technician Grade 4 SM

Elsctronic Tachnician Grade 5 SM f

Pay Group 12 ';‘

Aircraw Grade 3 (FA 10+)
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Parl A - Navy

Elecironic Warfare Manapger SM
Elecironic Warfare Technical Specialist SM

Pay Group 13

..........

Pay Group 15

Pay Group 16

4
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Pert A1 - Nevy Warrant Officer Document 2

s22

@ ‘ Part A1: Navy Warrant OFicer ...

Pay Group 1
Pay Group 2
Pay Graup 3
Pay Group 4
Pay Group §
Pay Group &
Pay Group 7
Pay Group 8

i -0
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Pan B - Army

..............................................................................................

Pay Group 1

Arr Dispatcher

Assistant Deckhand

Cergo Specialist

Clerk Agmintatrative

Combat Engineer

Combat Medical Attendant Grade 1
Crewman

Driver

Gunner Grade Provisional
Handler Petroleurn

Local Observer

Operator Artillery Metearclogy
Operator Movements
Opearator Patrolaum

Operztor Radar Provisional
Operator Supply

Patrolman

Rifleman

Signaller Combat Grade 1
Steward

Pay Group 2

Air Dispatcher Grade 1

Assistant Dental Grade 1

Assistani Instructor

Cargo Spacialist Grade 1
Carpenter Grade 1

Clerk Administrative Grade 1
Combal Engineer Grade 1

Combat Medical Atiendant Grade 2
Commando Grade 1

Cook Grade 1

Crewman Grads 1

Dentsl Asaistant Grade 1
Driver Grade 1

Electrician Grade 1

Gunner Grade 1

Guaner Grade 2

Handlar Patroleum Grede 1
Lineman Signals .
Warine Specialiat &
Missile Number Grade 1 .
Operator Communication System )
Operator Intalligence Grade 1 1 i
Operator Petroleum Grade 1 } '
Operator Redio Grade 1 -

Operator Supply Crade 1

Operator Supply Grade 2

Patrolman Grade 1 :
Plumber Grade 17 )
Preventive Medicine Grade 1 {
Quarnomastor Sergeant
Quaremaster Storeman

s22

.......................................
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Farl B - Anmry

Riflemen Grade 1

Rigger Parachuts Grade 1
Scoul Grade 1

Security Guard

Signaller Combat Grade 2
Spv Unit Ree

Steward Grada 1

Stewwrard Grade 2
Steward Grade 3
Supervisor Army Messes

Pay Group 3

CARPENTER, GR 1 S0A item 14: 1RR
CBTENGRGDE1 SOAlEem14;IRR

CBT ENGR GDE2 SOA tterm 14: IRR

CBT ENGR GDE3 SOA ltam 14; IRR

CBT STM {(RAE/RAINF) SOA ltem 14: IRR
COMMANDO GR 1 SOA Item 2A: Trainee Commando
COMMANDO GR 2 SQOA ltan 2A: Trainee Commando
COMMANDO GR 3 SOA lten 2A; Trainee Commando
CPL OP SUP 2 SAFA: 152 5qn

Adgvanced Cargo Spedialist

Advanced Engineer Diver

Advanced Operator Movements

Aircratt Lie Support Fitter Grade 1

Aircraft Structural Fitter Grade t

Air Dispatcher Grade 2

Artifcer Ammeament

Arificer Electrical

Asgiztant Dental Grade 2

Bricklayer Grade 2

Butcher

Cargo Spedaist Grade 2

Carpenter Grade 2

Caterer

Clark, Finance

Clerk Pay

Clerk Postal

Combat Clerk Engineers

Combat Engineer Grade 2

Commande Grade 2

Cook Grade 2

Couk Grade 3

Cook Grade 4

Crew Commander Air Dispalch ;.

Crevmman Grada 2

Crewmnan Gunner/Radar Operator.

Crawman Specialist

Dental Assistant Grade 2

Detachment Commander Beamer Systerns N
Driver Grade 2 3
Electrician Grade 2 -’ e
Enginesr Driver : :
Firefighter J
Fiiter Armament Grade 1

Grounderewinan, Command Post Qperator
Groundcrewman, Command Post Supenvisor .
Grounderewman, Forward Aming and Refuelling Point Operator
Groundcrewman, Farward Amming ang Refueliing Peiht Team Laader
Gun Detackment Commander

I,
i
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Par B - Army

Gunner Grade 3

Gun Number Grade 2

Handigr Aircralt

Infantry Operationa Clerk Grads 1

Infantry Resource Storemen Grads 1

Instructor Physical Trining

Manager Clerk Adminigtrative

Manager Clerk Enging£rs

Manager Combat Supplies

MANAGER EMERG RESP OPERATIONS SOA Item 15: IRR (Add Tr)

Manager Storeman Enginears

Manager Supply Support

Manager Technical Supplias

Manager Unit Ressources

Marine Specialist Grade 1

MECH VEH 1 50QA I[tam 14! IRR

Machaniz Recovary

Mechanic Vehicle Grade 1

Medicat Operator

Metalsmith Grade 1

Miltary Police Grada 1

Missile Number Grade 2 W e
Musician Grade 1 ’
OP SUP 1 SAFA: 152 Sgn

Operator Artillery Meteorology and Survey Grade 1

Operalor Baarer Systems

Operator Command Post Grade 1

Opemator Command Post Grade 2

Operator Command Support Systems Grade 1

Opemator Communications Grade 1

Openator Information Systems

Operator Ineligence Grads 2

Operator Movemnents Grads 1

Operator Petrcleum Grade 2

Operator Plant Grade 1

Oparator Radar Grade 1

Operator Radar Grade 2

Operator Radio Grade 2

Oparator Specialist Vehicles Grade 1

Operator Supply Grade 2 (Corporal)

Painter and Decorator

Patroiman Grade 2

Photographer Grade 1

Piper Drummaer and Bugler Grade 1

Plumber and Gacfitter (Mechanical Services)

Plumber Grade 2

Preventive Medicine Grade 2 i

RFN GDE 1 SCA Item 2A- Trainee Commando

RFN GDE 2 SPEC SOA tem 2A..Trainee Commendo

Rifleman Grade 2 =,

Rifleman Grade 2 Specialist - )

Riggear Parachuta Grade 2 b i

Rigger Signals ' i

Scout Grade 2 t |

Signaller )
Stewerd Grade 4 i
Steward Grade 5
Storeman Enginaers
Supervisar Catering
Suparvieor Clerk Administrative :
Supervisar Clark Engineers £
Suparvisor Combat Supplies
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Parl B - Army

Supervisor Operational Movemenis
Supenvisor Stareman Engingsrs
Suparvisor Technical Suppfes
Supervisor Transport Saction Operations
Suparvisor Unit Resources

Surveyar Engineer Grade 1

Tailor

Pay Group 4

CBT ENGR GDE 1 SOA Item 15: IRR {Add Tr}

CBT ENGR GDE 2 SOA Item 15: IRR {(Add Tr)

CRT ENGR GDE 3 SOA ltam 15: IRR (Add Tr)
Electrician, GR 1 SOA tem 15: IRR (Add Tr)

Medical Technician SOA Item 15: IRR (Add Tr)
Operator Emergancy Response SOA ltem 15; IRR (Add Tr)
TECH EOR S0A tem 15: IRR (Add Tr)

ADV OP MOV SOA ltem 14: IRR

AJRCWAN LOADMASTER FA: lexa than 2

CBT CLK {RAE/RAINF) S0OA ltern 14: IRR

CBT CLK {RAE/RAINF) SOA ltam 14: IRR

CBT ENGR GDE 2 S0A ltem 14: IRR

CBT ENGR GDE 2 SOA ltem 2A: Trainea Commando
CBT ENGR GDE 3 SOA ltem 14: IRR

CBT STM (RAE/RAINF) SQA Hem 14: 1RR

CLERK FINANCE SOA liem 14: IRR

COMMANDO GR 1 SOA ftem 3: Qual Commando
COMMANDO GR 1 SOA Jtam 2A: Trainee Commando
COMMANDO GR 2 SOA Item 3: Qual Commando
COMMANDO GR 2 SOA item 2A: Trainee Commando
COMMANDO GR 3 SOA ltan 3: Qual Commando
COMMANDO GR 3 SOA lvam 2A: Trainee Commando
Commando GR 4 S50A ltem 3: Qual Commandoa
Commando GR 4 SOA Item 2A: Trainee Commando
Cook Grade § SOA item 14: IRR

CPL OP SUP 2 SAFA: 152 Sgn

Det Cmdr/Asel Cmdr Comms SAFA; 152 Sgn

Det Cmdr/Asst Cmdr Comms SOA Item 4: 126

DVR GDE 2 S50A Item 14: IRR

GUKR DETACHMENT CMDR SQA Item 2A: Trainee Commando
GUNNER GDE 3 S0OA ltemn 2A: Tratnee Commanda
Infantry Resource Storemen Gr1 SOA Item 3: Qual Cemmando
INSTR PT SOA ltem 2A: Treinea Commando
Mechanic Recovery SOA Mem 2A; Trainee Commando
Medical Technician SOA liam 2A: Trainee Commando
MNGR CBT CLK {RAE/RAINF) S0A Item 14: IRR
MNGR CHT STM (RAE/RAINF) SOAltem 14: IRR

Cp Command Support Sys Gr 2 BAFA: 152 Sqn

Op Command Support Sys Gr 2 SOA ltem 4: 126
Cperator Communications Gr 2 SAFA: 152 Sqn
Operator Communications Gr 2 SOA llem 4: 126
OPERATOR EMERGENCY RESPONSE SOA lsm 14 R
COPERATOR, PLANT, GR 1 SOA ltem 14: IRR b
RFN GDE 1 SOA Item 3: Qual Commande

RFN GDE 2 SPEC SOA ltam 3: Ouel Commando
RFN GDE 2 SPEC SQA ltem 2A: Trainee Commando
RFN GDE 3 SPEC SCA Item 2A: Trainee Commando
RIGGER PRCHT 2 SOA ltem 2A: Trainee Commando
5PV CBT CLK {RAE/RAINF SOA Item 14: IRR

8PV CBT STM (RAE/RAINF} SOA liem 14: IRR

SPy CBT SUP SQOA ltem 14: IRR

i
I
1
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SPV EOD SCA Item 14; IRR

SPV OPS MOV S0A kam 14: IRR

SPY TPT SECT OPS SOA em 14 IRR

SPV UNIT RES SAFA: 152 5qn

SPV UNIT RES SO0A Item 14: IRR

Advanced Mechanic, Recovery

Aircrafl Life Suppor Fitter Grade 2

Aircrafl Structural Friler Grade 2

Aircrewman Loadmaster

Aircrewmnan Observer

Analyst Intelligence Cperations

Artificer Vehicle

Aagisiant Manager Cpsrational Movements

Aasistant Supervizor Bearer Systems

Aassistam Supervisor Cargo Operations

Aszsistant Supendsor Infaniry Operations Clark Grade 2
Aasisiant Supervisor Infantry Resource Storeman Grade 2
Assistant Supervisar Offensive Suppon

Assislant Superviscr Operator Intelligence

Assistant Superviscr Transport Engineers

Bricklayer Grade 3

Carpenter Grade 3

Combat Engineer Grade 3

Commandgr Emamgency Response

Commando Grade 3

Controller Air Traffic Grade 1

Coak Grade 5 .

Crew Commander Mechanised

Crewrnan Commander

Crawman Commander {RAE)

Dental Hygienist

Dental Supervisar

Draftaman Architectural Grade 1

Etectrician Grada 3

BExplosive Detaction Dog Handler

Fitter Asmament Grade 2

Groundcrewman, Forward Aming and Refuelling Point Supervisor
Groundcrewman, Supervisor Aviation Squadron Operations
Manager Cango Operations

Manager Infantry Operaticns Clerk

Manager Infantry Resource Storeman

Manager Operational Movements

Manager Operator Intelligence

Manager Petroleum

Managar Praventive Madicine

Maneger Rigger Parachute

Marine Specialist Grade 2 it

Mechenic Vehicle Grada 2

Medical Technician and Medical Techmcuan Specialist
Metalsmith Grade 2

Metecrolegist Artillery i, )
Military Police Grade 2 - ¥
Missile Number Grade 3 : ]
Multimedia Technician, Grade 1 !

Musiclan Grade 2 :

Operator Astillery Mateorology and Survey Gmde 2,
Operator Artillery Metzorology and Survey Grade 3
Operator Command Post Field Grade 2

Operator Command Post Grade 3

Operator Command Suppor! Systems Grade 2
OCperalor Communications Grade 2 ’
Operator Computer

Defence FOI 0064/26/27
Document 2




Defence FOI 0064/26/27

Document 2
Part B - Army

Oparator Ekectronic Warfare

Operator Emargency Response
Operator Information Systems and Cipher
Operator Information Systems and Redio
Operator Petrolsum Grade 3

Operator Plant Grade 2

Operator Plant Grade 3

Opearator Radar Grade 3

Operator Specialist Vehicles Grade 2
Opearator Work Study

Patrol Commander

Photographer Grade 2

Piper Dranmer and Buglker Grade 2
Plumber Grade 2

Radiographer

Recuit Instructor (1 RTB)

Rifleman Grade 3

Riflemen Grade 3 Specialised

Rigger Parachute Grade 3

Scout Patrol Commander

Second in Command Transport Treop Operations
Seclion Commander Engineers

Sniper

Special Air Service Trooper Grade 1
Superviser Aerial Delivery

Supervisor Air Defenca

Supervisor Bearer Systems

Supervisor Cargo Operations

Supervisor Communications

Supervisor Infantry Operations Clerk
Supervisor Infantry Resource Storeman
Supervisor Marine

Supervisor Offensive Supporl
Supervisor Operater Intelligence
Supervisor Petroleum

Suparvisor Platoon Infantry Operations
Supervisor Praventive Medicine
Supervisor Rigger Parachute

Supervisor Transpert Engineers
Supervisor Transport Operations Engineers
Supervisor Transpori Troop Operations
Surveyar Engineer Grade 2

Technician Aircraft Grade 1

Technician Avianics Grade 1

Technician Electrical Grade 1

Techniclan Electronic Grade 1
Technician Elctranics Radar Grade 1
Technician Electronics Telecommunications Grade 1
Technician Elactronic Syslams Grade 1
Technician Geomatic Grade 1 =~

Technicien Laboratory Grade 1

Techniclan Operating Theatre : i
Technician Photographic Grade 1 7 o
Technician Printer Grads 1 ! i

Technician Telecommunication Sysiems

Underwater Medicine Clinician SOA Item 2A: Trélnge Commando
WOt PG2 SOA item 14: IRR

YOl PG20 SOA Item 14: IRR ?
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Pay Group 5

Clerk Adminstrathe Gade 1-SOA hem 4. 126

Aircrafi Structural Fitter Grade 3-

Dat Cmdr/Ass Cmdr Telecornm Sys-SOA ltem 4: 126

Det CmdriAsst Cmdr Comms-SOA ltem 4: 128

Det Cmd:fAsst Cmdr Suppart Sye-S0A ltem 4: 128

Op Command Suppont Sys Gr 2-50A Item 4: 126

Qperator Communications Gr 2.S0A Item 4: 128

Artificer Aircraft-

Arificar Electronic Systems (AIR)=

Artificer Elactranic Systems (GROUND)-

Artificer Mechanicalk

Artificer Radar-

Artificar Telacommunicalions-

Assistant Detachment Commandar Cormmand Support Systeme-
Aseistani Datachmant Commander Communicationa-

Asgistant Detachment Commander Electronic Warfare-
Asgistant Detachment Commander Telecommunication Systermns-
Assistanl Manager Bearer Systems-

Asgistant Manager Operations Locating-

Assistan Manager Operations Offensive Suppori-
Assistant Supervisor Enginesr Platoon Operations-
Assiztant Supervisor Intelligence Operations-
Assistant Supervisor Locating-

Aviation Operations Manager-

Chief Aerial Delivery-

Commando Grade 4-

Company Mechanised Sergsant-

Contreller Air Traffic Grade 2-

Dental Manager-

Detachment Commander Command Support Systems-
Detachment Commander Cammunicatiohs-
Detachment Commandar Electronic Warfare-
Detachment Commander Telecommunication Systems-
Craftsman Architectural Grade 2-

Drum Major-

Examinar Psychalogical-

Explosive Ordnance Reconnaissance Technician-
Fitier Armament Grade 3-

Linguist Intelligence Special Duties-

Managar Bearer Systems-

Manager Emergency Response Qperations-

Managar Intalligence Cperations-

Manager Cperations Air Defence-

Manager Cperations Locating-

Manager Cperations Offensive Sgpport-

Manager Works- -

Miitary Investigator Grade 3-

Multimedia Technician, Grada 2-

Mulimedia Technician, Grade 3-

Musician Grade 3- v

Patrol Maslar- v i
Petroleum Spacislist- ' 5
Photographer Public Relations-

Pipe Major-

Project Officar Aeriel Delivary- !
Reporter- »
Scout Supervisor Squadron Operations- )
Scout Supervisor Troop Operations- !
Seclion Commander Commando- ;e
Sniper Master-
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Sniper Supervisor-

Sniper Team Leadeor-

Special Air Servica Trooper Grade 2-
Squadron Sergeant Major, Aviation-,
Supervigor Building-
Sugervisor Civil~

Supervisor Communications-
Supenvisor Company Operations-
Supervisor Emergency Responss Operations-

Supervisor Engineening Servicas-

Supervisor Engineer Operations-

Supenvisor Engineer Platoon Operations-

Supenvisor Intelligence Operations-

Supenvisor Localing-

Supervisor Operator Signals-

Supenvisor Squadron Oparations-

Supervisor Troop QOperations-

Technician Aircraft Grade 2-

Technician Ammunition~

Technician Avionkes Grada 2-

Technician Cipher-

Technician Dental-

Technician Electricel Grade 2-

Technician Electronic Grade 2-

Technician Electronics Rader Grade 2-

Technician Electronics Telscommunications Grade 2-
Technician Electronic Systems Grade 2-

Technician Geomatic Grade 2-

Technician Laboratory Grade 2-

Tachnician Photographic Grade 2-

Technician Printer Grade 2-

Underwater Medicine Clinician-

AIRCMAN LOADMASTER-FA: 2-4 YEARS

CBT CLK (RAE/RAINF}SOA ITEM 15: IRR {ADD TR)

CBT ENGR GDE2-SCA ITEM 15: IRR (ADD TR)

CBT STM (RAE/RAINF-SOA ITEM 15: IRR (ADD TR)
COQK1-SOA ITEM 15: IRR (ADD TR)

DVR ENGR-SOA ITEM 15: IRR (ADD TR)

FIRE FIGHTER-SOQA ITEM 15: IRR {ADD TR)

MEDICAL TECHNICIAN-SOQA ITEM 15: IRR (ADD TR}

MNGR CBT STM (RAE/RAINF}-SCA ITEM 15: IRR (ADD TR}
OPERATOR ENERGENCY RESPONSE-SOA ITEM 15: IRR {(ADD TR}
OPERATOR, PLANT, GR 1-SOA [TEM 15. IRR (ADD TR)

REC INSTR (1 RTE)-SOA ITEM 15: IRR (ADD TR)

SPV ENGR PL QPS-SOA ITEM 13: IRR (ADD TR)

TECH EOR-50A ITEM 18: IRR (ADD TR)

CBT ENGR GDE 2.SOA ITEM 3:/QUAL COMMANDQ
COMMANDO GR $-SOA ITEM 3: QUAL COMMANDO
COMMANDO GR 2-SOA ITEM 3:QUAL COMMANDO
COMMANDO GR 3SOA ITEM 3: QUAL COMMANDO
COMMANDC GR 4SOA ITEM 3: QUAL COMMANDO .

GUN DETACHMENT CMDR-SOA ITEM 3: QUAL CCM%!ANDO
INFANTRY RESOURCE STOREMAN GR1-S0A ITEM 3: QUAL COMMANDO

RFN GOE 1-8Qa ITEM 3: QUAL COMMANDO t
RFN GDE 2 SPEC-SOA ITEM 3: QUAL COMMANDO
RFN GDE 3 SPEC-SOA ITEM 3: QUAL COMMANDO
RIGGER PRCHT 2-SCA ITEM 3: QUAL COMMANDO

SAS TPR 1-SOA ITEM 3; QUAL COMMANDO

SIG-S0A ITEM 2: QUAL COMMANDO Y
AIRCMAN LOADMASTER-FA: LESS THAN 2 )
ANALYST INT OPS-SAFA: 152 SQN ‘

DET CMDR/ASS CMDR TELECOMM SYS-SAFA: 152 SQN

s22
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DET CMDR/ASST CMDR COMMS-SAFA; 152 SON

ELEGTRICIAN, GR 1-SAFA: 152 SQN

OP COMMAND SUPPORT SYS GR 2SAFA: 152 SQN

OPERATOR COMMUNICATIONS GR 2-SAFA: 152 SQN

SUPERVISOR COMMUNICATIONS-SAFA: 152 SQN

TECH TELECOMMUNICATIONS SYS-SAFA: 152 SQN

ANALYST INT OPS-SOA ITEM 14: IRR

ASST SPV EOD-SOA ITEM 14: IRR

ASST SPV INT OPS-SOA ITEM 14: IRR

CLERK ADMINSTRATIVE GADE 1-SOA ITEM 14: IRR

COMMANDER EMERGENCY RESPONSE-SOA ITEM 14: IRR

COOK GRADE 5-SOA [TEM 14: IRR

DET CMDR/ASST CMDR COMMS-SOA ITEM 14: IRR

DVR ENGR-SOA ITEM 14: IRR

EDD HANDLER-SOA ITEM 14: IRR

FITT ARMT GR 2-SOA [TEM 14; IRR

MECH VEH 2-SO0A ITEM 14: IRR

MILITARY POLICE, GR 1-SOA ITEM 14: IRR

MULTIMEDIA TECHNIGIAN GRADE 2-SOA ITEM 14: IRR

OP COMMAND SUPPORT SYS GR 2SOA ITEM 14: IRR

OPERATOR COMMUNICATIONS GR 2-SOA ITEM 14: IRR _
SPV TPT ENGR-SOA ITEM 14: iRR o _
SPV TPT OPS ENGR-SOA ITEM 14: IRR

COMMANDO GR 2-504 [TEM 2A: TRAINEE COMMANDO

COMMANDO GR 3-SOA [TEM 2A: TRAINEE COMMANDO

COMMANDO GR 4SOA ITEM 24: TRAINEE COMMANDO

INSTR PT-SOA ITEM 24 TRAINEE COMMANDO

MECH VEH 2-SOA ITEM 2A: TRAINEE COMMANDO

MEDICAL TECHNICLAN-SOA ITEM 24: TRAINEE COMMANDO

OP CP OS 3-50A ITEM 2A: TRAINEE COMMANDO

OPERATOR COMMUNICATIONS GR 2-SOA ITEM 2A: TRAINEE COMMANDO
RFN GDE 3 SPEC-SOA ITEM 2A: TRAINEE COMMANDO

SEGT COMD, COMMANDO-SOA [TEM 2A: TRAINEE COMMANDO
UNDERWATER MEDICINE CLINICIAN-SOA ITEM 2A: TRAINEE COMMANDO

Pay Group 6
Adtificer Alr-
Astificers Awcrafi-
Astificar Avionica-
Astificer Electronics-
Arfificer Ground-
Assistant Manager Commmunications-
Assistant Supervisor Command Support Systems.
Assistant Supervisor Electronic Warfare-
Assigtant Supervisor Explosive Ordnance Disposal-
Assistant Supervisor Linguist inteligence Special Duties-
Asgistani Supervisor Telacommurdcation Systems-
Manager Command Support Systems- ,
Manager Communications- L ={
Manager Linguist Inlelligence Specisf Duties- Ve
Special Air Sarvice Troopar, Grade 3- A
Supervisor Commando Operations=- ’
Supervisor Commando Platoon Oparations- !
Supervisor Cornmand Support Systems-
Supervizor Electronic Warfare-
Supervisor Explosive Ordnance Diaposalk
Supervisor Linguist (nteligence Special Duties- !
Supervisor Technical Telscommunications- +°
Supervisor Telecommunization Systems-

[
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Technician Geomatic Grads 3-

AIRCMAN LOADMASTER-FA: 4 - 8 years

AIRCMAN LOADMASTER-FA: 2 - 4 years

ANALYST INT OPS-S0A item 15: IRR {Add Tr)

ASST SPV ENGR PL OFS-SOA Ifamn 15: IRR {Add Tr)

ASST SPV INT OPS-50A ttem 15: IRR (Add Tr)

CBT ENGR GDE 3-50A ltem 15: IRR {(Add Tr)

COMMANDER EMERGENCY RESPONSE-SOA Item 15: IRR (Add Tr)
EDD HANDLER-SOA tem 15: [RR (Add Tr)

Medical Technician-50A kem 15: IRR (Add Tr)

Qperator Communications Gr 2-S0A em 15: IRR {(Add Tr)
OPERATOR EMERGENCY RESPONSE-SOA ltem 15: IRR (Add Tr)
SPV ENGR PL OP5-SQA Item 15: IRR (Add Tr)

TECH EOR-30A Item 15: IRR (Add Tr)

COMMANDO GR 2504 Item 3: Qual Commando
COMMANDO GR 3S0A Item 3: Qual Commando

Commande GR 4-S0OA ltam 3; Qusl Cammando

Det CmdriAss Cmdr Telecomm Sye-SOA ltem 3: Qual Commando -
Infaniry Resource Storeman Gr1-80A fem 3: Qual Commando
MECH VEH 2-S0A ltem 3: Qual Commando

Op Command Support Sys Gr 2-SOA item 3. Clual Commande
OF CP 0OS 3-50A ltem 3: Qual Commando

Operator Communications Gr 2-S0A e 3: Qual Commando
OPERATOR EMERGENCY RESPONSE-SOA ltem 3: Qual Commando
RFN GDE 3 SPEC-SOA Item 3: Qual Commande

SAS TPR 1-S0A item 3: Quat Commando

SAS TPR 2-504A ltem 3: Qual Commando

SECT COMD, COMMANDC-S0A ltem 3: Qual Commando
SNIPER-SOA item 3: Qual Commanda

SPV COMMANDOQ PL OPS-S0A tem 3: Qual Cornmando
Supvr Infantry Resource Strmn-S0A Hern 3: Qual Cammanda
AIRCMAN LOADMASTER-FA: less than 2

TECH ACFT 2-FA: lecs than 2

Dot Cmdr/Ase Cmdr Telecomm Sys-SAFA: 152 Sgn

Det Cmdr/Asst Cmdr Comms-SAFA: 152 Sqn

Det Cmdr/Asst Cmdr Support Sys-SAFA: 152 Sqn

Operator Communications Gr 2-8AFA: 152 Sqn

Supervisor Communications-SAFA: 152 Sqn

Tech Telecommunications Sye-SAFA: 152 Sqn

ART MECH-SOA tem 14: IRR

Det Cmdr/Ass Cmdr Telecomm Sys-SOA ltem 14: IRR

Det CmdrAsst Cmadr Comme-SOA ltem 14: IRR

Det CmdrfAsst Cmdr Support Sys-SOA ltem 14: IRR

SPV EOD-S0A Item 14: IRR

SPV INT OPS-50A Itam 14: IRR

Supervisor Communications-SOA ltem 14. IRR

TECH ELEC 2-80A item 14. IRR: !

TECH GECMATIC GDE 2-50A Itern 14: IRR

Det Cmdr/Asst Cmdr Comms-SOA Item 24: 301 8gn

Dat CmdriAsst Cmdr Suppoert Sys-SQA Itlem 24: 301 Sgn
ANALYST INT OPS-80A ltem 2A: Trainee Commando |
COMMANDO GR 2-80A tam 2A: Trainee Commando !}
Commande GR 4-S0A Item 2A: Traihee Commando | ¥

Dsl Cmdr/Asst Cmdr Comms-SOA Item 2A: Trainea Cdmmando
SNIPER, SUPERVISOR-SOA ltern 2A; Trainee Commarido
SPV, COY OPS-50A ltlem 2A: Trainee Commandey
Undarwater Medicine Clinician-SOA ttem 2A: Tranee Commanda
Det Cmdr/Ass Cmdr Telecomm Sys-S0A item 4; 126

Det Cmdr/Aget Cmdr Comms-S0A Item 4: 126 g

Dt CmdrfAsst Cmdr Supporl Sys-S0A Item 4; 128 ¢

Mngr/Aset Mngr Communications-SOA Ilem 4: 126 <~

Operator Communications Gr 2-SOA lem 4: 126
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SpvriAsst Spvr Telecomm Sys-SOA ltem 4: 126
. Supervisor Communications-SOA llem 4: 126

Pay Group 7

Aagistant Manager Electronic Warfare-

AIRCMAN LOADMASTER-FA: 4 - 6 years

ANALYST INT OPS-SOA Iterm 15: IRR (Add Tr)

ANALYST INT OPS-SOA ltem 3: Qual Commando

Assistant Manager Telecommunication Systems-

ASST SPV ENGR PL OPS-SOA Item 15: IRR (Add Tr)

ASST SPV EQD-SOA Item 15; IRR (Add Tr)

ASST SPV INT OPS-SOA ftem 15; IRR {Add T}

CBT ENGR GDE 3-S0A Item 15: IRR (Add Tr)

COMMANDER EMERGENCY RESPONSE-S0OA item 15: IRR {Add Tr)

COMMANDQ GR 2-S0A liem 2; Qual

COMMANDO GR 2-S0A Item 1: Train TAG

COMMANDO GR 230A item 3; Qual Commando

COMMANDO GR 3-S0OA ltern 2: Qual

COMMANDO GR 3-S0A ltem 1; Train TAG

COMMANDO GR 3-S0A ltem 3: Qual Cormmando -

Commando GR 4-SCA ftlem 2: Qual i

Commando GR 4-S0A ltem 1: Train TAG

Commando GR 4-S0A Itam 3: Qual Commande

Dst Crmdr/Ass Cmdr Telacomm Sys-SOA Item 3: Qual Commando
. Det Crdr/Asst Cmdr Comms-SOA Item 15: IRR (Add Tr)

Det Cmdr/Asst Cmdr Comms-SOA item 3: Qual Commandoe

Det Cmdr/Asst Cmdr Comms-S0A ltem 4; 128

FITT ARMT GR 3-SOA ttem 3: Quel Commando

Manager Command Support Sysiem-S0A ltem 4: 126

Wenager Elacironic Werfare-

MANAGER EMERG RESPF OPERATIONS-SOA tem 15: IRR (Add Tr)

Manager Telecommunication Systems-

MngriAsst Mngr Communications-SOA Item 14: IRR

Mngr/Asst Mngr Communications-SOA Item 2A: Trainee Commando

Mngr/Asst Mngr Communications-SOA ltem 4: 126

RFN GDE 2 SPEC-SOA ltem 1: Train TAG

SAS TPR 1-50A ltem 3: Qual Commando

SAS TPR 2-50A Itern 3: Qual Commando

SECT COMD, COMMANDO-SOA Hem 3. Qual Commando

SNIPER, SUPERVISOR-S0A Iism 3: Qual Commando

SNIFPER, TEAM LEADER-SOA ltem 3: Qual Commando

Specielist Gaomatic-

SPY COMMANDO OPS-S0A ftermn 3: Qual Commando

SPV COMMANDO PL OPS-S0A e 3: Oual Commeande

SPV ENGR OPS-SOA Item 15: IRR (Add Tr)

SPV ENGR PL OPS-SOA Itam 15; IRR {Add Tr)

SPV EOD-SOA llem 15: IRR (Add, Tr)

SPV EQD-SOA itemn 14: \RR e

SPV, COY OPS-S0A ltem 3; Qual Qcmmando
. Spwr/Ass Spvr Command Supp Sys-SAFA: 152 S5qn ~

SpvriAss Spwr Command Supp Sys-SOA item 4: 126 , JJ

Spvr/Asst Spvr Telacomm Sys-SOA Idm 4: 126 ‘(

Supervisor Communigations-SOA Hem 15: IRR (Add Tr)-

Supervisor Communications-SOA ltem 3: Qual Commando

SUPERVISOR EMERG RESF OPERAT-SQA ltern 15: IRR {Add Tr)

TECH ACFT 2-FA: 4 - 6 years

TECH ACFT2-FA: 2 -4 years

TECH AV 2-FA: 2 - 4 years

TECH EQR-SOA Item 15: IRR {Add Tr)

TECH GEOMATIC GDE 2-50A Jtam 15: IRR {Add Tr)
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TECH GEQMATIC GDE 3-S0A llem 14 IRR

Undarwater Medicine Clinkcian-SQA Item 3: Qual Commando
WO1 PG2-S0A kem 15: IRR (Add Tr)

WO1 PG20-SOA Itemn 4: 128

WO1 PG3-SOA fem 3: Qua! Commando

Pay Group 8

COMMANDO GR 2504 Jtem 2: Qual

AIRCMAN LOADMASTER-FA: € - 8 years

ART AV-FA: 4 - 8 years

Aset Manager Talocomm Sys-SOA fem 4: 126

ASST SPV EOD-SOA ltem 15; IRR (Agd Tr)
COMMANDO GR 3-5QA ltam 1: Train TAG

Commandc GR 4-SOA itam 2: Qual

Commando GR 4-S0A Item 1: Train TAG

Dat CmdifAssl Cmdr Comme-SOA Item 1: Train TAG
Groundcrewman Spvr Avn Sqn Ops-FA: 8 - 8 years
Mngr/Asst Mngr Communications-SOA ltem 3: Qual Commando
Op Command Support Sys Gr 2-S80A liem 1: Train TAG
Opsrator Communications Gr 2-SOA Item 5: Train TAG
RFN GDE 2 SPEC-S0A Item 2: Qual

RFN GDE 3 SPEC-S0A ltem 1: Train TAG

SAS TPR 1-S0A ltem 2: Qual
5AS TPR 1-S0A ltem 1: Train TAG

SAS TPR 2-80A ttemn 1: Tram TAG

SAS TPR 2-SQA ltem 3: Qual Commando

SECT COMD, COMMANDO-SOA Item 3: Qual Commando
SPV COMMANDO OPS-S0A kem 3: Qual Commando
5PV COMMANDO PL OPS-SCA em 3. Qual Commando
SPV EOD-S0A item 15: IRR {Add Tr}

SPVY, COY QPS-S0A ltem 3: Qual Commando

Spvr/Asst Spvr Telscomm Sys-S0A ltem 3: Qual Commando
Supervisor Communications-S0A Item 3; Qual Commando
TECH ACFT 2-FA: 4 - 6 years

TECH AV 2FA. 4 - 8 years

WO1 PG2-SOA ftam 15; IRR {Add Tr)

WO1 PG3-S0A tam 15: IRR (Add Tr)

WO1 PG3-SOA ltem 3; Qua! Commando

Pay Group 8

AIRCMAN LOADMASTER-FA: 10+ ypars

AIRCMAN LOADMASTER-FA: B - 10 years

AIRCMAN OBSR-FA: 8 - 10 years.

ART ACFT-FA: 6 - 8 years "’

ARTACFT-FA: 4 -G years .

COMMANDO GR 2-S0A Item 2; Qual

COMMANDO GR 3-50A item 2: Qual

COMMANDO GR 3-80A item 1; Train TAG g
Commando GR 4-SOAltem 2: Qual A
Commando GR 4-S0A Item 1: Train TAG e
Det Cmdr/Asst Cmdr Comms-SOAtem 2: Qual s
Det CmdriAsst Cmdr Comms-S0A Item 1; Train TAG
Dot Cmdr/Asst Cmdr Comms-SAFA; Trainee SF !
Groundcrewman Spvr Avn Sgn Opse-FA: 8 - 10 years

Op Command Supporl Sys Gr 2-SAFA: Trainee SF

Op Command Suppoert Sys Gr 2-S0A item 2: Qual |
Operator Communications Gr 2-SAFA; Trainee SF .
Operator Communications Gr 2-SQA Item 2: Qual '
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RFN GDE 3 SPEC-SAFA: Trainpe SF

SAS TPR 1-SAFA: Trainee SF

SAS TPR 1-S0A Item 2: Qual

SAS TPR 2-SAFA: Trainee SF

SAS TPR 2-SOA item 2: Qual

SAS TPR 2-SOA Item 1: Train TAG

SECT COMD, COMMANDO-SOA lam 2: Qual
SECT COMD, COMMANDO-SOA ltern 1: Train TAG
SNIPER, TEAM LEADER-SOA ltean 2: Quual
SNIPER, TEAM LEADER-SOA Item 1: Train TAG
SPY COMMARNDQ PL OPS-30A ttem 2: Qual

SPV COMMANDO PL OPS-SOA Item 1: Train TAG
Spvr/Asst Spvr Telecomm Sys-SOA Item 1: Train TAG
Supervisor Communications-SOA Kem 1: Train TAG
TECHAV 2-FA: 6 - B years

wWO1 PG25-FA: 8 - 10 yeears

Pay Group 10

Aircrewman Loadmaster-FA; 10+ years
AIRCMAN LOADMASTER-FA: 10+ yaars
AIRCMAN LOADMASTER-FA: 10+ yoars
AIRCMAN OBSR-FA: 10+ years

ART ACFT-FA: 6 - B yaars

ART AV-FA: 6 - 8 years

COMWANDC GR 2-50A item 2: Qual
COMMANDO GR 3-50A Item 2; Qual
Commando GR 4-SAFA: Trainee SF
Commando GR 4-S0A ltem 2: Qual

Det Cmdr/Asst Crdr Comms-SOA ltem 2: Qual
Mnger infntry Operations Cierh-SAFA: Qual SF
SAS TPR 1-SAFA: Trainee SF

SAS TPR 1-SOA ltem 2: Qual

SAS TPR 2-SAFA: Trainee SF

SAS TPR 2-80A ltem 2:; Qusl

SECT COMD, COMMANDO-SOA Item 2: Qual
SNIPER, TEAM LEADER-SAFA: Trainee SF
SNIPER, TEAM LEADER-SOA {tem 2: Qual
Special Air Service Trooper 3-SAFA; Qual SF
SPV COMMANDO PL OPS-SOA fem 2: Cual
Spwr/Asst Spvr Telecomm Sys-SAFA: Treinee SF
SpwriAsst Spvr Telecomm Sys-SOA ltem 1: Train TAG
Superviscr Communications-SOA Hem 2: Qual
WO1 PG25-FA; 10+ years

Pay Group 11

AIRCMAN LOADMASTER-EA: 10+ years
ART ACFT-FA: 8 - 10 years ’
ART AV-FA: 8 - 10 years

SAS TPR 1-SAFA: Qual SF 1! i

SAS TPR 2-8AFA: Qual §F } N

SECT COMD, COMMANDC-SOA Item 2: Qual -

SPV COMMANDQ OFS-SOA Item 2: Qual

SPV COMMANDC PL OPS-50A tem 2: Qual  *
Spvr/Asst Spvr Telecomm Sys-SAFA: Trainee SF
Sqn Sergaant Major Avistion-FA: 10+ years
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Fart B - Army

Pay Group 12

Infantry Resource Storeman Gri-SAFA: Qual SF
INSTR PT-SAFA: Qual S5F :

Mnger Infatry Opemations Clerk-SAFA: Quel SF
Op Command Support Sys Gr 1-SAFA: Qual SF
SAS TPR 2-SAFA: Qual SF

Special Air Sarvice Trooper 3-SAFA: Qual SF

Pay Group 43

ASST MED UW-SAFA: Quatl SF

Det Cmdr/Asst Cmdr Comms-SAFA; Qual SF

Det Cmdr/Asst Cndr Support Sys-SAFA: Qual SF
FiTT ARMT GR 3-SAFA: Qual 5F

Infantry Resource Storeman Gri-SAFA: Qual SF
INSTR PT-SAFA: Qual SF

Manager Infantry Resource Stmn-SAFA: Qual 5F
MECH VEH 2-8AFA: Qual SF

Mnger Infntry Operations Clerk-SAFA: Qual SF
Op Command Support Sys Gr 2-8AFA Qual SF
SAS TPR 1-SAFA: Qual 5F

SAS TPR 2-5AFA- Qual SF

Signats Officer-SAFA: Quel SF

Special Air Service Trooper 3-3AFA: Qual SF
SPV COMMANDO OPS-SAFA: Quat SF

Supwr Infantry Resource Strn-SAFA: Quat ST
WO1 PG7-SAFA: Qusl SF

Pay Group 14

Det Cmdr/Ass Cmdr Talecomm Sys-SAFA: Qual SF
Det Cmdr/Asst Cmdr Comms-SAFA: Qual SF

Det Cmdr/Aset Cmdr Support Sys-SAFA: Qual SF
FITT ARMT GR 3-SAFA: Qual SF

INSTR PT-SAFA: Qual SF

LING INT SPEC DUTIES-SAFA: Qual SF

Manger Infantry Resource Strmn-SAFA: Qual SF
MECH VEH 2-SAFA: Qual SF

Mnger Infatry Operations Clerk-SAFA: Qual SF
MNGR INT OPS-SAFA: Qual SF

Mngr/Asst Mngr Communications-SAFA: Qual SF
Op Commang Support Sys Gr 1-SAFA: Qual SF
Op Command Support Sys Gr 2-SAFA: Qual S5F
SAS TPR 1-SAFA: Qual SF

SAS TPR 2-SAFA: Qual SF

SNIPER, TEAM LEADER-SAFA; Queal 5F
Special Air Service Troopar 3-SAFA: Qual SF
SPV COMMANDO OPS-SAFA. Qtial SF

SPV COMMANDOQ PL OPS-SAFA: Tjual SF

SPV INT OPS-SAFA: Qual SF - . 3

SPV, COY OPS-SAFA: Qual SF * | W

SpwiiAss Spvr Elec Warfare-SAFA; Qual SF N

Spwi/Aast Spvr Talecomm Sys-SAFA: Qual SF
Supervisor Communications-SAFA: Qual SF 4
Supervisor Communications-SAFA: Qual SF
Supvr Infantry Resource Srmn-SAFA: Qual SF
TECH ELEC 1-SAFA: Qual SF g
WO1 PG7-SAFA; Qua! SF
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Part B - Army

Pay Group 1%

. Asst Manager Telecomm Sys-SAFA: Qual SF

~ Manager Command Support System-SAFA: Gual SF
MngriAsst Mngr Communications-SAFA: Quat SF
SAS TPR 2-SAFA: Qual SF
Special Air Service Trooper 3-SAFA: Qual SF
SPV COMMANDC OPS-SAFA: Qual 5F
SpwrAss Spvr Command Supp SysSAFA: Qual SF
SpviiAas Spyr Elec Warfare-SAFA: Qual SF
WO1 PG?-SAFA: Qual SF

Pay Group 18
Asst Manager Telecomm Sys-SAFA: Qual 5F
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s22

rtB1i: A W t Officer Class 1
@ | P28t Ammy Warrant Officer Class 1

Pay Group 1

ART MECH
MAN OPS OS
SPV TPTTP OPS

Pay Group 2

Assisiant Dental Gr 1
A/Man Qps Os
Advanced Mechanic, Recovery
Aircman Loadmastar
Aseistant Instructor
Clerk Finance
Cook Grade 5 - 0845
INSTR PT
INSTR PT i
Manager Cargo QOperafions
MANAGER EMERG RESP OPERATIONS - SOA Item 15: IRR (Add Tr}
MANAGER PREVENTATIVE MEDICINE

. Manger Infantry Resourca Stmn
Medical Technician
Medical Technician
MILITARY POLICE, GR 2
Mnger Infitry Operations Clark
MNGR CBT CLK (RAE/RAINF}
MNGR CBT STM (RAE/RAINF)
MNGR CBY STM (RAE/RAINF)
MNGR CBT STM (RAE/RAINF)
Mngr Clk Admin
Mngr Ops Mov
Mngr Rigger Preht
Mngr Sup Spt
Mngr Tach Sup
Mngr Unit Res
Multimedia Technician Grade 2
Musicn 2
Spv Air Def
Spv Army Messes
Spv Catr
Spv Clk Admin Iy
Spv Marine
Spv Ops Mov “
Spv Tpt Tp Ops o
Steward Grade 5 - 3635 ,

. STWDS v
STWDS 3 i
W01 PG2 - SOCA Item 14: IRR ; Vg

ll‘:

Pay Group 3

ART AIR

ART ELEC '
ART GND \
ART MECH i
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CHIEF AERIAL DEL
DENTAL TECHNICIAN
., EXAMINER PSYCHOLOGICAL
N MAN OP AIR DEF
MAN OPS LOC
MAN OPS OS
Manager Command Suppart System
MANAGER EMERG RESP OPERATIONS
MAMNAGER, WORKS
MILITARY INVESTIGATOR, GR 3
MNGR INT OPS
MNGR LING INT SPEC DUTIES
MNGR PETRL
Mngr/Asst Mngr Bearer System
Mngr/Asst Mngr Communications
MUSICN 3
PETRL SPEC
PIPE MAJIOR
PROJ OFFR AERIAL DEL
Special Air Sarvice Trooper 3
SPV COMMANDO OPS
SPV ENGR OPS -
5PV EOD It
SPY SQN OPS ASLAYV
SPV SQN OPS LEOPARD
SPY SON OPS M113
. SPV TP OPS LEGPARD
SPV, COY OPS
Sqn Sergeant Major Aviation
TECH ACFT 2
TECH AMMO
TECH GEOMATIC GDE 3

Pay Group 4

Agst Manager Telecomm Sys

Asst Manager Telecomm Sys

Meanager Elactronic Warfare

MANAGER EMERG RESP OPERATIONS SCA Item 15: IRR {Add Tr)
Manager Telscomm Sys

Mngr/Asst Mngr Communications

REM-A

SPECIALIST GEGMATIC

SPv COMMANDO OPS

SPV COMMANDO PL OPS

SPYV, COY OPS SOA tem 3: Qual Commando

SUPERVISOR EMERG RESP OPERAT SOA lem 15: IRR (Add Tr)
WO1 PG2 SOA Item 15: IRR {Add Tr)

WO1 PG20 S0A am 4: 126 o

WO1 PG3 .
. WO1 PG3 -. 4

Pay Group 5

WO1 PG25 FA: 8 - 10 years !
AIRCMAN LOADMASTER FA; 10+ years *

Mnger infilry Operations Clark SAFA: Qual SF .
Special Air Service Trooper 3 SAFA: Qual SF !
WO1 PG25 FA: 10+ yaars
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Pay Group 8
AIRCMAN LOADMASTER FA: 10+ yaars

Pay Group ¥
Manger tnfanty Resourca Strmn SAFA: Qual SF

WO1 PG7 SAFA: Qual SF

Special Alr Servioe Trooper 3 SAFA: Qual SF
SPV, COY OPS SAFA: Qual SF
WO1 PGY SAFA: Qual SF

Pay Group 8

Special Air Service Trooper 3 SAFA- Qual SF
Asst Manager Telecomm Sys SAFA: Qual SF

o
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D Part C: Alr Force s22

Pay Group 1

General Hand

Mess Operator Grade 1
Prant Assistam
Steward Grade 1
Tetephone Cperator

Pay Group 2

Aircraft Mechanic
Airfizld Defence Guard Grade 1
Avionic Mechanic
Clerk Grade 1
Communications Escironic Mechanic
Cock Grade 1 .
Crew Attendant General Grade 0 v
Dental Assistant '
Dental Assigtant Grade 1
Mess Operator Grade 2
Wotor Transport Driver Grede 1
. Plant Operator
Staward Grade 2
Supplier Grade 1
Supply Supervisor

I

Pay Group 3

Aircraft Fitter Grade 1

Aircrafi Life Suppont Fiter Grade 1

Aircrafi Structurel Fittar Grade 1

Aircraft Surface Finisher

Airfiald Defonce Guard Grada 2

Air Suveillance Operator Grade 1

Avionic Fitter Grade 1

Carpentor Grade 1

Camenter Grade 2

Clerk Grade 2

Clerk Supply

Communication Infermation Systerns Controller Grade 4

Communications Electronic Fittar'Grade 1

Cook Grade 2 .

Crew Aftendant Grads 0 s

Crew Altendant General Grade
‘ Dental Assistant Grade 2 3

Dental Hygienist y .

Electtician Grade 1 3 <

Electrician Grads 2

Firefighter

Gaospatial Imagery Intelligance Analyst !

Ground Mechanical Enginaedng Fitter, Grada 1 .

Ground Support Engineering Fitter Grade 1

Ground Support Equipment Fitter, Grade 1 n

Medical Grade 1 N

Motor Transport Driver Grade 2 ’

LA - <R
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Physical Training Instructor
Plent Operator Grade 1
Plant Operator Grade 2
Pumber Grade 1

Plumber Grade 2

Security Police Grade 1
Supplier Grade 2

Tallor

Warrant Officer Disciplinary

Pay Group 4

Air Surveillance Operator Grade 2
Airborne Elactronics Analyst Single Sensor Station Grade 0
Aircraft Fitter Grade 2

Aircraft Life Support Fitter Grade 2

Aircraft Struciural Fitter Grade 2

Airfield Defence Guard Grade 3

Avionic Fitter Grade 2

Carpentar Grade 3

Comynunication and Infomation Systems Controllar
Communication Information Syatema Controller Grade 2
Communications Elactronic Fitter Grade 2

Crew Aftendant Grade 1

Dental Hygiensst

Dental Suparvieor

Electrician Grade 3

Elsctroplatar

Environmental Health Surveyor

Firefighter, Grads 1

Firefightes, Grade 2

Geospatial Imagery Intelligénce Analyst Grada 1

Ground Mechanical Engineering Fitter, Grade 2

Ground Support Enginesring Fitter Grade 2

Ground Support Ergineering Manager, Grade 1

Ground Support Equipment Fitter, Grade 2

Imageary Analyst

Intelligence Analyst Grade 1
Load Master Grade 0
Medical Grade 2

Metal Mechanisi Grade 1
Musician Grade 2

Qparating Theatre Technician
Photographer Grade 1

Plant Oparator Grada 3
Plumber Grade 3

Sacurity Police Grade 2
Signals Operalo Linguist Grade 1,
Signals Operator Technical Grade.d
Works Superviser Grade 1 -

it

-

Pay Group § !

Advanced Aircraft Structural Fitter

Aiborne Electrenics Analyst Grade O !
Airborne Electronics Analyst Singla Station Grade 1
Aircraft Technician Grade 1

Avionic Technician Grade 1

Communications Electronic Technician

Crew Altendant Grade 2

o~
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Dental Manager

Dental Technician

Detachment Supervisor Communication Information Systems Controller
Firefighter Manager

Firefighter, Grade 3

Flight Engineer Grade 0

Geospatial Imagery Intefligence Analyst Grade 2
Ground Mechanical Engineering Technician
Ground Support Engineering Manager, Grade 2
Ground Support Enginearing Technician
Ground Support Equipment Technician

Imagery Production Manager

Intefligance Analyst Grade 2

Laboratory Technician

Load Master Grade 1

Manager Airfield Defence Guard

Metal Machinist Grede 2

Musician Grade 3

Phato Unil Supervisor

Photegrapher Grade 2

Signals Qperator

Signals Operator Linguist, Grade 2

Signals Operator Technical, Grade 2
Supervisor Airfield Defence Guard

Works Manager

Works Superviser Grade 2

Works Superviser Grade 3

Pay Group 6

Advarced Aircrafl Struciural Technician

Advenced Ajrcraft Technician

Advencad Avionic Tachnician

Advenced Carmmunications Electronic Technician
Aisborng Elactronics Analyst Single Station Grade 2
Airbome Electronics Analyst Grade1

Aircraft Technician Grade 2

Crew Attendant Grade 3

Flight Enginaer Gradat

Flight Test Photographer

Geospalial imagery Intelligence Analkyst Manager
Geospatial imagery Intelligence Analyst Supervisor
Imagery Praduction Manager (Flight Tast Photagraphar)
Loadmaster Grade 2

Manager Communication Information Systams Controllar
Photo Unit Supervisor (Flight Test Photographer)

Signalke Operator General nguél

Signals Operator Linguisi Analyst, |

Signals Operator Technical Analyg

Supervisor Communication InI'ormapon Systems Controller
Unit Flight Test Specialst . iy
Wo1 pG22 T

b

1

o
R

Pay Group 7 :

Airborne Electronics Analyst Single Station Grada 3
Airborne Electronics Analyst Grade 2

Aircraft Systems Technician s
Avianic Systems Technician !
Communicatiens Electronic Systems Technician
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Crew Attendant Grade 4

Flight Engineer Grade 2

Loadmaster Grade 3

Senior Manager Processing

Senior Manager Technical

Signels Operator Advanced Linguist

Signals Operator Linguist Advanced Analyst
Signals Operator Technical Advanced Analyst
WO1 PGZ22

WwWO1 PG22

WO PG24

Pay Group 8

Airbome Electronics Analyst Single Siation Grade 4
Airboma Electronics Analyst Grade 3

Crew Attendant Grade5

Flight Engineer Grade 3

Loadmaster Grade 4

Pay Group 9

Airbome Electronics Analyst Grade 4

Airborne Electronics Analyst Singla Station Grade 5
Crew Atlendant Grade 8

Flight Engineer Grade 4

Loadmastes Grade 5

Pay Group 10

Airbome Electronics Analyst Grade 5

Arrborne Electronics Analyst Single Station Grade 6
Flight Engineer Grade §

Loadmaster Grade 6

Pay Group 11

Aitbome Elscironics Analyst Grade 6
Flight Engineer Grade &

Pay Group 12

Pay Group 18
Pay Group 16

lz
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Part C1: Air Force Warramt Officer

Pay Group 1
Pay Group 2
Pay Group 3
Pay Group 4
Pay Group &
Pay Group 6
Pay Group 7
Pay Group B

i
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Utility of 8 Pay Groups

ADF can see the utility of an 8 Pay Group structure, the 16 Pay Group structure can’
accommodate this. Benefits would include:

- more significant changes in work value rewarded
- consistency with WOI1(E) and officer structures
- simpler structure to manage

What unpact on Reserves?

There will be no change to reserve employment as a result of the stmctural change. Reserve
members will be remunerated in accordance with their employment category in the 16 pay
group structure under either the non-~discountéd or discounted rates of pay.

What does the new structure mean for future other ranks hearings?

Future Other Ranks industrial matters will be dealt with in accordance with the newly
developed placement criteria (to be jointly developed and submitted in first quarter of 2007)
that have regard to: )

- the definitional framework
- officer placement criteria, and
- sustainability (attraction and retention, cost of replacement etc).

Any anomalies in regards 10 current placement of employment categories that are identified
in the development of these new principles / criteria will be addressed through the
scheduling of future heanngs in 2007,

‘What about members on allowances from Pay Group 2?

Although the differential between Pay Group 2 and 3 are not a consistent $2,084, the
members who currently receive allowances are from the lower ranks, and as a consequence
of the differentials currently being higher at the lower ranks and as a result of rounding up
the allowances it is not anticipated that any member will be disadvantaged.

If a member is disadvantaged the ADF will seek non-reduchon prowsmns to protect
affected members.
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Clearance Divers

The Clearance Diver category i8 classified as cntical due to significant personnel shortfalls
and high wastage rates. The current category strength of 196 is below the current demand of
220 representing a 12 % shortfall. The shortfall at the senior sailor level is 34% which
significantly impacts on the workgroup's long-term sustainability. The shortfall is
exacerbated by a high Trained Force separation rate of 16% or 32 personnel over the last 12
months. The current annual recruiting target of 45, while exceeding the wastage rate
experienced in the previous 12 months, is not sufficient to reduce the personnel shortfall for
some time. These shortfalls impact Navy’s ability to sustain mine warfare and clearance
diving operations. Remuneration is a factor driving separation across the category. This
category is under consideration for an S58B critical category retention bonus.

Rolling up the SOA CD Q&S allowance rates may have a beneficial impact on retention.
Rolling up the rates does not unduly affect the relationship between the various elements of
SOA Q&S.
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DFA RRP Phase 4 — Explanatory Notes
Para3.2
Why not percentage differentials?

- The joint project team modeled a number of percentage differentials however these
models proved problematic due:
o Excessive cost
o Significant incursion into the WO1(E) and officers structures
¢ The inability to provide a consistent methodology to the incorporation of
Q&S allowances

Why 82,000 differentials?

- derived from a model that had 3% differentials at WO2(E) level and 5% at the

PTE(E) level :
- represented an amount that could allow banding of Q&S elements of allowances

. and apply a consistent and transparent outcome to all members in receipt of
allowances '

Impact of base pay inquiry?
- This is a structural submission, base pay inquiry outcomes can be incorporated into
this structure if required

- This structure provides the means to pay differential pay based on work value, it
does not test the basis for the pay points, this is subject to base pay inquiry

Para 3.10
Reason for so many employment categories (Annex F)?
_ - It is what it is, it only reflects what currently exists
. - It would be expected that overtime employment categories may be further
consolidated and simplified
Why not move directly to 8 Pay Groups?

16 Pay Group structure is transparent and can be communicated to ADF members as the
treatment of Q&S elements of allowances in consistent

ADF needs to fully consider implications.of 16 Pay Group structure
- how and under what conditions will the pay groups be condensed
- how will this be communicated to ADF members
- what impact, if any, will the base inquiry have

These issues are expected to be explored over the next 12 months.
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Clearance Divers

The Clearance Diver category is classified as critical due to significant personnel shortfalls
and high wastage rates. The current category strength of 196 is below the current demand of
220 representing a 12 % shortfall. The shortfall at the senior sailor level is 34% which
significantly impacts on the workgroup’s long-term sustainability. The shortfall is
exacerbated by a high Trained Force separation rate of 16% or 32 personnel over the last 12
months. The curent annual recruiting target of 45, while exceeding the wastage rate
experienced in the previous 12 months, is not sufficient to reduce the personne! shortfall for
some time. These shortfalls impact Navy’s ability to sustain mine warfare and clearance
diving operations. Remuneration is a factor driving separation across the category. This
category is under consideration for an S58B critical category retention bonus,

Rolling up the SOA CD Q&S allowance rates may have a beneficial impact on retention.
Rolling up the rates does not unduly affect the relationship between the various elements of
SOA Q&S.
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Utility of 8 Pay Groups

ADF can see the utility of an 8 Pay Group structure, the 16 Pay Group structure can
accommodate this. Benefits would include:

- more significant changes in work value rewarded
- consistency with WOI1(E) and officer structures
- simpler structure to manage

What impact on Reserves?

There will be no change to reserve employment as a result of the structural change. Reserve
members will be remunerated in accordance with their employment category in the 16 pay
group structure under either the non-discounted or discounted rates of pay.
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EXECUTIVE SUMMARY

On 27 February 2006 the Tribunal stated in its Reasons for Decision regarding the
Remuneration Reform Project Phase 3 that “work must now progress, as a matter of urgency,
to complete a pay structure for the Other Ranks which also includes the Qualification and
Skill elements of allowances”. Enclosed is a joint ADF and Commonwealth submission that
responds to the DFRT direction and follows on from the conference held with the Tribunal
regarding RRP Phase 4 on 21 September 2006.

This submission seeks to create a 16 Pay Group structure for Other Ranks to allow the
transparent incorporation of the Qualification and Skill elements of allowances. This
submission also identifies the structural problem of compression and incursion of
remuneration between the OR and WOZ1(E) structures.

The RRP Phase 4 model enclosed has been approved by the Defence People Committee and
endorsed by the Chief of Services Committee.
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PART 1 - INDUSTRIAL HISTORY

Background

1.1 Phase 4 of the Remuneration Reform Project (RRP) was developed with regard to the

industrial history of pay setting in the ADF and in particular Other Ranks (OR) pay.

1.2 The OR remuneration structure forms the basis under which all sailors, soldiers and
airmen are paid salary. The system is a two-dimensional structure in which personnel are
remunerated according to both their seniority within rank, and the work value of their
employment category. Separate to the structure are a number of qualification and skill (Q&S)
allowances that are paid in addition to salary. These include Flying, Submarine Service,

Special Action Forces and Special Operations Allowances.

1.3 RRP Phase 4 details the ADF and Commonwealth joint proposal to roll-in Q&S
elements of allowances into pay in accordance with recent reform made under RRP Phase 3.
In order to understand the complexities associated with RRP Phase 4, the following
information is provided as a short synopsis of Other Ranks pay setting arrangements and
details the current OR pay structure.

INDUSTRIAL HISTORY

1.4  The OR remuneration structure has existed in a similar form since it was established
by the Allison Committee in 1972. Since that time it has been amended and enhanced as a
result of successive reviews. The current structure has been in place since the 1995 Pay
Structure Review. Up to now this remuneration structure has served the ADF well. It has
provided flexibility for recognition of differing work value levels throughout the OR
employment structure, maintained a balance of internal relativity across the structure, and
conformed to the principle of organisational worth in relation to the relative placement of

employment categories within the structure.
Pay Structure Review 1995

1.5  The last substantial changes to the OR pay structure occurred in the Pay Structure
Review 1995 (PSR). The PSR was initiated by the Chief of the Defence Force in 1991 and
heard by the DFRT between 1991 and 1995. Pay Levels 1 and 2 were merged as there were
few employment categories at these levels and only a small number of members on Pay Level

1. Pay Levels 1-7 were replaced with Pay Groups 1-7.
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1.6 In PSR 95, Pay Group margins between Pay Groups were expressed as a

percentage change from Pay Group 3, with Pay Group 3 representing the base Pay Group. The
percentage margins established progressively decreased at each rank level through to a
common scale at the WOZ1(E) level. This reflected the increasing use of managerial skills
rather than trade skills by members at the upper ranks. This principle was applied by the
Committee of Inquiry into Financial Terms and Conditions of Service for Male and Female
Members of the Regular Armed Forces (COI) (1970-1972) and the Committee of Reference
(COR) (1972-1982). The COR later determined (1981) that this was no longer appropriate
as members at the SGT(E) and WOZ2(E) rank were exercising both managerial and trade skills

and as such differential pay was expanded up to WO2(E).

1.7 The PSR also introduced a work value based Definitional Framework. The purpose of
the framework was to define the work value associated with the Pay Groups in the structure
and the benchmarks that exemplified this framework. This provided a justification for the
placement of employment categories in the structure. The current Definitional Framework is
described in further detail in Part 7 of this Submission.

Internal ADF Reviews

1.8  Recent ADF reviews have indicated that the current OR remuneration structure is
approaching the limit of its utility to the ADF. Specifically, the Review of Other Ranks
Remuneration 2005 (RORR) recognised that there has been a general increase in the level of
trade skills utilised within employment categories. The review recognised that it is inevitable
that the structure will soon demand a means of paying rates higher than is currently provided
by Pay Group 7. In 2005 an ADF working group into the provision of differential pay for
WOL(E) also acknowledged that the OR remuneration structure had become limited in its

ability to recognise differences in the employment of WOL1(E) personnel.

1.9  Since 1995 the median Pay Group for OR personnel has changed from Pay Group 3 to
4. This upskilling trend has also pushed the boundary of the available remuneration system; in
1995 there were three employment categories with access to Pay Group 7, whereas currently

there are 14.
CURRENT OR REMUNERATION STRUCTURE

1.10 The current OR remuneration structure consists of a seven Pay Group graded structure

which accommodates some 240 separate trade groups (employment categories), consisting of
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some 35,000 permanent OR personnel. There are currently seven broadbanded pay

groups that provide recognition of work value, ranging as indicated:

o

Pay Group 1, unskilled apart from completion of recruit course;

b. Pay Group 2, semi-skilled;

C. Pay Group 3, qualified in a non-technical trade;

d. Pay Group 4, advanced qualification in a non-technical trade;
e. Pay Group 5, qualified in a technical trade;

f. Pay Group 6, advanced qualification in a technical trade; and
0. Pay Group 7, systems technician or para-professional.

1.11  The OR remuneration structure is anchored at the industrial benchmark of PTE(E),
Pay Group 3. This represents the point at which the majority of ADF personnel first become
qualified in a trade. All other pay rates at each rank, Pay Group and increment can be derived
as a percentage increase or decrease from this point. A diagram indicating this relationship is

at Annex B.

1.12  Categories are allocated to Pay Groups by the DFRT according to the extent to which
they satisfy the criteria contained within the Definitional Framework. The framework assesses
the trade-based element of work value under the criteria of qualifications, range of skills,
depth of knowledge, range of actions and complexity of actions. The current management of
ORs and the Definitional Framework is at Annex A. Personnel within a particular category
may move from their initial allocated Pay Group, to other higher Pay Groups as their career

progresses and levels of trade skill increase.

1.13  The margins between Pay Groups are consistent at each rank level but reduce with
each increase in rank to recognise that as a member is promoted, their rank skills become
more prevalent whereas the trade skills become less. The margins at each rank are based on
percentage point differences from Pay Group 3. For example, at the PTE (E) level, Pay
Group margins were established at 5% around Pay Group 3 (considered the benchmark trades
level). For example, Pay Group 2 was 95% of the salary rate for Pay Group 3 while Pay
Group 5 was 110% of this salary rate.
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1.14  The current margins were established in PSR 1995. The precise margins that

exist in the current salary rates of the structure actually differ from this due to rounding over
time with each wage increase provided under successive Workplace Remuneration
Arrangements (WRA) (and its predecessors). Percentage salary increases applied to all pay

points of the matrix would not otherwise alter the established percentage-based margins.

1.15 The current permanent population of the OR pay structure is detailed in Table B3 of
Annex B). Note that the higher a member’s rank the more likely they are to be in the higher
pay groups. The median pay group for PTE(E) is Pay Group 2 whereas it is Pay Group 5 for
WO2(E).

1.16 In addition to the salary structure there are a number of salary-related allowances set
by the DFRT under s.58H of the Defence Act 1903. Included within the Flying, Submarine
Service, Special Action Forces and Specialist Operations Allowances are specific amounts to
recognise the application of specific qualifications and skills. These Q&S elements are paid
on a continuous basis and vary from $1,830 to $18,301 per annum. The Q&S elements of a
number of allowances involve a number of tiers to recognise progression in qualifications and
skills and to distinguish between different roles. The interaction of these Q&S elements with
the OR remuneration structure is complex because they are paid across a variety of ranks and
Pay Groups. Table C1 and Chart C1 of Annex C reveal the number of members currently
receiving Q&S elements disaggregated by rank and Pay Group.

RECENT REFORM
The Remuneration Reform Project Phases 1 -3

1.17 The Remuneration Reform Project (RRP) was established as a result of
recommendations made by the Nunn Review in 2001. In particular this review noted that
“qualification and skills used on a regular basis throughout a member’s career be
compensated through inclusion in superannuable salary”!. RRP Phases 1-3 proceeded on the
basis of firstly making the major Q&S elements of allowances superannuable, and secondly
incorporating the Q&S elements of these allowances into a graded pay structure for officers.
Phase 3 was extended to include WOZL(E) in 2005. The graded pay structures for officers (O1-
06) and WO1(E) were approved by the DFRT on 27 Feb 06. Phase 3 was introduced on 5 Oct
06. Work is continuing on the placement of ADF officers in the new structure in accordance
with the draft DFRT program.

1 Review of Australian Defence Force Remuneration — Nunn Review 2001 P.43
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PART 2 - REQUIREMENT FOR RRP PHASE 4/ KEY CONSIDERATIONS
Requirement for RRP Phase 4

2.1 Inthe development of RRP Phase 3 it was evident that RRP Phase 4 would be required
to ensure that Q&S elements of allowances could be rolled into OR salary in a consistent
manner to both officer and WOL1(E) pay. The Tribunal noted in its Reasons for Decision
regarding RRP Phase 3 that:

“Work must now progress, as a matter of urgency, to complete a pay structure for the
Other Ranks which also includes the Qualification and Skill elements of allowances.
No to do so would cause an anomalous situation when a s.58H allowance is

reviewed.”

2.2 Inresponse to the guidance provided by the Tribunal both the ADF and Commonwealth
allocated resources to meet the DFRT’s requirements of reviewing OR pay by the third
quarter of 2006. The ADF and Commonwealth also embraced the requirement to roll-in Q&S
elements of allowances as an opportunity to address limitations of the current structure by

conducting more fundamental remuneration reform.
Joint Project Team

2.3 Inorder to expedite RRP Phase 4, a Project Team consisting of staff from the
Directorate of Military Salaries and Allowances - Policy, the Department of Employment and
Workplace Relations, and Livingstones Australia (an external industrial relations and human
resources consultancy) was established in May 06. The Project Team was tasked with
researching and developing options for a new OR remuneration structure that absorbed the
Q&S elements of allowances in a manner consistent with the graded structures introduced for
officers and WO1(E) under Phase 3. The Terms of Reference for the Project Team are

detailed in Annex D.

2.4 Inorder to ensure that the single Service perspectives on changes to the structure were
obtained, a Working Group comprising representatives of the three Services and the Project

Team was formed.
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Limitations of Current OR Structure

2.5 Although the roll-in of Q&S allowances for ORs would eliminate the anomaly between
officers and ORs, the current OR pay structure has a number of limitations that need to be

addressed as part of the reform process.

2.6 The current OR pay structure cannot absorb allowances without significantly
undermining the industrial basis for work value differentials across the existing OR trades.
The simple ‘roll-in’ of allowances in a manner similar to the graded officers pay structure
requires the creation of between 90 to 100 Pay Groups (thereby ensuring cost neutrality and
no disadvantage to any member). Such a large number of Pay Groups is untenable from both
an administrative and industrial perspective. It would be difficult, if not impossible, for the
ADF to run OR employment category cases to the DFRT in such an environment.

2.7 The current OR pay structure also limits the placement of employment groups as it
cannot take into account other considerations such as Q&S elements of allowances and
attraction and retention. The current Definitional Framework is too restrictive in regards to
the assessment of work value. Within the OR pay structure, there is an inconsistent approach
to remuneration for significant changes in work value at different rank levels. This is due to
the fact that differentials decrease with rank. For example a WO2(E) is rewarded $844 for
Pay Group (PG) movement from PG 4 to PG 5 compared to a PTE(E) who is rewarded
$1895. Although this compression is an intended outcome of PSR 95, the significance of this
compression has been increased overtime due to the movement of employment categories

over the past decade.

2.8 Not-withstanding the many limitations of the current OR structure, it also has a number
of strengths. These include:

a. the relativities between employment categories across the pay groups are
widely considered to be fair and appropriate under the guide of the “definitional

framework’ and ‘benchmark categories’,

b. OR members are rewarded for their rank (ie, managerial) skills as well as trade
skills, and
C. the ADF workforce culturally accepts the basis for differentiation under the

current structure.
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KEY CONSIDERATIONS

2.9 The Joint Project Team considered a number of competing interests in developing a new

OR’s pay structure. These included:

a.

the need to create significant differentials between Pay Groups to reward

significant changes in work value,

the requirement to minimise rounding up of allowances (the greater the
differential the more the rounding),

the desire to minimise use of transitional pay points,
the desire to ensure there is no detriment to any members, and

the desire to ensure relativities between all employment groups are not
significantly changed.
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PART 3 — RRP PHASE 4 PROPOSITION
RRP Phase 4 Proposition

3.1 The changing nature of OR employment and the need for the transparent roll-in of the
Q&S elements of allowances has led to the development of a joint proposition by the ADF

and Commonwealth for a 16 Pay Group structure.
Characteristics of Proposal

3.2 This proposal seeks to expand the current 7 Pay Group structure to 16 Pay Groups to
allow the incorporation of specified Q&S elements of allowances. Under this structure
consistent differentials are applied from Pay Group 3 onwards (changes salary points from
Pay Group 4 onwards) to allow the incorporation of Q&S elements of allowances that are
banded into $2084 bands. The $2,084 differential reflects the 16 November 2006 WRA
increase to the original development model that proposed $2,000 differentials. Under this
structure Pay Group 3 continues to be used as the “base” rate for a PTE(E) from the OR Pay
Structure Review completed in 1995. Table E1 at Annex E illustrates the new salary structure
under this option. Chart E1 is a graphical representation of Pay Groups by rank. The main

characteristics are as follows:

a. differentials of $2084 are established between all Pay Groups at all rank levels

from Pay Group 3;

b. Pay Groups 1, 2 and 3 maintain their current salary rates (populating the
differentials to the left of Pay Group 3 would cause detriment to current
members in Pay Groups 1 and 2, while starting the differential from Pay Group

1 would increase the incursion into the WOZ1(E) and officers pay structures);

C. Q&S elements of allowances are banded into multiples of $2,084, the band
would then determine placement in the new structure by specifying the number

of Pay Groups the member advances (refer to Table E2 of Annex E); and

d. OR members in Pay Groups 4-7 not receiving Q&S elements of allowances
would also receive an increase in their salary i.e. differential would increase by
a small amount at the lower ranks (from $1894 to $2084), but increase by a

larger amount (from around $ 850 to $2084) at the higher ranks.
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Benefits of the Joint Proposal

3.3 The joint proposal to transition to a 16 Pay Group structure allows for the consistent
treatment of those in receipt of Q&S elements of allowances in terms of the number of Pay

Groups they advance, transition is also transparent and easy to understand.

3.4 The application of increasing the differentials between Pay Groups also ensures that
significant changes in work value are rewarded at all rank levels. This overcomes a limitation
of the current structure where differentials between Pay Groups significantly reduce with

rank, causing compression of the structure.

3.5 In light of considerations made by the joint project team the new 16 Pay Group structure
ensures all OR members not in receipt of Q&S allowances retain their current Pay Group, and
in doing so maintain the basis for their differentiation.

3.6  The new structure is also consistent with the graded structures for O1-O6 officers and
WO1(E) because differentials are represented by dollar amounts rather than the application of

percentage based differentials.
Effect on Current Salary Rates

3.7 To facilitate the fair and transparent roll-in of Q&S elements of allowances the $2,084
differential is applied across the pay structure from Pay Group 3. The adjustment to pay
points from Pay Group 4 results in improved remuneration for the more highly skilled OR’s,
and in particular the Senior Non-Commissioned officers in the higher Pay Groups. There is a
correlation between these employment groups and the current employment groups that are
experiencing retention concerns. It is therefore anticipated that the adjustment to the current
pay points will have a positive effect on attracting and retaining highly skilled personnel to
the ADF by rewarding increases in work value across the entire OR pay structure.

Roll-in of Allowances

3.8 The ADF proposal incorporates the Q&S elements of allowances in a consistent manner
with the graded officers pay structure and applies a consistent methodology in regards to the
rounding up of the various Q&S elements of allowances. The rounding up of allowances and

method of incorporation into the 16 Pay Group structure is detailed in Table E2 of Annex E.

3.9 Asan example, to allow the incorporation of a member on Submarine Service
Allowance into the new structure, the member will be moved an additional 5 Pay Groups in
accordance with Table E2 in Annex E. The consistent methodology applied to the number of
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Pay Groups a member on a Q&S element of an allowance moves allows for a fair and

equitable treatment of members on allowances.

3.10 The requirement to move members on allowances to new Pay Groups results in the Sub-
categorisation of current employment categories. This ensures that members in receipt of
allowances are placed in the appropriate Pay Group on transition and into the future. As an
example, a cook who is in receipt of Submarine Service Allowance will now be categorised as
a: Cook — Submariner. Details of this Sub-categorisation can be found in the attached draft
Determination at Annex F (note this draft Determination reflects the 2.8% WRA increase that
takes effect on 9 Aug 07).

Clearance through ADF Committee System

3.11 The ADF proposal presented in this submission was approved by the Defence People
Committee (DPC) on 6 Sep 06. The broad proposition as approved by the DPC was presented
in conference to the Tribunal on 21 Sep 06. In noting the Tribunals in principle support for the
methodology adopted by the ADF and Commonwealth, the proposition was endorsed by the
Chief of Service Committee on 27 Oct 06. Defence has sought additional funding from
government to support the additional costs required to implement the proposed new pay

structure.
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PART 4 - STRUCTURAL NECESSITY TO PLACE WOI1(E)
Structural Problem

4.1 The ADF and Commonwealth have identified a structural problem at the WOZ1(E) level
associated with establishing the 16 Pay Group structure for ORs. As a consequence of
establishing the 16 Pay Group structure the differentials at the WO2(E) level cause increased
compression and incursion of remuneration between the OR’s and WOL1(E) structure.
Compression was already a concern under the old structure where a WO2(E) on promotion to
WOL(E) from Pay Group 7 only received $973. As a consequence of RRP Phase 4 the same
member will, on promotion to WO2(E), move to a Pay Grade that is some $3,989 less due to
making the transition from Pay Group 7 in the ORs structure to Pay Grade 2 in the WO1(E)

structure.

4.2 The ADF and Commonwealth believe this outcome is structurally unsound. In order to
address pay compression and incursion between the ORs and WO1(E) structure the ADF will
be seeking to place WO1(E) employment categories in the first half of 2007 after conducting
a full assessment of WO1(E) employment. The ADF and Commonwealth submit that the
placement of WOZ1(E) in a timely manner will address the structural problem that has been
identified. In this regard the ADF and Commonwealth believe that this problem does not

unduly impact on the RRP Phase 4 proposal.
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PART 5 - REMUNERATION ENDSTATE - RRP PHASE 4
Structural Endstate

5.1 RRP Phase 4 will establish a $2,084 differential between Pay Groups for ORs, this
differential represents over a 5% differential at the PTE(E) level and around a 3% differential
at the WO2(E) level. This is a significant improvement to the current WO2(E) differential
which is currently 1.5% between Pay Groups. By increasing the differential at the higher rank
levels the proposed new structure overcomes the compression problems associated with the

current pay structure.

5.2 At the completion of the transition to the 16 Pay Group structure approximately 95% of
OR’s will remain in their current Pay Group, with the remaining 5% moving to higher Pay
Groups due to the roll-in of the Q&S elements of allowances.

Consideration of Future Reform

5.3 Inthe development of RRP Phase 4 both the ADF and Commonwealth have been
cognisant of the need to consider the impact / prospect for future reform to ADF pay
structures. This consideration has led to the development of a further option to consolidate the
proposed 16 Pay Group OR structure to 8 Pay Groups. This would further align the OR’s
structure with the WOZ1(E) structure by applying a similar differential across all pay
structures. Although this future step has been considered, and the RRP Phase 4 structure
facilitates this outcome, the ADF has not yet fully explored the consequences of the
consolidation. There are however, significant implementation / transitional issues associated
with consolidating the structure by either rounding every second employment category up or
re-examining / re-benchmarking all employment categories. Due to the potential impact of
this consolidation the ADF does not wish to advance this option until it can be considered in
full. The ADF will further develop and test this option which may include the consideration of
the validity of present pay points over the next 12 months, and, if deemed appropriate, bring a

further submission to the Tribunal.
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PART 6 - IMPLEMENTATION OF RRP PHASE 4

6.1 Implementation of RRP will be a multi-faceted undertaking that will impact on and/or

require preparatory work in each of the following broad areas:

a.

information systems and related processes, in particular the re-programming

requirement on ADF pay systems;

b. personnel and career management processes; and

C.

information dissemination and general ADF awareness.

6.2 The information in this Part of the submission informs the Tribunal as to the nature of

work and the approximate timelines required to achieve implementation of RRP Phase 4. The

submission seeks from the Tribunal a decision that approves the joint proposal through the

signature of the attached Determination at Annex F. This Determination is dated to take effect

on the 9 Aug 07, in line with the next WRA salary adjustment to assist with both the

communication of the changes and reduce administrative overheads. This implementation

timeframe allows for the following to occur prior to 9 Aug 07:

a.

Systems Integration. This includes the programming, testing and training of
Defence staff in the operation of RRP Phase 4 and its interface with PMKeys,
ADF Pay, and CENRESPAY. This has been identified as a particularly large
task due to the scope and impact of RRP Phase 4. This task will consume
approximately 6 months of work after the Tribunal agrees to implement the 16

Pay Group structure.

Personnel and Career Management Preparedness. ADF Pay systems rely
on accurate data from HRM systems such as PMKeys. PMKeys data is
managed by various organisations in Defence and these organisations will need
to be able to effectively manage personnel in the post-RRP Phase 4
environment. A requirement therefore exists to establish new procedures and
conduct training for personnel involved in career management and the day to
day operation of ADF pay systems. This training will not commence until
early 2007 once the posting turbulence associated with end of year postings has
subsided and new staff are trained and familiar with their new appointments

and duties.

Information Dissemination. Involves the dissemination of the DFRT

decision and the introduction of the new OR’s pay structure to the ADF
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community. This needs to be conducted on several levels involving the

three Services as the major stakeholder groups.

6.3  The ADF has developed a Communications Strategy for the implementation of RRP
Phase 4. Whilst the need to inform ADF members about RRP Phase 4 will not of itself create
any delays in implementation, it is the ADF’s intent to effect information dissemination in

accordance with the planned roll out of RRP Phase 4.

6.4  Implementation activities are planned to complement the decision to agree and

implement RRP Phase 4. The type and nature of activities will be:

a. DFRT decision communicated to ADF members via CDF signal (immediately

following DFRT decision),
b. Feb — Sep 07 - fortnightly implementation meetings co-ordinated by DMSA-P,

C. Feb — Mar 07 — ADF / Commonwealth to establish pay setting principles for

new pay structure,

d. Mar — Jun 07 - conduct of specific-to-Service briefings conducted by Service

representatives supported by DMSA-P staff, and

e. 9 Aug 07 — 16 Pay Group structure introduced into ADF pay system.
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PART 7: FUTURE MANAGEMENT OF OTHER RANKS SALARY MATTERS
Current Definitional Framework and Management

7.1 Inorder to facilitate the management of OR employment categories the ADF
established a Definitional Framework to support PSR 95. This framework defines work
through the three dimensions of Pay Group, Rank and Military skills. The Definitional
Framework is the primary reference used to decide the value of ADF work on a differential
basis.

Military Skills

7.2 The military skills definition applies equally to all trained members and reflects the
minimum military skills training common to the three Services. Single Service requirements
are not included in the definition. As this is a common factor, it is not used to discriminate

between work categories, and has only been included in the Framework for completeness.
Rank Skills

7.3 Rank definitions are provided for every rank. They comprehend the common all Service
requirements for each rank and reflect the expectations placed on a member by virtue of their
rank, regardless of Category, ECN or muster. All members of a rank group share a common

rank definition.
Pay Group Definitions

7.4 Under the current Definitional Framework placement within the 7 Pay Groups is

governed by the following criteria:
a. Qualifications and training,
b. Range of skills,
c. Depth of knowledge,
d. Range of actions, and
e. Complexity of actions.
Benchmark Categories

7.5 To assist in positioning of categories within the Definitional Framework benchmark
categories have been developed as a guide to the typical work level standards in each Pay
Group. The benchmark categories allow the ADF and DFRT to conduct a broad relativity
check before considering the placement of employment categories within the current

Definitional Framework.
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Management Process — Development of DFRT Submissions

7.6 The ADF currently applies a robust and transparent process in regards to the
development and submission of industrial cases to the DFRT. This process is outlined in
detail in Annex A. A key component of this process is the application of the Employment
Category Review Committee (ECRC) as the principal advisory committee within the ADF.
The ECRC advises the three Services and makes recommendations as to the industrial merit
of proposed employment category placement and reviews.

Future Management of Other Ranks Salary Cases

7.7 The transition of the ORs pay structure to 16 Pay Groups and the recent industrial
matters concerning officer employment categories requires the ADF to re-examine the
applicability of the Definitional Framework. Although this framework has provided the ADF,
Commonwealth and the DFRT with a sound base for consideration of Other Ranks industrial
matters, there is a requirement to recast the work value environment on which industrial

matters will be examined in the future.

7.8 Although the ADF and Commonwealth have not fully explored the context of this new
environment it is clear that a more flexible and enduring framework will be required. Such a
framework will be governed by principles rather than strict definition. In light of this
requirement the ADF will have regard to the current principles governed under the
Definitional Framework, but also take account of the new placement criteria being identified

and tested under RRP Phase 3 and emerging considerations such as sustainability.
Changing Industrial Environment

7.9 Due to the emergence of a new industrial environment under RRP Phases 3 and 4 it
would be premature of the ADF and Commonwealth to offer the Tribunal a clearly defined
framework in line with the current Definitional Framework. Instead the ADF and
Commonwealth intend to develop a number of principles that will govern the work value
framework in which OR industrial matters should be considered. These principles will draw
on the current Definitional Framework and considerations made as part of the placement of
officer employment categories. The ADF and Commonwealth intend to jointly develop these
principles by the first quarter of 2007 and have them tendered to the Tribunal as Annex H of
this submission. The ADF and Commonwealth will then be seeking DFRT endorsement of
Annex G in the context of DFRT’s decision regarding RRP Phase 4. In light of the

development of the new placement principles there may be a requirement to review any
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employment category anomalies that exist in conjunction with the development of

Annex H, and if appropriate address them as part of a joint submission.
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13 December 2006

DEFENCE FORCE REMUNERATION TRIBUNAL

MATTER NO 2 OF 2003

REMUNERATION REFORM PROJECT (RRP) PHASE 4
OTHER RANKS PAY STRUCTURE

STATEMENT

The Tribunals Reasons for Decision on the Remuneration Reform Project Phase 3, on
27 February 2006, stated “work must now progress, as a matter of urgency, to complete a
pay structure for the Other Ranks which also includes the Qualification and Skill

elements of allowances.”

In a joint submission on 5 December 2006 the Australian Defence Force (ADF) and the

Commonwealth sought the introduction of a revised salary structure for Other Ranks.

They proposed creation of a sixteen pay group structure to incorporate Qualification and
Skill elements of Special Action Forces Allowance, Special Operations Allowance,
Flying Allowance and Submarine Service Allowance, with the following characteristics:

- Pay Groups 1, 2 and 3 maintain their current salary rates;

- differentials of $2084 between each Pay Group at all rank levels from Pay Group 3;

- Q & S elements of allowances banded into multiples of $2084. A member currently
receiving one of the specified Q & S allowances is to advance in the new structure to
the corresponding Pay Group; and

- salaries increase for members in Pay Groups 4 — 7. Pay Group differentials would
increase by a small amount at the lower ranks (from $1894 to $2084), but increase by
a larger amount (from around $850 to $2084) at the higher ranks.
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13 December 2006

Having considered the submission, we are satisfied that the proposed structure forms a
sound basis for remunerating Other Ranks. The structure not only accommodates the
incorporation of allowances but also reduces compression at the higher ranks. We have
therefore decided to approve the structure as sought by the parties.

The Tribunal has, on a number of occasions, questioned the adequacy of salary
progression for a Warrant Officer Class 2 (Equivalent) to Warrant Officer Class 1
(Equivalent). We note that the parties are to bring a placement case for the new
Warrant Officer pay scale in the first half of 2007.

We also note that the ADF and the Commonwealth, acknowledging the need for further
remuneration reform, are considering the option to further consolidate the proposed 16

pay group structure to 8 pay groups, and encourage this sensible progression.

The new structure is to apply on and from 9 August 2007. However, we encourage the
ADF to apply itself to earlier implementation and would re-open the case to

accommodate an earlier date of effect.
The parties should provide a draft determination to the Tribunal Secretariat by the end of
January. In drafting the determination, the parties should carefully consider the

comments that we have made during the course of the proceedings.

We will publish our Reasons for Decision in due course.
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SENATE STANDING COMMITTEE ON FOREIGN AFFAIRS,
DEFENCE AND TRADE — MAY 2007

REMUNERATION REFORM PROJECT

ISSUE: What progress has been made on remuneration reform in the

ADF?

TALKING POINTS:

e The ADF has undertaken, and continues to undertake, significant reform
of remuneration arrangements for its members.

e Between 2000 and 2003, specialist competency-based salary structures
were established for Legal Officers, Medical Officers, Dentists, and
Chaplains.

e Following the Nunn Review of ADF remuneration in 2001, Defence
initiated the Remuneration Reform Project.

e The Remuneration Reform Project has involved a four-phase approach
to reforming ADF pay structures and rolling in of the qualification and
skill elements of certain allowances to salary.

Phase One quantified the Qualification and Skill, and Disability
components of the major environmental allowances, that is, flying,
submarine service, special action forces and special operations
allowances. This phase concluded in mid-2003.

In Phase Two, the Qualification and Skill elements of the major
environmental allowances were made superannuable. The Defence
Force Death Benefits Act Regulations and the Military
Superannuation Benefits Scheme Rules were amended in August
2004 to make the Qualification and Skill elements part of
superannuable salary.

Phase Three involved the development of a graded pay structure
for officers and Warrant Officers Class One. The new pay structure
incorporates the Qualifications and Skills elements of the flying,
submarine service, special action forces and special operations
allowances as part of salary for all officers and Warrant Officers
Class One. This was implemented on 5 October 2006.
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- The ADF is currently making submissions to the Defence Force
Remuneration Tribunal for the placement of all ADF officer
employment categories in the new pay structure. This exercise will
provide increased pay for many ADF officers and is proposed to
take effect on 9 August 2007.

- Phase Four involves the restructure of Other Ranks pay by rolling
into salary the qualification and skill elements of allowances in a
manner similar to the officers. On 13 December 2006, the Defence
Force Remuneration Tribunal approved a new 16 pay grade
structure for Other Ranks. The new structure will be implemented
on 9 August 2007.

e Further reform of the Other Rank pay structure is planned beyond
August this year. It is intended to reduce the number of pay grades
from 16 to 8. This will provide a more robust and enduring structure in
which there is more significant differentiation between pay grades and
improved remuneration reward for increased levels of skill.

ORIGINAL AUTHORISED BY: CONTACT OFFICER:
Steve Grzeskowiak S4TF
Director General Assistant Director
Personnel Policy and Employment Conditions Military Salaries and Allowances - Policy
S47E(d) (s47E(d)
May 07
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Remuneration Reform Project

The aim of the Remuneration Reform Project is reforming ADF pay to make it
more flexible and contemporary. A key component is the rolling in of the
Qualification and Skill (Q&S) elements of Flying, Submarine Service, Special
Operations and Special Action Forces Allowances to salary.

The Nunn Review recommended, and the Government accepted, that Q&S
payments be rolled in to salary as they are paid continuously in recognition of
Q&S held and used through out a member’s career. In contrast, disability

payments are periodic, only being paid when on duty incurring the disability.

The RRP has progressed through four distinct phases to achieve pay reform,

they are:

e Phase 1 Quantify the Attraction and Retention, Qualification and Skill
and Disability components of the major environmental allowances,
Flying, Submarine Service, Special Operations and Special Action
Forces Allowances.

Test Case and Outcome

e Phase 2 Make the Qualification and Skill elements of the major
environmental allowances superannuable.

Making Q&S Superannuable

e Phase 3 Develop graded pay structures for Officers and WOL1(E) to
incorporate the qualifications and skill elements of Flying, Submarine
Service, Special Action Forces and Special Operations Allowances into
salary.

Officer’'s Pay Structures

WOI1(E) Pay Structure

e Phase 4 Restructure Other Ranks’ pay by rolling into salary the
gualification and skill elements of allowances in a manner similar to the
officers.

New Other Ranks Pay Structure
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Links for additional information.

What's been implemented so far ?

Reserve Pay Outcomes

Why Pay Reform?

Feed back Link
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RRP Phase 1 — Test Case Q&S and A&R

Phase 1 of RRP was to quantify the three separate elements of the four major
allowances. These are: Disability, Qualification and Skill (Q&S), and Attraction
and Retention (A&R).

The ADF Sought to identify the dollar value of all three elements of these
allowances. Disability has a clear dollar value attached and was solely for the
disability associated with service. However, Q&S contained within it an A&R
component. The value of the A&R component could not be clearly quantified,
as previous allowance cases had not clearly articulated which of the Q&S
element was ‘qualification and skill’, and which was purely ‘attraction and

retention’.

Using Submarine Service Allowance as a test case the ADF made a proposal
to the DFRT to identify the unquantified Attraction and Retention that existed
within the Q&S element of each allowance.

The intention of this submission was allow the ADF to roll the purely Q&S
element into salary, retain the disability element as an allowance and use the
A&R component to create separate attraction and retention allowances and

bonuses for Submariners.

The Tribunal stated it had difficulty with the arguments presented by the ADF
and could find nothing in the 2001 Tribunal decision on Submarine Service
Allowance which provided any support for isolating any Attraction and

Retention component.

Therefore, as a result of the Tribunals findings, the ADF agreed that the rate
of Q&S associated with the four allowances contained an A&R element that
could not be separated. On this basis the ADF proceeded with RRP on the
understanding that the full Q&S rate for each allowance must be considered

for rolling into salary.

Defence FOI 0064/26/27

Document 6




Defence FOI 0064/26/27
Document 6

RRP Phase 2 — Making Q&S Superannuable

Following on from the Defence Force Remuneration Tribunal (DFRT) decision
on Phase 1 the ADF prepared a proposal to the Minister of Defence to make
the Qualification and Skill (Q&S) elements of Flying, Special Action Forces,
Specialist Operations and Submarine Service allowances part of the
member’s salary for the calculation of superannuation (whilst in receipt of the
Q&S element).

On 01 Mar 04 the Government endorsed this proposal and the ADF sought
approval for the necessary amendments to the regulations of the DFRDB Act
and the MSBS Board Rules. The definition of salary for each of the
Superannuation Schemes had to be amended to include these payments as

salary for the calculation of superannuation benefits.

The agreement of the MSBS Board was received on 14 May 2004 and that of
the Federal Executive Council (DFRDB) on 24 Jun 2004. The changes were
then gazetted on 1 July 2004 by the Office of Legislative Drafting to give effect
to the changes for both MSBS and DFRDB schemes.

The implementation dates were 12 Aug 04 for MSBS and 13 Aug 04 for
DFRDB (to take into account of differences in administration between the

schemes).
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RRP Phase 3 — Graded Officer’s Pay Structures

Following Phase 2 and the roll-in of the Qualification and Skill (Q&S) elements
of Flying, Submarine, Special Action Forces and Special Operations
allowances into superannuation, RRP Phase 3 was geared to develop new
pay structures for Officers and WOZ1(E) to reflect this element of the allowance
as salary. Both of these groups were remunerated on a common scale prior to
Phase 3.

In order to proceed forward with the development of these pay scales, the
ADF, through a series of hearings with the DFRT in 2004/05, provided
sufficient evidence to proceed. The following issues were covered during the
hearings:

e Setting up a differential pay structure for Officers and WOL(E) to

incorporate Q&S payments;

e Determining the underpinning principles and business processes for
the Graded Officer Pay Scale (GOPS);

e Determining the methodology for placement of members into the
Officer's and WOL1(E) pay structures;

e Establishing a banded pay structure for O7-O8 officers

e Develop a suitable pay structure for Warrant Officers to incorporate

Q&S allowances; and

e Transitioning officers into the structure at salary rates or salary rates

plus relevant Q&S payments.
Graded Officer Pay Structure (GOPS)

The pay structure proposed by the ADF contained 10 pay grades. It used the

current Officers Common Scale and the quanta of existing Q&S elements to
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create pay grades and provide differential pay points for officers at all ranks.
The Officer Common Scale was included as Pay Grade 2. The submissions
also proposed the introduction of a placement methodology which would
operate to govern the placement or movement of officers within the new pay

structure.

Transitional Pay Grades

The Graded Pay Structure for Officers has been established with 10
substantive Pay Grades based around approximate $3,500 to $,4000
differentials. Where possible, the Q&S elements of Flying, Submarine Service,
Special Operations and Special Action Forces allowances have informed the

rate for the substantive pay grades.

Where an allowance rate could not be utilised as a substantive Pay Grade by
utilising the appropriate differential of $3,500, a transitional rate was
developed. These Transitional Pay grades have been established to
accommodate the members in receipt of one of these allowances on start-up

of the new structure.

The transitional Pay Grades will not be populated by future pay cases. They
will eventually close after each category is placed in a substantive pay grade
following full work value analysis and subsequent determinations by the
DFRT.

ADF Members will be informed as these cases are progressed to the DFRT.

Implementation of the Graded Officer Pay Structure

The GOPS was introduced on 5 Oct 06. Officers were placed at pay grades
according to their total salary, that is the Officer Common Scale rate plus the
value of the four major Q&S payment for which they were eligible. Officers not

eligible for a Q&S allowance were placed at Pay Grade 2.
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Future Placement of Officers

Introduction of a graded pay structure now allows the ADF to determine the
salary of each officer employment category based on their contribution to ADF
capability. As a result future pay placement proposals will be taken to the
DFRT based on work value, capability and sustainability considerations as
was the case with Air Traffic Controllers and ADF Engineer cases in 2006.

These officer categories were considered as priority cases by the ADF for
placement within the GOPS by the DFRT. Both have significant and enduring
retention problems impacting on capability. The Tribunal handed down
interim decisions in Feb 07 in both cases with the intention of deciding on final

placement later in 2007.

The ADF is now in the process of preparing a submission to the DFRT on the
placement of all other officer categories. The submission will be considered in
3 hearings between May and July 2007. Depending on the outcome these
hearings officer categories will be placed within the GOPS at pay grades
reflecting their contribution to ADF capability. At this time the Tribunal is
expected to decide the final placement of Air Traffic Controllers and ADF

Engineers.
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RRP Phase 3 - WO1(E) Pay Structures

Background

The need for a new pay structure for WO1(E) was raised with the Defence
Force Remuneration Tribunal (DFRT) by the ADF as part of the RRP Phase 3
considerations. On implementation of a Graded Officer Pay Structure
(GOPS), WO1(E) would be the only sector of the ADF not covered by a pay
structure that would allow the roll in of qualification and skill payments and

recognise differential work value.

In May 05 the ADF presented a case for differential pay for the WO1(E)
employment groups to the DFRT. The DFRT considered the submission but
withheld comment pending the findings of an ADF initiated working group on
WOL(E) employment. The working group subsequently found that sufficient
differentiation occurs within the WOZ1(E) group to justify differential pay.

As a result, the Tribunal agreed that a separate Warrant Officer pay scale was

justified to differentiate between WO1(E) employment groups.

On 5 October 2006 a graded pay structure for WO1(E) was introduced, with 8
pay grades and 6 transitional pay grades to allow the roll in of qualification
and skill payments. Since October 06 the ADF has further developed the
WOL1(E) graded pay structure.

ADF WOL1(E) proposal 2007

In June 07 the ADF will propose to the DFRT that the WO1(E) pay structure
be reduced to 8 pay grades with the steps between pay grades set at $4100
to make them consistent and substantial. As the nature of WO1(E) work is
generally trade or trade related, placement will be based on member’s
employment category. That is on promotion from CPO, WO2 and FSGT initial

placement will be informed by prior salary placement in the OR structure.
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The ADF will also put forward a proposal for further pay progression for
WO1(E) employed in higher mangement jobs not directly related to their

trade.

A hearing with the DFRT is scheduled for 19 Jun 07.
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RRP Phase 4 - Other Ranks Pay Structure

Requirement for RRP Phase 4

In development of RRP Phase 3, it was evident that RRP Phase 4 would be
required to ensure that the qualification and skill elements of allowances are
rolled into OR salary in a consistent manner to both Officer and WO1(E) pay.
The Defence Force Remuneration Tribunal (DFRT) noted in its Reasons for

Decision regarding RRP Phase 3 that:

“Work must now progress, as a matter of urgency, to complete a pay structure
for the Other Ranks which also include the Qualification and Skill elements of
allowances. Not to do so would cause an anomalous situation when s.58H

allowance is reviewed"”.

To read the Reasons for Decision, please follow the following link to the DERT

Home Page.

In response to the guidance provided by the Tribunal both the ADF and
Commonwealth allocated resources to meet the DFRT requirements of
reviewing OR pay by the third quarter of 2006. The ADF also embraced the
requirements to roll-in Q&S elements of allowances as an opportunity to
address the limitations of the current structure by conducting more

fundamental remuneration reform.
Limitations of current OR pay structure

The current OR pay structure cannot absorb allowances without significantly
undermining the industrial basis of differentials across the existing OR trades.
The simple roll-in of allowances in a manner similar to that done for the
Officer’s, would require the creation of between 90 and 100 pay groups, which
would ensure cost neutrality and no disadvantage to any member. However,
such a large number of pay groups would be untenable from both an

administrative and industrial perspective. It would be almost impossible for the
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ADF to run OR employment category cases to the DFRT with such a large

amount of pay groups.

The current definitional framework is also too restrictive in regards to the
assessment of work value. There has been an inconsistent approach to
remuneration over the years for significant changes in work value due to the

fact that differentials decrease between ranks.

For example, a WO2(E) is rewarded $844 for Pay Group movement from PG
4 to 5 compared to a PTE(E) who receives $1,895.00 for a similar move.
Although this compression was an intended outcome of the Pay Structure
Review conducted in 1995, the significance of this compression has been
increased overtime due to the movement of employment categories to higher

pay groups over the past decade.
The RRP Phase 4 Proposition

The proposition presented to the DFRT required the expansion of the current

7 Pay Group structure to 16 Pay Groups.

This would allow the incorporation of the specified Q&S elements of
allowances to be rolled-in to salary. Under the new structure, consistent
differentials between pay groups would be applied from Pay Group 3

onwards.
The main characteristics of the new pay structure are:

. Consistent differentials have been established between all Pay
Groups at all ranks levels from Pay Group 3 onwards.

) Pay Groups 1, 2, and 3 maintain their current salary rates.
NOTE: By populating the differentials as applied from PG 4
onwards to PG 1 to 3 would have caused detriment to current
members in PG 1 and 2. By starting at PG 1 it would increase

the incursion into the WO1(E) and Officers Pay Structures.
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o Q&S elements of allowances have been banded into $2,000+
amounts, the band then determines placement in the new
structure by specifying the number of pay groups the member

advances.

. The Q&S elements of Flying, Submarine Service, Special
Operations and Special Action Forces Allowances will
disappear as they now form part of salary. The Disability
elements of the allowances will continue to be paid as they are

now.

o The base salary in some pay groups will increase to establish
the $2,000+ gaps between each Pay Group from 3 onwards.

As a result, some members may receive a minor pay rise.

. Any financial benefit received is due to the structural reform
and placement in an appropriate Pay Group rather than a

formal pay rise.
Effect on current salary rates

There will be no effect to Pay Groups 1 to 3. There will be an increase for Pay
Groups 4 to 7 (current maximum pay group).

This effect will be minimal at the PTE(E) level, and substantial at the WO2(E)

level.

This by no way undervalues the majority of the OR work force, however, it
does reward continued service, and progression through the ranks to the
more senior levels, these levels having been identified as being the Subject

Matter Experts in the fields in which they are employed.
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Structural end state

RRP Phase 4 establishes over 5% differential between pay groups at PTE(E)
and around 3% a the WO2(E) level. This is a significant improvement from the
current 1.5% difference. By increasing the difference at the higher rank level,
the new structure overcomes the compression problems of the current pay

structure.
Date of Implementation

The 16 Pay Group structure will be implemented on 09 Aug 07. This will

coincide with the release of WRA increase and WO1(E) 8 graded pay scale.
Consideration of Future Reform — continued structural reform

In developing RRP Phase 4, both the ADF and the Commonwealth have been
cognisant of the need to consider the Impact/Prospect for future reform to
ADF pay structures. This consideration has lead to the development of a
further option to consolidate the proposed 16 Pay Groups for the OR structure

to 8 Pay Groups. This process will be ongoing for the next 12 to 18 months.

This would further align the OR’s structure with the WOZ1(E) structure by

applying a similar differential across all pay structures.

The ADF will further develop and test this option which may include the
consideration of the validity of present pay points over the next 12 months,
and if deemed appropriate, bring a further submission to the DFRT.

This site will inform ADF members on any future progression of the

compressed OR pay structure as further analysis is developed.
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TBI

Future Management of Other Ranks Salary Matters
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Remuneration Reform Project Achievements

To date the Remuneration Reform Project has achieved the following:

e Between the years 2000 and 2004 competency-based salary structures

were introduced for ADF doctors, dentists, lawyers and chaplains.

e On 12 and 13 August 2004 the Qualification and Skill (Q&S) payments of
Flying, Submarine Service, Special Operations and Special Action
Forces Allowances became superannuable after Federal Legislation was
amended. This gave a significant increase to the superannuable ‘salary’

for the ADF’s Special Forces, Commandos, Aviators and Submariners.

e On 27 February 2006 the DFRT approved a 10-graded differential pay
structure for Officers and WO1(E), implemented on 5 Oct 2006. The

Q&S payments made superannuable in Aug 04 were rolled into salary.

e In Aug 2006 the DFRT approved changes to Reserve remuneration with
effect 1 Sep 2006. A number of significant amendments to Reserve

salary and entitlements were implemented as a result.

o A flexible Senior Officers banded pay structure was established in Oct
06, with the CDF able to seek individual salary determinations for senior

Officers from the Defence Force Remuneration Tribunal.
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Reserve Pay Case Outcomes

In August 2006 the DFRT approved the following changes to Reserve pay and

allowances:

e Introduction of a $5,000 p.a. Completion Bonus paid to members of the

High Readiness Reserve;

¢ Introduction of a $2.500 p.a. Health Support Allowance paid annually to

members of the High Readiness Reserve;

e Introduction of a $600 p.a. Health Support Allowance paid annually to
members of the Active and Specialist Reserves;

e A $10 a day Reserve Service Allowance is paid to all Reservists below
the rank of Lieutenant Colonel — excluding trainees. This allowance is
paid in recognition of the disabilities associated with Reserve service and

include, but are not limited to:

o Liability for call-out under the enhanced call-out of the Reserves

provisions;
o Liability to work long and irregular hours;

0 Requirement at times to live and work in uncomfortable

conditions; and

0 Requirement to submit to discipline and control in matters in which
a civilian generally has some freedom of choice.

e The removal of the 10 to 15 percent discount applied to Reserve salary
for all Reserves who meet permanent force competencies. This will be

applied to the following categories of Reserves:
o All Naval Reserve members (excluding trainees);

o All Air Force Reserve members (excluding trainees);
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o All members of the High Readiness Reserve,;

o All members of Specialist Officer Career Structures (Doctors,

Dentists, Lawyers and Chaplains);
o All members of Reserve only categories and trades; and

o0 All Reservists who maintain the full suite of permanent force
competencies for their category or trade. This includes ex-

permanent force and ex-High Readiness Reserve members.

e Removal of the discount applied to the salary of Specialist Officers

(Doctors, Dentists, Lawyers and Chaplains); and

e Reduction of the discount applied to LTCOL(E) and above from 15% to
10% for those members who do not have the capacity to be deployed to

perform an identified function to meet Defence capability.

All of these initiatives will be provided under the current tax exempt status

applied to Reserve remuneration.

Additionally the ADF has undertaken to include Reservists in future pay
placement proceedings before the Defence Force Remuneration Tribunal with a
view to achieving robust pay placement that would negate the requirement for
discounting the salary of those who do not have the capacity to be deployed to
perform an identified function to meet Defence capability.

Defence FOI 0064/26/27

Document 6




Defence FOI 0064/26/27
Document 6

Reasons for Remuneration Reform

The Previous Remuneration System

The Officer Common Scale was introduced in 1947. All personnel at each rank
were paid the same. Promotion was the only means of salary progression and it
could not accommodate differential pay based on work value, capability and

sustainability requirements.

The Other Ranks Pay structure was introduced in 1995. This pay structure is

trade based and recognises skill as well as rank to determine pay.

WO1(E) are paid under a common scale with the same structural problems as

the Officer Common Scale.

Qualification and Skill (Q&S) payments were made as part of Flying, Submarine
Service, Special Operations and Special Action Forces Allowances to recognise
additional qualification and skill required by specified employment groups.

Retention concerns were increasingly addressed through retention allowances
and bonuses set by the Minister to overcome limitations of existing salary

structures.

Remuneration Reviews
The Glenn Review (1995) and the Nunn Review (2001) identified three

significant problems with the Officer Common Scale:
o All jobs at the same rank level are not equivalent in work value terms.

o No capacity to respond to retention problems resulting in a failure to
attract and retain skills critical to capability; and

o An inability to provide sufficient incentives for members to undertake

more demanding jobs, and in some instances to pursue promotion;

The Nunn Review made three key remuneration recommendations:
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o The Q&S elements of Flying, Submarine Service, Special Operations
and Special Action Forces Allowances be made superannuable;
o A flexible salary structure for ADF officers should be introduced to roll in
the continuous qualification and skill payments; and
o The ADF salary structure for other ranks be consolidated by rolling in the

existing qualification and skill elements of the salary related allowances.

These recommendations were accepted by Government, and provided the

basis for the Remuneration Reform Project (RRP).
The Remuneration Reform Project (RRP)

RRP commenced in early 2002 following the release of the Nunn Review. It
was tasked with reforming officer’'s pay and the large environmental allowances.
RRP sought to:

e Make the Q&S elements of Flying, Submarine Service, Special
Operations and Special Action Forces Allowances superannuable early

in the reform process while establishing a new Officer’s pay structure.

e Use the Q&S elements of specified environmental allowances Flying,
Submarine Service, Special Operations and Special Action Forces
Allowances as the basis for setting pay grades.

e Progress cases for Chaplains, Doctors, lawyers, and Dentists under a
separate Specialist Officers Salary Structure (SOSS) process.
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Sensitivity

7.

Nil.

Resources

8.

As part of the $2.1 billion allocated to Defence over ten years in the 2007-08 Budget,
$585.4m was allocated over nine years ($59.7m per annum in 2007-08 Budget prices) to
implement Stage 2 of the reform (the introduction of a simpler, balanced and flexible pay
framework which better recognises members” skill through the pay system). As part of its
decision to allocate the additional $585.4m, the Government required that Defence fund
Stage 1 of the reform from its existing allocations, this is estimated to be $264m over the ten
years which equates to $23.7m per annum in 2007-08 Budget prices. There is scope in the
Defence People Plan to fund the $23.7m per annum in later years, but the source of funding
for this initiative in the early years has yet to be determined by the Financial Management
Committee, but funds will be available to ensure this important policy initiative proceeds as
required by Government. FASBFP has been consulted and agrees the costs and resource
aspects.
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Other Ranks - Reserve Non-Discounted Rates ($ per day)
Navy Army RAAF Incr Group1 Group2 Group3 Group4 Group5 Group6 Group7 Group8 Group9 Group 10 Group 11 Group 12 Group 13 Group 14 Group 15 Group 16

CPO  WO2 FSGT 1 15436 158.33 160.73 166.59 17247 178.33 18420 19007 19594 201.81 207.68 21355 21942 22529 231.16 237.03
0 149.78 153.64 15596 161.83 167.70 173.57 17944 185.31 19118 197.05 20292 208.79 21465 22052 22639 232.26

SS8GT 0 141.80 14549 14917 155.04 16091 166.78 17264 17852 18438 190.25 196.12 20199 207.86 21373 219.60 22547

PO SGT 86T 1 130.81 134.21 137.61 14347 14935 15521 161.08 16695 17282 17869 18456 19043 19630 202.17 208.04 21391
0 126.94 13022 13353 13940 14527 15114 157.01 16287 168.76 174.61 180.48 186.35 19222 198.09 203.96 209.83

LS CRL = CPL 1 11394 11848 123.04 12891 13478 14064 146.52 15238 15825 16412 16999 175.86 181.73 18760 19347 19934
0 11055 11497 11939 12526 13113 137,00 - 142.87: 148.74 - 154,67 16048 166,35 17222 178.08 183.96 189.82 19570

LCPL 0 101,59 10713 11269 11856 12443 13030 13617 14204  147.91 19378 15866 - 16552 17139 17725 . 183.13° 188.99

AB PTE(P} LAC 0 89.62° - 105.07  110.52: 11638 -~ 122256 - 12812 - 13389 -139.86 " 4573 - 15160 - 15747 ~ 163.34 16921 17508 18095 " 18682
SMN PTE AC 0 97.70  103.04 108.38 11425 12012 12599 13186 137.73 14360 14947 15533 16121 167.07 17294 178.81 184.68

Other Ranks - Reserve Discounted Rates ($ per day)
Navy Army RAAF Incr Group1 Group2 Group3 Group4 GroupS5 Group6 Group7 Group8 Group 9 Group 10 Group 11 Group 12 Group 13 Group 14 Group 15 Group 16

CPC WOz FSGT 1 131.21 13458 13662 14161 - 14880 . “ 15158 1568.57 1 o161.56- 16655 4164 17653 - 18152 18651 191.50 - 19649 20147
0 127.31 130,59 132,57 - 137.56 . 14254  147.63 -152.52 ‘16751 162.50 16749 17248 17747 18246 18744 19244 197.42
SSGT 0 120063 123.66 - 12679 13478 13677 1M4NTe: S MeTE 15174 15673 1617 166.70 = 17169 17668 18167 18666 191.65

PO S5GT  8SGT

=

$49:19- 11408 11696, - 12195 ' 126.94- 13193 13692 | 141.91 146.90 151.89 156.88 161.87 16686 171.84 17683 18182

0 107.90 110869 113.50 11849 12348 12847 13345 13844 14343 14842 15341 15840 163.39 16838 173.37 178.36

LS CRLE- - GPL 1 96.85 100.71 104.58 109.57 11456 119.55 12454 12953 13451 13950 14449 14948 15447 15946 16445 169.44
0 93.97 97.72 10148 10647 11146 11645 12144 12643 13142 13641 14140 14638 15137 156.36 16135 166.34

LCPL 0 86.35 91.06 96,79 0018 1057 S TA0S S siT4 . L2073 < 12872 1807 1850 140.69: . 145,68 18087 15566, 16065

AB PTE(P) LAC 0 84.68 89.31 93.94 98.93 103.91 108.890 113.88 118.88 12387 128.86 13385 138.84 14383 14882 15381 158.79
SMN  PTE AC 0 83.04 87.58 92.12 g7 A1 402,40 - -107.09  112.08 . 1707 12200 127.05 13203 13702 - 14201 147,060 - 15199 15698

This brochure is a guide only. For further information on pay rates and remuneration issues, refer to the Defence Pay & Conditions Web site:

Intranet - http://intranet.defence.gov.au/pac Other Ranks Reserve non-discounted rates apply to:
Internet - http://www.defence.gov.au/dpe/pac * All Naval Reserves (including trainees)

* All Air Force Reserves (including trainees)

* All members of High Readiness Reserves

* Army Reserve only employment categories

* All Army Reservists that meet full ARA competancies
Reserve discounted rates apply to all other Reservists
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SENATE STANDING COMMITTEE ON FOREIGN AFFAIRS,
DEFENCE AND TRADE — ADDITIONAL ESTIMATES
FEBRUARY 2008

TITLE: REMUNERATION REFORM PROJECT

ISSUE: What progress has been made on remuneration reform in the

ADF?

KEY ISSUES

e The ADF has undertaken, and continues to undertake, significant reform
of remuneration arrangements for its members.

e Between 2000 and 2003, specialist competency-based salary structures
were established for Legal Officers, Medical Officers, Dentists, and
Chaplains.

e Following the Nunn Review of ADF remuneration in 2001, Defence
initiated the Remuneration Reform Project.

e The Remuneration Reform Project has involved a four-phase approach
to reforming ADF pay structures and rolling in of the qualification and
skill elements of certain allowances to salary.

Phase One quantified the Qualification and Skill, and Disability
components of the major environmental allowances, that is, flying,
submarine service, special action forces and special operations
allowances. This phase concluded in mid-2003.

In Phase Two, the Qualification and Skill elements of the major
environmental allowances were made superannuable. The Defence
Force Death Benefits Act Regulations and the Military
Superannuation Benefits Scheme Rules were amended in August
2004 to make the Qualification and Skill elements part of
superannuable salary.

Phase Three involved the development of a graded pay structure
for officers and Warrant Officers Class One. The new pay structure
incorporates the Qualifications and Skills elements of the flying,
submarine service, special action forces and special operations
allowances as part of salary for all officers and Warrant Officers
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Class One. The new structures were put in place on 5 October
2006.

- With effect 9 August 2007 all ADF officers and Warrant Officers
were placed in the new pay structure. This exercise has provided
increased pay for many ADF officers and Warrant Officers.

- Phase Four involves the restructure of Other Ranks pay by rolling
into salary the qualification and skill elements of allowances in a
manner similar to the officers. On 13 December 2006, the Defence
Force Remuneration Tribunal approved a new 16 pay grade
structure for Other Ranks. The new structure was implemented on
9 August 2007.

e Further reform of the Other Rank pay structure is planned in 2008. It is
intended to consolidate the number of pay grades in the Other Rank pay
structure from 16 to 10. This will provide a more robust and enduring
structure in which there is more significant differentiation between pay
grades and improved remuneration reward for increased levels of skill.
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REMUNERATION REFORM PROJECT

What progress has been made on remuneration reform in the ADF?

KEY ISSUES

e The ADF has undertaken, and continues to undertake, significant reform
of remuneration arrangements for its members.

e Between 2000 and 2003, specialist competency-based salary structures
were established for Legal Officers, Medical Officers, Dentists, and
Chaplains.

e Following the Nunn Review of ADF remuneration in 2001, Defence
initiated the Remuneration Reform Project.

e The Remuneration Reform Project has involved a four-phase approach
to reforming ADF pay structures and rolling in of the qualification and
skill elements of certain allowances to salary.

Phase One quantified the Qualification and Skill, and Disability
components of the major environmental allowances, that is, flying,
submarine service, special action forces and special operations
allowances. This phase concluded in mid-2003.

In Phase Two, the Qualification and Skill elements of the major
environmental allowances were made superannuable. The Defence
Force Death Benefits Act Regulations and the Military
Superannuation Benefits Scheme Rules were amended in August
2004 to make the Qualification and Skill elements part of
superannuable salary. Cost $13.5m p.a.

Phase Three involved the development of new graded pay
structures for officers and Warrant Officers Class One. The new
structures enabled the Qualifications and Skills elements of the
flying, submarine service, special action forces and special
operations allowances to be incorporated in salary for officers and
Warrant Officers Class One. The new structures were approved on
5 October 2006.

Defence FOI 0064/26/27
Document 21



Defence FOI 0064/26/27
Document 21

- Following a substantial review by the DFRT, all ADF officers and
Warrant Officers were placed in the new pay structures, with effect
9 August 2007. This exercise has provided increased pay for many
ADF officers and Warrant Officers at a cost of $106m p.a.

- Phase Four involves the restructure of Other Ranks pay by rolling
into salary the qualification and skill elements of allowances in a
manner similar to the officers. On 13 December 2006, the Defence
Force Remuneration Tribunal approved a new 16 pay grade
structure for Other Ranks. The new structure was implemented on
9 August 2007 at a cost of $23m p.a.

e Further reform of the Other Rank pay structure is being carried out in
2008. The intention is to consolidate the number of pay grades in the
Other Rank pay structure from 16 to 10. This will provide a more
robust and enduring structure in which there is more significant
differentiation between pay grades and improved remuneration reward
for increased levels of skill. The Warrant Officers pay structure will be
expanded to 10 pay grades to maintain the salary alignment of the two
pay structures.

e The Defence Force Remuneration Tribunal will review ADF Star
Ranks Remuneration on 15 May 2008. At this hearing, the Tribunal
will consider the future of the Star Ranks Remuneration Arrangement.
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