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Introduction

In this presentation I wish to cover the following issues as contributing factors to Navy continuing to develop the ‘Total Force’. 
· Defence White Paper 2009
· Demographics

· Strategic Reform Program

· Generating Capability – Navy Reserve contribution

· Recognising Prior Learning (RPL) & Core Competencies (RCC)

Defence White Paper 2009 -Use of Reserves

The White Paper clearly indicates that the government is committed to a better integration between part-time and full-time service. The government is also committed to removing factors which can impede the contribution that part-time forces can make to ADF capability. The Navy will continue its workforce integration program, which focuses on discrete capability outputs. The Naval Reserve Capability Enhancement Programme (NRCEP) will continue the participation of trained reservists in providing surge and sustainment capacity for all Navy force elements.
Total Force concept – contemporary military strategy

Within Navy, Reserves are clearly recognised as an integral component of the ‘Total Force’. The key driver governing the requirement for Reserves is cost. Maintaining a permanent full-time standing force to meet all the operational contingencies envisaged is simply unaffordable. Tapping into trained manpower from non-standing capability is a cost efficient and effective way of meeting capability requirements. Reservists possess civilian skills that are unaffordable in the Regular Forces because of their high cost to achieve and maintain, and/or intermittent demand.

Demographics and related issues

Within the Australian work force demand for skilled workers remains strong particularly in the resources sector and construction industry. Whilst we have seen small improvements in PN retention rates in initial period of service due to Capability Allowance, GOPS / GORPS and the Global Financial Crisis, retention is declining for mid-career and experienced PN personnel. The Retention bonus effect is fading and is unlikely to be repeated to the same extent. Separation rates in PN are unsustainable in technical and other key areas. Multi-crewing for the Patrol Boat force has helped but the manning of new platforms coming on stream will require an increase in skilled personnel.
Also impacting on the availability of Navy Reserve members is the fact that a number of DFRDB recipients are reaching the Compulsory Retirement Age and not available for further CFTS.
Strategic Reform Program Objectives

The SRP will deliver the efficiencies and savings that will essentially pay for the White Paper’s Force 2030 - $20b over ten years. The SRP will simplify our processes and improve our systems, enabling people to spend more time on the core business for which they joined Defence. SRP will free up funds for reinvestment in current & future capability. It will be based on critical analysis of almost every aspect of Defence business and capability. Success depends on collaboration & cooperation across all Defence Groups, Services and the Defence Material Organisation.
Strategic Reform Program - Reserves Reform Stream

The Objectives of the Reserves Reform Stream are to enhance the use of ADF Reserves to provide cost efficient capacity without reducing ADF capability and preparedness below strategically acceptable levels. The aim is to achieve greater overall capacity for lower overall cost by managing the ADF as a holistic workforce utilising full and part-time components. Accordingly a number of initiatives are under way, including: 
· Identify and implement strategies that increase the use of Reserves to provide surge capacity at a lower cost than full-time personnel.
· Create and maintain a database of civilian skills and qualifications to leverage particularly the Standby Reserve.
· Deliver capability through a rebalanced, significantly more strategic Active Reserve force.
· Analyse potential cost benefits of using Sponsored Reserves and deployed contractors in long deployments and niche capabilities.
· Implement enablers – organisational and operational – to achieve an enhanced Reserve model.
Navy Reserve Capability 

The Navy Reserve contributes to Navy capability in two ways – both complementing the permanent force and supplementing it. 

Complementary capability - where the Reserve provides capability in areas of expertise that the (Permanent) Navy doesn’t have or has in small numbers … and/or possibly doesn’t need in a full-time capacity – largely recruited from the civilian workforce.

Supplementary capability - Here we’re talking about surge, about sustainment; and that is largely the Standby Reserve. When the effects of legislation began to kick in from July ’07 the SR is being continually refreshed with Permanent Navy people serving five years in the Standby Reserve on transfer from the PN. These are – and increasingly will be - trained people that we have in the Reserve who can be mobilised or deployed if the need arises. Many of these members may transfer to the Active Reserve and serve in CFTS and/or FRC positions, or on special projects.

Navy Reserve contribution to capability FY06-07, FY07-08, FY 08-09  

Reserve Service has been growing steadily as a percentage of Navy’s trained force contributing to capability as shown by the following table. The P/T contribution is expressed in FTE terms where the figure is derived from the total number of Duty Days served divided by 220 (the number of working days per annum). 
	Financial Year
	P/T
	CFTS
	Total
	Trained Force including P/T
	P/T %
	CFTS % 
	Total % 

	FY08/09
	556
	521
	1077
	10,289
	5.40%
	5.06%
	10.47%

	FY07/08
	490
	480
	970
	10,047
	4.88%
	4.78%
	9.65%

	FY06/07
	418
	341
	759
	9,992
	4.18%
	3.41%
	7.60%


Generating capability: Current and future programs

The NR Capability Enhancement Program is delivering measurable capability and is placing personnel on vessels. Funds for training and travel are linked to positions.
The NR Capability Alignment Review will conduct a review and rationalisation of all Funded Reserve Commitment (FRC) positions within Navy. The focus of the review is to ensure that all NR positions are providing capability to meet Navy’s priorities and requirements. In order to drive down costs, and where appropriate, consideration will be given to converting full-time positions to part-time. Part-time billets will be embedded in Navy’s Scheme of Complement.
Recognition of Prior Learning & Current Competences - Navy is looking at ways of making better use of prior learning. There are a number of obvious benefits of utilizing RPL & RCC to achieve a trained workforce. These include savings related to the cost and time to provide training to students. Additionally students are able to progress faster than normal which has the added benefit of enhancing retention as a higher skilled level is reached before re-engagement. Overall it has the potential to provide a skilled workforce in a shorter time frame.
Conclusion
The White Paper requires better integration between part-time and full-time service. As an integrated Total Force, Navy is well placed to meet the challenges ahead. The Reserve has delivered significant capability to Navy over the past few years and will continue to do so.
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