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Introduction

Major General Barry, members of the Defence Reserves Association, ladies and gentlemen. The Director General Navy Reserves, CDRE Ranford Elsey, was grateful for your invitation to speak at today’s seminar. However as a result of his current country wide promotional NR tour, I do hope that you will accept his apologies for his non-attendance.
My Naval Reserve role is the Director Navy Reserve Support – National. I report directly to the Director General Navy Reserves and a key function I have is to lead a group of directors across the states and territories, to engender greater awareness and support, particularly from the employers of Naval Reservists, in order to increase the levels of Reserve service.
A brief look at the past

What I thought I might do today is very briefly look back as to where the Naval Reserves forces were say 20 years ago, describe some major changes that then followed in the nineties, take a look at where we are today and then gauge what may be over the horizon.
In the past the reserves were managed primarily through Reserve Port Divisions and they were made up mainly of members who were primarily “career reservists”, where the number of ex-permanent Navy members were relatively few. Many of the Port Divisions had their own establishments, own craft and they mainly exercised separately from the Permanent Navy.
In 1992, the then Chief of Navy VADM Rod Taylor decided to close down the Port Divisions. This became of immediate concern to me as I had just re-joined the Active Reserve after many years away.
No formal Reserves structure was instigated to my knowledge. However, as the Navy was short of people even back then, some Reservists found employment on Navy ships and bases. Due to a lack of identifiable capability requirements, the employment of Reserve personnel in the other areas had developed in an ad-hoc fashion, with few definable goals. Times were hard for Reservists as their value was not always understood or appreciated with little being done to assist their career management and training.
Still the concept of “the totally integrated workforce” became more steadily entrenched and this still underpins Navy’s approach to the management of the PN and the NR.
Towards an Integrated Workforce

The Navy needed to find a way to make better use of the Naval Reserve, particularly with regard to Funded Reserve Commitment positions. A new program known as the Naval Reserve Capability Enhancement Program (NRCEP) was fully endorsed by CNSAC in November 2005, and defines the future Naval Reserve contribution to capability via capability statements. Clearly defining what we needed, and agreeing the plan to achieve would set the course for a more effective Naval Reserve of the future. We needed: "a totally integrated Naval Reserve to enhance Navy capability".
The capability statements provided clear guidance to capability managers on what the Naval Reserves are expected to train for, and in which areas they may be employed. The focus of capability statements is on the support of operations. 

Before addressing the theme of this presentation, it is important to understand, as a baseline, the level of commitment of today’s Naval Reserve. In 2006, the NR contribution to the total workforce was measured at 6% of the trained Naval force The following statistics are, and I hope you will agree, most encouraging.
In the last financial year, 108,000 days were worked by Naval Reservists. This compares to 98,000 in the previous year. In addition, 480 reservists worked on continuous full time service – an increase of 139 on the previous year’s total of 341. If we accept that a permanent sailor works 240 days per year, then the Reserve commitment last year was equivalent to 448 full time positions. When added to the continuous full time service members, this equates to 928 full time personnel, or almost 10% of the trained naval force. This was a 40% increase on the previous year.
In terms of the level of capability being delivered by today’s Naval Reserve, the totally integrated work force concept means that Reservists sit alongside their permanent counterparts, both ashore and at sea, fulfilling Navy’s mission.
Capability Enhancement Program

Most headquarters and Force Element Group staffs are highly dependent on the contribution of Reservists. Looking more towards front end capability, Navy launched the Naval Reserve Capability Enhancement Program (NRCEP) in 2006 with the intention of linking Reserve service directly to a Navy capability output.
Uniquely, the program finances the salary, training, currency and travel expenses of over 100 Reserve positions across each of our seven Force Element Groups and each of those positions has its own capability statement.
Accordingly NRCEP Reservists are embedded in and individually career managed within PN units. Many of you will recognise that in Navy we have gone down a very different path to Army in the way it uses Reservists. Although only in its third year, some encouraging and tangible results have materialised from this new program and mature naval reserve workforce model. I’d like to quote the patrol boat force element group as an example. Last year, as a result of the NRCEP, over 2300 personnel deficiency days in the Armadale class patrol vessels were filled by Reservists. This was a fantastic result.
This all demonstrates that there is an increasing interest out there for Naval Reserve service. It also reveals that there is already a significant amount of capability being delivered by the Naval Reserve. In terms of this presentation, it does suggest that there is a large and growing body of capable and willing personnel who, given the right circumstances, are able to deliver much needed capability to Navy.
Realising greater benefit

I’d now like to now explore how we might intend to now evolve the Naval Reserve to realise even greater benefit. I have already mentioned the Naval Reserve Capability Enhancement Program and its early success has confirmed our belief that it should form the template and model for future Reserve service.
The associated capability statements provide a focus for the individual and an instrument for Navy to measure outcomes. The NRCEP also has the added advantage that positions and capability statements can be modified at the Force Element Group (FEG) level without major restructuring. As Navy approaches a period of vast hardware transition, during which we will be taking out of service our current amphibious vessels and introducing two new huge and enormously capable multi helicopter carrying assault ships, navy will be looking to the Reserve to inject manpower over a risk laden transition period to help navy maintain an agreed level of amphibious capability. The NRCEP will be the underpinning process for Reserve employment throughout this transition period.
The “Port Lincoln” project 

One of the more innovative programs that the Reserve has embarked upon recently is known as the “Port Lincoln” project. In simple terms, this involves the employment of off-season fishing fleet personnel – specifically, but not exclusively, those with a marine engineering background. The project was launched in Port Lincoln earlier this year and we are carefully watching the progress of several potential recruits. If it proves successful, there is no reason why this method of recruiting cannot be expanded to other “seasonal” industries. However, such a bold scheme does require flexibility and a loosening of entrenched positions particularly relating to the recognition of prior learning and competencies.
Managing the Active and Standby Reserve

We have recently been further aided by legislation that contracts permanent service leavers to a five year period of service in the Standby Reserve. However, the crucial step of persuading these people to commit time as Active Reservists still needs to be addressed. We therefore intend to introduce a Reserve alumni process which will formalise communication, produce current and meaningful databases and offer a mechanism in which specifically skilled individuals can be targeted and career managed. 
Navy is also looking at a number of initiatives to assist us to better manage the Reserves, and add some much needed dependability / commitment to Reserve participation.  Such a defined commitment may be seen as necessary if we are to rely on Reservists to maintain elements of our amphibious capability during the previously mentioned transition. This idea may sound like a High Readiness Reserve, however, it will need to be tailored to Navy’s specific requirements and will probably differ from the other service schemes accordingly.
Looking over the horizon, it would appear that the global skills shortage will continue. Australia’s worsening demographics may well see even keener competition for skills in the future. Additionally, the ethos of the young working generation seems to demand career mobility and this does not complement the established Naval career model.
In all likelihood, it is reasonable to assume that defence will continue to struggle to attract sufficient permanent personnel and therefore the demand for part time servicemen and women will remain and will probably grow.
Conclusion

In conclusion, I would like to acknowledge the significant capability that is already being delivered by the Naval Reserve. The Naval Reserve Capability Enhancement Program, after a long period of development, has finally provided a very robust model for both the Permanent Navy and the Naval Reserve to make more use of the Reserves in the future.
Naval Reserve members are employed in every area of navy operations where they make real and positive contributions. At this point, I must acknowledge with some pride the growing importance of the Naval Reserve to achieving Navy’s mission. 
Today reservists occupy key positions and shape our achievements on a daily basis. This is particularly important, as our current operational tempo is at levels not seen since Vietnam. Indeed, the current Reserve contribution to Navy of nearly 10 %, which as I have already mentioned is up from 6% in 2006. Without this level of support from the Reserve, the Navy would not be able to perform as well as we have.

It is tremendous to have these “runs on the board” but there is still much work that needs to be done. With the prospect of significant shortages of Permanent Navy personnel well into the future, there will be no shortage of challenging and rewarding roles for our reservists to undertake.[image: image1]
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