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Introduction:

This is the fifth Conference in a series of themes to raise the level of debate and action on the role of Reserve Forces within the Australian Defence Force (ADF) with particular emphasis on enhancing the ADF’s capability.

The 2009 Defence White Paper provides the opportunity to entrench the use of Reserve Forces and Reservists within the ADF on an appropriate basis to their permanent colleagues. The Reserves have for too long been taken for granted, or at worst still ignored! The total force or integrated concept, except for Navy and Air Force, has not been seriously addressed until now in the Defence White Paper, where the Government has directed the ADF to address the issue of integration and the better using of Reserve Forces to enhance ADF capability
The DRA’s “evolving theme” and raison d’etre is to:

· Enhance Defence Capability,
· Better utilise Reserve Forces in all ADF operations,
· Continue supporting the integration and development of Reservists in the RAN and RAAF,
· Restructure Army Reserve Units to “the here and now” roles and not just as “gap fillers”,
· Have Reservist representation at all levels of command,
· Concentrate on retention of trained personnel and encourage transfers between ADF components, and
· Optimise Reservist Conditions of Service and their Welfare
Background to set the current scene
Historically, from Federation until the 2001 “Call Out” legislation, the Reserve Forces, in whatever form, were a repository of military minded personnel, with no where to go as a formed force(s), including all out war! Sounds strange, but it is true!

The ADF history is a 100 years of volunteerism, service and volunteer forces. Since Federation all personnel, be they Permanent Forces, Militia, Citizen Military Force, RAN or RAAF, had to volunteer up to Vietnam to serve the Nation overseas. (You will recall the WW I Conscription debate!)
Post WWII we saw the formation of the CMF, and its smaller equivalent in RAN and RAAF, with the aim to provide an expansion base for any necessary government mobilisation of the Nation.

The Korean War 1950 to 1953 was entirely based on volunteers, permanent and ex-servicemen; even though from the 1951 to 1959 there was a National Service Scheme. The USA led Vietnam War and the Selective NS Scheme from 1965 to 1972 to augment our small permanent forces divided the Nation and had parlous consequences for our Defence Forces. It has been argued that the CMF could and should have served in Vietnam.
Successive governments of both persuasions reduced the Defence Budgets over more than 25 years! During this time the ADF responded with successive reorganisations, slowing equipment acquisition and outsourcing, especially logistic, functions. Reserve Forces were obviously of a lower priority in force structure and therefore suffered accordingly, whilst Cadet Forces were all but eliminated. 
This slow decline reached its nadir with the deployment to East Timor in 1999, which exposed all the deficiencies of our Defence Force, from its structure, paucity of equipment to its sustainability. East Timor became the catalyst for change and the expansion of the ADF!

Impact of East Timor
East Timor created a bipartisan political awareness that led to the 2000 Defence White Paper, with its subsequent Strategic Updates (2003, 2005, 2007) and Defence Capability Reviews that heralded in an unprecedented surge in Defence spending and capability enhancement. The Defence Budget promises of governments to have 3% real growth extended out to FY 2017/18, has been further extended at 2.2% real growth out to 2030 “for the life of the (2009) White Paper.” This excludes the net cost of major overseas operations. Another significant parameter is to have 2.5% indexation to the Defence Budget, to allow for inflation, also out to 2030. The setoff negative is the substantial Defence savings required by the Strategic Reform Program, ($20Bn over 10 years, i.e. $2Bn pa) however all savings remain with Defence and are not lost to Consolidated Revenue as in the past.
White Paper directions
In my introduction I mentioned the fundamental legislative change for Reservists, of what is known as “Call Out” legislation, introduced in 2001. The need to volunteer for overseas service has been changed to an obligation to serve as necessary.
However before considering the opportunities for Reserve Forces and Reservists presented in the White Paper we need to consider the generational demographics of the current workforce; and how the ADF will have to adapt to their way of thinking if it wants to attract them into the various forms of Defence service. The current generation consists of highly educated, instinctively motivated, ambitious, gender ambivalent young people who expect that any activity in which they become involved, be it employment through to recreation, has to be professionally managed, contemporarily structured, progressive and rewarding. What a challenge for a structure based ADF?
The Government’s 2009 Defence White Paper provides, more guidance than I expected, for the use of Reserve Forces to enhance ADF capability, however as I have just suggested the key issue for all Services will be personnel and the Government is looking for better management of an ADF integrated workforce. It specifically states (14.26) that ADF Reserves are a fundamental element of Defence’s workforce, noting that their composition and capability will change as the Defence integrated workforce matures. It also directs Defence “to streamline the transition between full and part-time service during an ADF career.”
In the case of Army (14.27) Army,  quote “will propose options that will include the contribution of ADF Reserves to Defence capability” unquote, in its Force Structure Implementation Plan, that is due to the Government by end 2009 (9.33). This will need a culture change to be effective!
In Chapter 10 on preparedness the Government sees the need for a surge capability and Reserves as a force multiplier to broaden military response options. The White Paper quite rightly recognises a number of constraints on Reserves to deliver a trained and ready capability, that has up to date, been the reason for not using them and hence DRA’s catch cry of “use them or lose them”.
The identified constraint factors (10.14) are:

· Complexity of tasks performed by the ADF and intensive mission preparedness

· Availability of part-time personnel for extended duty

· Complexity, cost and availability of some equipment as well as competency levels

· Significant annual wastage rate of part-time personnel affecting delivery of capability, and
· Dispersion of part-time units and facilities

DRA Constraints
The DRA, have four major constraints to add to this list and they are:
· Army Reserve not being structured correctly or given appropriate roles (Not on PPt)
· The need for experienced Reservists in and at all command levels

· The need for experienced Reservists in all planning and capability forums

· Insufficient Ex Regulars transferring across to the ARES on transition
The DRA believes all the above can be minimised or overcome with appropriate leadership, planning, structure and roles that are understood. If you don’t have Reservists in the leadership, planning and capability streams, Reserve Forces will always be an “after thought”.
Staying with Army, we need to use Reserves for lower priority operational tasks such as stabilisation operations and noncombat deployments including humanitarian assistance and disaster relief operations at home and abroad. Having said that, properly trained Reservists are quite capable of warfighting roles, that could be used to add capability “bricks” to any deployed force.
There is also now, recognition of the need for a reconstruction phase in virtually all operations and this involves a high proportion of civilian infrastructure skills. We now know that the PMkeyS database has the fields to detail all Reservist skills sets and that most Reservists are prepared to revert to their civilian expertise if offered an overseas deployment. The Attitude Surveys clearly articulate why 60% of the current generation wish to serve, and if they do not have that opportunity, they leave!
ADF Capability Initiatives
Last years conference examined the opportunities to contribute to, and enhance, ADF capability, and the White Paper appears to have endorsed all of them, especially under the Government’s direction in relation to reform options in the current Adaptive Army Initiative (9.34), which can also apply to the Air Force and to a lesser extent, the Navy. They are:
· Changing the internal balance of full-time and part-time components without reducing combat power

· Providing greater operational focus to better utilise part-time personnel

· Part-time force elements to act as a “repository” for some high-end, longer lead time capabilities for contingencies and as a hedge against strategic risk, and as an expansion base
· Better utilisation of civilian skills and ex-Regular personnel in Army force structure

· A better model for Army’s preparedness that balances strategic risk, sustainment, concurrency and future adaptation pressures to ensure we obtain better value from both the full-time and the part-time components
· More effectively utilising Reservist links with regions and local communities

No doubt we will hear more about these reform options later today!  However, there is one glaring omission for Reservists in this White Paper and without it many of the options will falter. The omission is Reservist Conditions of Service! Why it is omitted is reason for conjecture, because it cannot be for cost in the scheme of things.
Let me put it this way Navy and Air Force, though numerically smaller, but with the same remuneration conditions have very high transfer rates of full-time to part-time forces in the order of 90% and 60% respectively, whilst Army is at only about 20%. The reason is because they are generally an older cohort, but they have a different culture to Army and better leadership.
The ARES needs ex-Regulars to transfer for two main reasons: 

· The high average replacement cost for each ARA transition out at $482K, and the obvious cost benefit from this!
· The need for their experience, training expertise and to a lesser extent leadership in the ARES

It is obvious if you want Regular personnel to transfer on transition to the Reserve Force, then Conditions of Service, especially remuneration, will be the dominant factor. So there is an imperative for similar Conditions of Service for similar or agreed competencies required, within the two components of the ADF.
Having described the current generation, three to five years in a job for that cohort must seem like a “lifetime”. So the ADF needs to adapt to the labour market place and provide the necessary flexibility to deal with the unpredictability of what the future holds.
Another important outcome of the Attitude Surveys is that Reservists see themselves as part-time Regulars; hence the need to use them appropriately and to facilitate the transfer in and out of the ADF, by both components on a contract type basis as need arises.
The Government and the ADF know that we have had to use Reservists on every ADF operation, domestic and international, since East Timor. That is 10 years and yet for some in Defence, especially Army, the “penny has not dropped yet!” This Defence “permanents are best” culture, or Reservists are not reliable attitude, still prevails and conversion is slow. The Government has now shown its point of view and it is up to Defence to make the use of Reserve Forces work as an integral component of the ADF.
DRA Issues
The DRA priority issues have not altered since last year and need to be reiterated in amplification of the 2009 Defence White Paper outcomes. They are:
· To quarantine minimum funding levels for Reserve Forces to allow them to effectively prepare for their role or task. N.B. The USA Reserves, noting their high numbers, are funded separately and are represented at every level of command.
· To restructure Reserve Units by role and to provide them with the appropriate Establishment and the necessary training equipment to reflect their required capability and readiness state,
· To have the Reserve Forces accept some of the underutilised conventional warfare skills, “just in case”, thereby releasing Regulars to higher priority duties,
· To provide minimum current equipment or simulation to facilitate appropriate training and therefore interoperability to work with their Regular counterparts,
· To recognise and record on PMkeyS civilian military type skills, the Reservist’s level of training and degree of notice to deploy,
· To recognise civil trades and qualifications and take advantage of them, to avoid costly duplication of training, waste of time and frustration,
· To accept civilian expertise in their specialty and provide minimum military orientation training to carry out their function and at an appropriate rank level, 
· To initially train Reservists “just in time” for their role/task or “just enough” to be firmed up later or in their pre-deployment training and Mission Rehearsal Exercise, and
· To concentrate on retention rather than recruiting because of the cost and experience factor, especially for Regulars to transfer to the Reserves on transition out of the Permanent Services. This requires the compatible Conditions of Service imperative.
Contemporary Workplace Remuneration System
Finally, as it has been omitted from the White Paper, DRA’s view of the need for Reservists to have compatible conditions of service, subject to similar or agreed competencies, to their Regular colleagues, as of by right and equity. The elements of a contemporary workplace remuneration system for Reservists are:
· Annual part-time contracts,
· Pay and Allowances equivalent to Permanent Services and on the same “divisor”,
· Enhance the Protection legislation to protect all work, including students,
· Provide appropriate health, welfare and compensation benefits, and 

· An appropriate remuneration scheme including Superannuation.
This last element, especially re superannuation is a vexed issue often negated by the argument of tax free pay for Reservists. This is nonsense as tax free pay has nothing to do with the issue of receiving superannuation, but more about the conditions of the scheme itself. Again the cost is minimal compared to the recruiting, training, wastage cost!

Reservists are the only employee cohort not to have superannuation!
The tax free pay issue can be easily resolved by having a bifurcated remuneration system;
· Tax free pay and no superannuation, that would appeal and maybe benefit the younger cohort, or

· A taxed total compensation package including health and superannuation

The modelling on current Reserve pay rates is interesting with no advantage for those on low to medium tax scale rates; however it will of course be determined by the individual Reservist’s circumstances.

Welcome to the Conference
I have avoided going too far into the White Paper as there are far more knowledgeable speakers on the subject to follow, but I wanted to set the scene for this Conference and highlight the issues and obviously questions that need to be answered.

I trust you find the Conference rewarding and I look forward to your input at appropriate times.
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