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Introduction
Air Force is seeking to provide greater options to Government and greater resilience in its workforce by making better use of our reserves. We are now restructuring our Reserve forces to become an integrated component of the Air Force, building a volunteer Reserve capability that can be accessed reliably in any contingency short of 'call out'. We are achieving this by individually integrating Reservists into Permanent Air Force units, wings and higher headquarters. Reserve squadrons in every state remain: their purpose being to train and support all reservists filling their reserve roles in their assigned PAF or tri-service unit.  
This restructured Air Force Reserve contributes to an integrated PAF/Reserve total Air Force workforce capable of timely and effective employment and deployment to meet Air Force capability requirements over a range of credible contingency situations, especially those requiring including concurrency of operation.  The Active and Specialist Reserves do this by providing the additional, latent personnel capacity necessary for the PAF to sustain operational capability in the event of a credible contingency. The Standby Reserve provides a follow-on capacity in the event of a major contingency invoking a call-out of the Reserve force. 

Concept of Employment of the RAAF Operational Reserve 
By giving Reserves a real role in the generation of Air Power capability, we intend to grow the size of our reserves over the next decade. In line with Government intentions, we will hold a large proportion of our reserves at High Readiness, allowing us to generate a dependable, well-trained Reserve element capable of providing short-notice duty on a voluntary basis. All of this is significantly enhancing Air Force’s latent capability to respond to contingencies and collaterally provide significant additional support. 
We have structured requirements for our reserves based on the Reserve contribution to capability workforce needed to meet expected contingencies in accordance with Defence Strategic Guidance.  These requirements for reservists were identified in a structured manner by RAAF Force Element Group Commanders and other Senior Commanders. The RAAF Reserve Restructure initially established 6,000 which has since been reduced to 5,450 following sustainability studies and is now incorporated into RAAF and ADF planning.  Positions were assigned readiness notice bands, including a High Readiness Reserve (HRR) known as Band 1, and lower levels of readiness, based on the ADF preparedness bands. 
Each Reserve position has a stipulated minimum amount of annual Reserve service and other essential position and individual requirements to ensure reservists are ready to deploy IAW their readiness levels. This new Reserve capability provides a predetermined capability rather than the ad hoc one that previously existed.  All reservists are positioned in Air Force in a manner which allows for measurement of contribution to prioritised Air Force/Group 4 and Non-Service Group priorities. All reservists are trained for deployment, and are held at differing levels of readiness.   Degrees of readiness and the corresponding level of resources needed to meet those readiness levels are held in balance to ensure max effect from funds allocated – just in time, not just in case.  
Contribution of the RAAF Operational Reserve to RAAF Outcomes

Over the past two years, 146 reservists have been deployed on overseas operations on a voluntary basis, with an average of 26 reservists having been on deployment at any time over a period from January 2006.  A further 157 reservists have backfilled positions behind deployed PAF members in the same period allowing those permanent members to be deployed without disrupting critical work in those parent PAF units.  Last financial year, 2,663 reservists worked an average 54 days each.  Almost 2,000 are working in the operational environment.  Reservists are now contributing the equivalent of almost 600 permanent man years in the trained force within Air Command alone. In addition, there are almost 300 reservists on continuous fulltime service. Their return to normal Reserve duty will put pressure on recruiting and ex-PAF transfers when CFTS opportunities reduce in the next 2-3 years. 

Within Air Command, Reserves are critical to successfully completing key tasks and generating key capability such as the use of reserves in standing up the Combined Air Operations Centre and Air Staff for major exercises such as Pitch Black and Talisman Sabre.  PAF manning and small scale means that we cannot get the large scale tactical training we need and stand up the CAOC, higher headquarters staffs and Exercise Control functions without utilising significant reserves support. The same would apply if we had to stand up a real-world enhanced CAOC for sustained operations.  Moreover, a further critical contribution that the Reserves provides is the significant retained experience that they posses and can impart to others within the organisation to assist with training and developing new members.
Reservists allow government to fund capability, while saving on costs for full manning, and allowing expansion to full capability in times of crisis. That provides scaleable, flexible and effective response options. To put all this into perspective: the Reserve contribution to the trained RAAF is the equivalent of almost 900 PAF years.  The total reserve salary vote for the trained and training is just under $40m, so the Reserves contribute 9% of the trained force for less than 3% of the total PAF salary bill.  

Operational Reserve Policy Development

Much policy work is necessary to build this modern and restructured force, one aligned with the PAF in terms of generating trained, deployable part-time RAAF members, and capable of meeting the expectations of a younger, more demanding pool of people who increasingly are direct entrants not previous RAAF.  Policy reforms include:

· Development of an embedded structure based capable of expanding the total force to meet 24/7 operations in a range of national contingencies, including the raising of a high readiness force able to be deployed in the first tranche of any deployment.
· Structural changes resulted in some 6,000 established positions being created, but only 2,500 reserve members available to fill them. This has inflated the demand for promotion and requires a moderated approach to filling the remaining vacancies. A variety of workforce modelling tools and principles are used to set the reserve promotion targets.
· Reducing barriers to move between part-time reserve service and full-time PAF service. 

· Reserve boards are now conducted using the same standards and processes as for the PAF. 
· The RAAF Specialist Reserve has not had a robust professional advancement strategy, and has been far too dependant upon temporary rank. That has now changed and RAAFSR officers, where eligible, will be considered for substantive promotion.

· Graded Officer Pay Structure (GOPS) This substantial change to the way PAF and Reserve officers are remunerated requires the development of new business rules and principles.
· RAAF is developing a new Reserves Training System to meet the needs of an expanded part-time workforce whilst reducing training time using flexible packages to suit part-time students. This is essential now that an increasing number of DE recruits require complete training.

· In some areas, Air Force is considering building strategic partnerships with key organisations such as major airlines, CASA and Air Services Australia.

FUTURE RAAF OPERATIONAL RESERVE
Reserves Role

The Reserve role has altered from a strategic focussed mobilisation base to one that supports ‘day to day’ operations, yet is also ready to meet a surge workforce requirement in the event of a defence or national contingency.  This means that while the basis for Reserve force structure is for a contingent response, it also provides Air Force with a trained and ready ‘part-time’ and casual workforce to meet deficiencies and shortfalls in the permanent peacetime force, because holding trained reserves at differing degrees of readiness is the best method to meet contingency needs.

Growth to meet contingency requirements 

Government funding for the RAAF Reserve workforce limits us to 2,500 including 800 in the HRR and an approved growth of 100 pa. However, Air Force has imposed a HRR cap (650 this FY, 600 later).  The Reserve could grow at 300pa to its 5,450 target if funds were available.  
Prior to the Reserve Restructure, the Air Force Reserve comprised transfers from the PAF and Direct Entry (DE) recruits at a ratio of around 80:20.  A smaller PAF workforce after the DRP and an increased size of the RAAF Operational Reserve workforce has altered this ratio to 70:30. Inflows for the past two years have been 50:50 between ex-PAF and DE.  This has training implications.
Characteristics of planned future reserve force

As we restructure the reserve, the needs of the Australian Defence Force to generate capability remain uppermost in policy development. The following four factors are important in defining reserve force structure to complement and supplement permanent force capability.
· Dependability of Reserves Commanders and operational planners must have an assured level of capability that provides a dependable level of force expansion. The new HRR/call-for construct will deliver guaranteed levels of short-notice reserve beyond traditional voluntary service method but needs to be expanded to cover all types of reserve service and degrees of readiness.  We must develop a new paradigm of dependability that allows for reliable strategic planning. 
· Reserves’ Capacity The reserves’ contribution to total force capacity is a function of the number of reservists, the value of the specific individuals within the reserves, the skills and proficiency of those reservists and how they are organised within the total force.
· Attractiveness of Reserve Service To attract and retain members, Reserve conditions of service need to equitable with those of the permanent force to be competitive with civilian employment, reflecting the principle that remuneration should reflect an individual’s contribution to capability. Remuneration should include the option of providing choice of taxed or tax-free allowances. It must also address the issue of superannuation.
· Flexibility of Employment Maximising Reserve capability will require flexibility in the use of reservists.  Technology now allows outcomes to be delivered away from employed unit and outside fixed time periods.  This applies equally to reservists who are collocated to their unit or those who are remotely located from their unit.  

SUMMARY

The RAAF is now dependent on its Operational Reserve for covering current capability shortfalls, and can only fully meet contingency needs from growth in that Operational Reserve.  Reserve planning must be folded into mainstream planning and policy development, a process that is taking some long time, and is slowed by the fundamental differences on the nature of reserve and permanent force conditions of service. Reserve conditions of service must be competitive to allow for retention and future growth.  However, both current needs and future growth is constrained by funding and the outcomes of the current White Paper process will be crucial in determining the shape and nature of the reserves for all three services.
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