Commander Jennifer Heymans

In my view, and notwithstanding the negative media reporting in the past few years relating to specific incidents of unacceptable behaviour, Navy has been extremely proactive in the past 2 years in addressing the requirement to increase the participation of women in Navy and at senior ranks.  

Firstly, Navy implemented a women’s leadership program in 2009 which enabled women in all ranks to nominate for a number of external women’s leadership events across Australia.  This program was designed to provide professional leadership development, enhance internal and external networks, and afford Navy women the opportunity to develop mentoring opportunities.  In 2010, Navy introduced a commercial online mentoring program designed to develop gender leadership strategies on how to lead and support women, and to enhance the participant’s opportunities for professional development and success.  Since then, over 200 Navy women have completed a component of these programs.  These women report higher levels of satisfaction with their career and with opportunities for advancement and change, and improved professional development.

Secondly, Navy created a dedicated position to expressly give effect to the implementation of the CDF WRG recommendations through the CDF Action Plan.   The Navy Women’s Strategic Adviser (NWSA), reporting directly to the two star responsible for Navy people, is responsible for raising the Navy profile on female participation, operationalising gender balance requirements in the workforce, and driving an understanding of gender balance issues among senior leaders and manages.  To enable this, the NWSA was made a member of the one star level Navy People Committee (NPC), the forum focusing on and advocating for the people component of capability.   The NWSAs role is to ensure that all people issues are considered against the gender filter to ensure any decisions do not adversely impact on or effect women.  It is worth noting that neither Army or Air force have a similar position.

In this capacity, NWSA has been focusing on a number of objectives which form a women’s leadership strategy, endorsed by the NPC in 2011, and currently under consideration by Chief of Navy.   These objectives are subordinate to, and driven by, the CDF Action Plan, and include; developing mentoring and networking frameworks, providing a workplace that accommodates career flexibility and difference, increasing the representation of women in the Navy, promoting the achievements of women in leadership, preventing sexual offences and sexual harassment, and communicating the actions of Navy to improve women’s participation.

An example of initiatives in 2010/2011 includes:

a.
The development and implementation across Navy of an unacceptable behavior education program “Navigating the Change (NTC)” to reinforce the effect of unacceptable behaviour in the workplace.   

b.
A campaign to raise awareness of, and encourage nomination for, White Ribbon Ambassadors.  Navy subsequently now has 75 White Ribbon Ambassadors actively participating in White Ribbon events around Australia each year.

c.
A campaign to promote, and encourage nominations for, the Telstra Business Women’s Awards.  This has resulted in a total of four category finalists (and subsequently two category Award winners) in two Territories across 2010/2011.  This has been an excellent opportunity for Navy to showcase the outstanding success of our women in their careers.

d.
Navy’s success as a finalist in the 2011 Diversity@Work Employment and Inclusion Awards in the category of Gender Diversity.

e.
The development and implementation of a senior women’s networking forum comprising approximately 18 Canberra-based senior women, designed to provide support and professional and personal development for forum members, provide mentors for participants of the mentoring program, to network with other subordinate and external groups and to think tank strategic issues affecting women’s retention and future workforce challenges.  In 2012, the forum plans to expand membership to all ranks in two localities.

In addition, significant work is underway to assess and realign career models to ensure opportunities for career breaks support women’s intentions to combine career and family with minimal disruption or detriment.

The benefit of the NWSA position is in providing Navy’s senior leadership with strategic advice on how to focus Navy’s efforts in supporting and advancing women in a way that is not detrimental to the Navy workforce as a whole, and communicating the reasons behind the need for such advice and action to the Navy community. 

Part B

I have had extensive training in, and experience with, complaints of unacceptable behaviour since 1994, as an equity adviser, senior enquiry adviser, redress of grievance investigator, and inquiry officer.  I was also the victim of unacceptable behaviour early in my career. 

It is my view that Defence has extremely supportive and valid guidelines and policy to assist members in making complaints and to assist commanders and managers in the management of reports of incidents of unacceptable behaviour.  It is worth also noting that it was Navy who first introduced policy to address this type of behaviour in the mid1990s.  Sometimes, the system fails an individual, and at times, this is demonstrated by a lack of experience, training or understanding by the person responsible for managing the complaint.  This is compounded by lengthy but necessary administrative processes to investigate and resolve complaints.

Notwithstanding, in my capacity as the NWSA and also a member of the team responsible for implementing the recommendations of the HMAS Success Commission of Inquiry, there remains an issue of individual behaviour that does not align with appropriate standards or Navy’s values.  We are an organization comprising all elements of society, and people join the ADF with attitudes, values and beliefs borne of their upbringing and life experience.  It is inevitable that some behaviour will not measure up to the standards required in a military force.  In this regard, incidents are likely to continue  however, the measure of an organization commitment to address these behaviours is its capacity to properly report, manage and resolve such incidents, and demonstrating a zero tolerance approach through appropriate administrative consequences to respondents of substantiated complaints.

Effort is being made by Navy to identify pockets of such behaviour across Navy to specifically target work in this area.  The intention of the NTC program was to focus on individual behaviour, attitudes and beliefs in the workplace that underpin behaviour, and to drive home an understanding of how unacceptable behaviour ultimately impacts on an individual, the workplace and the organization.   Clearly more work is required in this area.
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