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vFOREWORD

Foreword
The capability of the Department of Defence, including the Australian Defence Force (Defence) continues to be 
enhanced through the increased participation and retention of women. Greater female participation ensures 
that Defence can access the widest talent pool to secure the best possible capabilities and achieve diversity in 
perspectives and experiences. Defence cannot achieve its strategic aims if it does not maximise the potential of its 
female Australian Defence Force (ADF) members or draw on the talents of half of the Australian labour force.

In 2012, Defence embarked on a major program of cultural change called Pathway to Change: Evolving Defence 
Culture 2012–17. A key focus was addressing the treatment of women in the ADF through strategies to ensure 
women’s safety, promote gender equality and increase the participation and advancement of women through 
targeted mentoring, education, training and career development. The 2016 Defence White Paper highlights the need 
to increase female participation in the ADF workforce and in senior leadership to broaden Defence’s access to the 
considerable skills and capabilities within the Australian community.

Defence has progressed well since 2012, but there remains work to be done. The organisation refreshed its cultural 
intent statement in 2017 and will continue to drive positive and enduring cultural reform through the following six 
broad priorities for 2017–2022:

• leadership accountability

• capability through inclusion

• ethics and workplace behaviours

• health, wellness and safety

• workplace agility and flexibility

• leading and developing integrated teams.

Increased gender diversity and inclusion relates to the priority ‘capability through inclusion’. Building capability 
through inclusion results in higher productivity, higher levels of employee innovation, improved performance 
outcomes and increased levels of job satisfaction.

The Women in the ADF Report is an annual report published as a supplement to the Department of Defence Annual 
Report. It was first published in 2013. It provides the Australian public with transparency around Defence’s progress 
in improving women’s participation and experiences in the ADF. It evaluates Defence’s gender-related strategic 
initiatives to highlight successes and emphasise areas requiring focus with regard to gender diversity and inclusion.

This year’s report includes a revised reporting framework approved by the Chiefs of Service Committee in 2018. 
Through this framework, gender diversity and inclusion is assessed across all stages of the employment life 
cycle using metrics that are most appropriate for informing the ongoing response in order to improve women’s 
participation and experience in the ADF.
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Executive summary
Defence has implemented many strategic initiatives to improve gender diversity and inclusion in the ADF. The 
Women in the ADF Report 2017–18 details these initiatives and measures women’s participation and experiences 
in the ADF across all stages of the employment life cycle. It identifies Defence’s successes and emphasises areas 
where continued focus is required.

Defence has made significant increases in the proportion of women in the ADF and each Service (Navy, Army and 
Air Force) since the inaugural Women in the ADF Report in 2013. In 2017–18, women made up 17.9 per cent of the 
ADF workforce—an increase of 3.5 percentage points from 2013. Increasing female representation will continue to 
improve capability and ensure the ADF workforce is representative of the Australian community.

The ADF has especially targeted recruitment into employment roles where women are under-represented, such as 
the Combat and Security occupational group and the Engineering, Technical and Construction occupational group. 
Following these recruitment efforts, the proportion of women in every occupational group is slowly increasing. More 
women and men transferred into each occupational group than out, except in the Combat and Security group, 
where there were net losses for both genders.

While there are proportionally fewer women than men in senior leadership, the gender balance at these ranks has 
improved over time. Defence has implemented several career development initiatives to support ADF members to 
advance their careers, and women access these at a similar rate to men. Women were also well represented in 
command appointments in 2017–18. Continued increases in the number of women in senior leadership will have a 
positive impact on leadership diversity and capability.

As in previous years, ADF women are under-represented on senior decision-making committees. This is primarily 
because membership of these committees comprises the highest positions in the ADF, which are currently occupied 
by men.

The ADF prioritises the retention of its members; and separation rates are similar for women and men. Both men 
and women served for longer in 2017–18 than in previous years. However, women served for less time than men, 
especially at higher ranks, and were retained at a lower rate than men after taking paid maternity or parental leave.

To improve retention, Defence has implemented workforce management initiatives to assist members of both 
genders to balance work and personal commitments. Women use flexible work arrangements more than men, 
but men’s use of these arrangements is steadily increasing over time. The Total Workforce Model provides a more 
enduring form of flexible employment, and women and men access these at similar rates.

Defence is progressing in its efforts to improve gender diversity and inclusion at all levels of the organisation. Female 
participation is continually growing in each Service and occupational group and in senior leadership. Women and 
men generally access development opportunities at a similar rate. The ADF is continually improving the way it helps 
members to achieve work–life balance. Areas of priority continue to be working towards female proportionality in 
senior leadership and addressing occupational segregation.
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Measuring success against key 
performance indicators
No. Key 

performance 
indicator

Area of 
people 
framework

Progress Key data

KPI 1 Progression 
towards female 
representation 
targets

Attraction and 
recruitment

Good:

Female 
participation in 
each Service 
is growing 
steadily, and 
Defence is 
on track to 
meet female 
participation 
targets. More 
women are 
enlisting than 
separating.

Female participation rates by Service, 2012–13 to 2017–18

22.1%

14.3%

21.5%

20.6%

13.2%

20.4%

19.2%

12.1%

19.1%

18.6%

12.1%

18.8%

18.2%

11.8%

18.6%

17.5%

11.0%

18.4%

Air Force

Army

Navy

2012–13 2013–14 2014–15 2015–16 2016–17 2017–18

KPI 2 Progression 
towards 
reaching 
critical mass 
in identified 
employment 
categories

Attraction and 
recruitment;

Workforce 
management

Average:

Female 
representation 
has increased 
in all 
occupational 
groups. 
Women are 
still over-
represented 
in health and 
logistics roles 
and under-
represented in 
combat and 
engineering 
roles.

Representation of women in occupational groups for the 
total ADF, 2015–16 to 2017–18

35.2%

50.8%

6.1%

23.5%

8.7%

14.3%

33.8%

50.0%

5.7%

22.2%

7.5%

12.6%

32.6%

48.2%

5.0%

21.2%

6.6%

10.9%

Logistics,
Administration

and Support

Health

Engineering, Technical
and Construction

Communications,
Intelligence

and Surveillance

Combat and
Security

Aviation

2015–16 2016–17 2017–18

KPI 3 Increased 
acceptance of 
flexible work 
practices

Workforce 
management

Good:

Women in 
all Services 
exceed the 
target for 
use of formal 
flexible work 
arrangements. 
Men’s use 
has steadily 
increased 
over the 
years.

Proportion of ADF women and men using flexible work 
arrangements, 2015–16 to 2017–18

8.5%
8.8%

7.0%

1.8%
2.3% 2.5%

2015–16 2016–17 2017–18

Women Men
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No. Key 
performance 
indicator

Area of 
people 
framework

Progress Key data

KPI 4 Efforts to 
ensure 
that more 
women have 
opportunities 
to reach 
leadership 
positions

Talent and 
career 
management

Good:

Women 
access 
development 
opportunities 
at the same 
rate as men. 
Defence has 
implemented 
many 
mentoring, 
networking 
and 
sponsorship 
initiatives and 
continues 
to expand 
the reach of 
these.

–

KPI 5 Retention of 
women is equal 
to men

Retention Average:

Women are 
retained at 
similar rates 
to men, but 
those who 
separated 
spent less 
time in rank 
and service. 
Women are 
retained at 
a lower rate 
than men after 
paid maternity 
or parental 
leave.

Female and male separation rates for the total ADF, 2012–13 
to 2017–18

9.0%

8.6%

9.0%
8.6%

8.8%
9.1%

10.1%
9.9%

9.1%

8.3%

9.1%

9.5%

2012–13 2013–14 2014–15 2015–16 2016–17 2017–18

Women Men

KPI 6 Number 
of women 
recruited 
against Service 
targets

Attraction and 
recruitment

Good:

Defence’s 
strong 
recruiting 
efforts are 
growing the 
number of 
women in the 
ADF.

Net flow of women in the ADF (enlistments to separations), 
2015–16 to 2017–18

980

1,535 1,571

–765 –826
–919

+215

+709 +652

2015–16 2016–17 2017–18

Female enlistments Female separations Net flow of women

KPI 7 Completion 
rates for 
initial-entry 
training are 
equal between 
women and 
men

Training, 
education, 
learning and 
development

Good:

There are no 
significant 
differences 
in training 
completion 
rates. Both 
genders 
access other 
education and 
development 
opportunities.

–
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No. Key 
performance 
indicator

Area of 
people 
framework

Progress Key data

KPI 8 Women are 
retained in the 
recruitment 
pipeline at a 
similar rate to 
men

Attraction and 
recruitment

Good:

There are no 
significant 
gender 
differences in 
conversion 
ratios 
from Your 
Opportunities 
Unlimited 
(YOU) 
sessions to 
enlistment or 
in enlistees’ 
satisfaction 
with the 
recruitment 
process.

–

KPI 9 Women transfer 
to the Reserves 
and use 
Reserve and 
Total Workforce 
Model options 
at a similar rate 
to men

Transition 
and re-
engagement

Good:

Women and 
men transfer 
to and render 
service days 
using the 
Reserve 
Service 
Categories at 
a similar rate.

Proportion of separating ADF Permanent Force members 
who transferred to Service Categories 3–5, 2016–17

34.2%

29.2%

47.4%

32.5%

22.1%

53.7%

Navy Army Air Force

Women Men

Proportion of ADF transfers to Service Categories 3–5 in 
2016–17 who rendered service in 2017–18

36.3%

68.1%

57.3%

25.5%

61.6%

55.3%

Navy Army Air Force

Women Men

KPI 10 Women are 
represented 
proportionally 
in postings and 
deployments

Internal 
mobility, 
postings and 
deployment

Average:

For each 
occupational 
group, female 
representation 
on 
deployment is 
slightly lower 
than female 
participation 
rates.

Percentage of women deployed by occupational group for 
the total ADF, 2017–18

35.2%

50.8%

6.1%

23.5%

8.7%

14.3%

33.5%

44.7%

3.8%

15.7%

5.4%

9.3%

Logistics,
Administration

and Support

Health

Engineering,
Technical and
Construction

Communications,
Intelligence and

Surveillance

Combat and
Security

Aviation

Percentage of women on deployment Percentage of women in occupational group
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No. Key 
performance 
indicator

Area of 
people 
framework

Progress Key data

KPI 11 No significant 
difference 
in cultural 
reporting 
between 
women and 
men

Workforce 
management

Good:

Women 
and men 
have similar 
attitudes to 
their job and 
team and 
felt equally 
included in the 
workplace. 
Women 
were slightly 
more positive 
about senior 
leadership.

–

KPI 12 Increase in 
number of 
women in 
leadership 
positions

Talent and 
career 
management;

Internal 
mobility, 
postings and 
deployment

Average:

The 
proportion 
of senior 
leadership 
positions 
occupied 
by women 
continues to 
grow. Women 
are well 
represented 
on command 
appointments. 
Women 
are under-
represented 
on senior 
decision-
making 
committees.

Proportion of senior (O-6 rank and above) or pipeline (O-5 
rank) positions occupied by women, 2015–16 to 2017–18

11.7%

12.2%

13.0%

14.5%
14.9%

15.7%

2015–16 2016–17 2017–18

Senior officers Pipeline for senior officers
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ATTRACTION AND 
RECRUITMENT1

Deputy Maritime Logistics Officer 
Lieutenant Rebecca Avila on 

HMAS Canberra during  
Exercise Ocean Explorer.
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Chapter 1: Attraction and recruitment
We will know when we have reached success in gender diversity and inclusion in attraction and recruitment when:

• the number of women recruited is at or above the number required to meet each Service’s 2023 female 
participation targets

• women remain in recruitment pathways at similar rates to men

• women’s satisfaction with the recruitment process is comparable to that of men.

Increasing the participation of women in the ADF ensures that Defence secures the best possible talent available. As 
competition for talented workers intensifies in the wider job market, the ADF must draw on and develop a broader 
talent pool to enhance its operational effectiveness. The attraction and recruitment of women is the critical first 
phase of the employment life cycle. This enhances the talent pool from which the ADF can build its capability and 
draw operational resources.

This chapter outlines participation rates in 2017–18, recruitment strategies targeting women, and the enlistment 
process.

Female participation in the Australian Defence Force
Each of the Services has set female participation targets to be achieved by 2023. These are 25 per cent for the 
Navy, 15 per cent for the Army and 25 per cent for the Air Force.

Figure 1 shows that female participation in each Service has grown steadily since the inaugural Women in the ADF 
Report in 2012–13. The overall female participation rate in 2017–18 was 17.9 per cent.1

Figure 1: Female participation rates by Service, 2012–13 to 2017–18

22.1%

14.3%

21.5%

20.6%

13.2%

20.4%

19.2%

12.1%

19.1%

18.6%

12.1%

18.8%

18.2%

11.8%

18.6%

17.5%

11.0%

18.4%

Air Force

Army

Navy

2012–13 2013–14 2014–15 2015–16 2016–17 2017–18

This upward trend suggests that participation targets will be met if recruitment and retention efforts are sustained. 
This will strengthen the ADF’s capability by accessing a wider and more diverse talent pool.

1 See Table B-1: ADF Permanent Force by gender, rank and Service, as at 30 June 2018.
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Net flow of women
Figure 2 compares total female ADF enlistments with total female separations for the previous three financial years. A 
positive net flow indicates that there are more women in the ADF that year compared with the previous year.

Figure 2: Net flow of women in the ADF (enlistments to separations), 2015–16 to 2017–18

980

1,535 1,571

–765 –826
–919

+215

+709 +652

2015–16 2016–17 2017–18

Female enlistments Female separations Net flow of women

For each of the past three years, there were consistently more women enlisting in the ADF than separating.2 This is 
primarily because of focused recruitment strategies, as large increases in enlistments offset moderate increases in 
separations. Both recruitment and retention are critical to increasing female participation in the ADF. Defence should 
sustain its efforts in retaining personnel to ensure that the ADF minimises the loss of trained and skilled members.

Targets for female recruitment
In 2017–18, the three Services set a total recruitment target of 2,372 women across the Permanent and Reserve 
Forces, and 1,849 women were recruited. This target fulfilment of 78.0 per cent is a 10.4 per cent improvement on 
the previous financial year.

Defence Force Recruiting (DFR) uses research insights to develop advertisement campaign materials. Materials 
showcase current serving women who find their roles enriching and satisfying and whose profiles are similar to those 
of Defence’s target audience. DFR messaging is also adapted to suit the specific needs of women and address 
barriers that women may face when considering an ADF career.

Targeted recruitment will broaden Defence’s access to the considerable skills and capabilities in the Australian 
community.

Service initiatives to attract and recruit women
The Services continue to implement a number of initiatives to attract and recruit women into the ADF. These 
initiatives differ slightly between the Services. Further details about each Service’s initiatives are available in Annex A.

2 See Table B-2: Comparison of ADF Permanent Force enlistments and separations by gender and Service, 2015–2018.
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The Services use female role models in media campaigns to provide potential candidates with insight into the non-
traditional career opportunities available to women. Targeted recruitment models and media campaigns also present 
the ADF as an attractive career option.

Each Service has its own Gap Year program. Female participation in Gap Year programs has grown from last year. 
Gap Years and experiential camps allow potential candidates to gain positive exposure to ADF careers, without 
further obligation. Some Gap Year participants do join the ADF Permanent Force.3

Female recruitment targets boost female participation, especially in employment categories where they are under-
represented. Occupational segregation is explored more fully in Chapter 6.

Specialist recruiting teams provide guidance, mentoring and assistance to female candidates. They help to retain 
women in the recruitment process—this is crucial to increasing overall female participation.

Each Service is monitoring the effects of a reduced initial minimum period of service on increased recruitment. 
These reductions are primarily used for workgroups where it is difficult to attract candidates. Although the majority of 
these workgroups are not gender-specific, as at 30 June 2018 there were eight categories with a reduced period of 
service available to women only.

Conversion ratios from YOU to enlistment
Candidates processed by DFR pass through several stages of the recruitment process. After applying to Defence, 
candidates attend a Your Opportunities Unlimited (YOU) session at a DFR Centre. There they complete initial medical 
and aptitude tests and undertake career coaching. Subsequent stages involve further medical, psychological, fitness 
and job-specific assessments before official enlistment or appointment into one of the three Services.4

Not all candidates who attend YOU sessions will enlist. Conversion ratios from YOU sessions to enlistment measure 
the number of candidates who attend YOU sessions for every one enlistee produced at the end of this process.

For every one ADF enlistee in 2017–18, the numbers of YOU session attendees were as shown in Table 1.

Table 1: Conversion ratios for women and men (YOU session to enlistment), 2017–18

OFFICER ENTRY Women Men

Navy 5.6 5.9

Army 9.0 5.9

Air Force 8.9 17.4

GENERAL ENTRY Women Men

Navy 5.5 5.3

Army 6.5 5.6

Air Force 7.6 12.0

Conversion ratios should not be compared between genders, Services and avenues of entry. They depend on 
a range of factors outside of Defence’s control. Candidates may change job preferences, withdraw from the 
recruitment process altogether or be withdrawn if they do not meet entry standards.

The popularity of job roles differs between women and men. Popular jobs create more competition and so have 
higher conversion ratios. Other factors influencing the ratios include role-specific entry standards such as aptitude, 
medical, fitness and education criteria.

3 See Table B-72: ADF Permanent Force prior service enlistments by gender, Service and avenue of entry, 2017–18.
4 More information about the ADF recruitment process is available at defencejobs.gov.au/joining/how-to-join/recruitment-process.
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Satisfaction with the recruitment process
As in previous years, ADF women were slightly more satisfied with the recruitment process than men, although the 
differences are small (73.5 per cent compared with 70.4 per cent for the total ADF).5

Positive experiences in the recruitment process contribute to increased retention in recruitment pathways, although 
the data is only available for people who have successfully enlisted in the ADF and excludes those who dropped out 
of the recruitment process before enlistment.

Enlistments into the ADF Permanent Force
Enlistments into the ADF Permanent Force remained steady from last year, with 1,571 women enlisting in 2017–18.6 
Defence broadly groups entry into three modes: Officer, General entry—technical, and General Entry—non-technical.

Figures 3 to 5 show the proportion of women, compared with men, enlisting in each mode since 2012–13.

Figure 3: Proportion of female enlistments in each Service for Officer entry, 2012–13 to 2017–18

20.2% 17.1%

21.7%

19.5%

28.5%
25.1%

24.1%

21.8%

23.7%

22.0%

23.3%

21.7%

28.1% 28.1%

33.6%

32.3%

29.8%

35.1%

2012–13 2013–14 2014–15 2015–16 2016–17 2017–18

Navy Army Air Force

Figure 4: Proportion of female enlistments in each Service for General entry—technical, 2012–13 to 2017–18

6.9%

5.6%

10.0%
7.2%

19.2%

13.1%

0.8%
2.5%

4.1% 4.9%

9.8% 10.3%

5.2%

6.5%

12.4%

15.6%

31.6%
30.4%

2012–13 2013–14 2014–15 2015–16 2016–17 2017–18

Navy Army Air Force

5 See Table B-3: Satisfaction with the recruitment process by gender and Service, 2017.
6 See Table B-4: ADF Permanent Force enlistments (all avenues of entry) by gender and Service, 2017–18.
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Figure 5: Proportion of female enlistments in each Service for General entry—non-technical,  
2012–13 to 2017–18

31.1%

36.0% 35.5%

36.4%

54.4%

45.9%

16.5% 16.7%
14.2% 13.4%

22.4%

28.1%

38.2%

35.7%

32.3%

19.2%

52.9%

52.8%

2012–13 2013–14 2014–15 2015–16 2016–17 2017–18

Navy Army Air Force

Since 2012–13, proportionally more women in each mode enlist in the ADF, except for Army officers. In the future, 
this will have a positive impact on the proportion of women in the ADF, especially in technical occupational groups 
where they are currently under-represented.

Prior service enlistments are explored in more detail in Chapter 7.

Progress towards success
Since 2013, Defence has significantly increased the proportion of women in the ADF through targeted attraction 
and recruitment strategies. Based on current recruiting achievements, the Services are likely to meet their 
respective female participation targets by 2023.

Defence recognises the importance of improving gender diversity in employment roles with low female 
representation to strengthen the capability of those occupational groups. The Services focus recruitment efforts on 
increasing female participation in these roles.

Improving gender diversity in recruitment pathways allows the ADF to draw on a wider selection of skills and 
perspectives to improve and sustain its capability.
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TRAINING, EDUCATION, 
LEARNING AND 
DEVELOPMENT2

Australian Army Groundcrewman Mission Support 
Trooper Rebecca Draheim conducts diagnostic 

checks on a Multi Role Helicopter (MRH90) aircraft 
after a familiarisation training mission for the  

2018 Commonwealth Games.
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Chapter 2: Training, education, learning 
and development
We will know we have reached success in gender diversity and inclusion in training, education, learning and 
development when:

• women successfully complete initial training at a rate comparable to men

• women participate in Defence-sponsored education at a rate comparable to men.

Training, education, learning and development are vital for ADF members to develop the military, professional 
and leadership skills to fulfil the broad range of roles available to them. These opportunities, from initial training to 
professional courses and qualifications that advance skills and capabilities, are central to a career in the ADF.

Supporting personnel to successfully complete training and development opportunities enables members to fully 
participate and flourish in the ADF. Gender differences in completion rates may suggest underlying biases in how 
personnel are supported.

Initial-entry training completion rates
New recruits are inducted into the ADF through initial-entry training. This training is physically and mentally 
demanding. Some recruits are unable to complete their training for a variety of reasons.

Training completion rates are calculated from the cohort of new recruits who were due to complete their training in 
2017–18 (for officer and other rank training) or 2017 (for the Australian Defence Force Academy (ADFA)).

Officer and other rank completion rates

Officer completion rates were similar for women and men. Overall, a high proportion of officer trainees completed 
their initial-entry training (87.8 per cent for women; 81.9 per cent for men), but the Army recorded a lower overall 
completion rate than the other two Services (66.7 per cent for women; 65.8 per cent for men).7

For other ranks, a high proportion of both women and men completed initial-entry training (91.9 per cent for women; 
90.2 per cent for men).8

For both rank groups and genders, voluntary withdrawal was the most common reason for non-completion, 
although the total number of non-completions was small.

Australian Defence Force Academy graduates

ADFA provides an undergraduate pathway into the ADF. ADFA is a tri-Service military education and leadership 
training establishment that operates in partnership with the University of New South Wales. ADFA-trained graduates 
have the appropriate knowledge, skills and attitudes required for junior officers in the ADF.9

In 2014, ADFA implemented a series of initiatives and program changes in response to the Australian Human Rights 
Commission’s Review into the Treatment of Women at the Australian Defence Force Academy: Phase 1 Report 
(2011). These included a more rigorous staff selection process, a student mentoring program, improved recruiting 
and a new military education and training program.

7 See Table B-5: Initial-entry officer training completion rates by gender and Service, 2017–18; and Table B-6: Reasons for non-completion of initial-entry 
officer training by gender and Service, 2017–18.

8 See Table B-7: Initial-entry other ranks training completion rates by gender and Service, 2017–18; and Table B-8: Reasons for non-completion of initial-
entry other rank training by gender and Service, 2017–18.

9 More information about the Australian Defence Force Academy is available at defence.gov.au/ADFA/About/Default.asp.
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Comparable proportions of women and men completed ADFA training in 2017 (53.6 per cent for women; 55.7 per 
cent for men). The reason for not completing training is not always known. However, of the known reasons, women 
were more likely to resign or be discharged for medical reasons than men. Men were more likely to have advanced 
standing than women—that is, they were more likely to have previous study credit from an eligible university program 
transferred to their current degree program.10

Education programs
Members across the Services can pursue tertiary education opportunities through the Defence Assisted Study 
Scheme, ADFA postgraduate study and the Chief of Defence Force (CDF) Fellowship.

The percentage of offers to applications and participation rates varies for each Service and education program. 
Overall, there are no gender differences.11

Members self-select into education programs or apply for consideration for the CDF Fellowship, so Defence has 
limited control over applications to study. The majority of ADF members of both genders felt that they had sufficient 
access to learning and development opportunities.12

Other Service-administered education programs

Each of the Services provides additional education programs to support members throughout their careers in the 
ADF. Figures relating to each Service’s education programs by gender are available in Annex B, Tables B-12 to B-14.

Navy

The Rear Admiral Holthouse Memorial Fellowship fosters independent debate on engineering issues. It is funded by 
Industry Defence and Security Australia Limited.

Army

The Army offers three education programs through the Chief of Army Scholarships. The Strategic Scholar is for a 
Colonel (O-6) to attend Johns Hopkins University. The Army Foundation Scholarship is awarded to members from 
Sergeants (E-6) to Lieutenant Colonels (O-5) for academic research. The Trooper Jonathan Church Ethical Soldier 
Award fully funds members from Privates (E-2) to Captains (O-3) to complete an intensive overseas study tour of an 
Australian campaign.

In 2017–18, women were awarded two of the seven scholarships.

Air Force

The Chief of Air Force Fellowship is selected from Flight Sergeant (E-8) to Wing Commander (O-5) applicants. 
It enables personnel to develop a broad understanding of air power strategy and national security issues; and 
enhances the candidate’s capacity to contribute directly to the air power debate in Australia.

The Sir Richard Williams Research Fellowship supports the Air Power Scholar PhD program, which commenced  
in 2016–17.13

10 See Table B-9: Commencements and completions of ADFA undergraduate degrees by gender and Service, 2017; and Table B-10: Reasons for non-
completion of ADFA undergraduate degrees by gender and Service, 2017.

11 See Table B-11: ADF education sponsorship (applications, offers and participation) by gender and Service, 2017–18.
12 The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF culture, leadership and management, 

work–life balance and working conditions.
13 More information on the Sir Richard Williams Foundation is available at williamsfoundation.org.au.
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Progress towards success
There are no significant differences in training completion rates for women and men, and a high proportion of 
ADF members completed initial-entry training. More course non-completions for both genders were voluntary 
withdrawals than other reasons.

The ADF and each Service offer several self-selected education opportunities for ADF members to pursue further 
development. Women and men access these at similar rates.
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Royal Australian Air Force Leading Aircraftwoman  
Abbey Patterson, of the Expeditionary Airbase 

Operations Unit, is deployed to Australia’s main 
air operations base in the Middle East region on 

Operation ACCORDION.

INTERNAL MOBILITY, 
POSTINGS AND 

DEPLOYMENT3
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Chapter 3: Internal mobility, postings  
and deployment
We will know we have reached success in gender diversity and inclusion in internal mobility, postings, and 
deployment when:

• women are proportionally posted to command appointments proportionally to men

• women are deployed on operations proportionally to men.

Postings and deployments are an integral part of military life. Harnessing diversity of thought and experiences is 
important for the ADF to achieve operational success. Integrating a gender perspective into operational planning, 
execution and international engagement also provides the ADF with a tactical edge over our adversaries.

Defence continues to support the Australian National Action Plan on Women, Peace, and Security 2012–18, which 
implements the United Nations Security Council Resolution 1325. This resolution recognises that security, stability 
and peace can only be achieved through a gender-inclusive approach to conflict resolution and peace building. 
The plan details what Australia will do, domestically and internationally, to integrate a gender perspective into its 
peace and security efforts; protect women’s and girls’ human rights; and promote women’s participation in conflict 
prevention, management and resolution. Defence is responsible for implementing 17 of the 24 actions in this plan, 
and ADF women are playing a more prominent and influential role in operations.

Postings, deployments and command appointments are also key milestones in an individual ADF member’s career 
progression. In particular, command appointments are promotional gateways for senior ranks in the ADF.

This chapter examines career management through postings, command appointments and deployments.

Postings
Defence members are posted regularly for the provision of ADF capability. It is Defence policy that postings aim to 
balance both ADF requirements and the individual member’s career and personal preferences.14

Women and men are equally satisfied that the ADF considers their family circumstances in postings, with only a 
minority being dissatisfied.15

Command appointments and Defence attachés
Selection for command and sub-unit command appointments is a key career milestone across the three Services. 
Those in command appointments have the authority and responsibility to use resources effectively and direct 
military forces to achieve missions. Defence attachés are diplomatic representatives who build military-to-military 
relationships between nations and facilitate Defence policy objectives overseas.

Figure 6 shows the proportion of women in key appointments in 2017–18.16

14 More information about the ADF posting of Defence members is available in the Military Personnel Policy Manual, Part 6, Chapter 1, at  
defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

15 The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF culture, leadership and management, 
work–life balance and working conditions.

16 See Table B-15: Command appointments by gender and Service, 2017–18, for figures and each Service’s eligibility requirements for command 
appointments.
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Figure 6: Proportion of women in key appointments for each Service, 2017–18
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Broadly, command appointments are for the O-5 to O-6 ranks, and sub-unit command appointments are drawn 
from the O-4 and O-5 ranks. Women make up 15.2 per cent of the O-5 to O-6 ranks and 17.1 per cent of the O-4 
to O-5 ranks.17 Women are generally well represented in command positions relative to their participation rates.

Eligibility for each type of appointment differs between the Services. Selections are not based on rank alone; 
they also consider factors such as experience, qualifications and whether the member has indicated interest in 
consideration for the appointment. For the Navy, sub-unit commands are not a designated progression path 
towards command positions or promotion. Many Army sub-unit command positions are in specialisations previously 
not open to women, so the proportion of women in these positions is low given their current low representation 
overall. It is therefore difficult to compare gender representation in key appointments across the Services.

Women on deployment
For each occupational group, female representation on deployment is slightly lower than female participation rates in 
each group.18 Figure 7 shows the percentage of female representation on deployment in 2017–18.

Figure 7: Percentage of women deployed by occupational group for the total ADF, 2017–18
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17 For comparison, the proportions of women at the O-5–O-6 ranks in the Navy, Army, Air Force and total ADF are 15.0%, 13.2%, 18.0%  
and 15.2% respectively. The proportions of women at the O-4–O-5 ranks in the Navy, Army, Air Force and total ADF are 18.1%, 14.9%,  
19.8% and 17.1% respectively.

18 See Table B-16: ADF Permanent Force deployments by gender, Service, and occupational group, 2017–18.
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Figure 8 shows how personnel are distributed amongst occupational groups. The Combat and Security group and 
Engineering, Technical and Construction group were deployed most in 2017–18, and relatively few women are in 
these groups compared with other occupational groups.

Figure 8: Distribution of ADF women on deployment and overall by occupational group compared 
with the distribution of deployed personnel, 2017–1819
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Figure 9 shows the percentage of women deployed on each operation and compares this to the overall female 
participation rate.20 The number of personnel deployed varies significantly between operations, so there is also high 
variation in the proportions of women deployed.

Figure 9: Percentage of women deployed on each operation for the total ADF, 2017–18
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Selection for deployment is based on mission-specific requirements and whether the member has indicated a 
willingness to be deployed. Mission host nations’ cultural considerations and occupational group requirements can 
restrict the proportion of women deployed in each Service.

19 Personnel who are not allocated to any occupational group are excluded from the percentages.
20 See Table B-17: ADF Permanent Force deployments by gender, Service and operation, 2017–18.



15CHAPTER 3  |  INTERNAL MOBILITY, POSTINGS AND DEPLOYMENT

An Army soldier on deployment to Afghanistan

On deployment on Operation HIGHROAD, Corporal Moira Walker is the commander of a female force 
protection node providing security for female mentors of Afghan National Army instructors at the Marshal Fahim 
National Defence University institutions.

Her contribution to Operation HIGHROAD’s success enables the ADF to achieve its commitment to the NATO-
led Resolute Support mission, helping Afghan security forces and institutions to develop the capacity to defend 
Afghan and protect its citizens in a sustainable manner.

Corporal Moira Walker of Task Group Afghanistan’s Force Protection Element is a Signals Detachment 
Commander with 3rd Combat Signals Regiment, based at Lavarack Barracks in Townsville.

Progress towards success
The proportion of women selected for command appointments is comparable to female participation rates at the 
relevant ranks.

Relative to female participation rates in each occupational group, women are slightly under-represented on 
deployment compared with men. The discrepancies are moderate.
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Able Seaman Communication and 
Information Systems Kelan Nona relays 

Morse code from HMAS Anzac during her 
South East Asia deployment.

TALENT AND CAREER 
MANAGEMENT4
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Chapter 4: Talent and career management
We will know we have reached success in gender diversity and inclusion in talent and career management when:

• women are promoted at the same rate as men

• women are provided with equal opportunity to develop as leaders and to prepare for promotion

• there is at least one female representative on all promotion boards

• an increasing proportion of women are involved in mentoring, sponsorship, and networking programs

• women are able to achieve their full potential through the removal of barriers to reaching the most senior 
leadership positions

• the contributions of women and men are valued and recognised equally

• the differences between women’s and men’s pay, from structural factors in the ADF, decrease.

One of Defence’s identified priorities for diversity and inclusion is ensuring women are equally supported as men to 
progress through the ranks and eventually to be proportionally represented in supervisory, management and senior 
leadership positions.

Defence implements many initiatives to improve female members’ readiness and competitiveness for promotion. It 
is also working towards removing barriers to women’s participation in senior leadership and unconscious bias on 
promotions boards.

This chapter examines Defence initiatives for ensuring that women are equally competitive as men for career 
advancement.

Promotions
To be considered eligible for promotion, ADF members need a minimum level of experience in each rank, provide 
unrestricted service and complete promotion course prerequisites. In some cases, promotion boards or personnel 
advisory committees determine a member’s merit and potential relative to other members. Provided there is a 
position available, members who are found suitable are promoted in the order of merit.

Each Service has different ways of finding members who are eligible and suitable for promotion. The proportions of 
personnel eligible, found suitable and promoted also vary between occupational groups. Overall, women who are 
found suitable are not disadvantaged in being chosen for promotion when compared with men.21 Table 2 shows the 
percentage of female and male candidates promoted compared with those found eligible and suitable.

Table 2: Proportion of female and male promotions out of those found eligible and suitable for 
promotion, 2017–18

Eligibility and suitability for promotion Navy 
(%)

Army 
(%)

Air Force 
(%)

Percentage of female candidates who were found suitable out of those eligible for promotion 94.4 40.9 23.9

Percentage of male candidates who were found suitable out of those eligible for promotion 87.9 51.8 23.0

Percentage of female candidates who were promoted out of those found suitable 21.9 79.2 61.4

Percentage of male candidates who were promoted out of those found suitable 19.0 67.7 45.9

21 For figures and explanations relating to the numbers of members eligible to be presented to a promotion board, ranked suitable and promoted by 
occupational group in 2017–18 for each Service, see Tables B-19–B-21. See also Table B-18: ADF Permanent Force substantive promotions by 
gender, rank and Service, 2017–18.
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Time in previous rank
ADF members must spend a minimum time in rank before they are eligible for promotion.

Comparing the time that women and men had spent in their previous rank before they were promoted in 2017–18, 
both genders generally have similar tenure before promotion, although there is variation between different ranks. It 
is difficult to compare the data at the higher officer ranks (O-8 and above), as there were no female promotions to 
those levels in 2017–18.22

Tenure in rank for promotions is compared with tenure for separations in Chapter 5.

Promotional gateway courses and leadership development
The Australian Defence College has three centres that train current and future military leaders.23 Attendance at one of 
these centres is either a promotional gateway or a significant leadership development opportunity, and the Services 
recognise the value of these courses in enhancing officers’ competitiveness for promotion. Although each Service 
has unique policies regarding eligibility for these courses, in general they are aimed at the Major (E) (O-4) rank to the 
Colonel (E) (O-6) rank.24

Considerations for course selection and promotional gateways are merit based and gender neutral, but diversity 
is an active cultural consideration. This ensures the competitive pool remains as broad as possible to harness 
diverse talent.

The proportion of women on placements or appointments is comparable to the proportion of women who were 
eligible. For other rank promotion courses, nearly all women across all Services completed these courses. The ADF 
is successfully providing eligible women with the opportunity to advance their careers, and this will have a positive 
impact on future gender representation in senior roles.

Mentoring, networking and sponsorship
Following recommendations from the Australian Human Rights Commission’s Review into the Treatment of Women 
in the Australian Defence Force: Phase 2 Report (2012), the Services have implemented many mentoring initiatives 
to provide continued support to both women and men. These programs are beneficial to all ADF personnel but are 
especially important to facilitate women’s integration into workplaces where they are under-represented and for 
women to develop their full potential to increase competitiveness.

Internal programs include workshops, training, summits and forums for women to develop networks and 
discuss workforce management issues. Through these, the Services can support the specific needs of women, 
particularly those in male-dominated environments. Leadership programs build management skills and a culture of 
professional development.

External partnerships and sponsorships allow women to build their experiences and knowledge in industry. They are 
also opportunities for the Services to present themselves as an attractive career option.

In 2017–18, Defence increased participation rates or expanded the reach of mentoring, networking and 
sponsorship programs. Support for women in the workplace will have positive impacts on retention and leadership 
capability and diversity.

Each Service’s programs and Defence’s organisation-wide initiatives are listed below. Details about each program, 
including participation rates for 2017–18, are available in Annex A.

22 See Table B-22: Median time in previous rank (years) by gender and Service, 2017–18.
23 The Australian Defence College website has more information about the Australian Command and Staff College, Capability and Technology 

Management College, and Centre for Defence and Strategic Studies, at defence.gov.au/ADC/.
24 For figures and details about eligibility for promotional gateway courses and command appointments for each Service and rank group,  

see Tables B-23–B-28.
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Defence
• Diversity and Inclusion Speaker Series (formerly the Women’s Speaker Series)

• Australian Institute of Company Directors (AICD) partnership for board readiness

Progress towards equal female representation on Government boards

Defence is committed to enabling its women to sit on Government boards. Noting the requirement for 
Government members to be certified, Defence People Group has established a pilot program through the AICD 
to train and certify women in Defence in both the ADF and Australian Public Service components. Twenty-five 
women in middle to senior management positions will complete the AICD course between August 2018 and 
April 2019.

Defence is also establishing an internal register for certified women in Defence. Boards that are seeking new 
members will be able to access this register. This dual strategy will build Defence’s talent pool of board-ready 
women and make it easier for boards to seek qualified women for vacant positions.

Navy
• Women in Engineering Mentoring Program, part of The Future Through Collaboration (TFTC) Program

• Navy Mentoring Program

• Navy women’s networking forums

• Diversity Reference Group—Women

• Navy Leadership Coaching Program

• Minerva Network sponsorship to mentor professional sportswomen

Chief Petty Officer Leonie Hunter on the TFTC Program

‘I am looking forward to spending the year exploring my own personal and professional growth. I see it as an 
opportunity to develop, maintain, and improve on a number of skills first introduced to me by Navy-facilitated 
courses. This is a great opportunity to meet and network with a number of talented Defence Industry men and 
women on the same journey, hear their similar challenges, and fresh ideas for ways ahead.’

Chief Petty Officer Leonie Hunter will be a mentee on the TFTC Program in 2018.
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Army
• Informal mentoring relationships, supported by the Chief of Army’s directive to create a leadership 

environment of increased mentoring and positive leadership role modelling

• Army Regional People Forum, Regional Gender and Diversity Councils, Army Gender and Diversity Executive 
Council

• Army Industry and Corporate Development Program

• Group and Individual Executive Coaching Program (new in 2018)

• Chief Executive Women’s Leadership Program sponsorship

• Great Leaders Are Made program sponsorship

Brigadier Leigh Wilton on the Army coaching and leadership programs

‘I am lucky enough to have been afforded opportunities to participate in Army leadership programs, and I have 
found the programs to be invaluable and the overall experience rewarding. Engagement with the programs 
allowed me to set aside time for personal reflection and critical analysis which, in my mind, is necessary for 
improving leadership at the strategic level.

The experience has reinforced to me the benefits of seeking further learning whenever the circumstances allow, 
and I would recommend these programs to others.’

Air Force
• Women’s Integrated Networking Groups (WINGs)

• WINGs Technical Network (TECHNET)

• Specialist career manager—pilot

• Air Force women’s professional development opportunities

• Women in Aviation Aerospace Australia partnership

• Australian Women Pilots’ Association sponsorship

• Leadership Exchange Program

• Sponsorship to complete a Certificate IV in Workplace and Business Coaching

• Executive Leadership Coaching Program

Group Captain Jules Adams on the Air Force’s mentoring and networking programs

‘Over the years, I have built and maintained strong professional networks across a diverse range of postings, 
and I have been mentored by a number of inspirational leaders. My first posting to Canberra not only provided 
me with a unique insight to Air Force Headquarters and strategic-level decision-making but also exposed me 
to a network of senior officers who have continued to sponsor (and, in some cases, mentor) me in successive 
appointments.

During my command appointment, I was part of the inaugural Executive Leadership Coaching Program, which 
improved my self-awareness and changed my approach to setting and achieving goals. The program allowed 
me to visualise what was possible beyond my own unit and prompted me to extend my influence further than I 
had originally imagined.’

Group Captain Jules Adams, CSC, is currently appointed as the inaugural Deputy Chief of Staff to the 
Australian Defence Force Headquarters in Canberra.
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Career management
Good career management is vital for retention and advancement. Each Service is committed to supporting its 
members throughout their career and life stages.

Navy

To increase career satisfaction, the Navy has made it a priority to enable flexible work practices. This initiative 
benefits both genders but can especially assist with retaining women in the workforce. The Navy is committed to 
increasing acceptance among both genders of flexible working practices. These are discussed more in Chapter 6.

Army

Career Management—Army has increased its communication with Army members through career advisor tours, 
presentations, meetings with commanders and chains of command, emails and phone calls. The Army recognises 
that increased knowledge allows its members to have better control over their careers.

Air Force

Personnel Branch—Air Force conducts a base visit program annually. The 2018 visit promoted discussion on Air 
Force’s future workforce requirements and flexible employment opportunities for both women and men. It also 
allowed members to meet with Personnel Branch staff.

All Air Force members have unrestricted access to their career managers, from whom they can receive advice on 
their career preferences.

The Air Force is committed to enhancing the career progression and retention of women by encouraging members 
to consider flexible employment opportunities and engaging with women at critical times in their careers or during 
periods of maternity leave.
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Women in senior leadership positions
The ADF considers senior leaders to be at the Colonel (E) (O-6) rank and above. The pipeline for senior leadership is 
the Lieutenant Colonel (E) (O-5) rank.

Defence is progressing towards increased female representation in senior leadership. Although there are 
proportionally fewer women in senior or pipeline positions than men, the gender balance amongst these positions 
has improved over time. Figure 10 shows the percentage of women in senior or pipeline positions from 2015–16 to 
2017–18.

Figure 10: Proportion of senior (O-6 rank and above) or pipeline (O-5 rank) positions occupied by 
women, 2015–16 to 2017–18
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Slightly more officers of both genders occupied senior or pipeline positions in 2017–18 than in previous years, as 
Figure 11 shows.

Figure 11: Proportion of women and men in senior (O-6 rank and above) or pipeline (O-5 rank) 
positions for the total ADF, 2015–16 to 2017–18
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Figure 12 shows female officer promotions to each rank as a proportion of female promotions to other officer ranks 
for the last three financial years. Although proportionally fewer women were promoted to the O-7 and O-8 ranks 
this year, more were promoted to the O-5 pipeline and O-6 ranks. If these women continue to be supported in their 
professional development, female representation at senior levels is likely to continue to improve in future years.
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Figure 12: Proportion of female officer promotions at each rank for the total ADF, 2015–16 to 2017–1825
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Addressing cultural barriers to achieving proportional 
representation of women in senior leadership positions
Each Service implements initiatives to increase the proportion of women in senior leadership positions. Structural 
factors such as occupational segregation and mechanisms to achieve work–life balance also affect the proportion of 
women in senior leadership positions. These are explored further in Chapter 6.

Navy

The Navy recognises that clarifying the distinction between mandatory and desirable promotion requirements will 
enable senior leadership to be drawn from a wider range of career paths and talents. Flexible career paths and talent 
management will achieve greater female representation at senior ranks.

To address the under-representation of the Navy’s senior women on Defence boards, the Navy supports the AICD 
program for board readiness.

Army

The Army expects that increased recruiting and retention will increase the proportion of women in senior ranks 
in due course. It has also employed other initiatives, such as reducing rigidity in the career management system, 
emphasising the role of diversity as a capability multiplier and removing unconscious bias in the promotion process.

Air Force

The Air Force works with career managers to explore the effect of unconscious bias in decision-making and has 
delivered unconscious bias workshops to all promotion board members, including those responsible for selecting 
senior leadership positions.

25 The O-9 and O-10 ranks are not shown as there were no women promoted to these ranks in the last three financial years.
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Valuing our members—honours and awards
Defence rewards excellence and outstanding service through honours, awards and commendations.26

Table 3 shows the gender breakdown of personnel who received honours and awards in each Service in 2017–18.27

Table 3: Proportion of women and men who received honours and awards, 2017–18

Service Women 
(%)

Men 
(%)

Navy 18.9 81.1

Army 11.8 88.2

Air Force 20.5 79.5

The proportion of women receiving honours and awards is comparable to the female participation rate in each 
Service.28 This suggests that the ADF is successfully demonstrating that it values the contribution of women equally 
to that of men.

Representation of women on promotion boards
It is Defence policy to have female representation on all promotion boards in the Navy and Air Force and on 
personnel advisory committees for the Army. In 2017–18, this was achieved for all of these except Army other ranks, 
where 59.6 per cent of those boards had female representation.29 Given that the Army has a lower proportion of 
women compared with the other Services, committee membership places a significant demand on the time of the 
female workforce. Therefore, it is not always possible to achieve female representation. Female representation on 
boards for Army other ranks increased by 4.1 percentage points from 2016–17 and, as the proportion of Army 
women increases, the Army’s ability to meet the female representation target will continue to improve.

In the Navy, the policy applies to every officer and sailor promotion board, as well as selection boards for command 
and charge appointments and Warrant Officer tier selections.

The Army’s personnel advisory committees now include a mix of genders, work roles, subject-matter expertise and 
work histories and an external-to-Army representative. Committee members undertake unconscious bias training to 
improve their ability to identify leadership potential across a broader range of talents and give greater consideration 
to the caring responsibilities of both women and men. This has produced a greater appreciation of the level of 
diversity amongst officers that is needed to deliver the Army’s future capability.

The Air Force also includes an independent, non-job-specific member on all promotion boards and an independent 
non–Air Force member for Group Captain (O-6) promotion boards.

Representation of women on Defence senior decision-
making committees
The ADF plays a critical role in redressing the fact that women are still largely excluded from formal decision-making 
processes to prevent, manage and resolve conflict.30

ADF membership on Defence senior decision-making committees is largely limited to the most senior positions in 
the ADF, such as the three Chiefs of Service, the Chief and Vice Chief of the Defence Force and the Chief of Joint 

26 More information about Defence Honours and Awards is available at defence.gov.au/Medals/.
27 Only non-operational honours and awards are tabulated.
28 See Table B-29: ADF honours and awards by gender and Service, 2017–18.
29 See Table B-30: Number and proportion of promotion boards with at least one female board member by Service and rank group, 2017–18.
30 As indicated in the Australian National Action Plan on Women, Peace, and Security 2012–18 and the Australian Human Rights Commission’s Review 

into the Treatment of Women in the Australian Defence Force: Phase 2 Report (2012), pages 54–55.
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Capabilities. Due to this structure, ADF women continue to be extremely under-represented on these committees. 
Six of the 11 committees continue to have no female ADF members. There are also few non-ADF women overall 
compared with men.31 This trend is unlikely to change in the foreseeable future, and, until it does, Defence will 
continue to fall short of its 40:40:20 gender balance target.32

To increase diversity on senior decision-making committees, Defence should consider ways to harness the 
perspectives of more women. Strategic leadership shapes ADF and Defence culture, so it requires diverse 
perspectives to operate effectively.

Gender pay audit
The difference between women’s and men’s average salaries is of national interest in measuring gender inequality.

In Defence, women and men are paid equally for the same occupation, rank level and tenure. Gender discrepancies 
are due to structural factors and not pay inequity. Given these structural factors, the average ADF woman is paid 8.2 
per cent less than the average ADF man.33 The national pay gap as at August 2018 is 14.6 per cent.34

The main reasons for the ADF’s gender pay gap are as follows:

• Some of the highest ranks in the ADF are currently only occupied by men.

• There are fewer women in better remunerated occupations.

• Women have served for less time than men.

Defence is addressing these by:

• ensuring women have the same opportunities to reach the senior ranks as men (Chapter 4)

• encouraging women to work in non-traditional employment roles (Chapter 6)

• facilitating the retention of women in the ADF (Chapter 5).

Progress towards success
The proportion of women in senior leadership is slowly increasing. We expect this to continue in future years. 
Women are promoted at a rate that is in line with the pool of candidates found suitable.

ADF women access professional development opportunities at a similar rate to men. The Services have also 
taken steps to remove cultural barriers that may prevent women from reaching senior leadership. This will enable 
women to advance to the senior ranks when they are ready.

Defence recognises women’s and men’s contributions to the ADF equally through the distribution of honours and 
awards.

While most promotion boards have at least one female representative, women are still under-represented on 
senior decision-making committees. They have fewer opportunities to shape ADF culture and direction. This will 
continue unless the composition of membership for these committees changes.

31 See Table B-31: Representation of women on Defence senior decision-making committees, as at 31 March 2018.
32 The 40:40:20 gender balance target refers to 40 per cent women, 40 per cent men and 20 per cent either women or men.
33 See Table B-32: Difference between women’s and men’s pay in the ADF by rank and Service, as at 30 June 2018.
34 More information on the Workplace Gender Equality Agency’s calculations on the gender pay gap is available at wgea.gov.au/sites/default/files/

gender-pay-gap-statistic.pdf.
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RETENTION5
Australian Army Signaller Abbey Hughes is deployed 

as a guardian angel to Qargha, Afghanistan, 
protecting mentors who work with female staff at the 

Afghan National Army Officer Academy.
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Chapter 5: Retention
We will know we have reached success in gender diversity and inclusion in retention when:

• women are retained in the ADF at the same rate as men

• the gap between female and male time in service (upon separation) is reduced

• women and men are retained at the same rate after maternity and parental leave.

To improve overall female participation in the ADF and representation in senior leadership, women must be retained 
at the same rate as men. This chapter examines separations to identify any gender differences and to understand 
why people leave the ADF. This will help Defence to build targeted policies and processes to ensure greater female 
retention.

Defence understands that responding flexibly to the needs of its members throughout their career and life stages is 
also critical to retention. This is explored further in Chapter 6.

Separation rates and types
Women and men are separating from the ADF at similar rates. Members of both genders at other ranks separated 
at a higher rate than officers.35 Separation rates have remained fairly stable over time. Figure 13 shows female and 
male separation rates from 2012–13 to 2017–18.

Figure 13: Female and male separation rates for the total ADF, 2012–13 to 2017–18
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Separations are classified as voluntary, involuntary, age retirement, or occurring during training. Voluntary separations 
were the most common separation type for both women and men, accounting for approximately half of all 
separations, as Figure 14 shows.36 The distribution of separation types has remained consistent over time.

The proportion of voluntary separations is consistent with the broader Australian workforce; more people left their 
job voluntarily than involuntarily in the 12 months prior to February 2018.37

35 See Table B-33: ADF Permanent Force 12-month rolling separation rates by gender, rank group and Service, as at 30 June 2018; and Table B-35: 
Number of ADF Permanent Force separations by gender, rank and Service, 2017–18.

36 See Table B-36: Number of ADF Permanent Force separations by gender, Service and type of separation, 2017–18.
37 Of all women who left their job, 69.0 per cent did so for voluntarily reasons compared with 63.1 per cent of men and 66.0 per cent of total persons. 

Australian Bureau of Statistics, Participation, Job Search and Mobility, Australia, February 2018 (cat. no. 6226.0).
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Figure 14: Distribution of separations by separation type for the total ADF, 2017–18
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For senior officers (O-6 rank and above), involuntary separations or age retirements were more common.38 Senior 
other rank members (E-8 and above) were more likely to voluntarily separate.39 There were no differences in the 
distribution of separation types between women and men.

Reasons for leaving the ADF
In 2017–18, more personnel left the ADF voluntarily compared with other separation types. Identifying any gender 
differences in the reasons why members choose to leave can help Defence to develop targeted strategies to 
improve retention.

Table 4 shows the top 10 reasons for women and men leaving Defence.

Table 4: Top 10 reasons for leaving Defence, 2017–18

Number Top 10 reasons for women Top 10 reasons for men

1 To make a career change while still young enough To make a career change while still young enough

2 Impact of job demands on family/personal life Better career prospects in civilian life

3 Desire for less separation from family Limited opportunities in my present Category/Corps/
Mustering/Specialisation/Primary qualification

4 Lack of job satisfaction Desire to stay in one place

5 Low morale in my work environment Low morale in my work environment

6 Better career prospects in civilian life Selections or promotions not based entirely on merit

7 A desire for more challenging work Lack of job satisfaction

8 Desire to stay in one place Desire for less separation from family

9 General dissatisfaction with Service life Impact of job demands on family/personal life

10 Desire to live in a particular location Feel there is a lack of opportunities for career 
development

The top reason for both women and men suggests that some attrition is natural, as members want to make career 
changes for personal reasons.

Women appear to be more affected than men by strains in balancing work and personal commitments, although 
the differences in counts for women are small.40 The ADF is committed to implementing initiatives to help members 
achieve work–life balance. These initiatives are described in Chapter 6.

38 Involuntary separations include members who are medically unfit, are unsuitable for further duty, died while serving or were part of a ‘Command-initiated 
transfer to the Reserves’.

39 See Table B-34: ADF Permanent Force 12-month rolling separation rates by gender, rank (O-5 and above, E-8 and above) and Service, as at 30 June 
2018; and Table B-37: Number of ADF Permanent Force separations by gender, rank (O-5 and above, E-8 and above), Service and type of separation, 
2017–18.

40 For the number of women and men citing each reason, see Table B-38: Top 10 reasons for leaving the ADF by gender, 2017.
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Time in rank and service upon separation
Women are currently serving for less time than men. To improve female participation and, eventually, representation 
at senior levels, it is vital that Defence encourages women to serve in the ADF for longer periods.

Women who are separating generally spend less time in rank than men, as Figures 15 and 16 show.41 For both 
officers and other ranks, this is especially pronounced at higher levels.

Figure 15: Median time in rank upon separation for officers (years) for the total ADF, 2017–1842
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Figure 16: Median time in rank upon separation for other ranks (years) for the total ADF, 2017–1843
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Comparing separations and promotions, separating female officers spent less time in rank than women who were 
promoted out of the same rank in 2017–18. Separating and promoted male officers generally spent similar times 
in rank. For other ranks, most separating members of both genders spent less time in rank than those who were 
promoted.44 This may suggest that, at least for women, workplace or personal factors, rather than dissatisfaction 
with promotion opportunities, are the cause of separations.

41 See Table B-39: Median time in rank (years) upon separation by gender, rank and Service, 2017–18.
42 O-9 and O-10 are excluded from this graph, as there were no members at these ranks who separated in 2017–18.
43 E-7 is excluded from this graph, as there was only one member at the E-7 rank (an Army-only rank) who separated in 2017–18. E-10 is excluded from 

this graph, as there were no separating members at this rank.
44 For a comparison to the median time in rank for promoted personnel, see Table B-22: Median time in previous rank (years) by gender and Service, 

2017–18.
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At separation, for all Services and rank groups, women’s careers in the ADF are also shorter than men’s.45

Figure 17: Median time in service (years) at time of separation for officers and other ranks for each 
Service, 2017–18
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Although separating women spend less time in rank and service than separating men, both genders are serving for 
longer in 2017–18 than previously. Figures 18 and 19 show the median time in service over the last three financial 
years, with lines of best fit showing the general direction of these over time. While median time in service has 
fluctuated, it is increasing over the years, except for Army women in other ranks. However, the increase for female 
officers is smaller than for male officers.

45 See Table B-40: Median time in service (years) upon separation by gender, rank group and Service, 2017–18.



32 WOMEN IN THE ADF REPORT 2017–18

Figure 18: Median time in service (years) for female officers and other ranks for each Service,  
2015–16 to 2017–18
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Figure 19: Median time in service (years) for male officers and other ranks for each Service,  
2015–16 to 2017–18
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The Total Workforce Model, discussed in Chapter 7, encourages longer service by providing members with the 
flexibility to balance their military careers with personal obligations. We expect the time in rank and service to 
continue to increase in future as a result of this initiative. The Total Workforce Model may be especially beneficial for 
women and could close the gap between women’s and men’s median time in the ADF.

Maternity and parental leave
In addition to the Australian Government’s Paid Parental Leave Scheme, Defence offers both paid and unpaid 
maternity and parental leave. This recognises the physical aspects of the later stages of pregnancy and childbirth 
and allows time for recovery and the care of a newborn or newly adopted dependent child.46

The duration of paid maternity leave is 14 weeks and that of paid parental leave is two weeks. Using unpaid leave 
for the remainder, a member can take maternity leave for up to 52 weeks or parental leave for up to 66 weeks. In 
2017–18, women used a mix of paid and unpaid components, but nearly all men used the paid component only.47 
This suggests that women are temporarily suspending their careers for longer than men.

46 Maternity and parental leave policies are described in the ADF Pay and Conditions Manual, Chapter 5, Parts 6–7, at  
defence.gov.au/PayandConditions/.

47 For figures relating to the commencement of maternity or parental leave for each Service, see Tables B-41–B-46.
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Figure 20 shows retention of personnel after taking a period of paid maternity or parental leave.

Figure 20: Proportion of ADF members retained 18 months, three years and five years after a period 
of paid maternity or parental leave, commencing 1 July 2012 – 30 June 2013
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Women were retained at a lower rate than men, especially in the Navy. This difference was pronounced for other 
ranks, while differences for officers were smaller.48 Five years after commencing maternity or parental leave, more 
officers than other ranks were retained. This is consistent with general separation patterns between rank groups.

Retention declines at roughly the same rate over the five-year period for all genders and Services. While there are 
pronounced gender differences and retention rates at 18 months, retention patterns are fairly predictable once 
personnel have returned from the leave.

48 For figures relating to the retention (18 months, three years and five years) after maternity or parental leave for each Service, see Tables B-47–B-55.
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Career breaks
Current Defence policy does not specifically offer members career breaks, but members are able to use other leave 
types to take an extended break from active duty. For this report, a return from a career break is defined as three 
months of active duty following a continuous period of leave of three months or more.49

Women are retained at a higher rate than men after a career break.50 Figure 21 shows the percentage of women and 
men retained after a career break in 2017–18.

Figure 21: Proportion of women and men retained after a career break for the  
ADF Permanent Force, 2017–18
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Progress towards success
Women separate from the ADF at the same rate as men. However, they are serving for less time than men, 
especially at higher ranks.

Defence has introduced the Total Workforce Model to assist its members to balance job and personal demands. 
This encourages longer service. Both women and men are indeed serving for longer in 2017–18 than in previous 
years.

Women are retained at a lower rate than men after paid maternity or parental leave, although the decline in 
retention rates over a five-year period is mostly equivalent between women and men. Women are retained at a 
higher rate following a career break.

49 Leave types included in this definition are annual leave, leave without pay and long service leave. Leave types excluded are maternity and parental 
leave. Leave dates were taken to be 1 July 2017 to 31 March 2018.

50 For figures relating to retention after career breaks for each Service, see Tables B-56–B-58.
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WORKFORCE 
MANAGEMENT6

Wing Commander Kylie Green, Commanding Officer of  
No. 295 Squadron provides feedback during the debrief to 

nations participating in Exercise Cope North on their efforts 
for the Humanitarian Assistance Disaster Relief element.
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Chapter 6: Workforce management
We will know we have reached success in gender diversity and inclusion in workforce management when:

• women and men are proportionally represented across occupations

• the proportion of women transferring out of occupational groups where they are under-represented is 
comparable to that of other occupational groups

• use of flexible work practices meets the 2 per cent target for each Service

• women and men feel equally supported by and included in Defence, including family support.

Defence has implemented a number of workforce management practices to work towards a gender-equal 
workplace. These include removing gender restrictions in all occupational groups and increasing flexible employment 
options.

Continual improvements to workforce management practices will maintain Defence’s position as a competitive 
employer of choice. Supporting personnel to balance their career and other responsibilities is critical to retention, 
which in turn strengthens workforce capability.

This chapter examines occupational segregation and mechanisms to support work–life balance.

Occupational segregation
Defence is committed to improving the proportion of women in those occupational groups where they are currently 
under-represented. Although women are still over-represented in health and logistics roles and under-represented 
in combat and engineering roles, Figure 22 shows that there have been increasing proportions of women in each 
occupational group over the last three financial years.51

Figure 22: Representation of women in occupational groups for the total ADF, 2015–16 to 2017–18
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51 See Table B-59: ADF Permanent Force by gender, occupational group, rank group and Service, as at 30 June 2018.
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The distribution of women and men in occupational groups varies for each Service. Generally, the majority of women 
are in health and logistics roles. Men are clustered in engineering and combat roles. Figures 23 to 25 show the 
distribution of men and women in occupational groups in each Service.

Figure 23: Distribution of Navy women and men across occupational groups, 2017–18
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Figure 24: Distribution of Army women and men across occupational groups, 2017–18
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Figure 25: Distribution of Air Force women and men across occupational groups, 2017–18
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For some occupational groups, equal gender representation will take some time to be achieved. We expect that 
women’s participation in those areas will continue to increase in future years from sustained targeted recruitment 
and gradual increases in the number of women in combat roles following the removal of gender restrictions in 2016.
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Transfers between occupational groups
Defence needs to grow extensively in some areas, such as the shipbuilding and cyber workforces, to meet future 
capability requirements. With increased competition for these skills in the broader workforce, Defence must be able 
to draw and retain this capability from the widest talent pool possible. Gender diversity is crucial to this.

Figure 26 shows that the Combat and Security group is losing more personnel than it is gaining. This is especially 
pronounced for women, who are already under-represented in this group. For all other occupational groups, more 
women and men are joining than leaving.52

Figure 26: Net movement of women and men in each occupational group as a percentage of gender 
representation in that occupational group, 2017–18
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Members leaving an occupational group may be transferring to another group or separating from Defence. Most 
personnel who left their occupational group in 2017–18 separated rather than transferred.53 Figure 27 shows the 
number of transfers as a percentage of total personnel leaving that group. Compared with men, women in the 
Aviation group and Combat and Security group were more likely to transfer to other occupational groups than 
separate. Their vital skills and capabilities are at least retained within the ADF.

52 For figures relating to transfers into and out of occupational groups by gender and Service for 2017–18, see Tables B-60–B-61.
53 See Table B-62: Transfers out of occupational groups with reason for transfer by gender and Service, 2017–18.
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Figure 27: Members transferring to other occupational groups as a proportion of all members who left 
that occupational group, 2017–18
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Service initiatives to address occupational segregation

Navy

The Navy has established female recruiting targets for occupational groups with less than 15 per cent female 
participation while also maintaining female proportions in other groups. The Navy is revising career continuums, 
offering leadership and networking opportunities and providing tailored career management for women, especially 
for those proceeding on and returning from maternity leave. Female participation rates have already exceeded 
female recruiting targets for the majority of the Navy workforce.

The Navy is currently examining any barriers to achieving increased female representation in workgroups such as 
Clearance Divers.

Army

The Army has focused its efforts on increasing the overall representation of women through targeted recruiting and 
retention initiatives.  It is expected that, by increasing overall representation, a platform will be provided for future 
initiatives to attract additional women into non-traditional employment categories, such as combat roles. The Army 
has also introduced reduced initial minimum periods of service for some non-traditional employment categories.

All Army corps and employment categories use physical employment standards as the minimum physical level 
required for Army members to effectively perform their duties. These ensure that women and men, regardless of 
occupation, are capable of performing to the same physical standard.

Air Force

The Air Force’s Project Winter steers women into roles with historically low female representation (primarily aircrew, 
engineering and technical roles) through specialist recruitment teams, reductions to return-of-service obligations, 
and strategies to support the workforce.

The Air Force is also providing tailored career management for women, especially for those proceeding on and 
returning from maternity leave. The Air Force develops career management strategies for women in aviation roles 
during career points that have large impacts on retention decisions.
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The Air Force’s leadership and networking opportunities assist women in aircrew, engineering and technical roles by 
providing a wider network to these women in groups with low female representation.

Flexible work arrangements
Defence recognises that allowing personnel to balance their work and personal obligations is critical for retention.54 
It is committed to having the structures, systems and processes in place to allow people to balance these 
responsibilities throughout their career.

Supporting work–life balance is especially important for gender diversity. Family and caregiving responsibilities can 
affect women more than men, disproportionally impacting on the individual’s career as well as Defence capability.

Each Service has established a target of 2 per cent of the trained permanent (including continuous full-time service) 
workforce using flexible work arrangements. The Navy and Air Force already exceed this target.55 Table 5 shows the 
percentage of women and men using flexible work arrangements in 2017–18.

Table 5: Proportion of women and men using flexible work arrangements, 2017–18

Service Women 
(%)

Men 
(%)

Total 
(%)

Navy 8.2 5.0 5.8

Army 2.6 0.9 1.1

Air Force 11.9 4.5 6.0

More women than men use flexible work arrangements, although this decreased in 2017–18. However, Figure 28 
shows that the proportion of men using flexible work arrangements has increased over time. As both genders continue 
to benefit from these mechanisms, workplace flexibility will be increasingly accepted and will reduce the stereotype that 
these arrangements are only for women or caregivers.

Figure 28: Proportion of ADF women and men using flexible work arrangements, 2015–16 to 2017–18
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Members may also access informal flexible work arrangements within their local workgroup, so more members than 
documented here are choosing to work flexibly.

Defence also offers the Total Workforce Model, which provides more enduring flexible employment options that 
will allow Defence to draw on both the Permanent and Reserve workforce more effectively. It is explored further in 
Chapter 7.

54 Defence policy around flexible work arrangements, including the types of arrangements available, is described in the Military Personnel Policy Manual, 
Part 7, Chapter 1, at defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

55 For figures relating to formal flexible work arrangements by gender and rank as at 30 June 2018 for each Service, see Tables B-63–B-65.
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Navy’s flexible work initiatives to enhance career advancement and  
support personnel

The Navy no longer requires a reason for applying for flexible work arrangements. This is to remove the 
misconception that these arrangements are only for parents and caregivers or are predominately aimed at 
women. The Navy encourages all members to work flexibly if they wish.

Promotion courses are being redeveloped to incorporate flexible study modes, allowing members to access 
courseware from any device with an internet connection and at any time. Courses will also reduce the 
residential component to minimise a member’s separation from their family. The first course to transition to 
flexible delivery commenced in September 2018.

Several Navy establishments are now equipped with family accommodation, so members can bring children 
while attending promotion courses.

As distance education becomes the norm, the Navy intends that online course facilitators will work increasingly 
from home at times that are convenient to them.

The Royal Australian Naval College introduced job-sharing arrangements for course officers. The first course 
officer to work on a permanent part-time basis in a job-sharing arrangement has now been working in the role 
for six months. This has allowed the member to successfully combine work with family life.

Women’s experience
Women feeling equally supported as men in the ADF can positively impact their participation, engagement and 
retention in Defence.

The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF 
culture, leadership and management, and working conditions.

Women and men were equally and moderately satisfied with their job, level of morale and workgroup. Both genders 
were positive about their immediate supervisor.

ADF women were more positive than men in their views of senior leadership, particularly in steering Defence in the 
right direction.

Women and men felt equally included in the workplace, with only a very small proportion not feeling like an accepted 
part of their team or not feeling included in most work activities.

Only a small proportion of ADF members did not feel a sense of belonging or were not proud to be a member of 
their Service, with no significant gender differences.

Childcare assistance
Defence understands that the need to balance work and dependant care responsibilities can have an impact on 
retention. Defence is committed to assisting employees to achieve this balance through quality childcare access. 
The 2015 Defence Census results indicated that ADF members with children used childcare centres more than other 
care arrangements.56

The Defence Community Organisation provides priority access to 17 long day care and four out-of-school-hours 
centres to Defence members. It also provides individual case management to support ADF families’ childcare needs 

56 The results of the Defence Census are available in the Defence Census 2015 Public Report, at defence.gov.au/defencecensus/_Master/docs/
Defence-Census-2015-Public-Report.pdf. The Women in the ADF Report 2016–17 also reported the Defence Census results on page 63 and in 
Tables A75–A78.
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when they move to a new area or change their work or care arrangements—for example, when they return from 
maternity leave.57

Recognised relationships
Defence recognises that inter-Service couples have the same career management and co-location expectations as 
other serving spouses and interdependent couples. The ADF accommodates members’ needs where possible.58

When a military member is posted, sometimes families choose to remain in their current location for family stability. 
This arrangement is called ‘Member With Dependant (Unaccompanied)’ or MWD(U). Benefits of MWD(U) include 
enabling children to stay at their school, which some families find beneficial during the critical school years, and 
allowing partners to keep their current job. MWD(U) also facilitates access to local support networks and allows an 
ADF member’s family to maintain consistent access to health care.59

MWD(U) accounts for 11.0 per cent of arrangements for female members with dependants and 12.6 per cent for 
male members with dependants. Navy men were the most likely to be unaccompanied than accompanied (20.3 per 
cent unaccompanied) compared with both genders in other Services.60

Progress towards success
Women and men are still clustered in traditionally ‘feminine’ and ‘masculine’ occupations respectively. Defence is 
demonstrating significant effort to increase the proportion of women in employment roles where they are under-
represented, with early success. This will positively impact on capability in these groups.

More women and men are transferring into occupational groups than out, except in the Combat and Security 
group, which lost more members than it gained.

Women and men have similar attitudes regarding job and team satisfaction, and both genders identify positively 
as Defence members and feel equally included in the workplace. Women are slightly more positive about 
Defence senior leadership.

The Navy and Air Force are exceeding their targets for use of flexible work arrangements. More men are using 
flexible work arrangements than in previous years, which will increase its acceptance in the workplace.

The Defence Community Organisation provides information, advice and resources to support military families, 
particularly those needing childcare services or experiencing postings.

57 Further information on Defence Community Organisation’s childcare assistance programs is available at  
defence.gov.au/DCO/Family/Kids/Childcare.asp.

58 It is Defence policy that career management agencies assess the feasibility of co-location for inter-Service couples on posting. Where this is not 
possible, Defence offers other options, including flexible work and leave arrangements. For more information, refer to ‘Posting of Inter-Service Couples 
in the Australian Defence Force’ in the Military Personnel Policy Manual, Part 6, Chapter 2, at defence.gov.au/PayandConditions/ADF/Resources/
MILPERSMAN.pdf. For figures relating to members in a Defence-recognised relationship with another permanent serving member as at 30 June 
2018 for each Service, see Tables B-66–B-68.

59 Benefits that a member’s dependants can receive while the member is on MWD(U) are outlined in the ADF Pay and Conditions Manual, Chapter 8, Part 3, 
Division 2, at defence.gov.au/PayandConditions/. The reasons cited here were significant in families’ decisions to use MWD(U) arrangements, according 
to the 2015 ADF Families Survey, at defence.gov.au/dco/_master/documents/publications/adf-families-survey.pdf.

60 See Table B-69: Members With Dependants and Members With Dependants (Unaccompanied) by gender, rank group and Service, as at  
30 June 2018.



45CHAPTER 7  |  TRANSITION AND RE-ENGAGEMENT

TRANSITION AND  
RE-ENGAGEMENT7

Able Seaman Communication and Information Systems 
Melissa Van Der Ley is serving on board HMAS Darwin for 

Indo-Pacific Endeavour 2017, in South East Asia.



46 WOMEN IN THE ADF REPORT 2017–18

Chapter 7: Transition and re-engagement
We will know we have reached success in gender diversity and inclusion in transition and re-engagement when:

• equal proportions of women and men transfer to the Reserves and continue to provide service to the ADF 
after transition from permanent service

• a proportional amount of women and men with prior service are enlisting in the ADF Permanent Force.

Allowing members to balance the demands of military and personal life is integral to retaining personnel. The 
introduction of the ADF Total Workforce Model in 2016 was a significant achievement in providing members the 
flexibility to move between Service Categories on a continuum with varying degrees of obligation.61

The Total Workforce Model will be fully implemented by the end of 2018. It replaces the distinction between the 
Permanent Force and the Reserve Force with a more fluid model that facilitates the movement of members between 
Service Categories.

This chapter examines the proportion of women and men who transfer from Service Categories 6–7 (equivalent to 
the Permanent Force) to Service Categories 3–5 (equivalent to the active Reserve Force) and continue to render ADF 
service.62 It also examines the re-engagement of members to the ADF Permanent Force.

Transfers between Service Categories
Of the members who separated from the ADF in 2016–17, 30.3 per cent transferred to Service Categories 3–5 (the 
active Reserve Force); and 51.1 per cent of these members rendered service in 2017–18.63 Overall, slightly more 
women transferred to these categories and rendered service. However, there is variation between the Services, as 
Figures 29 to 31 show.

Figure 29: Proportion of separating ADF Permanent Force members who transferred to Service 
Categories 3–5, 2016–17
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29.2%

47.4%
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22.1%

53.7%

Navy Army Air Force

Women Men

61 The ADF Total Workforce Model—Service Spectrum is described in the Military Personnel Policy Manual, Part 2, Chapter 5, at  
defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

62 The policy of Resignation and Transfer to the Reserve is described in the Military Personnel Policy Manual, Part 10, Chapter 3, at  
defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

63 For figures relating to transfers to Service Categories 3–5, rendering service, and number of attendance days for transfers to these categories, see 
Tables B-70–B-71.
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Figure 30: Proportion of ADF transfers to Service Categories 3–5 in 2016–17 who rendered service  
in 2017–18
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Women and men rendered a similar number of days of service in 2017–18, as Figure 31 shows.

Figure 31: Distribution of ADF women and men (who transferred to Service Categories 3–5 in 2016–17 
and rendered service in 2017–18) by category of attendance days, 2017–18
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Attitudinal data suggests that flexible service under the Service Spectrum may have a positive impact on women’s 
decisions to remain in the ADF.64 Reserve Service Categories represent a source of personnel who may have 
otherwise left Defence but who can now continue to contribute to ADF capability.

Prior service enlistments
The enlistment of former ADF members decreases Defence’s reliance on ab initio recruitment only and can 
improve diversity by providing opportunities to recruit women at different entry points. In 2017–18, 19.6 per cent 
of all Permanent Force enlistments were prior service enlistments. Women made up 27.2 per cent of prior service 
enlistments, which is much greater than the overall proportion of women in the ADF Permanent Force (17.9 per cent). 
Figure 32 shows prior service enlistment distribution for 2017–18.

64 The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF culture, leadership and management, 
work–life balance and working conditions.
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Figure 32: Distribution of prior service enlistments by type, for the total ADF Permanent Force, 2017–18
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For both women and men, Gap Year transfers and transfers from Reserve Service Categories formed the majority of 
prior service enlistments. A considerable number of women and men who were no longer serving also re-enlisted in 
the Permanent Force.65

Progress towards success
Both women and men are using Total Workforce Model options, and about half of the personnel who transferred 
to Reserve Service Categories rendered service in 2017–18. There is considerable benefit in utilising the skills 
and experience of these members who may have otherwise left Defence.

A considerable number of enlistments were prior service enlistments, and proportionally more women with 
prior service enlisted in the ADF Permanent Force compared with women’s overall participation rates. Gap Year 
transfers, transfers from Reserve Service Categories, and re-enlistments of former ADF members provide an 
alternative source of capability to ab initio recruitment.

65 See Table B-72: ADF Permanent Force prior service enlistments by gender, Service and avenue of entry, 2017–18.
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Conclusion
Defence has implemented many initiatives to improve gender diversity and inclusion in the ADF. These initiatives 
support women through all stages of the employment life cycle and are showing a positive effect.

Areas where Defence is tracking very well include progress towards female participation targets by 2023 and 
members’ use of formal flexible work arrangements.

The proportion of women in senior leadership and in occupational groups with low female representation is higher 
in 2017–18 than in previous years, but these continue to be areas that Defence should prioritise. Occupational 
segregation can affect female representation in other areas, such as on deployment, in command appointments, in 
international representation and in senior leadership.

ADF women continue to be extremely under-represented on senior decision-making committees. They have fewer 
opportunities to shape Defence culture through these committees.

Following maternity or parental leave, women are retained at a lower rate than men. The implementation of the Total 
Workforce Model, as well as other flexible work arrangements, may assist with retaining women who have caring 
responsibilities. The Services are also working towards minimising negative stereotypes about flexible work and 
women’s career pathways.

If Defence sustains its efforts and initiatives then women’s participation, experience and representation at all levels of 
the ADF are likely to continue to improve.
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Annex A: Service initiatives to attract, 
recruit and support women

Service initiatives to attract and recruit women

Navy

Female recruitment targets

All Navy positions are open to women. The Navy has implemented minimum female recruiting targets, particularly for 
employment workgroups with less than 15 per cent female representation.

Specialist recruiting teams

The Navy has a number of positions embedded in Defence Force Recruiting Centres around Australia, with the 
purpose of attracting, mentoring and recruiting female candidates. The Navy has requested that Defence Force 
Recruiting encourage women to consider the wide variety of roles involving science, technology, engineering and 
mathematics (STEM) in order to facilitate growth in technical trades.

Media

The Women in the Navy website profiles job workgroups with low female representation. It features current serving 
female members who are excelling in their role, which gives potential candidates a direct insight into the career 
opportunities available to women, particularly in non-traditional roles.66

The Navy Diversity and Inclusion team ensures that there is a steady stream of articles published internally and 
externally that feature diverse groups, including women. In these articles, Navy women relate their experiences of 
Navy life, an event they are engaged in or their achievements.

Service obligations

Female sailors can enlist with a reduced initial minimum period of service (IMPS) of two years for the following 
workgroups: Marine Technician, Electronic Technician, Aviation Technician Aircraft and Aviation Technician Avionics. 
As at 30 June 2018, 34 out of 71 female technical sailors recruited since this initiative was implemented have opted 
to enlist under reduced IMPS. It will be some time before the Navy can assess the effect of the reduced IMPS on 
female retention.

Experiential camps and work experience

The Navy is working closely with the Defence Work Experience Program to provide opportunities for young women 
to gain exposure to the Navy through work experience, technical and leadership camps, and Women in Aviation 
camps.

A number of these programs were facilitated in 2017–18.  These work experience programs focus on attracting 
young women to the technical trades, aviation, boatswains mate and submariner roles in the Navy.

Gap Year

Navy Gap Year applications routinely exceed targets, with offers distributed on merit. All recruitment targets were 
achieved in 2017–18, and women accounted for 55 of the 100 positions.

66 The Women in the Navy website is available at navy.defencejobs.gov.au/about-the-navy/women-in-the-navy.



53ANNEX A  |  SERVICE INITIATIVES TO ATTRACT, RECRUIT AND SUPPORT WOMEN

Army

Specialist recruiting teams

The Army continues to use specialist recruiting teams to target female recruitment. They primarily source and mentor 
female candidates and provide subject-matter expertise on recruitment pathways and Army-specific initiatives to 
recruit women into the ADF.

Media

Showcasing Army women was a continuing focus for all media platforms in 2017–18. The Army released its brand 
campaign ‘This is my Army’, which prominently featured a number of women. This campaign will be expanded in 
2019 to include an additional two women in non-traditional employment trades.

Ongoing marketing was targeted at women—for example, by using female-targeted digital and social media 
campaigns, female influencers, and female-specific language in job platforms and recruitment apps.

Female soldiers at key careers expos provided an opportunity for potential female recruits to engage with current 
serving women.

Service obligations

The Army continues to use a two-year IMPS to attract women into selected employment categories, including 
Armoured Cavalry, Combat Engineers, Artillery Observers and Infantry Soldiers. Ongoing monitoring may result in 
employment categories being added to attract women into other non-traditional roles or to balance intake.

Gap Year

The 2017 Army Gap Year had 30 per cent female participation. Participants trained and worked across six 
employment categories: Rifleman, Unit Quartermaster, Command Support Clerk, Driver, Artilleryman and Artillery  
Air Defender.

The 2018 Gap Year program has 34 per cent female participation. It also introduced an officer pathway: 47 per cent 
of positions were awarded on merit to women who are training as Army Reserve officers during their Gap Year.

Air Force

Female recruitment targets

The Air Force has established female recruiting targets in employment categories with traditionally low representation 
of women (predominately engineering, technical and aircrew workforces). The Air Force achieved strong recruiting 
success in 2017–18—98.2 per cent of initial-entry recruiting targets were achieved. The Air Force met all directed 
female recruiting targets—47.5 per cent of initial-entry targets were women (40.5 per cent officers; 51.5 per cent 
airmen and airwomen).

Specialist recruiting teams

The Air Force has a number of positions embedded in Defence Force Recruiting Centres around Australia to provide 
guidance, mentoring and assistance to women before and during the recruitment process. These teams have 
proven highly effective in managing expectations and retaining women during the recruitment phase, especially in 
employment roles where it has been difficult to attract women.

Media

‘PropElle’ is a guide to assist women who are navigating the Air Force Officer Aviation recruitment path. The guide 
was updated in 2018. It contains practical advice to support female candidates through the recruitment process by 
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preparing them for aptitude testing, interviews and the Aviation Screening Program and to meet physical  
fitness standards.

Graduate Pilot Scheme

The Graduate Pilot Scheme is a targeted recruitment model to encourage women who are pursuing careers as 
civilian pilots and studying a Bachelor of Aviation degree at civilian universities to consider Air Force careers.

Service obligations

In 2017–18, the Air Force achieved female initial-entry enlistment targets, partially due to reductions in initial 
minimum periods of service. Two hundred and sixteen women were enlisted in musterings (162 more than the 
target) and 98 female officers were appointed (68 more than the target).

To substantially improve historically poor recruitment of Direct Entry Pilots, the Air Force is taking a special temporary 
measure to recruit Direct Entry Pilots (including the Graduate Pilot Scheme), where women and men will have 
different service obligations. This will only be maintained for as long as necessary. Thirteen female Direct Entry 
Pilots were appointed under the reduced IMPS. Early indications are that the reduced IMPS, in conjunction with 
the Graduate Pilot Scheme, is effective. However, it will be some time before the Air Force can assess longer-term 
retention and overall improvement to gender balance.

Experiential camps

The Air Force’s experiential camp is designed to raise the Air Force’s profile as an employer of choice for women. 
The Flight Camp and Tech Camp provide hands-on learning opportunities for women aged between 16 and 24 
years. Women experience a week of positive, tailored work experiences in non-traditional employment like Air Force 
Officer Aviation, technical and engineering roles. They engage with current serving women working in those roles, 
gain an understanding of Air Force, life and develop fitness and leadership and participate in adventurous training.

Fourteen young women attended the 2018 Flight Camp at RAAF Pearce. Twenty young women attended the 
Technical Camp at RAAF Wagga Wagga. Participants gave significant positive feedback and stated their intention 
to pursue a career in the Air Force. Some of these participants have already begun the application process through 
Defence Force Recruiting.

Gap Year

The Air Force Gap Year provides candidates with an experiential three-phase program of initial military training, 
initial employment training and a placement in one of the Air Base Protection, Aircraft Support Technician, Crew 
Attendant, Personnel Capability Specialist or Supply employment groups, according to the candidate’s preference.

Sixty-seven of the 140 Gap Year targets in 2017–18 were filled by women (47.8 per cent). Seventeen of the 36 
Aircraft Support Technicians were women (47.2 per cent), representing a positive trend for women in non-traditional 
employment roles.
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Mentoring, networking and sponsorship programs

Defence

Diversity and Inclusion Speaker Series

In 2018, Defence People Group rebranded the Women’s Speaker Series as the Diversity and Inclusion Speaker 
Series. The Women’s Speaker Series hosted 10 successful events in 2017–18, including to full auditoriums. 
Rebranding broadens the reach of this series to an even wider audience, better representing Defence’s diverse 
community.

With the launch of the next iteration of the Pathway to Change: Evolving Defence Culture strategy and its focus on 
capability through inclusion, the new speaker series shifts the focus from being gender specific to including speakers 
addressing all diversity groups. The new series will reflect different themes within our diversity groups and be 
conducted nationwide. The series is open to all women and men from both the ADF and Australian Public Service. 
Speaker topics in 2018 have included flexible work and fostering the future of STEM.

Australian Institute of Company Directors partnership

Defence is committed to supporting the Government’s target of 50 per cent female representation on Government 
boards. Defence acknowledges the capability, productivity and decision-making benefits that gender diversity 
brings.

Defence has engaged the Australian Institute of Company Directors to train up to 25 ADF and the Australian Public 
Service women. The pilot program allows Defence to trial the quality of the course and provide recommendations for 
future use across the wider organisation.

Navy

Women in Engineering Mentoring Program

The Navy continues to support the Women in Engineering Mentoring Program under the Defence Industry initiative The 
Future Through Collaboration (TFTC). As of 2017, this includes technicians and engineers in Defence and in industry.67

The program ensures that Navy women in non-traditional employment roles are supported and can develop 
professionally through the mentoring relationship. This allows women in these roles to feel valued and that they are 
making a significant contribution to the Navy. Participation in the program is a key driver to achieving an integrated, 
diverse, resilient and deployable workforce that has the skills and competencies to deliver the Navy’s warfighting efforts.

Navy Mentoring Program

The Navy Mentoring Program has been developed to ensure that mentoring relationships become an integral part 
of strengthening relationships across the Navy. All Navy promotion courses have a component on mentoring skills 
embedded in the program. Mentoring workshops are interactive and provide every attendee with the opportunity 
to conduct a mentoring session, have the experience of being mentored and observe a mentoring session. Each 
course builds on the core knowledge of basic mentoring skills by providing additional advanced mentoring skills 
appropriate to rank and experience.

Navy women’s networking forums

The Navy continues to provide networking forums at various locations, including the Australian Defence Force 
Academy; the Submarine Force; and HMAS Canberra, HMAS Arunta, HMAS Harman, HMAS Cerberus,  
HMAS Albatross and HMAS Creswell.

67 More information on The Future Through Collaboration initiative is available at tftc.net.au.
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Diversity Reference Group—Women

The Diversity Reference Group—Women is chaired by the Navy Women’s Strategic Advisor and includes women 
and men from a broad cross-section of the Navy. It is an internal community ensuring that the concerns of Navy 
women are heard and understood by senior leadership. The reference group provides an extensive range of views 
that are crucial to diversity and inclusion planning and programming. Participants can engage with diversity topics 
and provide grassroots feedback on issues and challenges.

Navy Leadership Coaching Program

The Navy Leadership Coaching Program is designed to improve the effectiveness of the Navy’s leaders by 
collaborating with them to take action and fast-track their professional development and personal growth. 
Approximately 70 women, ranging in rank from Leading Seaman to Commodore, participated in this program  
in 2017–18.

Minerva Network sponsorship

The Minerva Network aims to develop a network of experienced businesswomen to mentor professional 
sportswomen as they navigate challenges on and off the field.68 The Navy provides the opportunity for its female 
athletes to attend Minerva’s networking events and workshops. These women’s professional development benefits 
from external networking and mentorship, and the Navy benefits from increased skills, capabilities and cognitive 
diversity to deliver its warfighting efforts.

Army

Informal mentoring relationships

The Army continues to support and encourage organic mentoring relationships.

In 2016, the Chief of Army directed the Army to create a leadership environment where mentoring and positive 
leadership role models support the development of subordinates.

Army Regional People Forum, Regional Gender and Diversity Councils, Army 
Gender and Diversity Executive Council

The Army Regional People Forum continues to provide both women and men with support on a variety of workforce 
management topics such as flexible work arrangements, work–life balance, Army culture, recruitment and retention, 
removal of gender restrictions, and physical employment standards.

The forum includes presentations from subject-matter experts, panel discussions and small workgroups.

Since 2014, feedback from the forum has informed discussions and recommendations at the Regional Gender and 
Diversity Councils and the Army Gender and Diversity Executive Council. Through these councils, regional issues 
can be progressed through to the strategic leadership of the Army.

Army Industry and Corporate Development Program

The Army Industry and Corporate Development Program allows a small number of personnel to pursue external-to-
Army career placements of up to 12 months. This provides future Army leaders with exposure to inclusive, diverse 
and successful leadership and management practices in high-performing industry and corporate organisations. This 
exchange of ideas, knowledge and skills contributes to the development of a diverse and inclusive group of strategic 
leaders in the Army.

In 2017–18, one woman and two men were participating in this development program.

68 More information on the Minerva Network is available at minervanetwork.com.au/about-us.
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Group and Individual Executive Coaching Program (new in 2018)

The Army’s Group and Individual Executive Coaching Program is designed to improve the skills and leadership of 
the Army’s current and future senior officers. It provides leaders with much-needed space for personal reflection and 
renewal and an opportunity to think deeply about their own leadership philosophy, leadership practice, professional 
mastery and ongoing professional development. Importantly, participants can reflect on the Army’s leadership needs 
in the current and emerging strategic, joint and integrated environment.

In 2017–18, eight of 24 participants were women.

Chief Executive Women’s Leadership Program sponsorship

The Army’s engagement with the Chief Executive Women’s Leadership Program enhances Army women’s 
leadership potential in future employment. The Army sponsored seven participants in 2017–18, bringing them 
together with other women in senior leadership from a diverse range of industries and sectors.69

Great Leaders Are Made program sponsorship

The Great Leaders Are Made (GLAM) program develops and empowers highly talented women and enhances 
their management and leadership skills, particularly in a male-dominated environment. The Army sponsored seven 
participants in 2017–18.70

Air Force

Women’s Integrated Networking Groups (WINGs)

The Women’s Integrated Networking Groups (WINGs) program encourages networking between Air Force women of 
all ranks and employment categories.

Guest speakers from both Defence and external organisations speak with Air Force women about their careers. 
WINGs also allows women to discuss issues affecting them in the workplace and build valuable networks. The 
program is in place at 13 Air Force locations.

The Air Force has also established a mentoring program at two locations. One is at a training establishment; it allows 
trainee officers to match with currently serving female officers in their specialisation. The other is a three-month 
mentoring program at an operational base. The Air Force also offers a separate mentoring program for the female 
pilot workforce. Based on the success of these programs, the Air Force is considering formally extending them to 
other bases and regions.

WINGs technical network (TECHNET)

TECHNET, a supplementary network of the WINGs program, addresses the needs of women in non-traditional 
employment roles, particularly non-commissioned women in technical trades. Given the very low representation of 
female technicians, especially at senior management level, TECHNET offers women the opportunity to seek advice 
and mentoring from experienced women, focusing on the unique and sometimes difficult career and workplace 
challenges for women in these roles.

The program draws on information from the many seminars, summits and conferences focusing on women in 
aviation or in STEM that may be relevant for Air Force women in similar employment groups. TECHNET groups 
meet as required, and a quarterly newsletter provides opportunities for role modelling, celebrating achievements, 
professional development and creating a sense of belonging.

69 More information on the Chief Executive Women’s Leadership Program is available at cew.org.au.
70 More information on the Great Leaders Are Made program is available at avrilhenry.com/services/glam.
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TECHNET supports women

No. 2 Operational Conversion Unit at Williamtown brings its women together on a regular basis. Its success 
in supporting women is attributed to having male ‘champions of change’ leading the way and creating an 
environment, for both women and men, where supporting each other is everyday business.

While these groups are not always visible, it is the support given behind the scenes that makes the biggest 
difference. Access to a safe environment, whether it is within a workplace or on the end of the phone, has been 
instrumental in retaining women in these roles.

The shared experience and stories of career challenges and successes create a wealth of knowledge that 
ultimately benefits not only the female technical workforce but also the entire organisation.

Specialist career manager—pilot

Specialist career managers oversee female pilot career management from a strategic perspective, providing subject-
matter expert feedback on balancing organisation and member needs. This role will also develop mid-level retention 
initiatives for the female pilot workforce.

Air Force women’s professional development opportunities

Air Force women can participate in professional development opportunities, such as attending conferences  
or workshops. In 2018, the Air Force is providing professional speaking workshops at various bases for  
serving women.

Women in Aviation Aerospace Australia partnership

The Air Force partnership with Women in Aviation Aerospace Australia has supported over 20 events, six summits 
on gender diversity, and various networking events since 2014.

This partnership enables the Air Force to network with women involved or interested in the industry and presents the 
Air Force as an attractive career option.71

Australian Women Pilots’ Association sponsorship

The Air Force sponsors membership for all female Air Force pilots of the Australian Women Pilots’ Association. 
These pilots can engage with their counterparts in industry, offering professional growth and the opportunity to be 
involved in their programs and events.72

The Air Force encourages young women to pursue flying careers through two sponsored scholarships open to 
women under the age of 24 years. For the past six years, the Air Force has sponsored the Formation or Aerobatic 
Endorsement Scholarship and the Australian Women Pilots’ Association Navigation Component Scholarship.

Currently, 38 female pilots are sponsored members of this association. Senior female pilots actively assist junior 
female pilots to ensure they also have access to this opportunity.

Leadership Exchange Program

The Leadership Exchange Program is a professional development workshop aimed at enhancing individual 
leadership effectiveness. The program is open to various ranks, occupations and Australian Public Service and 
Reserves equivalents. This allows participants to learn from the diverse leadership experience of others. The 
program focuses on four leadership pillars: self-awareness and self-development, communication, assertiveness, 
and leading teams.

71 More information on the Women in A/AA is available at aviationaerospace.org.au/pages/women-in-aaa.
72 More information on the Australian Women Pilots’ Association is available at awpa.org.au.
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For the 2017–18 Leadership Exchange Program, women represented 102 out of 332 nominations (30.7 per cent) 
and 43 out of 144 participants (29.8 per cent).

Sponsorship to complete a Certificate IV in Workplace and Business Coaching

The Leadership Coaching Program aims to instil a coaching culture within the Air Force. By building behaviours 
that embrace resilience, agility, innovation, empowerment and acceptable risk-taking, the Air Force can drive its 
personnel capability towards a fifth-generation Air Force and meet the Chief of Air Force’s intent and the Air Force 
People Capability vector within the Air Force Strategy 2017–27.

The Air Force sponsors selected personnel through a Certificate IV in Workplace and Business Coaching. These 
certified members then provide one-to-one coaching and a one-day coaching workshop to other Air Force 
members. Since commencement in May 2015, 135 Air Force members have been accredited, of whom 33 per 
cent are women. Coaching has been embraced within the Air Force, with 29 per cent of Air Force members having 
participated in this training.

Executive Leadership Coaching Program

The Air Force engages Hudson Global Resources to provide an Executive Leadership Coaching Program for 
identified talented female Air Force officers. This program empowers and supports women to thrive in a male-
dominated environment, gives participants a sense of value in their role and position in the Air Force, and ensures 
talented women receive the resources and opportunities needed to progress to leadership positions.
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ANNEX
WORKFORCE DATA TABLES
B

Able Seaman Boatswains Mate Kaylin Coleman 
conducts her role as an upper deck lookout 

aboard HMAS Warramunga as the ship sails back 
to Australia after completing her deployment to 
Operation MANITOU in the Middle East region.
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42

 
13
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O
th

er
 d

eg
re

e 
co

m
m

en
ce

m
en

ts
 

14
 

33
 

21
 

89
 

21
 

44
 

56
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6 

To
ta

l n
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be
r o

f O
ffi

ce
r T

ra
in

in
g 

C
ol

le
ge

 
Pr

og
ra

m
 c

om
m

en
ce

m
en

ts
 

19
 

50
 

24
 

11
0 

26
 

86
 

69
 

24
6 

N
um

be
r t

ha
t g

ra
du

at
ed

 
13

 
26

 
11

 
56

 
13

 
55

 
37

 
13

7 

Pe
rc

en
ta

ge
 th

at
 g

ra
du

at
ed

 
68

.4
 

52
.0

 
45

.8
 

50
.9

 
50

.0
 

64
.0

 
53

.6
 

55
.7

 

 So
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us
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n 

D
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ce
 A
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ng
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rs
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01
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E

ng
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 th
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ye
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-e

ng
in
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rin

g 
un
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ra
du

at
e 

de
gr

ee
 (i

n 
A
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, B
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in

es
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In
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at
io

n 
Te

ch
no

lo
gy

, S
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en
ce

 o
r T

ec
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ol
og
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01

5 
an

d 
w

er
e 
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to
 c

om
pl

et
e 

th
ei

r d
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re
e 
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01
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e 
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 c
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m
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d 

a 
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 w
er

e 
re

m
ov

ed
 fr

om
 th

e 
O
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C
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 e

ar
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s 
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an
di
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 w

er
e 
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er
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e 
m
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s 
ad
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 s
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de
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s.

 T
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se
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 re
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ed
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s 
no

n-
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m
pl

et
io

ns
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th

is
 ta

bl
e.

 

S
tu

de
nt

s 
w

ho
 tr

an
sf

er
re

d 
S

er
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ce
s 
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rin

g 
th

e 
co

ur
se
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f t

he
ir 

de
gr

ee
 a

re
 re
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rd

ed
 a

ga
in

st
 th

e 
S

er
vi

ce
 th

ey
 w

er
e 

in
 u
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n 
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ad

ua
tio

n.
 F

or
 n
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-c

om
pl

et
io

ns
, t

he
y 

ar
e 

re
co

rd
ed

 a
ga

in
st

 th
e 

S
er
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ce

 th
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 w
er

e 
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t t

he
 ti

m
e 
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ey
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er

e 
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ed

 to
 h
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e 

no
t 
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m
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r d
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s 
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ud
e 
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 in

iti
o 

re
cr
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 N
av

y 
O

ffi
ce

r Y
ea

r O
ne

 M
id

sh
ip

m
en
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 in

te
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at
io
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l s
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de

nt
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bl
e 

B
-1

0:
 R

ea
so

ns
 fo

r n
on

-c
om

pl
et

io
n 

of
 A

D
FA

 u
nd

er
gr

ad
ua

te
 d

eg
re

es
 b

y 
ge

nd
er

 a
nd

 S
er

vi
ce

, 2
01

7 

R
ea

so
n 

fo
r n

on
-c

om
pl

et
io

n 
N

av
y 

w
om

en
 

(n
um

be
r)

 

N
av

y 
w

om
en

 
(%

) 
N

av
y 

m
en

 
(n

um
be

r)
 

N
av

y 
m

en
 

(%
) 

A
rm

y 
w

om
en

 
(n

um
be

r)
 

A
rm

y 
w

om
en

 
(%

) 

A
rm

y 
m

en
 

(n
um

be
r)

 

A
rm

y 
m

en
 

(%
) 

A
ir 

Fo
rc

e 
w

om
en

 
(n

um
be

r)
 

A
ir 

Fo
rc

e 
w

om
en

 
(%

) 

A
ir 

Fo
rc

e 
m

en
 

(n
um

be
r)

 

A
ir 

Fo
rc

e 
m

en
 

(%
) 

A
D

F 
w

om
en

 
(n

um
be

r)
 

A
D

F 
w

om
en

 
(%

) 
A

D
F 

m
en

 
(n

um
be

r)
 

A
D

F 
m

en
 

(%
) 

Pr
ov

is
io

na
l g

ra
du

at
e 

– 
– 

1 
4.

2 
2 

15
.4

 
18

 
33

.3
 

– 
– 

– 
– 

2 
6.

3 
19

 
17

.4
 

R
es

ig
ne

d 
– 

– 
1 

4.
2 

5 
38

.5
 

13
 

24
.1

 
7 

53
.8

 
5 

16
.1

 
12

 
37

.5
 

19
 

17
.4

 

M
ed

ic
al

 d
is

ch
ar

ge
 

2 
33

.3
 

– 
– 

1 
7.

7 
2 

3.
7 

2 
15

.4
 

– 
– 

5 
15

.6
 

2 
1.

8 

M
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ta
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 d
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– 
– 

– 
– 

– 
– 

2 
3.
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3 
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5 
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3 

9.
4 
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4 

G
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at
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 w
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– 
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1 
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3 

5.
6 
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– 
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– 
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3.

1 
4 

3.
7 
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 s
ta
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in

g 
3 
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.0
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50

.0
 

– 
– 

3 
5.

6 
– 

– 
17

 
54
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3 
9.

4 
32

 
29

.4
 

O
th

er
 

1 
16

.7
 

9 
37

.5
 

4 
30

.8
 

13
 

24
.1

 
1 

7.
7 

4 
12

.9
 

6 
18
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26
 

23
.9

 

To
ta

l 
6 

10
0.

0 
24

 
10

0.
0 

13
 

10
0.

0 
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13

 
10

0.
0 
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0 
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0 
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at
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at
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ga
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 th
e 
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vi
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 th
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 h
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o 
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 a
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O

ffi
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ne

 M
id

sh
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. 
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 c

om
m

en
ce

d 
a 

de
gr

ee
 b

ut
 w

ho
 w

er
e 

re
m

ov
ed

 fr
om

 th
e 
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ra
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d 

st
an

di
ng
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e 
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t c
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m
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ca
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n 
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d 
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g 
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ra
m

. 

‘O
th

er
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ef
er

s 
to

 s
tu

de
nt

s 
w

ho
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 re
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-c
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n 
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 n
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e 
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. 

P
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es
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P
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ag
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 m
ay
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C
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n 
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e 
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d 
w
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g 
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 d
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e 
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ffi
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 Ta

bl
e 

B
-1

1:
 A

D
F 

ed
uc

at
io

n 
sp

on
so

rs
hi

p 
(a

pp
lic

at
io

ns
, o

ffe
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 a
nd

 p
ar

tic
ip

at
io

n)
 b

y 
ge

nd
er

 a
nd

 S
er

vi
ce

, 2
01

7–
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A
D

F 
Ed

uc
at

io
n 

A
ss

is
ta

nc
e 

Sc
he

m
e 

N
av

y 
w

om
en

 
N

av
y 

m
en

 
A

rm
y 

w
om

en
 

A
rm

y 
m

en
 

A
ir 

Fo
rc

e 
w

om
en

 
A

ir 
Fo

rc
e 

m
en

 
A

D
F 

w
om

en
 

A
D

F 
m

en
 

D
AS

S—
N

um
be

r o
f a

pp
lic

at
io

ns
 

73
 

15
9 

45
6 

1,
13

1 
24

8 
46

8 
77

7 
1,

75
8 

D
AS

S—
N

um
be

r o
f o

ffe
rs

 
61

 
13

0 
33

2 
72

0 
20

3 
42

1 
59

6 
1,

27
1 

D
AS

S—
Pe

rc
en

ta
ge

 o
f o

ffe
rs

 to
 a

pp
lic

at
io

ns
 

83
.6

 
81

.8
 

72
.8

 
63

.7
 

81
.9

 
90

.0
 

76
.7

 
72

.3
 

D
AS

S—
Pa

rti
ci

pa
tio

n 
as

 a
t 3

0 
Ju

ne
 2

01
8 

53
 

12
1 

24
3 

46
6 

18
1 

37
9 
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7 

96
6 

D
AS

S—
Pa

rti
ci

pa
tio

n 
ra

te
 a

ga
in

st
 o

ffe
rs

 (%
) 

86
.9

 
93

.1
 

73
.2

 
64

.7
 

89
.2

 
90

.0
 

80
.0

 
76

.0
 

AD
FA

 p
os

tg
ra

du
at

e—
N

um
be

r o
f a

pp
lic

at
io

ns
 

53
 

27
2 

11
 

51
 

83
 

24
4 

14
7 

56
7 

AD
FA

 p
os

tg
ra

du
at

e—
N

um
be

r o
f o

ffe
rs

 
42

 
21

7 
4 

28
 

77
 

23
0 

12
3 

47
5 

AD
FA

 p
os

tg
ra

du
at

e—
Pe

rc
en

ta
ge

 o
f o

ffe
rs

 to
 a

pp
lic

at
io

ns
 

79
.2

 
79

.8
 

36
.4

 
54

.9
 

92
.8

 
94

.3
 

83
.7

 
83

.8
 

AD
FA

 p
os

tg
ra

du
at

e—
Pa

rti
ci

pa
tio

n 
as

 a
t 3

0 
Ju

ne
 2

01
8 

40
 

20
2 

4 
28

 
69

 
19

9 
11

3 
42

9 

AD
FA

 p
os

tg
ra

du
at

e—
Pa

rti
ci

pa
tio

n 
ra

te
 a

ga
in

st
 o

ffe
rs
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) 

95
.2

 
93

.1
 

10
0.

0 
10

0.
0 
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.6

 
86

.5
 

91
.9

 
90

.3
 

C
D

F 
Fe

llo
w

sh
ip

—
N

um
be

r o
f a

pp
lic

at
io

ns
 

– 
1 

– 
4 

– 
– 

– 
5 

C
D

F 
Fe

llo
w

sh
ip

—
N

um
be

r o
f o

ffe
rs

 
– 

– 
– 

– 
– 

– 
– 

– 

C
D

F 
Fe

llo
w

sh
ip

—
Pe

rc
en

ta
ge

 o
f o

ffe
rs

 to
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pp
lic

at
io
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– 
– 

– 
– 

– 
– 

– 
– 

C
D

F 
Fe

llo
w

sh
ip

—
Pa

rti
ci
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tio

n 
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ne
 2
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8 
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– 

– 
– 

– 
– 

– 
– 

C
D

F 
Fe

llo
w

sh
ip

—
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rti
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ra
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ga
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rs

 (%
) 

– 
– 

– 
– 

– 
– 

– 
– 

 So
ur

ce
: N

av
y,

 A
rm

y,
 A

ir 
Fo

rc
e 

an
d 

A
us

tra
lia

n 
D

ef
en

ce
 C

ol
le

ge
. 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

‘D
AS

S’
 re

fe
rs

 to
 th

e 
D

ef
en

ce
 A

ss
is

te
d 

St
ud

y 
Sc

he
m

e.
 

‘C
D

F 
Fe

llo
w

sh
ip

’ r
ef

er
s 

to
 th
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D
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e 

A
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D
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ce
 F
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de
m
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f D

ef
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 F

or
ce

 F
el

lo
w

sh
ip

 re
la

te
 to

 th
e 
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 c
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w
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w
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 N
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ot
h 
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S
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D
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e 
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r S
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01
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 In

cl
ud
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ot
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n 
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. 

Fo
r t

he
 A

ir 
Fo

rc
e,

 D
A

S
S

 d
at

a 
in

co
rp

or
at

es
 fu

nd
ed

 a
nd

 u
nf

un
de

d 
ap

pr
ov

al
s 

in
 th
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r o
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D
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e 
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 c
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s 
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3 
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 Ta

bl
e 

B
-1

2:
 N

av
y 

ed
uc

at
io

n 
pr

og
ra

m
s 

(a
pp

lic
at

io
ns

, o
ffe

rs
 a

nd
 p

ar
tic

ip
at

io
n)

 b
y 

ge
nd

er
, 2

01
7–

18
 

Ed
uc

at
io

n 
pr

og
ra

m
 

N
av

y 
w

om
en

 
N

av
y 

m
en

 

R
ea

r A
dm

ira
l H

ol
th

ou
se

 M
em

or
ia

l F
el

lo
w

sh
ip

—
N

um
be

r o
f a

pp
lic

at
io

ns
 

– 
7 

R
ea

r A
dm

ira
l H

ol
th

ou
se

 M
em

or
ia

l F
el

lo
w

sh
ip

—
N

um
be

r o
f o

ffe
rs

 
– 

1 

R
ea

r A
dm

ira
l H

ol
th

ou
se

 M
em

or
ia

l F
el

lo
w

sh
ip

—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

– 
1 

C
iv

il 
Sc

ho
ol

in
g 

Sc
he

m
e—

N
um

be
r o

f a
pp

lic
at

io
ns

 
11

 
19

 

C
iv

il 
Sc

ho
ol

in
g 

Sc
he

m
e—

N
um

be
r o

f o
ffe

rs
 

6 
8 

C
iv

il 
Sc

ho
ol

in
g 

Sc
he

m
e—

Pa
rti

ci
pa

tio
n 

(a
s 

at
 3

0 
Ju

ne
 2

01
8)

 
4 

5 

W
om

en
 in

 M
as

te
rs

 o
f B

us
in

es
s 

Ad
m

in
is

tra
tio

n—
N

um
be

r o
f a

pp
lic

at
io

ns
 

– 
– 

W
om

en
 in

 M
as

te
rs

 o
f B

us
in

es
s 

Ad
m

in
is

tra
tio

n—
N

um
be

r o
f o

ffe
rs

 
– 

– 

W
om

en
 in

 M
as

te
rs

 o
f B

us
in

es
s 

Ad
m

in
is

tra
tio

n—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

2 
– 

 So
ur

ce
: N

av
y.

 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

Tw
o 

N
av

y 
m

em
be

rs
 h

av
e 

co
nt

in
ue

d 
th

ei
r s

tu
di

es
 fo

r t
he

 W
om

en
 in

 M
as

te
rs

 o
f B

us
in

es
s 

A
dm

in
is

tra
tio

n 
pr

og
ra

m
 in

 2
01

8.
 N

o 
fu

rth
er

 a
pp

lic
at

io
ns

 w
er

e 
re

ce
iv

ed
 fo

r t
hi

s 
pr

og
ra

m
. 

C
iv

il 
S

ch
oo

lin
g 

S
ch

em
e 

fig
ur

es
 a

re
 fo

r s
tu

dy
 c

om
m

en
ci

ng
 in

 2
01

8.
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 Ta

bl
e 

B
-1

3:
 A

rm
y 

ed
uc

at
io

n 
pr

og
ra

m
s 

(a
pp

lic
at

io
ns

, o
ffe

rs
 a

nd
 p

ar
tic

ip
at

io
n)

 b
y 

ge
nd

er
, 2

01
7–

18
 

Ed
uc

at
io

n 
pr

og
ra

m
 

A
rm

y 
w

om
en

 
A

rm
y 

m
en

 

Lo
ng

-te
rm

 tr
ai

ni
ng

—
ov

er
se

as
 (O

ffi
ce

rs
)—

N
um

be
r o

f a
pp

lic
at

io
ns

 
2 

34
 

Lo
ng

-te
rm

 tr
ai

ni
ng

—
ov

er
se

as
 (O

ffi
ce

rs
)—

N
um

be
r o

f o
ffe

rs
 

2 
25

 

Lo
ng

-te
rm

 tr
ai

ni
ng

—
ov

er
se

as
 (O

ffi
ce

rs
)—

Pa
rti

ci
pa

tio
n 

(a
s 

at
 3

0 
Ju

ne
 2

01
8)

 
2 

25
 

Lo
ng

 la
ng

ua
ge

 tr
ai

ni
ng

 (O
ffi

ce
rs

)—
N

um
be

r o
f a

pp
lic

at
io

ns
 

4 
36

 

Lo
ng

 la
ng

ua
ge

 tr
ai

ni
ng

 (O
ffi

ce
rs

)—
N

um
be

r o
f o

ffe
rs

 
3 

29
 

Lo
ng

 la
ng

ua
ge

 tr
ai

ni
ng

 (O
ffi

ce
rs

)—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

3 
29

 

Lo
ng

-te
rm

 c
iv

il 
sc

ho
ol

in
g 

(O
ffi

ce
rs

)—
N

um
be

r o
f a

pp
lic

at
io

ns
 

11
 

47
 

Lo
ng

-te
rm

 c
iv

il 
sc

ho
ol

in
g 

(O
ffi

ce
rs

)—
N

um
be

r o
f o

ffe
rs

 
9 

42
 

Lo
ng

-te
rm

 c
iv

il 
sc

ho
ol

in
g 

(O
ffi

ce
rs

)—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

10
 

56
 

C
er

tif
ic

at
e 

IV
 in

 S
cr

ee
n 

an
d 

M
ed

ia
 (J

ou
rn

al
is

m
) (

O
th

er
 ra

nk
s)

—
N

um
be

r o
f a

pp
lic

at
io

ns
 

1 
1 

C
er

tif
ic

at
e 

IV
 in

 S
cr

ee
n 

an
d 

M
ed

ia
 (J

ou
rn

al
is

m
) (

O
th

er
 ra

nk
s)

—
N

um
be

r o
f o

ffe
rs

 
– 

– 

C
er

tif
ic

at
e 

IV
 in

 S
cr

ee
n 

an
d 

M
ed

ia
 (J

ou
rn

al
is

m
) (

O
th

er
 ra

nk
s)

—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

– 
– 

G
ra

du
at

e 
D

ip
lo

m
a 

of
 G

eo
de

tic
 In

fo
rm

at
io

n 
Sc

ie
nc

e 
(O

th
er

 ra
nk

s)
—

N
um

be
r o

f a
pp

lic
at

io
ns

 
– 

1 

G
ra

du
at

e 
D

ip
lo

m
a 

of
 G

eo
de

tic
 In

fo
rm

at
io

n 
Sc

ie
nc

e 
(O

th
er

 ra
nk

s)
—

N
um

be
r o

f o
ffe

rs
 

– 
1 

G
ra

du
at

e 
D

ip
lo

m
a 

of
 G

eo
de

tic
 In

fo
rm

at
io

n 
Sc

ie
nc

e 
(O

th
er

 ra
nk

s)
—

Pa
rti

ci
pa

tio
n 

(a
s 

at
 3

0 
Ju

ne
 2

01
8)

 
– 

1 

M
as

te
rs

 o
f S

ys
te

m
s 

En
gi

ne
er

in
g 

(E
le

ct
ro

ni
c 

W
ar

fa
re

) (
O

th
er

 ra
nk

s)
—

N
um

be
r o

f a
pp

lic
at

io
ns

 
1 

3 

M
as

te
rs

 o
f S

ys
te

m
s 

En
gi

ne
er

in
g 

(E
le

ct
ro

ni
c 

W
ar

fa
re

) (
O

th
er

 ra
nk

s)
—

N
um

be
r o

f o
ffe

rs
 

– 
– 

M
as

te
rs

 o
f S

ys
te

m
s 

En
gi

ne
er

in
g 

(E
le

ct
ro

ni
c 

W
ar

fa
re

) (
O

th
er

 ra
nk

s)
—

Pa
rti

ci
pa

tio
n 

(a
s 

at
 3

0 
Ju

ne
 2

01
8)

 
– 

– 

M
as

te
rs

 o
f C

yb
er

 S
ec

ur
ity

 (O
th

er
 ra

nk
s)

—
N

um
be

r o
f a

pp
lic

at
io

ns
 

– 
2 

M
as

te
rs

 o
f C

yb
er

 S
ec

ur
ity

 (O
th

er
 ra

nk
s)

—
N

um
be

r o
f o

ffe
rs

 
– 

– 

M
as

te
rs

 o
f C

yb
er

 S
ec

ur
ity

 (O
th

er
 ra

nk
s)

—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

– 
– 

 So
ur

ce
: A

rm
y.

 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

Fi
gu

re
s 

ar
e 

fo
r t

he
 2

01
8 

ca
le

nd
ar

 y
ea

r. 

O
th

er
 r a

nk
 e

du
ca

tio
na

l o
pp

or
tu

ni
tie

s 
ar

e 
co

rp
s-

 a
nd

 tr
ad

e-
sp

ec
ifi

c 
an

d 
th

er
ef

or
e 

ar
e 

on
ly

 a
va

ila
bl

e 
to

 a
 v

er
y 

lim
ite

d 
nu

m
be

r o
f o

th
er

 ra
nk

 m
em

be
rs

. F
or

 e
xa

m
pl

e,
 th

e 
G

ra
du

at
e 

D
ip

lo
m

a 
of

 G
eo

de
tic

 In
fo

rm
at

io
n 

S
ci

en
ce

 is
 o

nl
y 

av
ai

la
bl

e 
to

  
S

er
ge

an
t–

W
ar

ra
nt

 O
ffi

ce
r C

la
ss

 T
w

o 
R

oy
al

 A
us

tra
lia

n 
E

ng
in

ee
rs

 (G
eo

sp
at

ia
l I

nt
el

lig
en

ce
 T

ec
hn

ic
ia

ns
). 

Th
e 

M
as

te
rs

 o
f C

yb
er

 S
ec

ur
ity

 is
 o

nl
y 

av
ai

la
bl

e 
to

 S
er

ge
an

t–
W

ar
ra

nt
 O

ffi
ce

r C
la

ss
 T

w
o 

R
oy

al
 A

us
tra

lia
n 

S
ig

na
ls

 C
or

ps
. 
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 Ta

bl
e 

B
-1

4:
 A

ir 
Fo

rc
e 

ed
uc

at
io

n 
pr

og
ra

m
s 

(a
pp

lic
at

io
ns

, o
ffe

rs
 a

nd
 p

ar
tic

ip
at

io
n)

 b
y 

ge
nd

er
, 2

01
7–

18
 

Ed
uc

at
io

n 
pr

og
ra

m
 

A
ir 

Fo
rc

e 
w

om
en

 
A

ir 
Fo

rc
e 

m
en

 

C
hi

ef
 o

f A
ir 

Fo
rc

e 
Fe

llo
w

sh
ip

—
N

um
be

r o
f a

pp
lic

at
io

ns
 

– 
3 

C
hi

ef
 o

f A
ir 

Fo
rc

e 
Fe

llo
w

sh
ip

—
N

um
be

r o
f o

ffe
rs

 
– 

1 

C
hi

ef
 o

f A
ir 

Fo
rc

e 
Fe

llo
w

sh
ip

—
Pa

rti
ci

pa
tio

n 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
 

– 
1 

Si
r R

ic
ha

rd
 W

illi
am

s 
R

es
ea

rc
h 

Fe
llo

w
sh

ip
—

N
um

be
r o

f a
pp

lic
at

io
ns

 
1 

8 

Si
r R

ic
ha

rd
 W

illi
am

s 
R

es
ea

rc
h 

Fe
llo

w
sh

ip
—

N
um

be
r o

f o
ffe

rs
 

– 
1 

Si
r R

ic
ha

rd
 W

illi
am

s 
R

es
ea

rc
h 

Fe
llo

w
sh

ip
—

Pa
rti

ci
pa

tio
n 

(a
s 

at
 3

0 
Ju

ne
 2

01
8)

 
– 

1 

 So
ur

ce
: A

ir 
Fo

rc
e.

 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
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 Ta

bl
e 

B
-1

5:
 C

om
m

an
d 

ap
po

in
tm

en
ts

 b
y 

ge
nd

er
 a

nd
 S

er
vi

ce
, 2

01
7–

18
 

A
pp

oi
nt

m
en

t t
yp

e 
N

av
y 

w
om

en
 

N
av

y 
m

en
 

A
rm

y 
w

om
en

 
A

rm
y 

m
en

 
A

ir 
Fo

rc
e 

w
om

en
 

A
ir 

Fo
rc

e 
m

en
 

A
D

F 
w

om
en

 
A

D
F 

m
en

 

C
om

m
an

d 
1 

7 
15

 
74

 
19

 
95

 
35

 
17

6 

Su
b-

un
it 

co
m

m
an

d 
– 

13
 

19
 

24
0 

21
 

66
 

40
 

31
9 

D
ef

en
ce

 a
tta

ch
é 

1 
5 

3 
13

 
1 

3 
5 

21
 

 So
ur

ce
: N

av
y,

 A
rm

y,
 A

ir 
Fo

rc
e.

 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

C
om

m
an

d 
ap

po
in

tm
en

ts
 in

 th
e 

N
av

y 
re

fe
r t

o 
co

m
m

an
di

ng
 o

ffi
ce

rs
 o

f m
aj

or
 fl

ee
t u

ni
ts

 a
nd

 s
ho

re
 e

st
ab

lis
hm

en
ts

. T
he

se
 a

pp
oi

nt
m

en
ts

 a
re

 a
t t

he
 C

om
m

an
de

r (
O

-5
) a

nd
 C

ap
ta

in
 (O

-6
) r

an
ks

. S
ho

re
 c

om
m

an
d 

is
 o

f a
 n

on
-s

ea
go

in
g 

un
it 

ty
pi

ca
lly

 
re

sp
on

si
bl

e 
fo

r t
ra

in
in

g 
or

 b
as

e 
su

pp
or

t f
un

ct
io

ns
 to

 d
ep

lo
ye

d 
or

 o
pe

ra
tio

na
l a

ss
et

s.
 

N
av

y 
su

b-
un

it 
co

m
m

an
d 

ap
po

in
tm

en
ts

 re
fe

r t
o 

co
m

m
an

di
ng

 o
ffi

ce
rs

 o
f m

in
or

 w
ar

 v
es

se
ls

, e
xe

cu
tiv

e 
of

fic
er

s 
an

d 
he

ad
s 

of
 d

ep
ar

tm
en

t o
f m

aj
or

 fl
ee

t u
ni

ts
, a

nd
 e

xe
cu

tiv
e 

of
fic

er
s 

of
 s

ho
re

 e
st

ab
lis

hm
en

ts
. T

he
se

 a
pp

oi
nt

m
en

ts
 a

re
 g

en
er

al
ly

 a
t t

he
 

Li
eu

te
na

nt
 C

om
m

an
de

r (
O

-4
) l

ev
el

. 

A
rm

y 
m

em
be

rs
 s

el
ec

te
d 

fo
r D

ef
en

ce
 a

tta
ch

és
 re

pr
es

en
t t

he
 C

hi
ef

 o
f A

rm
y 

an
d 

C
hi

ef
 o

f t
he

 D
ef

en
ce

 F
or

ce
 to

 th
e 

ho
st

 n
at

io
n’

s 
m

ilit
ar

y 
an

d 
su

pp
or

tin
g 

go
ve

rn
m

en
t a

pp
ar

at
us

. 

A
ir 

Fo
rc

e 
co

m
m

an
d 

ap
po

in
tm

en
ts

 a
re

 s
el

ec
te

d 
at

 th
e 

A
ir 

Fo
rc

e 
C

om
m

an
d 

S
el

ec
tio

n 
B

oa
rd

. S
ub

-u
ni

t c
om

m
an

d 
an

d 
D

ef
en

ce
 a

tta
ch

é 
po

si
tio

ns
 fo

r S
qu

ad
ro

n 
Le

ad
er

s 
(O

-4
) a

nd
 W

in
g 

C
om

m
an

de
rs

 (O
-5

) a
re

 s
el

ec
te

d 
at

 th
e 

C
om

bi
ne

d 
S

el
ec

tio
n 

B
oa

rd
. 

S
el

ec
tio

ns
 fo

r D
ef

en
ce

 a
tta

ch
é 

po
si

tio
ns

 fo
r G

ro
up

 C
ap

ta
in

s 
(O

-6
) a

nd
 A

ir 
C

om
m

od
or

es
 (O

-7
) a

re
 n

om
in

at
ed

 b
y 

th
e 

C
hi

ef
 o

f A
ir 

Fo
rc

e 
w

ith
 e

nd
or

se
m

en
t f

ro
m

 th
e 

C
hi

ef
 o

f t
he

 D
ef

en
ce

 F
or

ce
. 
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 Ta

bl
e 

B
-1

6:
 A

D
F 

Pe
rm

an
en

t F
or

ce
 d

ep
lo

ym
en

ts
 b

y 
ge

nd
er

, S
er

vi
ce

 a
nd

 o
cc

up
at

io
na

l g
ro

up
, 2

01
7–

18
 

O
cc

up
at

io
na

l g
ro

up
 

N
av

y 
w

om
en

 
(n

um
be

r)
 

N
av

y 
w

om
en

 
(%

) 

N
av

y 
m

en
 

(n
um

be
r)

 

N
av

y 
m

en
 

(%
) 

A
rm

y 
w

om
en

 
(n

um
be

r)
 

A
rm

y 
w

om
en

 
(%

) 

A
rm

y 
m

en
 

(n
um

be
r)

 

A
rm

y 
m

en
 

(%
) 

A
ir 

Fo
rc

e 
w

om
en

 
(n

um
be

r)
 

A
ir 

Fo
rc

e 
w

om
en

 
(%

) 

A
ir 

Fo
rc

e 
m

en
 

(n
um

be
r)

 

A
ir 

Fo
rc

e 
m

en
 

(%
) 

A
D

F 
w

om
en

 
(n

um
be

r)
 

A
D

F 
w

om
en

 
(%

) 

A
D

F 
m

en
 

(n
um

be
r)

 

A
D

F 
m

en
 

(%
) 

To
ta

l 
de

pl
oy

ed
 

(n
um

be
r)

 

To
ta

l 
de

pl
oy

ed
 

(%
) 

Av
ia

tio
n 

2 
0.

6 
30

 
1.

8 
13

 
2.

1 
10

0 
1.

9 
45

 
11

.5
 

45
3 

20
.2

 
60

 
4.

4 
58

3 
6.

3 
64

3 
6.

0 

C
om

ba
t a

nd
 S

ec
ur

ity
 

13
2 

38
.6

 
60

4 
36

.8
 

44
 

7.
0 

2,
55

2 
47

.4
 

17
 

4.
4 

21
6 

9.
6 

19
3 

14
.2

 
3,

37
2 

36
.4

 
3,

56
5 

33
.5

 

C
om

m
un

ic
at

io
ns

, I
nt
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fa
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l l
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57
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 c
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D
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ra
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 m
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 p
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bl
e 

B
-3

9:
 M

ed
ia

n 
tim

e 
in

 ra
nk

 (y
ea

rs
) u

po
n 

se
pa

ra
tio

n 
by

 g
en

de
r, 

ra
nk

 a
nd

 S
er

vi
ce

, 2
01

7–
18

 

R
an

k 
N

av
y 

w
om

en
 

N
av

y 
m

en
 

A
rm

y 
w

om
en

 
A

rm
y 

m
en

 
A

ir 
Fo

rc
e 

w
om

en
 

A
ir 

Fo
rc

e 
m

en
 

A
D

F 
w

om
en

 
A

D
F 

m
en

 

O
-1

0 
– 

– 
– 

– 
– 

– 
– 

– 

O
-9

 
– 

– 
– 

– 
– 

– 
– 

– 

O
-8

 
– 

– 
5.

3 
5.

7 
– 

3.
4 

5.
3 

5.
5 

O
-7

 
– 

5.
2 

6.
3 

5.
9 

2.
8 

5.
2 

4.
6 

5.
5 

O
-6

 
– 

5.
1 

6.
9 

8.
1 

3.
6 

6.
3 

5.
2 

6.
8 

O
-5

 
5.

8 
6.

2 
8.

0 
9.

5 
5.

5 
4.

6 
6.

3 
7.

3 

O
-4

 
7.

4 
8.

3 
7.

7 
7.

6 
5.

6 
4.

9 
6.

9 
7.

1 

O
-3

 
6.

1 
6.

4 
3.

6 
4.

7 
2.

8 
5.

7 
4.

9 
5.

5 

O
-2

 
0.

6 
2.

8 
3.

2 
3.

4 
2.

9 
1.

8 
2.

9 
3.

0 

O
-1

 
– 

1.
2 

– 
– 

0.
7 

2.
7 

0.
7 

1.
8 

O
-0

 
1.

0 
1.

5 
1.

4 
1.

0 
1.

9 
1.

7 
1.

6 
1.

2 

E-
10

 a
nd

 E
-9

 
10

.0
 

7.
3 

9.
2 

8.
6 

4.
1 

10
.3

 
8.

5 
9.

8 

E-
8 

5.
1 

11
.3

 
5.

7 
7.

5 
7.

6 
5.

5 
5.

8 
8.

2 

E-
7 

– 
– 

– 
22

.3
 

– 
– 

– 
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6 

3.
3 

5.
3 

5.
3 
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5 
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2 

6.
6 
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3 
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1 
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5 
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5 
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3 
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3 
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2 

2.
9 

5.
1 
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1 
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7 
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2 
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6 
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2 
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6 
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1 
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1 
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2 
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7 
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7 
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2 
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0 
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2 
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0 
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1 
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7 
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7 
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2 
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1 
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E
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0.
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bl
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B
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 N

av
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w
om

en
 w

ho
 c
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m

en
ce

d 
at

 le
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t o
ne
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er
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d 
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 p

ai
d 

or
 u

np
ai

d 
m

at
er

ni
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 le
av

e 
in

 2
01

7–
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N
av

y 
ra

nk
 

N
um

be
r w

ho
 to

ok
 p

ai
d 

m
at

er
ni

ty
 le
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e 

N
um

be
r w

ho
 to

ok
 

un
pa

id
 m

at
er

ni
ty

 le
av

e 
Pe

rc
en

ta
ge

 w
ho

 to
ok

 
pa

id
 m

at
er

ni
ty

 le
av

e 
Pe

rc
en

ta
ge

 w
ho

 to
ok

 
un

pa
id

 m
at

er
ni

ty
 le

av
e 

Ad
m

ira
l (

O
-1

0)
 

– 
– 

– 
– 

Vi
ce

 A
dm

ira
l (

O
-9

) 
– 

– 
– 

– 

R
ea

r A
dm

ira
l (

O
-8

) 
– 

– 
– 

– 

C
om

m
od

or
e 

(O
-7

) 
– 

– 
– 

– 

C
ap

ta
in

 (O
-6

) 
– 

– 
– 

– 

C
om

m
an

de
r (

O
-5

) 
2 

– 
10

0.
0 

– 

Li
eu

te
na

nt
 C

om
m

an
de

r (
O

-4
) 

20
 

2 
90

.9
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1 

Li
eu

te
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nt
 (O

-3
) 

20
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.9
 

23
.1

 

Su
b 
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nt
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10
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– 
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g 
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-1
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– 

– 

M
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m
an

 (O
-0

) 
– 

– 
– 

– 

W
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ra
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ffi

ce
r o
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 N
av
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d 
W

ar
ra

nt
 O
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r (
E-
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 a

nd
 E

-9
) 

– 
– 

– 
– 

C
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et
ty

 O
ffi

ce
r (

E
-8

) 
3 

1 
75

.0
 

25
.0

 

Pe
tty
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ffi
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r (

E
-6

) 
23

 
16

 
59

.0
 

41
.0

 

Le
ad

in
g 
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an
 (E

-5
) 

38
 

35
 

52
.1

 
47

.9
 

Ab
le

 S
ea

m
an

 (E
-3

) 
59

 
62

 
48

.8
 

51
.2

 

Se
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an
 (E

-2
) 

2 
2 

50
.0

 
50

.0
 

Se
am

an
 S

ta
r (

E-
1)

 
1 

1 
50

.0
 

50
.0

 

To
ta

l 
16
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5 
57
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: D
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 H
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 s
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m
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: 
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F 
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ra
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 b
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 b
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 m
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 p
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at
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pa
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 le
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Pe
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en

ta
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ho

 to
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pa
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 m
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 le
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e 

G
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al
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– 

Li
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te
na

nt
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en
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– 

– 
– 

M
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r (
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– 

C
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el
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nt
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on
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M
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– 

– 
– 

– 

R
eg

im
en

ta
l S

er
ge

an
t M

aj
or

 o
f t

he
 

Ar
m

y 
an

d 
W

ar
ra

nt
 O

ffi
ce

r C
la

ss
 

O
ne

 (E
-1

0 
an

d 
E

-9
) 

1 
– 

10
0.

0 
– 

W
ar

ra
nt

 O
ffi

ce
r C

la
ss

 T
w

o 
(E

-8
) 

9 
12

 
42
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ra
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at
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P
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 c
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 p
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un
pa

id
 m

at
er
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 m
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 m
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Ai
r C
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ef
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sh
al
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r M
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– 
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.7
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.3
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50
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.7
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0 

Li
eu

te
na

nt
 C

om
m

an
de

r (
O

-4
) 

– 
– 

– 
3 

3 
10

0.
0 

Li
eu

te
na

nt
 (O

-3
) 

– 
– 

– 
1 

1 
10

0.
0 

Su
b 

Li
eu

te
na

nt
 (O

-2
) 

– 
– 

– 
1 

0 
0.

0 

Ac
tin

g 
Su

b 
Li

eu
te

na
nt

 (O
-1

) 
– 

– 
– 

– 
– 

– 

M
id

sh
ip

m
an

 (O
-0

) 
– 

– 
– 

1 
0 

0.
0 

To
ta

l o
ffi

ce
rs

 
– 

– 
– 

9 
5 

55
.6

 

W
ar

ra
nt

 O
ffi

ce
r o

f t
he

 N
av

y 
an

d 
W

ar
ra

nt
 O

ffi
ce

r (
E-

10
 a

nd
 E

-9
) 

– 
– 

– 
1 

1 
10

0.
0 

C
hi

ef
 P

et
ty

 O
ffi

ce
r (

E
-8

) 
1 

1 
10

0.
0 

4 
4 

10
0.

0 

Pe
tty

 O
ffi

ce
r (

E
-6

) 
2 

2 
10

0.
0 

1 
1 

10
0.

0 

Le
ad

in
g 

Se
am

an
 (E

-5
) 

– 
– 

– 
– 

– 
– 

Ab
le

 S
ea

m
an

 (E
-3

) 
2 

1 
50

.0
 

4 
3 

75
.0

 

Se
am

an
 (E

-2
) 

– 
– 

– 
– 

– 
– 

Se
am

an
 S

ta
r (

E-
1)

 
– 

– 
– 

1 
1 

10
0.

0 

To
ta

l o
th

er
 ra

nk
s 

5 
4 

80
.0

 
11

 
10

 
90

.9
 

To
ta

l 
5 

4 
80

.0
 

20
 

15
 

75
.0

 

 So
ur

ce
: D

ef
en

ce
 H

R
 s

ys
te

m
. 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

Fi
gu

re
s 

in
cl

ud
e 

m
em

be
rs

 w
ho

 to
ok

 a
 c

on
tin

uo
us

 p
er

io
d 

of
 le

av
e 

fo
r t

hr
ee

 m
on

th
s 

or
 m

or
e 

du
rin

g 
th

e 
pe

rio
d 

1 
Ju

ly
 2

01
7 

to
 3

1 
M

ar
ch

 2
01

8.
  T

he
y 

ar
e 

de
em

ed
 to

 h
av

e 
be

en
 re

ta
in

ed
 if

 th
ey

 re
m

ai
ne

d 
in

 th
ei

r S
er

vi
ce

 fo
r a

t l
ea

st
 th

re
e 

m
on

th
s 

af
te

r 
re

tu
rn

in
g 

fro
m

 le
av

e 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
. 

Le
av

e 
ty

pe
s 

in
cl

ud
e 

lo
ng

 s
er

vi
ce

 le
av

e,
 fo

rc
es

 a
nn

ua
l l

ea
ve

, a
nd

 le
av

e 
w

ith
ou

t p
ay

. F
ig

ur
es

 e
xc

lu
de

 m
em

be
rs

 w
ho

 to
ok

 a
ny

 fo
rm

 o
f p

ai
d 

m
at

er
ni

ty
 o

r p
ar

en
ta

l l
ea

ve
 in

 th
e 

18
 m

on
th

s 
pr

io
r t

o 
th

e 
fir

st
 d

at
e 

of
 le

av
e.
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 Ta

bl
e 

B
-5

7:
 A

rm
y 

m
em

be
rs

 re
ta

in
ed

 a
fte

r t
ak

in
g 

a 
ca

re
er

 b
re

ak
 o

f t
hr

ee
 m

on
th

s 
or

 m
or

e,
 2

01
7–

18
 

A
rm

y 
ra

nk
 

N
um

be
r o

f w
om

en
 

ta
ki

ng
 a

 c
ar

ee
r 

br
ea

k 

N
um

be
r o

f w
om

en
 

re
ta

in
ed

 a
fte

r t
he

 
ca

re
er

 b
re

ak
 

Pe
rc

en
ta

ge
 o

f 
w

om
en

 re
ta

in
ed

 
af

te
r t

he
 c

ar
ee

r 
br

ea
k 

N
um

be
r o

f m
en

 
ta

ki
ng

 a
 c

ar
ee

r 
br

ea
k 

N
um

be
r o

f m
en

 
re

ta
in

ed
 a

fte
r t

he
 

ca
re

er
 b

re
ak

 

Pe
rc

en
ta

ge
 o

f m
en

 
re

ta
in

ed
 a

fte
r t

he
 

ca
re

er
 b

re
ak

 

G
en

er
al

 (O
-1

0)
 

– 
– 

– 
– 

– 
– 

Li
eu

te
na

nt
 G

en
er

al
 (O

-9
) 

– 
– 

– 
– 

– 
– 

M
aj

or
 G

en
er

al
 (O

-8
) 

– 
– 

– 
– 

– 
– 

Br
ig

ad
ie

r (
O

-7
) 

– 
– 

– 
– 

– 
– 

C
ol

on
el

 (O
-6

) 
1 

1 
10

0.
0 

1 
1 

10
0.

0 

Li
eu

te
na

nt
 C

ol
on

el
 (O

-5
) 

2 
2 

10
0.

0 
1 

0 
0.

0 

M
aj

or
 (O

-4
) 

– 
– 

– 
9 

8 
88

.9
 

C
ap

ta
in

 (O
-3

) 
5 

5 
10

0.
0 

4 
2 

50
.0

 

Li
eu

te
na

nt
 (O

-2
) 

1 
0 

0.
0 

– 
– 

– 

Se
co

nd
 L

ie
ut

en
an

t (
O

-1
) 

– 
– 

– 
– 

– 
– 

O
ffi

ce
r C

ad
et

 (O
-0

) 
– 

– 
– 

– 
– 

– 

To
ta

l o
ffi

ce
rs

 
9 

8 
88

.9
 

15
 

11
 

73
.3

 

R
eg

im
en

ta
l S

er
ge

an
t M

aj
or

 o
f t

he
 

Ar
m

y 
an

d 
W

ar
ra

nt
 O

ffi
ce

r C
la

ss
 

O
ne

 (E
-1

0 
an

d 
E

-9
) 

1 
1 

10
0.

0 
1 

1 
10

0.
0 

W
ar

ra
nt

 O
ffi

ce
r C

la
ss

 T
w

o 
(E

-8
) 

1 
1 

10
0.

0 
5 

5 
10

0.
0 

St
af

f S
er

ge
an

t (
E

-7
) 

– 
– 

– 
– 

– 
– 

Se
rg

ea
nt

 (E
-6

) 
1 

1 
10

0.
0 

5 
3 

60
.0

 

C
or

po
ra

l (
E

-5
) 

3 
3 

10
0.

0 
16

 
13

 
81

.3
 

La
nc

e 
C

or
po

ra
l (

E
-4

) 
1 

1 
10

0.
0 

5 
5 

10
0.

0 

Pr
iv

at
e 

Pr
of

ic
ie

nt
 (E

-3
) 

4 
3 

75
.0

 
10

 
10

 
10

0.
0 

Pr
iv

at
e 

(E
-2

) 
– 

– 
– 

– 
– 

– 

Pr
iv

at
e 

Tr
ai

ne
e 

(E
-1

) 
– 

– 
– 

1 
1 

10
0.

0 

To
ta

l o
th

er
 ra

nk
s 

11
 

10
 

90
.9

 
43

 
38

 
88

.4
 

To
ta

l 
20

 
18

 
90

.0
 

58
 

49
 

84
.5

 

 So
ur

ce
: D

ef
en

ce
 H

R
 s

ys
te

m
. 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

Fi
gu

re
s 

in
cl

ud
e 

m
em

be
rs

 w
ho

 to
ok

 a
 c

on
tin

uo
us

 p
er

io
d 

of
 le

av
e 

fo
r t

hr
ee

 m
on

th
s 

or
 m

or
e 

du
rin

g 
th

e 
pe

rio
d 

1 
Ju

ly
 2

01
7 

to
 3

1 
M

ar
ch

 2
01

8.
  T

he
y 

ar
e 

de
em

ed
 to

 h
av

e 
be

en
 re

ta
in

ed
 if

 th
ey

 re
m

ai
ne

d 
in

 th
ei

r S
er

vi
ce

 fo
r a

t l
ea

st
 th

re
e 

m
on

th
s 

af
te

r 
re

tu
rn

in
g 

fro
m

 le
av

e 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
. 

Le
av

e 
ty

pe
s 

in
cl

ud
e 

lo
ng

 s
er

vi
ce

 le
av

e,
 fo

rc
es

 a
nn

ua
l l

ea
ve

, a
nd

 le
av

e 
w

ith
ou

t p
ay

. F
ig

ur
es

 e
xc

lu
de

 m
em

be
rs

 w
ho

 to
ok

 a
ny

 fo
rm

 o
f p

ai
d 

m
at

er
ni

ty
 o

r p
ar

en
ta

l l
ea

ve
 in

 th
e 

18
 m

on
th

s 
pr

io
r t

o 
th

e 
fir

st
 d

at
e 

of
 le

av
e.
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 Ta

bl
e 

B
-5

8:
 A

ir 
Fo

rc
e 

m
em

be
rs

 re
ta

in
ed

 a
fte

r t
ak

in
g 

a 
ca

re
er

 b
re

ak
 o

f t
hr

ee
 m

on
th

s 
or

 m
or

e,
 2

01
7–

18
 

A
ir 

Fo
rc

e 
ra

nk
 

N
um

be
r o

f w
om

en
 

ta
ki

ng
 a

 c
ar

ee
r 

br
ea

k 

N
um

be
r o

f w
om

en
 

re
ta

in
ed

 a
fte

r t
he

 
ca

re
er

 b
re

ak
 

Pe
rc

en
ta

ge
 o

f 
w

om
en

 re
ta

in
ed

 
af

te
r t

he
 c

ar
ee

r 
br

ea
k 

N
um

be
r o

f m
en

 
ta

ki
ng

 a
 c

ar
ee

r 
br

ea
k 

N
um

be
r o

f m
en

 
re

ta
in

ed
 a

fte
r t

he
 

ca
re

er
 b

re
ak

 

Pe
rc

en
ta

ge
 o

f m
en

 
re

ta
in

ed
 a

fte
r t

he
 

ca
re

er
 b

re
ak

 

Ai
r C

hi
ef

 M
ar

sh
al

 (O
-1

0)
 

– 
– 

– 
– 

– 
– 

Ai
r M

ar
sh

al
 (O

-9
) 

– 
– 

– 
– 

– 
– 

Ai
r V

ic
e-

M
ar

sh
al

 (O
-8

) 
– 

– 
– 

– 
– 

– 

Ai
r C

om
m

od
or

e 
(O

-7
) 

– 
– 

– 
– 

– 
– 

G
ro

up
 C

ap
ta

in
 (O

-6
) 

– 
– 

– 
– 

– 
– 

W
in

g 
C

om
m

an
de

r (
O

-5
) 

– 
– 

– 
– 

– 
– 

Sq
ua

dr
on

 L
ea

de
r (

O
-4

) 
3 

3 
10

0.
0 

1 
1 

10
0.

0 

Fl
ig

ht
 L

ie
ut

en
an

t (
O

-3
) 

2 
2 

10
0.

0 
1 

1 
10

0.
0 

Fl
yi

ng
 O

ffi
ce

r (
O

-2
) 

– 
– 

– 
2 

2 
10

0.
0 

Pi
lo

t O
ffi

ce
r (

O
-1

) 
– 

– 
– 

– 
– 

– 

O
ffi

ce
r C

ad
et

 (O
-0

) 
– 

– 
– 

1 
1 

10
0.

0 

To
ta

l o
ffi

ce
rs

 
5 

5 
10

0.
0 

5 
5 

10
0.

0 

W
ar

ra
nt

 O
ffi

ce
r o

f t
he

 A
ir 

Fo
rc

e 
an

d 
W

ar
ra

nt
 O

ffi
ce

r (
E

-1
0 

an
d 

E-
9)

 
– 

– 
– 

– 
– 

– 

Fl
ig

ht
 S

er
ge

an
t (

E
-8

) 
– 

– 
– 

1 
0 

0.
0 

Se
rg

ea
nt

 (E
-6

) 
1 

1 
10

0.
0 

– 
– 

– 

C
or

po
ra

l (
E

-5
) 

– 
– 

– 
4 

2 
50

.0
 

Le
ad

in
g 

Ai
rc

ra
ftm

an
/w

om
an

 (E
-3

) 
4 

3 
75

.0
 

1 
1 

10
0.

0 

Ai
rc

ra
ftm

an
/w

om
an

 (E
-2

) 
– 

– 
– 

– 
– 

– 

Ai
rc

ra
ftm

an
/w

om
an

 T
ra

in
ee

 (E
-1

) 
– 

– 
– 

– 
– 

– 

To
ta

l o
th

er
 ra

nk
s 

5 
4 

80
.0

 
6 

3 
50

.0
 

To
ta

l 
10

 
9 

90
.0

 
11

 
8 

72
.7

 

 So
ur

ce
: D

ef
en

ce
 H

R
 s

ys
te

m
. 

N
ot

es
: 

Fi
gu

re
s 

ar
e 

fo
r t

he
 A

D
F 

P
er

m
an

en
t F

or
ce

 o
nl

y.
 

Fi
gu

re
s 

in
cl

ud
e 

m
em

be
rs

 w
ho

 to
ok

 a
 c

on
tin

uo
us

 p
er

io
d 

of
 le

av
e 

fo
r t

hr
ee

 m
on

th
s 

or
 m

or
e 

du
rin

g 
th

e 
pe

rio
d 

1 
Ju

ly
 2

01
7 

to
 3

1 
M

ar
ch

 2
01

8.
  T

he
y 

ar
e 

de
em

ed
 to

 h
av

e 
be

en
 re

ta
in

ed
 if

 th
ey

 re
m

ai
ne

d 
in

 th
ei

r S
er

vi
ce

 fo
r a

t l
ea

st
 th

re
e 

m
on

th
s 

af
te

r 
re

tu
rn

in
g 

fro
m

 le
av

e 
(a

s 
at

 3
0 

Ju
ne

 2
01

8)
. 

Le
av

e 
ty

pe
s 

in
cl

ud
e 

lo
ng

 s
er

vi
ce

 le
av

e,
 fo

rc
es

 a
nn

ua
l l

ea
ve

, a
nd

 le
av

e 
w

ith
ou

t p
ay

. F
ig

ur
es

 e
xc

lu
de

 m
em

be
rs

 w
ho

 to
ok

 a
ny

 fo
rm

 o
f p

ai
d 

m
at

er
ni

ty
 o

r p
ar

en
ta

l l
ea

ve
 in

 th
e 

18
 m

on
th

s 
pr

io
r t

o 
th

e 
fir

st
 d

at
e 

of
 le

av
e.
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 Ta

bl
e 

B
-5

9:
 A

D
F 

Pe
rm

an
en

t F
or

ce
 b

y 
ge

nd
er

, o
cc

up
at

io
na

l g
ro

up
, r

an
k 

gr
ou

p 
an

d 
Se

rv
ic

e,
 a

s 
at

 3
0 

Ju
ne

 2
01

8 

O
cc

up
at

io
na

l g
ro

up
 a

nd
 ra

nk
 g

ro
up

 
N

av
y 

w
om

en
 

N
av

y 
m

en
 

A
rm

y 
w

om
en

 
A

rm
y 

m
en

 
A

ir 
Fo

rc
e 

w
om

en
 

A
ir 

Fo
rc

e 
m

en
 

A
D

F 
w

om
en

 
A

D
F 

m
en

 

Av
ia

tio
n—

O
ffi

ce
rs

 
29

 
30

6 
26

 
39

1 
26

9 
1,

83
0 

32
4 

2,
52

7 

Av
ia

tio
n—

O
th

er
 ra

nk
s 

37
 

14
8 

62
 

30
5 

10
1 

16
3 

20
0 

61
6 

To
ta

l—
A

vi
at

io
n 

66
 

45
4 

88
 

69
6 

37
0 

1,
99

3 
52

4 
3,

14
3 

Pe
rc

en
ta

ge
—

Av
ia

tio
n 

2.
3%

 
4.

3%
 

2.
1%

 
2.

8%
 

11
.7

%
 

18
.0

%
 

5.
1%

 
6.

7%
 

C
om

ba
t a

nd
 S

ec
ur

ity
—

O
ffi

ce
rs

 
26

4 
1,

09
5 

44
 

1,
49

9 
11

 
96

 
31

9 
2,

69
0 

C
om

ba
t a

nd
 S

ec
ur

ity
—

O
th

er
 ra

nk
s 

51
7 

1,
90

4 
25

0 
7,

81
3 

18
7 

90
7 

95
4 

10
,6

24
 

To
ta

l—
C

om
ba

t a
nd

 S
ec

ur
ity

 
78

1 
2,

99
9 

29
4 

9,
31

2 
19

8 
1,

00
3 

1,
27

3 
13

,3
14

 

Pe
rc

en
ta

ge
—

C
om

ba
t a

nd
 S

ec
ur

ity
 

26
.7

%
 

28
.1

%
 

7.
1%

 
37

.2
%

 
6.

3%
 

9.
0%

 
12

.5
%

 
28

.5
%

 

C
om

m
un

ic
at

io
ns

, I
nt

el
lig

en
ce

 a
nd

 S
ur

ve
ill

an
ce

—
O

ffi
ce

rs
 

29
 

54
 

13
5 

61
6 

75
 

15
5 

23
9 

82
5 

C
om

m
un

ic
at

io
ns

, I
nt

el
lig

en
ce

 a
nd

 S
ur

ve
ill

an
ce

—
O

th
er

 ra
nk

s 
50

9 
1,

02
7 

37
1 

1,
94

4 
36

9 
1,

03
5 

1,
24

9 
4,

00
6 

To
ta

l—
C

om
m

un
ic

at
io

ns
, I

nt
el

lig
en

ce
 a

nd
 S

ur
ve

ill
an

ce
 

53
8 

1,
08

1 
50

6 
2,

56
0 

44
4 

1,
19

0 
1,

48
8 

4,
83

1 

Pe
rc

en
ta

ge
—

C
om

m
un

ic
at

io
ns

, I
nt

el
lig

en
ce

 a
nd

 S
ur

ve
ill

an
ce

 
18

.4
%

 
10

.1
%

 
12

.3
%

 
10

.2
%

 
14

.0
%

 
10

.7
%

 
14

.6
%

 
10

.3
%

 

En
gi

ne
er

in
g,

 T
ec

hn
ic

al
 a

nd
 C

on
st

ru
ct

io
n—

O
ffi

ce
rs

 
76

 
71

0 
96

 
98

4 
15

3 
1,

09
5 

32
5 

2,
78

9 

En
gi

ne
er

in
g,

 T
ec

hn
ic

al
 a

nd
 C

on
st

ru
ct

io
n—

O
th

er
 ra

nk
s 

30
8 

3,
90

8 
17

4 
5,

25
7 

23
5 

3,
98

8 
71

7 
13

,1
53

 

To
ta

l—
En

gi
ne

er
in

g,
 T

ec
hn

ic
al

 a
nd

 C
on

st
ru

ct
io

n 
38

4 
4,

61
8 

27
0 

6,
24

1 
38

8 
5,

08
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Royal Australian Air Force Flight Lieutenant 
Sarah Conway-James (left) and Australian Army 

soldier Private Emily Ford at Australia’s main 
base in the Middle East.

ANNEX
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Annex C: Rank equivalencies and 
occupations

Rank equivalencies in the Australian Defence Force

Rank Navy Army Air Force

O-10 Admiral General Air Chief Marshal

O-9 Vice Admiral Lieutenant General Air Marshal

O-8 Rear Admiral Major General Air Vice-Marshal

O-7 Commodore Brigadier Air Commodore

O-6 Captain Colonel Group Captain

O-5 Commander Lieutenant Colonel Wing Commander

O-4 Lieutenant Commander Major Squadron Leader

O-3 Lieutenant Captain Flight Lieutenant

O-2 Sub Lieutenant Lieutenant Flying Officer

O-1 Acting Sub Lieutenant Second Lieutenant Pilot Officer

O-0 Midshipman Officer Cadet Officer Cadet

E-10 Warrant Officer of the Navy Regimental Sergeant Major of the Army Warrant Officer of the Air Force

E-9 Warrant Officer Warrant Officer Class One Warrant Officer

E-8 Chief Petty Officer Warrant Officer Class Two Flight Sergeant

E-7 – Staff Sergeant –

E-6 Petty Officer Sergeant Sergeant

E-5 Leading Seaman Corporal Corporal

E-4 – Lance Corporal –

E-3 Able Seaman Private Proficient Leading Aircraftman/woman

E-2 Seaman Private Aircraftman/woman

E-1 Seaman Star Private Trainee Aircraftman/woman Trainee
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Occupations in each occupational group

Occupational 
group

Occupations included in occupational group

Aviation Aircrew (Navy); Aviation Support (Navy); Maritime Aviation Warfare Officer (Navy); Pilot (Navy); Warrant 
Officer (Entry) (Navy); Aircrewman (ECN 163) (Army); Groundcrewman Aircraft Support (ECN 164) (Army); 
Groundcrewman Mission Support (ECN 165) (Army); Non-Pilot (Army); Pilot (Army); Regimental Sergeant 
Major (ECN 350) (Army); Air Combat Officer (Air Force); Air Combat Officer Trainee (Air Force); Crew Attendant 
(Air Force); Crew Attendant Trainee (Air Force); Joint Battlefield Airspace Control (Air Force); Joint Battlefield 
Airspace Control Trainee (Air Force); Load Master (Air Force); Load Master Trainee (Air Force); Pilot (Air Force); 
Pilot Trainee (Air Force); RAAF Officer Aviation (Air Force)

Combat and 
security

Boatswains Mate (Navy); Clearance Diver (Navy); Combat Systems Operator (Navy); Combat Systems 
Operator Mine Warfare (Navy); Hydrographic Systems Operator (Navy); Maritime Geospatial Officer 
(Hydrographer) (Navy); Maritime Geospatial Officer (Meteorologist/Oceanographer) (Navy); Maritime Warfare 
Officer (Navy); Maritime Warfare Officer Submariner (Navy); Mine Clearance Diver (Navy); Naval Police 
Coxswain (Officer) (Navy); Naval Police Coxswain (Sailor) (Navy); Principal Warfare Officer (Navy); Warrant 
Officer (Entry) (Navy); Armoured Cavalry (ECN 060) (Army); Armoured Officer (Army); Artillery Command 
Systems Operator (ECN 254) (Army); Artillery Gunner (ECN 162) (Army); Artillery Light Gunner (ECN 161) 
(Army); Artillery Observer (ECN 255) (Army); Artillery Officer (Army); Assistant Instructor (ECN 026) (Army); 
Commando (ECN 079) (Army); Commando Officer (Army); Emergency Responder (ECN 141) (Army); Infantry 
Officer (Army); Light Cavalry Scout (ECN 062) (Army); Manager Operations Offensive Support (ECN 357) 
(Army); Military Police (ECN 315) (Army); Operator Air and Missile Defence Systems (ECN 237) (Army); 
Operator Unmanned Aerial System (ECN 250) (Army); Patrolman (ECN 304) (Army); Regimental Sergeant 
Major (ECN 350) (Army); Rifleman (ECN 343) (Army); SAS Officer (Army); SAS Trooper (ECN 353) (Army); Air 
Base Protection (Air Force); Air Force Police (Air Force); Air Force Security (Air Force); Air Force Security Trainee 
(Air Force); Airfield Defence Guard (Air Force); Airfield Defence Guard Trainee (Air Force); Combat Controller 
(Air Force); Combat Controller Trainee (Air Force); Firefighter (Air Force); Firefighter Trainee (Air Force); Ground 
Defence Officer (Air Force); Ground Defence Officer Trainee (Air Force); Security Police Officer (Air Force)

Communications, 
intelligence and 
surveillance

Acoustic Warfare Analyst (Navy); Communications Information Systems (Navy); Communications Information 
Systems Submariner (Navy); Cryptologic Linguist (Navy); Cryptologic Systems (Navy); Electronic Warfare 
(Navy); Electronic Warfare Submarines (Navy); Imagery Specialist (Navy); Intelligence (Navy); Warrant 
Officer (Entry) (Navy); Analyst Intelligence Operations (ECN 003) (Army); Communications Systems (ECN 
662) (Army); Electronic Warfare (ECN 663) (Army); Geospatial Technician (ECN 423) (Army); Information 
Systems (ECN 661) (Army); Intelligence Officer (Army); Operator Unmanned Aerial System (ECN 250) (Army); 
Regimental Sergeant Major (ECN 350) (Army); Signals Officer (Army); Air Force Imagery Specialist (Air Force); 
Air Intelligence Analyst Geospatial Intelligence (Air Force); Air Intelligence Analyst Intelligence Manager (Air 
Force); Air Intelligence Analyst Operational Intelligence (Air Force); Air Intelligence Analyst Signals Intelligence 
(Air Force); Air Intelligence Analyst Trainee (Air Force); Air Surveillance Operator (Air Force); Air Surveillance 
Operator Trainee (Air Force); Airborne Electronics Analyst (Air Force); Airborne Electronics Analyst Trainee (Air 
Force); Communications and Information Systems Controller (Air Force); Communications and Information 
Systems Controller Trainee (Air Force); Intelligence Officer (Air Force); Intelligence Officer Trainee (Air Force)

Engineering, 
technical and 
construction

Aeronautical Engineer (Navy); Air Technician Aircraft (Navy); Electronics Technician (Navy); Electronics Technician 
Submariner (Navy); Marine Engineer (Navy); Marine Engineer Submariner (Navy); Marine Technician (Navy); 
Marine Technician Submariner (Navy); Warrant Officer (Entry) (Navy); Weapons Electrical Aircraft Engineer (Navy); 
Weapons Electrical Engineer (Navy); Weapons Electrical Engineer Submariner (Navy); Aircraft Life Support Fitter 
(ECN 154) (Army); Aircraft Structural Fitter (ECN 153) (Army); Artificer Air (ECN 021) (Army); Artificer Electronics 
(ECN 007) (Army); Artificer Ground (ECN 013) (Army); Artificer Mechanical (ECN 006) (Army); Assistant 
Instructor (ECN 026) (Army); Carpenter (ECN 072) (Army); Combat Engineer (ECN 096) (Army); Draftsman 
Architectural (ECN 101) (Army); Electrical and Mechanical Engineer Officer (Army); Electrician (ECN 125) 
(Army); Engineer Officer (Army); Explosive Ordnance Disposal (ECN 432) (Army); Fitter Armament (ECN 146) 
(Army); Manager Works (ECN 217) (Army); Mechanic Recovery (ECN 226) (Army); Mechanic Vehicle (ECN 229) 
(Army); Metalsmith (ECN 235) (Army); Operator Plant (ECN 270) (Army); Plumber (ECN 314) (Army); Regimental 
Sergeant Major (ECN 350) (Army); Supervisor Building (ECN 374) (Army); Supervisor Engineer Services (ECN 
385) (Army); Technician Aircraft (ECN 411) (Army); Technician Avionics (ECN 412) (Army); Technician Electrical 
(ECN 418) (Army); Technician Electronic Systems (ECN 421) (Army); Telecommunications Systems (ECN 665) 
(Army); Aeronautical Engineer (Air Force); Aeronautical Engineer Trainee (Air Force); Aircraft Fitter (Air Force); 
Aircraft Fitter Trainee (Air Force); Aircraft Life Support Fitter (Air Force); Aircraft Life Support Fitter Trainee 
(Air Force); Aircraft Structural Fitter (Air Force); Aircraft Structural Fitter Trainee (Air Force); Aircraft Surface 
Finisher (Air Force); Aircraft Systems Technician (Air Force); Aircraft Technician (Air Force); Airfield Engineer 
(Air Force); Airfield Engineer Trainee (Air Force); Armament Engineer (Air Force); Armament Engineer Trainee 
(Air Force); Armament Fitter (Air Force); Armament Fitter Trainee (Air Force); Armament Technician (Air Force); 
Avionics Fitter (Air Force); Avionics Fitter Trainee (Air Force); Avionics Systems Technician (Air Force); Avionics 
Technician (Air Force); Carpenter (Air Force); Carpenter Trainee (Air Force); Communication Electronic Fitter 
(Air Force); Communication Electronic Fitter Trainee (Air Force); Communication Electronic Systems Technician 
(Air Force); Communication Electronic Technician (Air Force); Electrician (Air Force); Electronics Engineer (Air 
Force); Electronics Engineer Trainee (Air Force); Flight Engineer (Air Force); General Hand (Air Force); Ground 
Mechanical Engineering Fitter (Air Force); Ground Mechanical Engineering Technician (Air Force); Ground 
Support Engineering Manager (Air Force); Ground Support Equipment Fitter (Air Force); Ground Support 
Equipment Fitter Trainee (Air Force); Ground Support Equipment Technician (Air Force); Non-destructive 
Inspection Technician (Air Force); Plant Operator (Air Force); Plumber (Air Force); Works Supervisor (Air Force)
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Occupational 
group

Occupations included in occupational group

Health Dental (Navy); Dentist (Navy); Medical (Navy); Medical Administration (Navy); Medical Officer (Navy); Medical 
Submariner (Navy); Nurse (Navy); Physical Trainer (Navy); Warrant Officer (Entry) (Navy); Assistant Instructor 
(ECN 026) (Army); Combat Medical Attendant (ECN 291) (Army); Dental Administration Officer (Army); Dental 
Assistant (ECN 029) (Army); Dentist (Army); Environmental Officer (Army); Examiner Psychological (ECN 131) 
(Army); Instructor Physical Training (ECN 185) (Army); Medical Corps Officer (Army); Medical Officer (Army); 
Medical Technician (ECN 031) (Army); Nursing Officer (Army); Pharmacist (Army); Physiotherapist (Army); 
Preventative Medicine (ECN 322) (Army); Psychologist (Army); Radiographer Officer (Army); Regimental 
Sergeant Major (ECN 350) (Army); Scientist (Army); Allied Health Professional (Air Force); Dental Assistant 
(Air Force); Dental Assistant Trainee (Air Force); Dentist (Air Force); Dentist Trainee (Air Force); Environmental 
Health Officer (Air Force); Laboratory Officer (Air Force); Laboratory Technician (Air Force); Medical Assistant 
(Air Force); Medical Assistant Trainee (Air Force); Medical Officer (Air Force); Medical Officer Trainee (Air Force); 
Nursing Officer (Air Force); Nursing Officer Trainee (Air Force); Pharmacist (Air Force); Pharmacist Trainee (Air 
Force); Physical Training Instructor (Air Force); Physical Training Instructor Trainee (Air Force); Radiographer 
(Air Force); Senior Dental Assistant Preventative (Air Force)

Logistics, 
administration 
and support

Band (Navy); Chaplain (Navy); General Experience (Navy); Legal (Navy); Management Executive (Navy); 
Maritime Logistics Chef (Navy); Maritime Logistics Chef Submariner (Navy); Maritime Logistics Officer (Navy); 
Maritime Logistics Personnel Operations (Navy); Maritime Logistics Supply Chain (Navy); Maritime Logistics 
Supply Chain Submariner (Navy); Maritime Logistics Support Operations (Navy); Maritime Logistics Support 
Operations Submariner (Navy); Musician (Navy); Other Officers (Navy); Other Sailors (Navy); Training Systems 
(Navy); Warrant Officer (Entry) (Navy); Air Dispatcher (ECN 099) (Army); Ammunition Technician (ECN 401) 
(Army); Assistant Instructor (ECN 026) (Army); Band Officer (Army); Cargo Specialist (ECN 171) (Army); 
Catering Officer (Army); Chaplain (Army); Command Support Clerk (ECN 150) (Army); Cook (ECN 084) (Army); 
Driver Specialist (ECN 274) (Army); Education Officer (Army); Infantry Operations Clerk (ECN 055) (Army); 
Infantry Resource Storeman (ECN 054) (Army); Legal Officer (Army); Marine Specialist (ECN 218) (Army); 
Multi Media Technician (ECN 180) (Army); Musician (ECN 240) (Army); Operator Admin (ECN 074) (Army); 
Operator Movements (ECN 035) (Army); Operator Petroleum (ECN 269) (Army); Ordnance Officer (Army); Pay 
Officer (Army); Photographer Public Relations (ECN 312) (Army); Piper Drummer Bugler (ECN 241) (Army); 
Public Relations Officer (Army); Regimental Sergeant Major (ECN 350) (Army); Reporter (ECN 342) (Army); 
Rigger Parachute (ECN 345) (Army); Supply Chain Operator (ECN 298) (Army); Transport Officer (Army); Unit 
Quartermaster (ECN 296) (Army); Chaplain (Air Force); Chaplain Trainee (Air Force); Cook (Air Force); Cook 
Trainee (Air Force); Executive Warrant Officer (Air Force); Legal Officer (Air Force); Legal Officer Trainee (Air 
Force); Movements (Air Force); Movements Trainee (Air Force); Musician (Air Force); Operations Officer (Air 
Force); Personnel Capability Officer (Air Force); Personnel Capability Officer Trainee (Air Force); Personnel 
Capability Specialist (Air Force); Personnel Capability Specialist Trainee (Air Force); Public Affairs Officer (Air 
Force); Specialist Capability Officer (Air Force); Supply (Air Force); Supply Trainee (Air Force); Training Systems 
Officer (Air Force); Warrant Officer Disciplinary (Air Force)

Senior officers 
not allocated 
to occupational 
group

Senior Officer (Navy); Senior Officer (Army); Legal Officer (Air Force); Senior Officer (Air Force)

Warrant Officers 
of the Service 
not allocated 
to occupational 
group

Warrant Officer of the Navy (Navy); Regimental Sergeant Major of the Army (ECN 351) (Army); Executive 
Warrant Officer (Air Force)

Trainees not 
allocated to 
occupational 
group

General enlistment (ECN 500) (Army); Non-corps Officer (Army)
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