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EXECUTIVE SUMMARY
The charter of the Defence Academy requires the Academy to:

ation and training for officer cadets for the purpose of
fessional abilities and the qualities of character and

provide military educ
fficers of the Defence Force, and

developing their pro
leadership that are appropriate to o

provide officer cadets with a balanced and liberal tertiary education within a

military environment.

2 The need to fulfil the intent of the Charter is becoming more important
than ever as the ADF moves to meet the requirement of maintaining
exceptional leaders capable of exploiting the knowledge edge."

3. This report looks to the future and to the role that the Australian Defence
Force Academy plays in training young officers who will lead the Australian
Defence Force (ADF) into the 21st century. Indeed, the Defence Academy
plays a pivotal role in the production of young officers. The report makes a
series of recommendations, aimed at ensuring that the Defence Academy

prepares the type of officers that the ADF needs.

4. In examining the culture at the Defence Academy, the Review found that
the level of unacceptable sexual behaviour is high. Such behaviour comprises
sexual and gender harassment as well as sexual offences. The unacceptable
sexual behaviour survey indicated that most of these behaviours fall into the
group-based sexist, and crude and offensive categories. Crude and offensive
behaviours are experienced by both male and female cadets, but the sexist
behaviours are experienced mainly by females. It would appear that at the
Defence Academy these behaviours have become a pervasive and public
feature of the environment — part of the day-to-day social life of cadets. There
would also appear to be a high level of tolerance of the unacceptable
behaviour amongst the cadets and by many members of the military staff.
Indeed, there is a general lack of understanding as to what constitutes
unacceptable sexual behaviour. There are also problems of general bullying.

5.  The situation at the Defence Academy is very similar to those at military
cadet academies in comparable countries, such as the United Kingdom, the
United States of America and Canada. At all sites there have been I
lo_ngstandir}g problems with bullying and ‘hazing’, and some incapacity to deal
with the shift towards a mixed-gender environment, leading to unacceptable
sexual behaviour and regular scandals. All these academies rely on a
particular ‘social technology’ for cadet training. This includes:

an induction process in which incoming cadets are subject to
pressure and humiliation, leading to assimilation to the institution

and its values;

a.

' 1997 strategic Review.
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6. Consequently,
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complaints of unacceptable sexual behaviour and tra

cadets and staff.
7. In order to redress unacceptable characteristics of the culture of tl'?e
Defence Academy, the Review proposed a cultural change program which

encompasses a range of actions designed to implement change within a
modified framework. Such changes include a revision of the Defence Academy

induction process and a broadening of the leadership model from its existing
singular emphasis on physical and masculine qualities.

8.  The Review made a number of recommendations that will entail
amendments to Defence Instruction (General) Personnel 35-3. The cumulative
effect of these amendments will be to clarify the rights of Commanding Officers
fo deal with unacceptable sexual behaviour incidents, and to extend support for
people subject to unacceptable sexual behaviour. Indeed a new policy goal of
-100 per cent effectlye and sensitive handling of complaints is included. There
lrS] areguirement to identify repeat offenders and to deal appropriately with
them. The Review suggested that a ‘three strikes (convictions) and you show
cause why your service in the ADF should not be terminated’ rule be
:mpIemqntgd. Minor acts of indecency should be dealt with
Force Discipline Act. C i macenine Deforice
or urrently all such allegations
Rl tae. . - must be forwarded to the
. ItIs believed that they can more qui
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11, The Review identified evidence of an underlying tension, despite gqod\?nll.
between military and academic staff at the Defence Academy. The team IS O
the view that such a tension can have a negative effect on cad_ets and urges
closer military—academic interaction in their common undertaking.
12. There is evidence of distrust of military staff by cadets. This leads to cadet
reluctance to discuss problems or incidents of unacceptable pehaviour. Cadets
believe that seeking assistance will result in negative assessment. The
assessment—advice nexus must be broken. Therefore, the Revie\fv }o_ok a
radical approach to the organisation of staff and proposed that Divisional
Officers (DOs) be removed from their current roles and become Mentor
Instructors (Mls) within the Military Leadership Wing (formerly Military Training
Wing). They would be responsible for a group of cadets from their own Service.
Their main roles would be as instructors and as mentors, who can guide,
assist, be role models for and advise cadets. As Mls would not be in cadets’
immediate chain of command, they would only report on cadets’ performances
in cases of excellence or poor performance. Under this new arrangement,

d guidance from staff. However,

cadets would be more willing to seek advice an
such an arrangement will require a reorganisation of the squadron offices.

13. As DOs would be removed from the squadrons, the Review proposed that
the Squadron Sergeant Major and Squadron Sergeant positions be upgraded
to Warrant Officer Class one (Equivalent) and Warrant Officer Class Two
(Equivalent) respectively. They would continue to report to Squadron Officers
Commanding and assume responsibility for the daily operation of the divisions.

To enhance the role to be played by the two Senior Non-Commissioned
Id transfer to the Military Leadership Wing.

Officers, responsibility for drill wou
This initiative more closely mirrors the employment of SNCOs in the wider ADF,
e for employment in this area, and brings to

broadens the range of staff suitabl
| management and Service experience. In a

the squadrons a wealth of personne
similar vein, the squadron office would be supplemented by a civilian

administration clerk to relieve some of the administrative burden and reflect the
ADF’s move towards a totally integrated workforce.

14. The majority of military staff are hardworking; however, due to conflicting

: prioﬁti_es placed on them, they appear to spend too much time on nugatory
adrp:nzstrative tasks and insufficient time in direct contact with cadets under
their charge. Consequently many of the staff responsibilities have informally

E defaulted to the Corps of Officer Cadets hierarchy.

; 15. There is evidence that cadets equate power with authority. The third year
cedets frequently abuse this power. Further, they confuse seniority with rank
. Significant recommendations are made regarding the Corps of Officer Cadete
The Review proposes that seniority embellishments be removed from second.

and third year shoulder boards. The cadet hierarchy which would b
_ : er
to include Squadron Cadet Captains and above and would retain sho&lc:leef:ned
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s as the negative influence of formal
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cadets.

19. The Review found that the will of staff to maintain and enforce discipline
at the Defence Academy in 1997 had declined. It is considered imperative that
appropriate standards of Service discipline be maintained at the Defence
Academy. Associated with this, and to ensure successful Defence Force
Discipline Act prosecutions, the Review recommended that only Service Police

conduct Defence Force Discipline Act investigations.

20. Of major concern is the lack of sensitivity with which cases of sexual
assault have been handled and the lack of support provided to both
complainants and respondents. No comprehensive support systems are in
place to assist complainants, respondents or their families. This is
unacceptable. Comprehensive support systems must be introduced. These
Systems should be proactive, ongoing and include protection from ostracism
and victimisation when a complaint is made.

g;s tegecf"”d keeping at the Defence Academy leaves much to be desired. The
=AellLSeod edienvelopes operated by the Academy to document reported

be taken in prepari ' inci
authority, Prépar lhg and meeting the incident reporting requirements of higher
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aining on ethics, personal development and unacceptable

behaviour, the Review concluded that, to make an impact, considerable change
is necessary. It has recommended that the Common Military Training be
restructured and titted Common Military Leadership Training (CMLT). The
CMLT should consist of two programs: Officer Development (OD) and
Profession of Arms. The rationale for restructuring is that training at the
Defence Academy needs to focus squarely on these two programs. OD
subjects would provide the competencies for development of military
leadership, the acquisition of military skills and preparation for academic
studies. OD would transform school leavers into marketable employees armed
with the ability to manage their own affairs and to relate to others. The new
subjects proposed for OD reflect modern directions in community education
and emphasise vocational skills. The Profession of Arms program brings
together those subjects which are necessary for a military officer. It is
recommended that the Defence Academy seek civil accreditation for CMLT.

22. In examining tr

23. There is almost universal agreement by staff that they need more training
to perform their duties effectively. While at the Defence Academy, military staff
receive no training or awareness programs on ethics, leadership, investigation,
and consensual dispute resolution. In addition, due to pressure of work or
commitments to the Academy timetable, staff receive no ongoing training after
the Staff Training and Induction Program (STIP). Staff posted to the Defence
Academy after STIP have to wait until it is offered the following year. In 1998
new staff attended an Advanced Instructional Techniques Course at the RAAF

School of Management and Training Technology.

24. There is a very limited time during the first few months of a posting at the
Defence Academy in which Deputy Commandant staff can be fully trained for
their duties, especially duties relevant to cadet instruction. The primary
dilemma is that staff induction currently clashes with cadet induction. A
preferred option is to receive new Defence Academy staff in early November,
and conduct most of the current STIP and AITC training before mid-December.
A week in mid-January could be reserved for staff to workshop specific issues

and prepare for cadet training.

25. In recent years new staff received a two-hour briefing during STIP on
unacceptable behaviour; ongoing staff received considerably less. At the
initiative of the Vice Chief of the Defence Force, in 1998 a two-day workshop
was held on equity. The Review Team recommends that in future a two-day
workshop be held, including some presentations but with an emphasis on
workshopping Defence Academy-specific issues. Cross-cultural awareness

should also be included.

26. If these recommendations are implemented with commitment and vigour,
the Defence Academy would be recognised as a ‘cutting edge’ organisation in
terms of the development of military officers.
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been masked by a selection process skewed to finding women who are much
less likely to ‘fail’ becoming honorary men.

this masking has not taken place.

33. In the Defence Academy'’s case, h and fitness, but

Female cadets are selected on criteria that include bgsic healt '
no semi-covert selection of female cadets on the basis of athletic excellence

has been undertaken in order to ‘solve’ the problem of achieving h_onorary—men
status. Of course, this means that the problems posed by the physical
character of training stand out sharply. Nonetheless, it is important to
acknowledge that the selection process has not been subverted on this issue.
Indeed females form 28 per cent of cadets at the Defence Academy.

34. A second issue where there are limits to comparison concerns the way
that military and academic components are integrated in the academies. :
Achieving a proper balance between these two quite separate worlds remains a
serious challenge for the Defence Academy. While the US academies have
solved the problem in that all, or the majority, of teaching staff are qualified
military personnel, the Defence Academy was established and continues to

operate with an academic staff for undergraduate teaching which is 2 :
predominantly civilian. Hence, the tension between the two worlds, which at its

best produces a healthy dialogue, remains alive at the Defence Academy in
ways it tends not to elsewhere.

35. The role of the Defence Academy in training and shaping the officers and
future leaders of the ADF is recognised. The Defence Academy culture is vitally
important in this, in that it must produce ADF officers who must be able to lead
and manage in a mixed-gender environment and to practice principles of
tolerance and fairness. Cadets must be aware of what constitutes harassment
and practise appropriate behaviour. The Defence Academy Handbook states
‘The strength of the Corps of Officer Cadets lies in its moral character and the
spirit of its members.’ It also stipulates that ‘[. . .] members of the Corps must
practise the highest standard of behaviour and attitudes.’ Cadets are required
to act in an honourable manner and demonstrate a concern for others. This

Review provides guidance on how this can best be achieved.

36. In 1997 media attention raised questions about the degree of success the
Defence Academy has achieved with regard to integrating women into its Corps
of Officer Cadets. There was a focus on specific cases, not all of which related
to the Defence Academy. In October 1997 the Chief of the Defence Force
signed the Terms of Reference for the review and the Minister for Defence
Industry, Science and Personnel, Mrs Bronwyn Bishop, announced in
Parliament that the review would be conducted into the policies, practices and
procedures to deal with sexual harassment and sexual offences at the Defence
Academy. The review was to develop recommendations which would have
application both to the Defence Academy and more widely throughout the ADF
The Defence Academy was selected as a testbed in view of its role in the :

education of future leaders of the ADF.

37. The Terms of Reference of the Review, contained in a endi .
the Review Team to: Ppendix 1, required
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40. In 1995 the Sexual Harassment in the ADF report was published. The
report compared the level of sexual harassment in the ADF between 1987 and
1995. The report found that the incidence of all types of gender and sexual
harassment experienced by servicewomen had declined since 1987, at the
same time as the level of awareness hag increased.
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so thoroughly down this challenging road. In the future, Aus;tralia may have

much to teach the rest of the world.




