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Overall Sentiment
The dominant emotional tone of responses can be characterised as:

e Disappointed

e Frustrated

e Disillusioned

e Feeling undervalued

e Concerned about long-term affordability

e Concerned about retention and workforce sustainability

Many respondents described the proposal using terms such as:
"insulting"
"a pay cut disguised as a pay rise"
"a slap in the face"

"a kick in the teeth"”

Theme: Cost of Living and Inflation

This was the strongest and most frequently expressed sentiment. Most respondents framed
the issue in terms of purchasing power rather than nominal salary growth.

Representative comments included:
"Anything less than inflation is a pay cut."

"4 3% increase is below the current annual inflation rate of 3.8%. This represents a
real reduction in purchasing power."

"The current offer does not even meet inflation.”
"Every year I serve, I am taking an effective pay cut."

Members repeatedly stated that annual pay increases should at minimum match CPI and
preferably exceed it to restore purchasing power lost during previous agreement

Theme: DHA and Housing Costs

Housing emerged as the single most cited practical issue. Members frequently reported that
annual DHA contribution increases exceeded, matched or consumed proposed wage
increases.
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lustrative quotes:
"DHA contribution increase will take the entire increase anyway."”
"Every time we get a pay rise DHA contributions go up so it cancels out the pay rise."”
"The moment ADF receive an increase, DHA increase their rent."
"3% pay rise is essentially all absorbed by the DHA rent increase."”

Many respondents argued that the real remuneration outcome could not be assessed in
isolation from housing policy.

Theme: Retention and Separation Risk

The strongest workforce risk identified was the impact on retention. Numerous respondents
reported actively considering separation.

Examples included:
"I will be leaving within the next 12 months."
"This has completely solidified my intention to leave the ADF."
"I am actively looking at other career options."
"This is a sure way of pushing members to discharge.”

A commonly expressed view was that Defence was already experiencing shortages and that
continuing below-inflation outcomes would worsen retention problems.

Theme: Competition with Civilian Employment

Respondents repeatedly compared ADF remuneration unfavourably with mining, Defence
Industry, Government agencies, Police and Emergency Services, and technical professions.

Representative comments:
"[ can earn significantly more in civilian roles."
"Defence is getting left far behind all other professions regarding pay rises."
"My job's equivalent in civilian life pays a minimum of 850k per year extra."
"Why would people stay?"

Technical trades, engineering, cyber, aviation, logistics and specialist roles were frequently
highlighted as being particularly vulnerable to external competition.
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Theme: Unique Obligations of Military Service

Many submissions emphasised that ADF members cannot negotiate pay individually and are
subject to obligations not experienced in civilian employment.

Examples:
"We sign up for unlimited liability."
"The ADF profession carries unique obligations that are not adequately reflected."”
"Defence members cannot negotiate individual salaries or take industrial action."

A recurring sentiment was that military service should receive a remuneration premium, not
remuneration that lags behind broader labour market outcomes.

Theme: Family and Partner Impacts

Family pressures were a major retention concern, particularly: spouses losing jobs due to
postings, childcare expenses, housing affordability, long periods away from home, and
difficulty maintaining family stability.

Representative comments:
"My wife loses her job every time we move."
"The sacrifices made by Defence families are not being recognised."

"We are discussing whether this lifestyle is financially sustainable."”

Minority and Positive Sentiment

A smaller group of respondents considered the offer acceptable. Their views generally
reflected one or more of the following:

e Job security

e Existing superannuation benefits

e Near-retirement stage

e Desire for annual review flexibility

e Recognition that economic conditions remain uncertain

Examples included:
"Any increase is welcome."

"I support the proposed 3% increase as a fair and reasonable outcome in the current
environment."

"This offer has a positive influence on my decision to remain."
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Notably, many of these respondents still argued that future outcomes should remain aligned
with inflation.

Theme: Reserve Pay Structure and the 1/365 Divisor
This was the strongest Reservist-specific issue.

Multiple respondents argued that the Reserve pay calculation methodology is fundamentally
unfair, particularly the daily rate divisor.

Examples include:
"Reserve salary divisor of 1/365 is offensive."”
"The current 1/365th divisor rule for Reservists is totally unfair."
"The divisor for SERCAT 5 is unfair and should be better aligned to SERCAT 6."

Several Reservists argued that a 3% increase on an already flawed pay framework delivers
little practical benefit.

Theme: Superannuation for Reservists

Some indicated that a review of superannuation for Reserve members was warranted. Others
indicated the status quo remain.

Comments included:
"SERCAT 5 does not get paid super.”
"No superannuation.”

"Reservists would benefit from superannuation after a certain period of service."

Theme: Reserve Retention Challenges
Many experienced Reservists reported service was becoming financially difficult to justify.
Examples:
"RES service is no longer financially viable in this economic climate."”
"I will cease serving if we do not keep up with inflation."”
"I am actively seeking other employment outside Defence."
"It would seem increasingly foolish to remain."”

Several Reservists suggested that service had shifted from being voluntary service to being a
financial decision, and that Defence was falling behind civilian employers.
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Theme: Reserve Minority Positive Sentiment
There were a small number of more positive responses among Reservists.

Examples included:

"Base salaries are currently reasonable, and I'm not working solely for the money."

"Continue tenure."

However, many supportive Reservists went on to raise structural concerns about their
remuneration and its competitiveness against civilian counterparts.

Graphical Representations of Responses Received

GRAPH 1: Satisfaction with the proposed 3% increase
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GRAPH 2: Preferred fair annual increase
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GRAPH 4: Responses by rank group
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GRAPH 5: Responses by years of service
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GRAPH 6: Responses by respondent status
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