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NATIONAL OFFICE 

 
             PO Box 4166  

             KINGSTON ACT 2604 
                                                                                              
                                                                                                           02 September 2026 

 

DEFENCE FORCE WELFARE ASSOCIATION 

 

SUBMISSION TO THE 

DEFENCE FORCE REMUNERATION TRIBUNAL 

 

ADF WORKPLACE REMUNERATION ARRANGEMENT 2026 - 2029 

 

MATTER No. 15 of 2026 

 
Introduction 

 

1. The Defence Force Welfare Association (the Association) has been granted leave to 

intervene on this Matter. 

 

2. The Association represents the interests of serving members of the ADF and as an 

independent body is able to provide the Tribunal with an impartial and independent view 

of ADF members’ views on DFRT matters. 

 

3. The Association was surprised at the one-year offer as it is a departure from previous 

WRA arrangements.  It is disappointing that the proposed 3% increase effectively means 

that ADF members and their families will go backwards in terms of salary and therefore 

their standard of living. 

 

4. A higher first-year increase is warranted to avoid what is in effect a reduction in 

remuneration and to signal that the unique nature of military service continues to be 

recognized. 

 

5. The Association notes that further salary increases under this WRA will be considered for 

the following two years.  It ponders why this needs to be after an Australian Public Service 

(APS) pay decision is made.  DFWA contends there should be no such link.  

 

 

Data Collection 

 

6. During 2026 the Association advised ADF members about the upcoming WRA by: 
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a. publishing articles in our magazine Camaraderie;  

b. directly contacting by email all ADF members on our membership databases;  

c. posting information on various social media sites; 

d. making presentations to several ADF establishments and at public meetings; 

e. placing notices in the three Service newspapers; 

f. undertaking a general survey of ADF members and family members on general 

remuneration matters; and then 

g. undertaking a specific survey of ADF members and family members on the 

proposed one year 3% Offer. 

 

The DFWA position advised to members 

7. The Association made public statements outlining its views by way of media releases and 

social media posts.  In addition to providing information on our surveys, we indicated:  

a. our disappointment at the offer of 3%, describing it as inadequate and warranting 

close examination by serving members and their families; and  

 

b. that the proposed increase raises important questions about whether ADF 

remuneration is keeping pace with the realities of military service, cost-of-living 

pressures and the increasing demands placed upon Defence personnel and their 

families. 

 

ADF Members’ Survey responses 

 

8. Annex A summarises the responses received to our surveys.   

 

9. Across both the pre-offer and post-offer surveys, member sentiment was overwhelmingly 

negative toward the proposed one-year 3% salary increase. The post-offer survey confirms 

and intensifies themes already evident before the offer was released. 

10. Three dominant findings emerged: 

i.   Members overwhelmingly view the 3% offer as a real wage reduction, not a pay 

rise, due to inflation exceeding the proposed increase. 

 

ii.   Housing costs (which are included in the CPI) and Defence Housing Australia 

(DHA) contribution increases are viewed as eliminating most or all benefit of any 

wage increase. This was one of the most consistently repeated concerns across all 

ranks and Services. 

 

iii.   Retention impacts are significant. Many respondents explicitly stated that the offer 

increased their likelihood of separating from the ADF, accelerated existing 

discharge intentions, or reinforced consideration of higher-paying civilian 

employment. 
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11. The Reservist submissions differed from Permanent Force submissions in one critical 

respect: Permanent members focused on declining purchasing power and retention. 

Reservists focused on those same issues but also questioned the fundamental fairness of 

the Reserve remuneration model itself. 

12. Reservists generally viewed the 3% offer as inadequate because it fails to keep pace with 

inflation, but many also argued that Reserve remuneration has deeper structural 

deficiencies, particularly the 1/365 divisor and unequal treatment compared with the 

permanent force. 

13. A minority of respondents considered the 3% increase reasonable or acceptable, however  

many of those respondents emphasised the need for future increases to at least keep pace 

with inflation. 

 

Conclusions from ADF Member Surveys  

 

14. The survey evidence indicates a strong and largely consistent sentiment among ADF 

respondents that the proposed 3% increase does not adequately maintain real wages, does 

not account for housing and cost-of-living pressures, and risks exacerbating existing 

recruitment and retention challenges. 

 

15. The dominant workforce perception was not that the proposal represented an increase, but 

that it represented a continuation of the erosion of purchasing power experienced over recent 

years. Comments consistently linked remuneration outcomes with morale, retention, 

recruitment, family stability, and Defence capability.  

 

The Association’s Position – the 3% Offer 

 

16. The proposed 3% increase effectively means that ADF members and their families will go 

backwards in terms of remuneration and therefore their standard of living.  It compares 

unfavorably with the most recent annual CPI of 3.8% (ABS, Consumer Price Index, June 

2026); Wage Price Index (WPI) data showing annual wage growth at 3.3 per cent (ABS, 

Wage Price Index, March 2026); and the Fair Work Commission’s 2026 wage reviews 

which increased the national minimum wage by 5.2% and modern award minimum rates by 

4.75%, both effective from 1 July 2026. 

17. The proposed 3% increases is less than the current CPI, and therefore the start point baseline 

is already behind and the percentage increases for the following 2 years, which should 

therefore include a back dated element covering the differential.  

18.  In its last WRA submission and in our opening statement to the Tribunal in August 2023, the 

Association made the point that remuneration has a fundamental influence on recruitment 

and retention.  Given the disparity of the 3% increase to current civilian wage increases, it 

would not be unreasonable to suggest that the proposed 3% increase can only have a 

detrimental effect on recruitment and retention. 

 

19. In its last Annual Report, the ADF advised that it has only reached 77% of its permanent 

recruitment inflow target. Given that the ADF competes for skilled people against civilian 

employers paying professional / technical salaries (often with much more predicable hours 

and fewer disruptions to family life), the importance of adequate and competitive 

remuneration – both real and perceived – remains extant.  
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20. Contemporary operations demand far greater integration of complex technologies, robotic 

and autonomous systems, data analytics, and real-time decision-making. Intelligence, 

technical acumen, and dynamic problem-solving capacity have become more valuable and 

yet these same attributes - high intelligence and adaptability - are also the characteristics 

most highly rewarded in the civilian defence-industry and technology sectors.   

 

21.  Recent one-off bonuses and recruitment initiatives have been provided against specific ADF 

employment categories to counter short / medium term workplace shortfalls.  However 

attractive they may seem, they are symptomatic of an underlying remuneration framework  

that has failed to attract and retain highly qualified members.  They represent a reactive fix 

rather than a structural solution and impose additional administrative and budgetary costs on 

the ADF. 

 

22. Finally, once successive real reductions become embedded, recovering the lost ground 

requires future increases large enough to match inflation and to close the accumulated gap. 

Due to the relatively high inflation forecast in coming years, the magnitude required for such 

an increase would make it politically and fiscally difficult at best. 

 

Morale 

 

23. The proposed 3% increase presents a potential erosion of trust and morale and is particularly 

damaging because the ADF, as with all military forces, fundamentally runs on morale. In the 

eyes of many ADF members the 3% increase does nothing to enhance their view of how the 

Government acknowledges their worth.  

 

Link with APS Remuneration 

 

24. Modern warfare exerts a measurable emotional and psychological burden on serving 

personnel. This burden, coupled with the high operational tempo and unpaid overtime 

inherent in modern high-tech environments, is unique to the ADF and is not shared by APS  

counterparts who operate under comparable remuneration frameworks. It constitutes an 

additional, non-monetary hazard that justifies a remuneration premium above standard 

public-sector benchmarks.  

 

25. ADF remuneration must be assessed against the unique nature of military service that the 

Tribunal is required to consider.  The Association is perplexed why Defence has openly 

suggested that the APS negotiated Workplace Remuneration Agreement will impact on the 

ADF non-negotiated Workplace Remuneration Arrangement. 

 

26. For example, recent APS negotiated benefits of working from home (WFH) and its broad 

adoption over the past years is a benefit not possible for the ADF, yet it has large benefit to 

family life.  Quality of family life is a major factor in retention for ADF employment. As 

WFH cannot be provided to the ADF, then the differential created by benefits to the APS 

which cannot be provided to the ADF due to the nature of military service, must be offset by 

other means. 

 

27. Should the APS receive an initial pay increase greater than 3%, it will be perceived as the 

Nation placing a lower value on ADF members.  
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The Association’s Position – General ADF Remuneration Issues 

 

28. The Association brings to the attention of the Tribunal two matters relating to ADF 

remuneration.  ADF remuneration encompasses more than just the WRA and is a 

fundamental determinate of ADF capability.  It impacts greatly on recruitment and 

retention and thus must not be considered in isolation from the more overt strategic 

capability determinants such as military hardware.  

 

Issue 1 - Reserve Pay   

 

29. The Association notes that ADF salary is directly related to Reserve pay and therefore the 

WRA is relevant to both the permanent and reserve forces. 

 

30. Some key elements of the ADF Reserves are carrying vacancies which inevitably affects 

capability and which may adversely impact the ADF’s ability to achieve mission success.  

The Association has earlier stated that remuneration is a key determinant in recruitment and 

retention, and this remains especially so for Reserve members. 

 

31. To address this situation, a divisor aligned with the SERCAT 6 formula would provide a 

consistent and equitable approach.  It would also assist with both recruitment and retention, 

especially the retention of those who have served in SERCAT 6/7 and whom we wish to 

remain connected to the ADF through continuing Reserve service - for both capability and 

wellbeing reasons. 

 

32. The 2024 Strategic Review of the ADF Reserves recommended, among other things, that 

Defence’s Employee Value Proposition (EVP) must actively address reserve service to 

improve Reserve recruitment and retention outcomes.  Further, it recommended an urgent 

review of the Conditions of Service within the EVP that apply to SERCAT 3-5 reservists. 

 

33. To date, neither recommendation has been pursued to the point of developing proposals for 

implementation that would meet the intent of the recommendations. 

 

34. In the interim, while awaiting a review of the EVP for the ADF Reserve workforce, there is 

one matter that calls out for urgent action, and which will go some way towards addressing 

the issue of attractiveness of Reserve service.  That matter is the urgent need to align the 

divisor used to calculate the Reserve daily rate of pay, with that used to calculate the 

Permanent daily rate of pay for SERCAT 6. 

 

35. There can only be one divisor, however, there are presently two divisors used within the 

ADF to calculate a daily rate of pay.  The divisor used to calculate the Permanent daily rate 

of pay (SERCAT 6) excludes weekends and therefore uses a 10-day fortnight.  The divisor 

(historical) used to calculate the Reserve daily rate of pay uses a 14-day fortnight.  This is a 

significant and unjustifiable differential.   

 

36. The impact of aligning the two divisors would be a direct increase in the Reserve daily rate 

of pay which in turn would serve to make service in SERCAT 3-5 somewhat more 

attractive. 
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Issue 2 – Employer Superannuation Contribution 

 

37. Since 2016 ADF members have been provided with employer contribution to their 

superannuation of 16.4 %.  At that time the legally required employer contribution was   

 9.5% – a differential of 6.9 %.  This extra contribution reflected the unique nature of 

military service and followed a widespread review of ADF superannuation arrangements 

that lead to the establishment of ADF Super. 

 

38. However, since 2016 the legally required employer contribution has increased to 12% but 

there has been no commensurate increase for ADF members.  The decrease in the 

differential to 4.4% (from 6.9%) represents a significant deterioration to the remuneration 

package provided to ADF members.    

 

Conclusions 

 

39. The Association submits that the proposed 3% increase is grossly inadequate. 

 

40. A higher first-year increase is warranted to avoid a real reduction in remuneration and 

consequential ADF members’ standard of living. 

 

41. A higher increase would signal to the Nation that the unique nature of military service, as 

outlined in the Australian Defence Covenant. remains forefront and is recognised in both 

words and deeds.  

 

42. The Association brings to the attention of the Tribunal the issues of Reserve Pay and the 

Employer Superannuation Contribution differential for its consideration.     

 

DMR and DFRT Secretariat Support 

 

43.  The DFWA thanks the staff of DMR and the DFRT Secretariat for their continuing 

assistance and advice during the Association’s consideration of this matter.  

 

Further Intervention 

 

44. With the Tribunal’s continuing agreement, the Association plans to continue its 

intervention in further consideration of the 2026-2029 WRA.  

 

 

Yours sincerely, 

 

 

Del Gaudry 

 

Del Gaudry 

National President 

Defence Force Welfare Association 

 

Contact Officer: Les Bienkiewicz 0411 444248 

 

 

Annex A.  Summary of ADF Members’ Survey Responses  
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