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1.   References (supplemental references identified in annexes and appendices).

a.   DOD Directive 1350.2, The Department of Defense Military Equal Opportunity Program.

b. AR 600-20, Army Command Policy, 15 July 1999

c.  FM 22-100, Leadership, June 1999

  
d.  DA PAM 600-26, Department of the Army Affirmative Action Plan, 23 May 1990.

    
e.  TC 26-6, Commander’s Equal Opportunity Handbook, 14 October 1994.

     
f.  USAREUR REG 600-21, Equal Opportunity Program in USAREUR.

     
g.  V Corps Circular 600-20, Equal Opportunity Program in V Corps.

    
h.  V Corps Affirmative Action Plan.

2.  Purpose.  This regulation identifies the 1st ID Human Relations and Equal Opportunity (HREO) program providing policy, guidance and implementing instructions for all assigned units.  This regulation consolidates all EO and HR requirements within the Army and higher headquarters offering commanders an organized tool enabling efficient execution throughout the division.  This regulation is a living document to be used in conjunction with the BRO Creed and the Commanding General’s vision, goals and objectives.  Changes will be made based on program effectiveness and recommendations of the HREO council and other recommendations for change.  Submit change recommendations to the division HREO office.  

3. Policy.  

a. Supporting the 1st ID Vision statement, “…A Team Committed to Army

 Values…,” this division fully supports the Army’s EO policy through compliance with the 1st ID HREO Program.  Each member of the Big Red One family will be treated with dignity and respect, without regard to race, color, religion, gender, or national origin.  All Big Red One soldiers will receive equal opportunity when considered for promotion, appointment, schooling, assignment, career progression, awards, discipline, retention and separation.


b.  Additionally, sexual harassment will not be condoned in this division.  It is a form of gender discrimination that involves unwelcome sexual advances, requests for sexual favors and other verbal or physical conduct of a sexual nature when it interferes with an individual’s performance or creates an intimidating, hostile or offensive environment. 

c.  All soldiers, civilians and family members have the responsibility to report discriminatory behavior incidents without fear of intimidation and harassment and are encouraged to reported grievances to the chain of command first for expeditious and timely resolution.  Other channels are also available: EO Advisors (EOAs) at  brigade and division headquarters, chaplain, inspector general, judge advocate general, provost marshal, criminal investigators, medical agencies or chief, housing referral office.
4.  Program Objectives.


a.  Consolidate all 1st ID and higher headquarters human relations program elements into a manageable program based on the BRO Creed (annex A), commanding general’s vision, goals and objectives (annex B) and HREO program related policies (annex C).


b.  Assess and report 1st ID HREO status through quarterly reports, staff assistance visits and inspections, and semiannual division HREO council meetings.


c.  To execute the division affirmative action plan (AAP) quarterly.


d.  Ensure the chain of command is part of the process of developing and executing the EO program.


e.  Strengthen the chain of command and encourage a high degree of discipline and cohesion in 1st ID leading to improved combat readiness.

g. Ensure unity of effort through monthly EOA HREO meetings.

h. Maintain a close professional relationship with 98 ASG BSBs and 409th BSB

commanders and EOAs.

5.  HREO Program Elements. 

a.  BRO Respect program, annex D.  


b.  Affirmative action plan, annex E. 

c. Culture awareness and special/ethnic observance events, annex F.

d. Reports,  annex G. 

e. EO complaint processing, annex H.

f. EO operations during war and other operations, annex I.  

6.  1st ID HREO Program Management Staffing.  per the HHC MTOE and HHC 

augmentation TDA:

a.  Program Manager:


1 LTC 01A

b.  Program Management NCOIC:
1 MSG MOS immaterial w/ASI “Q”

c.  Program Analyst:


1 SFC MOS immaterial w/ASI “Q”

d.  Division Troops EOA:

1 SFC MOS immaterial w/ASI “Q”

7.  1st ID Human Relations Council.  This council will meet semi-annually to assess the previous two quarters and recommend changes to this program.  Members will be notified in advance by the division HREO office and must be prepared to discuss HREO trends IAW the quarterly HREO progress report format at annex G.  Council members will be provided a copy of the report each quarter.  Council composition:

- CofS



(Chair)

- CSM



(Enlisted advocate)

- HREO Program Manager
(HREO Program proponent)

- Chaplain


(Religious issues and CMRP proponent)

- IG



(EO related climate trends)

- SJA



(Disciplinary actions)

- Division Retention

(Retention, bars to reenlistment)

- Provost Marshal

(Crime patterns, extremist activity, hate crimes)

- ACofS, G1


(Demographics, key leader positions)

- ACofS, G3 (Training)
(Training, EOL Course and DTT allocations)

- Surgeon


(Medical profile demographics and trends)

8.  Terms.


a.  Action steps - Specific actions or tasks undertaken to eliminate or neutralize a problem, achieve objectives, or reach an established goal.


b.  Affirmative actions - Positive measures to ensure soldiers, civilian employees and family members are treated fairly with dignity and respect and are designed to correct institutional discriminatory practices providing career development and upward mobility for all qualified personnel regardless of race, color, national origin, religion or gender.


c.  Affirmative action plan  (AAP) - A management document designed to identify and correct inequities in an organization caused by discrimination.  The AAP assesses inequities and is used to help determine corrective policies and programs ensuring fairness and equal opportunity.


d.  Equal opportunity (EO) - Treatment based only on ability, fitness, and merit.


e.  Equal opportunity advisor (EOA) - An officer, noncommissioned officer, or civilian employee trained by the Defense EO Management Institute (DEOMI) and serving in a full-time EO position at brigade or higher level unit.

f.  Equal opportunity leader (EOL) - A school-trained soldier in the rank of staff sergeant or higher who has the part-time, additional duty of advising battalion and company commanders on EO issues.

g.  Gender - Classification of an individual’s sex.

h.  Minority - People of color, women, and any other group (based on national origin or religion) that makes up less than a majority of the target population.

9.  Abbreviations.

AAP


Affirmative action plan

ANSR


Annual narrative statistical report

ASG


Area support group

BSB


Base support battalion

CMRP


Command master religious program

DA


Department of the Army

DEOMI

Defense Equal Opportunity Management Institute

DTT


discussion technique trainer

EO


equal opportunity


EOA


equal opportunity advisor

EOCAS

EO climate assessment survey

EOL


equal opportunity leader

EOLC


equal opportunity leaders course

HQDA


Headquarters, Department of the Army

IG


Inspector general 

IO


investigating officer

MOS


military occupation specialty

MTOE


modified table of organization and equipment

MSC


major subordinate command

NJP


non-judicial punishment

OIP


organization inspection program

POSH


prevention of sexual harassment

QNSR


quarterly narrative statistical report

QTB


quarterly training brief

REDCAT

racial and ethnic designation category

SAV


staff assistance visit

TDA


table of distribution and allowances

USAREUR

United States Army, Europe

SMR


sexual misconduct report     

10.   Responsibilities.


a. Commanders.  

(1) Each commander is the EO officer for their organization, personally 

responsible and accountable for the EO climate within their units.  As such, each commander will publish and post three separate policy letters: EO, sexual harassment prevention and EO complaint procedures.

(2)  Every headquarters will also post the next higher headquarters’ same set of 

policy letters mentioned above.

(3) Post 1st ID policy letters CG-21 BRO Respect Program in all units. 

(4) Develop and implement an HREO program and AAP for their organization.

(5) Report Respect program status per quarterly training guidance.

(6) Support BSB culture awareness and special/ethnic observances per Annex F.
(7)  Assign EOA to their personal staff and ensure all subordinate battalions and

companies have a trained EOL assigned on orders.

(6) Review, sign, and submit quarterly HREO progress report (annex G).



(7) Ensure company level commanders conduct the USAREUR EOCAS and DA climate survey within 90 days of assuming command and annually thereafter.  This assessment will provide a baseline for the commanders to develop HR training plans. 



(8) Include EOAs on all training exercises and deployments to sustain the HREO program.  
b. EOA.  EOAs are agents for cultural change and act as the eyes and ears for the
commander.  EOAs should not be assigned further duties that may create a conflict of interest.  EOAs will:
(1)  Understand and articulate DOD, DA, USAREUR, V Corps and 1st ID policies

and regulations concerning equal opportunity.  



(2) Assist the commander in developing his or her AAP and HREO program including the BRO Respect program that encompasses all aspects of HR training  including EO and sexual harassment prevention.
(2) Facilitates climate surveys as requested or required.

(3) Train leaders and EOLs as the subject matter expert on all matters of 

discrimination and related matters per AR 600-20, chapter 6, Equal Opportunity.


(6) Advise commanders on BRO Respect program matters to include DTT and EOL status and training status.


(7) Assist commanders in helping resolve informal complaints at the lowest level and closely monitor command processing of formal EO complaints IAW AR 600-20.


(8) Continuously assess the command climate through surveys, interviews and exposure throughout the unit.  

(9) Receive and assist in processing EO complaints per annex H.  Advise and 

assist commanders and investigating officers in the investigative process.



(10)  Attend division EOA meetings and seminars.

c. EOL.  SSG through 1LT (including warrant officers) assigned as an additional

duty on orders to assist commanders at  battalion and company level in carrying out the EO program within their units.  

(1)  Attend the 7th ATC EOL course or have qualified through attending another

equivalent course using as a minimum, the Soldier Support Center EOR program of instruction.  This qualification should be no older than 3 years, at the time of assignment as the unit EOL.  EOLs will have 1-year retainability upon qualification, demonstrate leadership potential, high morals and ethics, and possess the ability to view situations objectively.

(2) Assist commanders in monitoring BRO Respect program training 

requirements.

(3)  Liaison with respective EOAs on all matters relating to this regulation.  

(4)  Assist commanders and EOAs in conducting unit climate assessments.  



(5) Assist complainants by referring them to an appropriate agency for assistance.  Complaints referred to another agency will be reported to the EOA.  EOLs may not conduct investigations and are not trained to advise AR 15-6 investigating officers in their conduct of EO complaint investigations.  Any commissioned officer performing the additional duty of an EOL may be appointed (in the capacity of a commissioned officer and as a disinterested, third party) to conduct investigations per AR 15-6.  Officer EOLs should not be involved with EO complaints within their organization.  

d. Chief of Staff.  Senior executive officer of division HREO program and HREO

council chairman.


e.  CSM.  Senior enlisted advisor to the division HREO program NCOIC and division HREO council participant. 

f.  Assistant Chief of Staff for Personnel, G1.

(1) Monitor EOA assignment status within the division.

(2) Provide assigned strength figures and trend data to EOAs as requested and

participate in the division HREO council.

g. Assistant Chief of Staff for Plans, Operations and Training, G3.  

(1) Delegate to DIVEO 7th ATC course 471 allocation management.

(2) Include and publish division HREO quarterly and annual training guidance.

h. Division HREO program manager.

(1) Proponent for this regulation.

(2) Primary advisor to the command group on HREO matters.

(3) Manage the division HREO program.



(4) Maintain technical information network with higher headquarters and all DA EO personnel as required. 




i.  Division Chaplain.  Participate in the HREO council and oversee MSC chaplain participation supporting this regulation.


j.  Inspector General.  HREO council participant to present related issues within the limitations
 of AR 20-1.

k. Staff Judge Advocate.  HREO council participant regarding related legal issues.

Ensures division SJA and area law centers provide quarterly data per the AAP at Annex E to DIVEO and MSC EOAs respectively.

l. Provost Marshal.  HREO council participant presenting related data regarding 

crime patterns, extremist and hate crimes by gender and REDCAT.  

m. Surgeon.  HREO participant providing trends regarding medical profile data by 

gender and REDCAT.

n. Division retention NCO.  HREO council participant providing reenlistment data by

REDCAT and gender.

ANNEXES:

A.  BRO Creed

B.  1st ID Vision, Goals and Objectives

C.  Supporting 1st ID Policies

D. BRO Respect Program

E. Affirmative Action Plan

F. Culture Awareness and Special/Ethnic Observances

G. Reports

H. EO Complaint Process

I. EO Operations (non-garrison) 
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T

TEAMWORK

 is the foundation of the Big Red One.  I shall never fail my

  

team for I maintain the standard.  My conduct and self-discipline sets

the example for others to follow.

H

HONOR

 is what I stand for - - an American soldier on duty for my

  

country.  My loyalty is intense.  I display care for my fellow soldiers and

my chain-of-command through courage, respect, integrity, and

compassion.

E

I have learned to 

ENDURE

, to thrive in adversity.  The harsh reality of

  

combat gives me the enthusiasm for realistic training.  I am physically

and mentally strong to meet the demanding situations my unit

encounters.

B

We are one in the Big Red One.  Our 

BROTHERHOOD

 gives us the

  

strength to fight on to any objective and accomplish the mission as our

veterans have done before us.  I live the legacy of my division.

R

READINESS

 is my priority.  To be ready for any mission, anytime,

  

anywhere.  My business is first class training and living high standards

of care of equipment, weaponry, and technical and tactical competence.

O     My 

ORGANIZATION

 is my strength.  The BRO is bigger

  

than any one individual.  It gives me purpose, self-confidence,

competitive spirit, intestinal fortitude, and the desire to fight with all my

heart.

NO MISSION TOO DIFFICULT, NO SACRIFICE TOO GREAT -

DUTY FIRST!


Annex B, 1st ID Vision, Goals and Objectives to 1st ID Regulation 600-21, Human Relations and Equal Opportunity (HREO) Program

Ist Infantry Division Commanding General’s Vision, Goals and Objectives

To be:

· The army’s premier combat division; professional, trained and ready to fight, win, and fight again

Goal #1: Develop professional, competent, and lethal units.

Objectives:

1a.  Train bold competent leaders that are mentally and physically tough.

1b.  Train and equip soldiers and units to fight in varied environments and terrain.

Goal #2: Plan and execute an innovative and dynamic training program to achieve and sustain combined arms combat readiness.

Objectives:

2a.  Plan, coordinate and execute all training IAW FM 25-100/101.

2b.  Focus home station training at individual through platoon level.

2c.  Develop innovative training incorporating simulations with unit training.

2d.  Conduct all weaponry training under combat conditions.

2e.  Conduct progressive weaponry training that enhances soldier/crew/unit skills.

2f.  Apply the 8 step training model.

2g. Develop and train battle staffs.

Goal #3: Sustain people, equipment, resources and power projection capability.

Objectives:

3a.  Establish stability and predictability (defined as two weeks out and block leave times at soldier level) in scheduled training to ensure ready units and healthy soldiers and families.

3b.  Ensure community power projection platforms meet the contingency needs of the division.

3c.  Protect the force through embedded risk management, force protection, care of soldiers and families, and OPSEC.

3d.  Innovatively maximize resources to consistently maintain personnel and equipment ready for mission requirements.

3e.  Sustain ability to integrate, deploy, and employ divisional and non-divisional units.

3f.   Ensure individuals and/or units are supported and capable of deploying on short notice.

3g.  Be a proper steward of the Army’s resources (people, time, funds, material, etc).

· The recognized leader in community quality of life that supports total army family well-being

Goal #4: Achieve and sustain robust 1ID communities that set the standard of excellence throughout Europe and continue to improve each day.

Objectives:

4a.  Develop effective information/communication and feedback systems to

maximize community awareness and efficiency.

4b.  Develop an effective sponsorship program that welcomes and integrates new soldiers and families to the BRO standard.

4c.  Develop a long-range plan to improve and maintain services and infrastructure where people live, work, and train.

Goal #5: Consistently meets the physical, emotional, intellectual, and spiritual needs of the 1ID family by providing a safe, friendly, supportive and responsive environment.

Objectives:

5a.  Provide increased predictability of training, community activities and services, and as much advance notice as possible concerning deployments.

5b.  Provide the education, organization, and support to ensure families can meet and be responsible for their family readiness.

5c.  Improve the quality of education, access to curriculum and activities, and partnership between schools and the community.

5d.  Improve the access, convenience and timeliness of medical/dental care while maximizing the use of  our scarce medical resources.

5e.  Sustain an environment where customers come first.

5f.  Pursue expanded family member employment and education opportunities.

Goal #6: Develop communities that effectively balance mission readiness and quality of life.

6a.  Enforce the premise that QOL (personal time, programs, services) is an essential component of mission readiness.

6b.   Develop efficient training management systems and facilities so that 1st ID training is accomplished to the maximum extent possible at home station .

6c.  Develop and maintain efficient and flexible deployment capabilities to support the most rapid multi-modal deployment of 1ID combat power.

6d.  Establish and maintain a Division BOD (Commanders / spouses, ASG, BSB, Senior officers, and NCOs) which reviews quarterly progress towards objectives.

6e.  Develop a system for synchronizing all calendars.

6f.  Actively recruit soldiers to serve as volunteers for community programs.

· An active, responsible “community of communities”

Goal #7: Sustain a strong civic responsibility within the local  community and between military communities.

Objectives:

7a.  Ensure compliance with installation environmental programs and sustain effective programs to be responsible stewards.

7b.  Conduct continuous facility master planning between the BSB and the tactical community.  

7c.  Develop mechanism to share program information between 1st ID military communities.

7d.  Standardize recycling programs across the division to include soldier, family member, and office recycling programs. 

7e.  Sustain and improve volunteerism.

7f.  Publicize programs that inform U.S. communities of local customs and services.

7g. Strengthen support for FSGs and fund raising programs.

7h. Continue to improve safety awareness programs.

7i.  Develop a deployment FSG plan that incorporates 1st BDE.

Goal #8: Develop and sustain strong G/A relations and communications within each community.

Objectives:  

8a.  Continuously synchronize BSB and local community activities with tactical unit schedules.

8b.  Appropriate representation at non-political/social functions in the German community.

8c.  Publicize and encourage G/A partnership activities for all ranks and ages (including family members). 

· A team committed to Army values in order to accomplish any assigned mission, continuing the legacy of the ‘Big Red One’.

Goal #9: Instill and sustain the Army’s values through the 1ID Respect Program.

Objectives:

9a.  Build cohesive units and teams.

9b.  Develop respect for others.

9c.  Learn the BRO legacy.

9d.  Acknowledge and encourage soldiers taking care of soldiers.


Annex C, Supporting Division Policies to 1st ID Regulation 600-21, Human Relations and Equal Opportunity (HREO) Program

1.  The following division policies apply directly within and are referenced in this regulation.

a. CG-2, Alcohol Policy

b. CG-3, Equal Opportunity

c. CG-5, Retention and Incentive Awards Program

d. CG-8, Physical Training Program

e. CG-16, Army Family Team Building

f. CG-18, Rape Prevention


h.  CG-21, BRO Respect Program


i.  CG-22, Barracks Policy


j.  CG-23, BRO Safety Policy


k.  CG-24, Unit Streamers

l. CG-31, Domestic Abuse

m. CG-32, Sexual Harassment Prevention

n. CG-33, EO and Sexual Harassment Complaint Procedures 

2. These policies are found on the 1st ID website at www.1id.army.mil   

Annex D, BRO Respect Program, to 1st ID Regulation 600-21, Human Relations and Equal Opportunity (HREO) Program

1.  References:

a.  DA message, subject: Army Values, ALARACT 023/98 DTG R171134Z Feb 98.


b. 1st ID memorandum, subject: Philosophy and Creed for the Big Red One (BRO), 3 November 1997 (annex A, 1st ID Reg. 600-21).


c.  1st ID Vision Statement, Goals and Objectives, 8 December 1997 (annex B, 1st ID Reg. 600-21).

2.  In support of 1ID Vision Statement: “A team committed to Army Values,” this program supports Goal 9, “Instill and Sustain the Army’s Values through the 1ID Respect program,” and provides a resource for commanders to use in accomplishing its four objectives:


a.  Build cohesive units and teams (appendix 1).


b.  Develop respect for others (appendix 2).


c.  Learn the 1st ID Legacy (appendix 3).


d.  Acknowledge and encourage soldiers taking care of soldiers (appendix 4).

3.  The original action plan dated 4 March 1998 is completed and the Respect program is instituted.  This annex is designed to document the current program and serves as a vehicle for program revision.  

4.  DA and USAREUR mandate that EO and consideration of others training and EO staffing and climate assessments be briefed during unit quarterly training briefs (QTB).  This data is consolidated under the Respect program including slides that are issued with the G3 QTB guidance. 

Appendices:

1 Objective 9a, Build cohesive units and teams

2 Objective 9b, Develop respect for others with Tab 1

3 Objective 9c, Learn the 1st ID legacy

4 Objective 9d, Acknowledge and encourage soldiers taking care of soldiers

Appendix 1, Objective 9a, Build Cohesive Units and Teams to Annex D, BRO Respect Program

1.  References.

a. AR 710-2, Supply Policy below Wholesale level, appendix B

b. USAREUR Reg. 600-2, Leadership, SGT Morales Club

c. USAREUR Reg. 600-4, Soldier/NCO of the Year Program

d. 1st ID Reg. 1-201, Organization Inspection Program

e. 1st ID Reg. 350-2, Partnership

f. 1st ID Reg. 385-1, Safety

g. 1st ID Reg. 600-3, Sponsorship

h.  1st ID Policy CG-5, Retention and Incentive Awards Program, 4 March 1998


i.  1st ID Policy CG-8, Physical Training Program, 4 March 1998


j.  1st ID Policy CG-16, Army Family Team Building, 4 March 1998


k.  1st ID Policy CG-24, Unit Streamers, 4 March 1998


2.  Continuity Statement.  This appendix plan is a continuation of the current plan, which formally instituted this objective into the BRO Respect Program.  The related policies, programs, checklists and systems are in place from the initial action plan.

3.  General.  Building cohesive units and teams begins with the identification of soldiers assigned to the BRO family.  The sponsorship program provides the mechanism to introduce the incoming soldier and family to the division using welcome packets that not only include community information, but also information concerning the BRO and the respective unit of assignment.  Upon arrival, integration begins at the unit through the first 90 days of assignment.  Once in the unit, division-wide policies and unit-specific integration programs foster team building and unit cohesion.  Units also take great pride in their soldier’s accomplishments and recognize them through Distinguished Leader Awards (DLA), SGT Morales Club, Soldier/NCO of the Quarter/Year, family member and volunteer recognition programs, and retention incentive awards.  Commanders use of the programs listed in this annex and unit program provide methods to build pride in the unit, the BRO and the Army.

4.  Responsibilities.

a.  Enabling Staff (IG, G/S1, G/S4, G5, PAO, CSM, 1SG).  Maintain references above and offer assistance to division MSCs as requested.

b.  MSC Commanders.  Many of the policies and programs to assist units in building cohesion have been completed and distributed.  Our sponsorship regulation, PAO videos, BRO creed, BRO philosophy, Mission/METL, and other items are available now for inclusion in unit programs.  Take full advantage of the excellent unit award programs that are available.  Use the BRO website, www.1id.army.mil, unit recognition ceremonies, “Duty First” magazine and other media to highlight unit accomplishments to build esprit.

Appendix 2, Develop Respect for Others to Annex D, BRO Respect Program

1.  References.

a. AR 165-1, Chaplain Activities in the United States Army, 27 February 1998

b. AR 600-20, Army Command Policy, 15 July 1999

c. AR 608-18, The Army Family Advocacy Program, 1 September 1995

d. DA Pam 350-20, Unit EO Training Guide

e. Army Consideration of Others Handbook

f.  HQDA Message, subject: Commander’s Tools to Assess the Status of Their Leadership and Human Relations Readiness, DTG 101414Z FEB 98.

g. USAREUR Memorandum, subject: USAREUR Consideration of Others Program, 5 August 1998.


h.  V Corps Memorandum, subject: Consideration of Others Program, 1 January 1999.

i. 1st ID Policy CG-23, BRO Safety, 4 March 1998

j.  1st ID Policy CG-31, Domestic Abuse

2.  Continuity Statement.  This program segment is a continuation of the previous action plan, Phase 3, Sustainment and Full Integration of Consideration of Others.  It incorporates USAREUR and V Corps Consideration of Others programs which does not change our program but adds quarterly training brief requirements and specified training within three categories:  core/unit, middle leaders and senior leaders.  What differentiates this training is that it is done in small groups (squad and platoon) by certified discussion technique trainers (DTT).  Training conducted under Objectives 9a, Build Cohesive Units and Teams; 9c, Learn the 1st ID Legacy and 9d, Acknowledge and Encourage Soldiers Taking Care of Soldiers, may be included under this program segment if facilitated in small groups.

2.  General.  This program segment is assessment based where commanders designate human relations training subjects to meet their human relations and command climate needs and satisfy mandatory AR 600-20 EO and sexual harassment prevention training requirements.  If division determines the need to mandate a subject, it will be included in quarterly training guidance. Status of Respect for Others training, command climate assessments, EOA/EOL manning and DTTs will be briefed on QTBs

per G3 QTB guidance (required by references b, c, g and h listed above).  Tab 1 provides charts to record this data which must be completed and provided to training managers and EOAs at the end of each quarter.  These charts are the same as those in the QTB packet.

3.  Requirements.
a. Training.

(1) Conduct 2 hours minimum core/unit Respect for Others

training quarterly based on commander’s assessment for soldiers/units from the following focus areas: ethical development—individual and organizational, American military heritage, quality individual leadership, health, safety, drug and alcohol abuse, domestic violence, gender issues, equal opportunity, cultural diversity, communicating, conflict management, and extremism.  Brigade and battalion commanders may direct subjects or allow company commanders to select.  At a minimum, EO training (DA Pam 350-20) will be conducted quarterly of which sexual harassment prevention must be included in at least two quarters.  Army Consideration of Others subjects may also be included (Consideration of Others Handbook).  Record training at the battalion and separate company level on the training chart at Tab 1 to this Appendix.  Related subjects may include:




(a) Army leadership instruction and philosophy




(b) Army Values  

(c) ISMs:  sexism, racism, extremism




(d) Power and discrimination




(e) Prevention of sexual harassment




(f) Culture awareness




(g) Religious accommodation




(h) Rape awareness and date rape




(i) Conflict management and resolution




(j) Affirmative action




(k) Women in the military

(l)  *Army and local command EO, affirmative action (AA) and sexual harassment policies

(m)  *DA Pam 600-26 Affirmative Action Plan and 1st ID Reg 600-20, Equal Opportunity and Human Relations Program.




(n)  *Behavioral characteristics and EO problem indicators




(o)  *Discrimination impact on mission accomplishment




(p)  *EO complaint process

(q)  *Sexual harassment, discrimination consequences and individual responsibilities for sexual harassment prevention




(r)  *Communications importance




(s)  *All about unit climate assessments and their purpose




(t)  **Family dynamics of spouse and child abuse

(u) **Spouse and child abuse treatment and prevention service availability (mandatory for company commanders by their local BSB Family Advocacy Program Mgr. within 45 days of assumption of command)

(v) **Army family violence policy

* AR 600-20 EO and SH prevention subjects (lesson plans in DA Pam 350-20)

** AR 608-18 Family Advocacy and domestic abuse subjects 



(2) Brigade and battalion commanders and staff principles conduct 2 hours per quarter middle leader (SGT-SFC and company grade officers) and senior leader (MSG-SGM/CSM and field grade officers) training.  This may be conducted as NCODP or OPD.  Record training on the training chart at Tab 1. Subjects may include:




(a)  *Analyzing assessment results and developing action plans




(b) Army Values




(c) How to: build teams, cohesive units, mentor and counsel




(d) Effective communications




(e) Human dynamics




(f) Integrating organizational values




(g) Managing diversity




(h) Ethics




(i) Self awareness




(j) Effective listening




(k) Establishing standards and realistic goals




(l) Deployment impacts on the family




(m) Small group development theory and discussion techniques




(n)  ** Nature of family violence and prevention measures




(o)  ** Family Advocacy policies, procedures and services

*  AR 600-20 EO and SH prevention subjects

** AR 608-18 requirement for company commanders within 45 days of assumption of command.


b.  Training Method.  Small groups facilitated by a DTT must conduct training. Commanders should select at least one NCO to be the Master DTT and schedule for the 7 ATC course through S3/G3.  This master DTT can certify other NCOs within units “in-house,” enabling training to be conducted per the intent of this objective by small group facilitation.  Commanders should consider the following criteria for master DTTs: 



(1) Have demonstrated good oral presentation skills and potential for leading small group discussions.  Be mentally agile. 



(2) Be experienced in presenting complex or controversial ideas.      

(3) Have good listening skills and possibly prior small group

facilitation experience.



(4) Have at least 15 months retainability in the unit after DTT training.



(5) SSG minimum.


c.  Assessments.  



(1) Battalion level.  Inspector General sensing session in conjunction with the organization inspection program.



(2) Company level. 




(a) DA Command Climate Survey (mandatory per AR 600-20).  Company commanders will administer the Command Climate within 90 of assuming command and annually thereafter. At their discretion company commanders may administer the survey more often and may also use additional survey instruments to assess the unit climate. The survey is voluntary for commanders above company level. The survey is found in Appendices A-B. of DA Pamphlet 600-69 (Command Climate Survey Handbook). Additionally, the most current version will always be posted and available for downloading from the Internet using the following address and instructions: (1) go to website http://www.odcsper.army.mil; (2) click on “Enter Here,” “Information Index,” “Human Re-sources,” and “Command Climate Survey.”  Results are intended for the company commander only and are not reported up the chain of command.  After the company commander has analyzed it and developed action plans, the brigade EOA will record completion in the brigade Quarterly EO Progress report and in the DA EO QNSR database.  The EOA discusses the results with the commander to aid in developing action plans. 



(b) USAREUR EO Climate Assessment Survey (EOCAS), mandatory per UR 600-21.  Like the DA survey the EOCAS is administered within 90 days after assuming command, then annually.  Unlike the DA survey this survey is designed for the commander to review results with the EOA and his or her commander.  These results help pinpoint what subjects the commander should select for training under this Appendix, Respect program, paragraph 3a and b.  Once administered by the EOA, DIVEO provides a report for use by the EOA and commander.  The EOA records completion the same as above.

d. Reporting.
(1)  All battalions, brigade HHC and BRT and all separate companies.  

Complete the charts at Tab 1 and provide to appropriate S3 and G3 training offices and to appropriate brigade or division EOAs not later then the end of every quarter (see Tab 1).

(2) EOA.  Include this data as the training and staffing enclosure to their

quarterly EO Progress report (see Appendix G, Reports).

4.  Other resources and subject matter expertise.


a.  Chaplain/Unit Ministry Teams (UMTs).  UMTs help provide the connection of the 1ID Values program to the Army Values program through the command master religious program.  As small group discussion leaders and facilitators UMTs are another resource for commanders when training on this objective.


b.  Equal Opportunity Leaders (EOLs).  EOLs are the commander’s primary resource for coordinating and conducting training, culture awareness observances, surveys and small group instruction on this objective. Using data from surveys, training sessions, and the quarterly narrative and statistical reports, EOLs can assist commanders in determining recognizable trends and assist commanders in identifying specific training requirements.   


c.  Inspector General (IG).  The IG is a primary source of command climate information.  In addition to sensing session results, the IG can summarize complaint information regarding climate trends. 


d.  Staff Judge Advocate (SJA).  The SJA is the source for ethics training and can also provide data on non-judicial punishment for use in trend analysis.


e.  Command Sergeants Majors and First Sergeants.  Assess junior leader retention trends and training effectiveness trends from soldier board performance. 


f.  G3/S3.  The G3/S3 will help commanders identify the time required to meet the Respect for Others training objectives.  Units will be allocated no less than two hours quarterly to train the topics identified.  Record training on the slides at Tab 1.


g.  Family Advocacy Program Manager (FAPM).  All base support battalions (BSBs) have a family advocacy staff with the FAPM and prevention coordinators who are subject matter experts on domestic violence prevention and training.

5.  Conclusion.  This program segment “dovetails” with Respect program objectives a, c and d and is designed to sustain human relations training tailored for unit requirements resulting from assessments and other indicators.  Finally, training must be conducted in small groups facilitated by DTTs enabling the highest training value and recorded on the charts at Tab 1 for filing in training management offices.  These charts must be forwarded to the EOA for entry in the DA EO QNSR database.

Tab 

1 Status charts: Respect for Others training, Assessments, EOA/EOL/DTT staffing and training

Tab 1, Respect Program Status Charts to Appendix 2, Respect for Others to Annex D, BRO Respect Program

EXAMPLE

(Blank chart on next page)
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Appendix 3, Learn the 1st ID Legacy, to Annex D, BRO Respect Program

1.  References.

a.  1st ID Reg 1-201, Organization Inspection Program.

b.  1st ID Videotape, “Learning the Legacy,” (PAO).

c.  Big Red One Song.

d.  1st ID Magazine, “Duty First,” (PAO).

e.  Values Posters (PAO and EO)

f.  1st ID Quarterly Training Guidance and QTBs.

g.  Values cards and ID tags.

h.  BRO history playing cards, (Retention).

i.  Commander’s Staff Ride Program.  

2.  Continuity statement.  The above references are present and in place per the previous action plan.

3.  General.  The essence of this objective is to develop a sense of the past, present, and future of the BRO.  The past endeavors and achievements of the BRO provide the legacy for each soldier in the Division to honor.  Through sponsorship, integration, NCOPD/OPD, staff rides, various media and memorabilia, soldiers in the BRO are exposed to the history of the division and should be recognized for understanding and emulating these Values.  Additionally, within the BRO, each unit has its own unique history, motto, and legacy symbolizing the spirit of the BRO.

4.  Responsibilities.


a.  Enabling staff (IG, G3/S3, G5, Retention, CSM, 1SG, Society of the Big Red One).  Maintain referenced items and assist units as required.

b. MSC Commanders.  The success of this objective depends on creative use

of  the items available such as the “Learning the Legacy” video, the BRO playing cards, the Values posters and NCOPD/OPDs to the museum, all which enhance understanding the legacy.  The future of the BRO rests with each soldier, family, and civilian associated with this great division.  Use the various tools, training opportunities, media and memorabilia to enhance programs in your units that foster unit pride and recognition of the BRO and unit-unique historical legacy.  Brief sustainment of this objective per division QTB guidance.

Appendix 4, Acknowledge and Encourage Soldiers Taking Care of Soldiers to Annex D, BRO Respect Program.

1.  References.


a.  1st ID Policy CG-18, Rape Prevention, 4 March 1998


b.  1st ID Policy CG-22, Barracks Policy, 4 March 1998


c.  1st ID Policy CG-23, BRO Safety Policy, 4 March 1998

d. 1st ID Policy CG-3, Equal Opportunity and Sexual Harassment, 4 March 1998

e. 1st ID Policy CG-32, Sexual Harassment Prevention

f. 1st ID Policy CG-33, EO Complaint Procedures 


g.  1st ID Policy CG-2, Alcohol Policy, 4 March 1998

2.  Continuity statement.  Various soldier programs and policies in support of this objective have been published.  Accomplishment of this goal is dependent on rewarding and recognizing appropriate soldier actions.  Each soldier contributes an element to the division that no other person can contribute.  

3.  General.  Soldiers are our credentials, and how well we take care of our soldiers will determine the credibility of the BRO.  As leaders, we are not always available to monitor each soldier, so our soldiers must understand how important it is for them to anticipate situations that may endanger or compromise another member of their team.  Taking care of each other on and off duty, on and off post, and in situations that may arise, will increase the cohesion throughout the Division.  Leadership recognition of these actions not only encourages and rewards the soldier, but also provides opportunities to illustrate correct behavior, reinforce behavior that is appropriate, and uphold the Army Values.

4.  Responsibilities.  

a.  Enabling staff (G/S1, EO, Safety, CSM, 1SG).  Maintain referenced policies and assist units as required.

b.  MSC Commanders.  Build recognition programs that recognize appropriate behavior and actions.  Use the “Duty First” magazine and the services of the PAO to highlight actions that uphold the Army Values.  Taking care of each other ensures our availability to perform in other settings. 

ANNEX E, Affirmative Action Plan to 1st ID Regulation 600-21, 1st ID Human Relations and Equal Opportunity (HREO) Program

1. References.

a. DOD Directive 1350.2, DOD EO Program, 18 August 1995

b. AR 600-20, Army Command Policy, 15 July 1999

c. DA Pam 600-26, Army Affirmative Action Plan, 23 May 1990

d. UR 600-21, USAREUR EO and Human Relations Program (draft)

2.  The 1st ID AAP fulfills requirements and accomplishes the intent of the stated references.  Actions directed in this AAP are designed to provide upward mobility opportunity and to set the conditions to maximize every 1st ID soldier’s capability.

3. Effective implementation of this AAP requires attention by all levels of command.

Each person will receive fair and impartial treatment in striving for legitimate goals, based on individual capabilities.  This means all individuals will receive equal opportunity when considered for promotion, appointment, schooling, assignment, career progression, awards, discipline, retention, and separation.  AAP goals are not to be confused with quotas.  There is no goal that needs to be met at the expense of established qualifications and standards already in place.  DA Pam 600-26, chapter 2, provides further guidance concerning goals and objectives. Statistical data gathered and reported will not include names or social security numbers but will identify groups.  Statistics are not conclusive alone but indicators of possible discrimination.

3.  The AAP is framed around seven specific subject areas with related actions and are identified as appendices to this annex.  The contents of this AAP are reported quarterly on the HREO progress report and discussed semi annually at the division HREO council meeting.

Appendices

1 Assessments

2 Training

3 Career development (awards and promotions)

4 Retention (reenlistment, bars and unfavorable separations) 

5 Disciplinary actions (NJP and courts-martial)

6 EO personnel staffing and utilization

7 Demographics

Appendix 1, Assessments, to Annex E, Affirmative Action Plan 

1.  Subject.  Assessments of unit EO program and overall command climate.

2.  Proponent.  Commanders and EOAs.

3.  Enabling Staff.  IG, Chaplain and Division HREO.

4.  Objective.  Evaluate the effectiveness of the division and MSC EO programs.

5.  Affirmative Actions.


a.  Commanders. 



(1) Ensure the DA climate survey and USAREUR EOCAS are conducted within 90 days of company changes of command then conducted annually as a follow up assessment.



(2) Battalion and/or brigade commanders review EOCAS results and other assessment tools with company commanders and direct them to develop and implement a positive action EO action plan (training subjects may be included with the BRO Respect Program, Develop Respect for Others Objective 9b, annex D, appendix 2).     



(3) Brief the mandatory assessment status mentioned above during QTBs per instructions in annex D, appendix 2 of this regulation.  


b.  EOAs.  



(1) Facilitate the EOCAS with EOLs and assist with the DA climate survey as requested.  Analyze EOCAS data and brief appropriate commanders of results.  Assist commanders with developing an action plan. 



(2) Complete the unit assessment enclosure to the quarterly HREO progress report to the division HREO program office per annex G. 



(3) Conduct SAVs with subordinate unit EOLs and assist as required. 



(4) Update the EO complaint report (appendix 5 to annex G, Reports) and submit to the division HREO Program office via email every time an entry is made.  


c.  IG.



(1) Provide the division HREO program office a semi annual roll-up of EO complaints by type within limitations of AR 20-1 for discussion at he division HREO council meetings.



(2) Conducts command climate sensing sessions IAW the division OIP.  Provide EO specific findings and systemic EO issues as allowed by the commanding general.  


d.  Chaplain.  Provide a semi annual roll-up of EO complaints or issues within limitations of chaplain regulations to the division HREO program for discussion at the division HREO council meetings.


e.  Division EO. 



(1) Consolidate all quarterly reports and assess the EO climate of the division.



(2) Brief the CSM, CofS and commanding general on EO progress quarterly.



(3) Assist MSC EOAs as required.

6.  Goal.  To provide an accurate, balanced, and objective appraisal of the division and brigade EO programs.

7.  Basis for goal.  AR 600-20, DA PAM 600-26, BRO Respect program.

Appendix 2, Training, to Annex E, Affirmative Action Plan 

1.  Subject.  Unit and Leader (middle and senior) training

2.  Proponent.  Commanders and CSMs

3.  Enabling Staff.  ACofS, G3 (Training), MSC S3, EOAs, Division HREO

4.  Objectives.  

a. Effective HREO unit level training, conducted quarterly  IAW AR 600-20 and

annex D of this regulation.


b.  Senior and middle leader training conducted IAW annex D of this regulation.  Training may be conducted by Battalion and Brigade commanders within units or under division consolidated training seminars.

5.  Affirmative Actions.


a.  Commanders and CSMs.  Ensure training is conducted IAW annex D of this regulation which encompasses requirements from AR 600-20 and USAREUR Regulation 600-2.


b. ACofS, G3 (Training)/MSC S3 training managers.  



(1) Incorporate EO training as submitted by division EO and MSCs into the short and long range training calendars and training guidance.



(2) Include QTB slides as recommended by the division EO program manager into the QTB slide package.



(3) Coordinate with DIVEO for 7th ATC EOL course 471 slot priority.



(4) Maintain training records using the form at tab 1 to appendix 2, annex D of this regulation.


c.  EOAs.



(1) As the subject matter expert, prepare and assist commanders, CSMs and designated trainers in the conduct of HREO (Respect program) training.



(2) Recommend Respect program (appendix 2 to annex D of this regulation) training subjects as required and based on analysis of other collected data including EOCAS, sensing sessions and other surveys.



(3) Assess DTT status (appendix 2, annex G, Reports) and submit with the quarterly HREO progress report to division HREO office.  


d.  Division HREO.  



(1)  Determine division Respect program training subjects as required and provide to G3 (Training) for inclusion in command training guidance.



(2) Coordinate for external training support (DEOMI, USAREUR, V Corps, etc.).



(3) Host and conduct DTT facilitator training as required.



(4) Attend all MSC QTBs. 


f.  Goal.  Conduct training quarterly and, when feasible, with family members.  Maintain appropriate records of training IAW AR 600-20 and this regulation.


g.  Basis for goal.  AR 600-20 and BRO Respect program in this regulation.

Appendix 3, Career Development to Annex E, Affirmative Action Plan 

1.  Career Development - Promotions

a.  Subject.  Promotions


b.  Proponent.  Commanders


c.  Enabling Staff. G1/AG, S1, EOA


d.  Objectives.


     (1) All soldiers counseled on unit and Army promotion standards.


     (2) Ensure all soldiers have equal opportunity for advancement by being provided access to training, progressive assignment opportunity and schooling.


     (3) Monitor promotions through SSG to ensure selections are based upon merit, fitness, and capability.


e.  Affirmative Actions.  

(1) Commanders.  Ensure all personnel have an equal opportunity for 

promotion.  Ensure periodic performance counseling sessions include an assessment and recommendation of the soldier’s advancement potential (FM 22-101).  Counsel soldiers in the primary zone not recommended for promotion.

(2) G1/AG, S1.  Provide promotion data to EOAs for input to the 

quarterly HREO progress report (appendix 4 to annex G, Reports).

(2) EOA.  Compare promotion statistics by REDCAT and gender to unit

demographics to identify possible discrimination trends.


f.  Goal.   Provide accurate data in quarterly and annual reports.


g.  Basis for goal.  AR 600-20, DA PAM 600-26.

2.  Career Development - Awards 


a.  Subject.  Awards


b.  Proponent.  Commanders


c.  Enabling Staff. G1/AG, S1, EOAs.


d.  Objectives.

(1) Ensure appropriate recognition of all soldiers for their contributions

and achievements.

(2) Develop a system to acquire and maintain statistical data by REDCAT 

and gender.

(3) Determine if award discrimination exists and develop corrective

strategies if necessary.


e.  Affirmative Actions.  



(1) Commanders.  Maintain data for those recommended and awardees of the following awards by REDCAT and gender.




(a)  Legion of Merit




(b)  Meritorious Service Medal




(c)  Army Commendation Medal




(d)  Army Achievement Medal

(3) G1/AG, S1.  Provide award data to EOAs for the quarterly HREO

progress report.



(3) EOA.  Collect and analyze award statistics by REDCAT and gender for possible discrimination trends and include in the quarterly HREO progress report (appendix 4, annex G, Reports).


f.  Goal.  Discrimination free awards program, and data included in quarterly and annual reports.


g.  Basis for goal.  DA Pam 600-26, AR 600-20 and 1st ID Policy CG-5.

Appendix 4, Retention to Annex E, Affirmative Action Plan 

1.  RETENTION - Reenlistment


a.  Subject.  Reenlistment


b.  Proponent.  Commanders


c.  Enabling Staff.  Career Counselors and EOAs.


d.  Objective.  Ensure all soldiers have equal opportunity to reenlist or extend in the U.S. Army by providing a positive work environment, free of abuse, discrimination or harassment.


e.  Affirmative Actions.  

(1) Commanders.  Ensure all personnel have an equal opportunity

to reenlist or extend.  Capture REDCAT and gender of both reenlistment eligible soldiers and those that reenlisted. 

(2) Career Counselor.  Provide retention data to EOAs for the

quarterly HREO progress report.



(3) EOA.  Collect and analyze reenlistment statistics by REDCAT and gender to identify possible discrimination trends.


f.  Goal.  Discrimination free retention, and data included in quarterly and annual reports.


g.  Basis for goal.  AR 600-20, DA PAM 600-26.

2.  Unfavorable separations and reenlistment bars.

a.  Subject.  Bars/Chapters


b.  Proponent.  Commanders


c.  Enabling Staff.  Retention NCO, EOA


d.  Objectives.

(1) All soldiers aware of US Army retention standards through

counseling. 

(2) All soldiers have equal opportunity for retention in the Army.

Bars to reenlistment should be based on substandard or unsatisfactory performance.


e.  Affirmative Actions.  

(1) Commanders.  Ensure all personnel have an equal opportunity

for retention in the Army.  Capture statistical data regarding REDCAT and gender of soldiers barred from reenlistment or unfavorably separated.



(2) Career Counselors.  Provide bar to reenlistment data to EOAs for the quarterly HREO progress report.



(3) EOA.  Collect and analyze statistics determining if possible discrimination trends exist.  


f.  Goal. Discrimination free unfavorable separations, and data included in quarterly and annual reports.


g.  Basis for goal.  AR 600-20, DA PAM 600-26.

Appendix 5, Disciplinary Actions to Annex E, Affirmative Action Plan 

1.  DISCIPLINARY ACTIONS – Non-judicial Punishment


a.  Subject.  NJP 


b.  Proponent.  Commanders


c.  Enabling Staff.  EOAs and SJA


d.  Objective.  Ensure NJP is administered fairly without discrimination to any particular group or category.


e.  Affirmative Actions.  

(1) Commanders.  Ensure basis for administering NJP does not

include race, color, national origin, religion or gender.

(2)  SJA.  Provide article 15 data to EOAs for the quarterly HREO report 

(appendix 4 to annex G, Reports). 



(3) EOA.  




(a) Collect data from SJA and analyze for possible discrimination trends within units.




(b) Analyze punishment to determine equitability and possibilities of discrimination throughout the REDCAT and gender spectrum.


f.  Goal.  Equitable NJP administration, and data included in quarterly and annual reports.


g.   Basis for goal.  AR 600-20,  DA PAM 600-26.

2.  DISCIPLINARY ACTIONS – Courts-Martial


a.  Subject.  Courts-Martial 


b.  Proponent.  Commanders and SJA


c.  Enabling Staff.  EOAs and SJA


d.  Objective.  Ensure decisions to try soldiers by courts-martial are not based on race, color, national origin, religion or gender.


e.  Affirmative Actions.

(1) Commanders.  Track demographic information of soldiers

brought before courts-martial and assess discrimination possibilities.

(2) SJA.  Provide courts-martial data to EOAs for the quarterly HREO

progress (appendix 4 to Annex G, Reports). 



(3)  EOA.  Collect data and analyze to determine if possible discrimination exists on soldiers brought before courts-martial and if there is possible punishment equitability. 


f.  Goal.  Courts-martial equitability and data included in quarterly and annual reports.


g.  Basis for goal.  AR 600-20

Appendix 6, EO Personnel Staffing and Utilization to Annex E, Affirmative Action 

1.  Subject.  EOA/EOL Staffing and Utilization 

2.  Proponent.  Commanders

3.  Enabling Staff.  G1/AG, S1, G3/S3, EOAs

4.  Objectives. 


a.  Staff the Division EO Program office with one LTC (Program Manager), one MSG EOA (Program NCOIC) and two SFC EOAs (Program analyst and division troops EOA).


b.  Every MSC maintains an assigned EOA, every battalion and company have an EOL appointed on orders.

.


c.  Prevent EOA underlap at division and MSCs.


d.  No untrained EOA or EOL in position and all EOAs and EOLs trained through DEOMI and 7th ATC EOLC respectively.

5.  Affirmative Actions.  


a.  Commanders.  



(1) Ensure EOA positions are reflected on DA approved TDA/MTOE documents.



(2) Notify division HREO office if there is a pending EOA curtailment as soon as possible.

(3) Brigade and battalion commanders report EOA and EOL status during

QTBs.



(4)  Ensure every company has one EOL appointed on orders and is trained on the Soldier Support Center 80 hour EOR course program of instruction or equivalent per AR 600-20.


b.  G1/AG, S1.  Manage EOA position fills.


c.  G3 (Training)/S3.  Coordinate 7th ATC EOL Course 471 slot allocation priority with DIVEO.


d.  EOAs.  Provide EOL data to the division HREO office on the quarterly HREO progress report.  Coordinate with DIVEO to ensure replacement EOLs are identified and scheduled for the 7th ATC 471 course within 90 days of the incumbent EOL’s DEROS.

e. Division HREO.  

(1)  Keep V Corps EO office informed on EOA staffing issues.

(2) Maintain an order of EOL course 471 precedence based on DEROS of 

the incumbent trained EOL.  90 days from DEROS begins the training window for the replacement EOL.  Recommend allocations for attendance to V Corps.

6.  Goal.  No EOA underlap and 100% trained EOA and EOL staffing.

7.  Basis for goal.  AR 600-20 and this regulation.

Appendix 7, Demographics to Annex E, Affirmative Action Plan 

1.  DEMOGRAPHICS – Key Leader positions


a.  Subject.  Key Leader positions 


b.  Proponent.  Commanders


c.  Enabling Staff.  G1/AG, S1, EOAs, Division HREO

d. Objective.  Monitor division key leader positions by REDCAT and gender and

determine if unlawful discrimination is evident.


e.  Affirmative Actions. 

(1) MSC S1s.   Provide key leader demographic data to EOAs for the

quarterly HREO progress report.

(2) EOAs and division HREO.  Analyze MSC unit and division key leader

demographics respectively to determine if there are possible discrimination indicators. 


f.  Goal.  Key leader demographic awareness, and data Included in quarterly and annual reports.


g.  Basis for goal.  AR 600-20

2. DEMOGRAPHICS – Population


a.  Subject.  Population 


b.  Proponent.  Commanders


c.  Enabling Staff.  G1/AG, S1, EOAs, Division HREO and (USAREUR EO)


d.  Objective.  Monitor the division composition by REDCAT and gender


e.  Affirmative actions.  Division HREO obtain division demographics and compare to USAREUR and DA.  Include in the quarterly and annual reports.


f.  Goal.  Awareness of the division composition.  Determine if justifiable reasons exist for discrepancies between the division composition and US Army.  Include data in quarterly and annual reports.


g.   Basis for goal.  AR 600-20

Annex F, Culture Awareness and Special/Ethnic Observance Program to 1st ID Regulation 600-21, Human Relations and Equal Opportunity (HREO) Program

1.  Reference AR 600-20, Army Command Policy, 15 July 1999

2.  Annual EO special/ethnic observances are designed to enhance cross cultural awareness and promote harmony among all soldiers, their families and civilian workforce.  They are set aside annually to recognize achievements and contributions made by special or ethnic group members in our society.   

3.  Per AR 600-20, 1st ID tenant unit representatives (usually EOA and respective EOLs) will support the installation base support battalion’s (BSB) standing committee for planning observance events.  

4.  Special/ethnic observance programs are an integrated and cooperative effort.  

Division EO and MSC EOAs coordinates with the 98th Area Support Group (ASG) BSBs and 409th BSB in Vilseck respectively for supporting installation planned events.  MSCs will participate in BSB organized planning committees and support as required. 

5.  In addition to these DA officially recognized events, the division adds a German culture observance period that runs from 15-31 October.  The purpose of this observance is to learn, understand and appreciate our host country culture.  During this period, units will plan and conduct activities that may include luncheons, fests, displays, etc., similar to the other observances already in place.  Unlike other observances, this is unique to the 1st Infantry Division and requires funding as BSBs normally fund the regulatory observances.  Commanders may use education and training funds per AR 600-20 as long as the intent of the event promotes cross-cultural harmony and awareness.

6.  Augmenting this program and enhancing the legacy of the BRO, DIVEO will coordinate for special guest speakers in cooperation with the Society of the BRO in Chicago.  These guest speakers will supplement this program and a separate memorandum of instruction will be published as required.  

7.  Training management philosophy according to FM 25-100 will be followed in scheduling these events and DIVEO will publish a consolidated event list prior to the start of an observance period. 

8.  AR 600-20 Special/Ethnic Observance Timetable.


a.  January (3d Monday) Martin Luther King Jr. Birthday.


b.  February (1-28/9) African American/Black History Month


c.  March (1-31) Women’s History Month


d. April/May (Sunday to Sunday for the week incorporating Yom Hashoah) “Days of Remembrance,” for Holocaust victims.


e.  May (1-31) Asian Pacific Islander Observance Month


f.  August (26) Women’s Equality Day

g. September/October (15-15) National Hispanic Heritage Month

h.  October (15-31) German Culture Appreciation Days


h. November (1-30) National Native American Heritage Month

Annex G, Reports to 1st ID Regulation 600-21, Human Relations and Equal Opportunity (HREO) Program

1.  DA database quarterly narrative and statistical report (QNSR).  This automated report requires a password for quarterly data input and is used for sending data to DA and by division EO in providing division level information into the consolidated quarterly HREO report.  Data is entered by all EOAs NLT the 1st of the month following the quarter ending and electronically released to division EO office.  Division reviews EOA input and accepts or corrects as required then releases to V Corps NLT the 10th of the month. 

2. Quarterly HREO progress report.  This report is developed by all brigades and 

separate battalions and companies and merged into a division report that goes to the division commander.  It provides evidence of the division AAP and answers all the positive actions included in it.  It is also the vehicle for division MSCs to inform the CG on EO and human relation progress.  It consists of a memorandum signed by the MSC commander and specific reports that are summarized in the memorandum.  The  example report at Appendix 1 is the standard.  This report is due in division HREO the same time as the QNSR data.

3.  Formal EO Complaint Report.  IAW Annex H, EO Complaint processing, EOAs will enter complaint data into the DA EO database (QNSR) the same day the complaint is initiated.  This data is rolled up into a division EO Complaint report.

4. Responsibilities.

a. Commanders (Brigade, separate battalions and companies). 

(1) Develop and submit a quarterly EO Progress report in accordance with the format in this Annex to DIVEO NLT the 10th of the month following the end of each quarter (10 January, 10 April, 10 July and 10 October)


(2) Ensure Brigade EOAs enter all appropriate data on the DA EO QNSR database timely per paragraph 1. 


b. DIVEO.  

(1) Ensure the division troops EOA provides proper assistance to the “separates” and collects the quarterly EO Progress report in accordance with the format in this Annex NLT the 10th of the month following the end of each quarter (10 January, 10 April, 10 July and 10 October)

(2) Ensure the division troops EOA enters all appropriate data on the QNSR

timely per paragraph 1and properly submits the EO Complaint to DIVEO.

Appendix 1-Quarterly HREO progress report format

Appendix 1, Quarterly HREO Progress Report Format to Annex G, Reports

AETV-Office Symbol  (600-20)                                                                      DATE 

MEMORANDUM FOR Commander, 1 ID, ATTN: AETV-BGA-EO, UNIT 26222,

      


          APO AE 09036.

SUBJECT:  ___ Quarter Human Relations and Equal Opportunity Progress Report 

1.  References.

a.  AR 600-20, Army Command Policy, 15 July 1999

b.  DA Pam 600-26, Department of the Army Affirmative Action Plan, 23 May 1990

c.  1st ID Regulation 600-21, 1st ID Human Relations and Equal Opportunity program

2.  EO climate statement.  A short paragraph stating the EO climate based on trend identification from the enclosed reports and previous quarterly reports.

3.  Overall assessment.  


a.  Summarize assessment and EO staffing report (encl. 1).  Comment on assessment status and impact and state the total EOL requirements and EOL training status.

b.  Summarize training report (encl. 2) focusing on Respect program training compliance and DTT/facilitator status and impact.

c.  Summarize career development report (encl. 3) discussing discrimination issues or observations based on promotions, awards and retention.

d. Summarize unfavorable action report (encl. 3) discussing discrimination

issues or observations regarding non-judicial punishment, courts martial, bars to reenlistment and flagging actions. 

e. Summarize demographics and command profile (encl. 4) comparing division 

population and key leader demographics to DA.

f.  Summarize complaints from the quarter and any trends in the unit (no encl. required by MSCs).  Complaint report at enclosure 5 (division only). 

4.  Point of contact is (EOA or division HREO program manager as appropriate) DSN xxx-xxxx.

Duty First!

Encls                                                                   I’M A. CDR

1 Assessment and EO staffing


COL, IN                                   

2 Training





Commanding

3 Career development, retention and unfavorable actions

4 Demographic and command profile

5 Formal EO complaints (division only)

Enclosure 1, Assessment and EO Staffing and Facilitator Status 

	Unit
	Rqmt # COs
	Initial DA Climate Surveys Completed
	F/U DA Climate Surveys Completed
	Initial EOCASs Completed
	Follow-up EOCASs Completed
	# EOLs Appointed
	# MasterDTTs  O/H
	# Facilitators O/H

	HHC
	1
	
	
	
	
	
	
	

	1 MP Co
	1
	
	
	
	
	
	
	

	12 Chem Co
	1
	
	
	
	
	
	
	

	Div. Band
	1
	
	
	
	
	
	
	

	101 MI Bn
	5
	
	
	
	
	
	
	

	121 Sig Bn
	4
	
	
	
	
	
	
	

	1-4 Cav Sqdn
	7
	
	
	
	
	
	
	

	4-3 ADA Bn
	4
	
	
	
	
	
	
	

	2d Brigade
	2
	
	
	
	
	
	
	

	1-18 IN
	4
	
	
	
	
	
	
	

	1-26 IN
	4
	
	
	
	
	
	
	

	1-77 AR 
	4
	
	
	
	
	
	
	

	3d Brigade
	2
	
	
	
	
	
	
	

	2-2 IN
	4
	
	
	
	
	
	
	

	1-63 AR
	4
	
	
	
	
	
	
	

	2-63 AR
	4
	
	
	
	
	
	
	

	4th Brigade 
	1
	
	
	
	
	
	
	

	1-1 AVN
	5
	
	
	
	
	
	
	

	2-1 AVN
	5
	
	
	
	
	
	
	

	DIVARTY
	1
	
	
	
	
	
	
	

	1-6 FA
	5
	
	
	
	
	
	
	

	1-7 FA
	5
	
	
	
	
	
	
	

	1-33 FA
	5
	
	
	
	
	
	
	

	ENGR BDE
	1
	
	
	
	
	
	
	

	9 ENGR BN
	4
	
	
	
	
	
	
	

	82 ENGR BN
	4
	
	
	
	
	
	
	

	DISCOM
	1
	
	
	
	
	
	
	

	201 FSB
	4
	
	
	
	
	
	
	

	299 FSB
	4
	
	
	
	
	
	
	

	601 ASB
	3
	
	
	
	
	
	
	

	701 MSB
	6
	
	
	
	
	
	
	

	TOTAL
	106
	
	
	
	
	
	
	

	Remarks
	
	
	
	
	
	
	
	


Enclosure 2, Training Status 

[image: image8.wmf]                

BRO Respect Program Training Conducted

Training

 

Event

Category

(CORE UNIT/MIDDLE

LDR/ SENIOR LDR)

Directed Level

(DIV, BDE, BN, CO)

Dates Trained

Reference   (Respect

Prog

. 

Obj

. or

Regulation

)



Enclosure 3, Career Development, Retention and Unfavorable Actions 

	Awards
	
	Asian/Pac
	   Black
	 Hispanic
	  Native
	   Other
	   White
	   Total

	Paragraph 3c
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F

	LOM
	Submitted
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Approved
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	MSM
	Submitted
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Approved
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	ARCOM
	Submitted
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Approved
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	AAM
	Submitted
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Approved
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Promotions
	
	Asian/Pac
	   Black
	 Hispanic
	  Native
	   Other
	   White
	   Total
	

	Paragraph 3c
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F

	E6 w/o W
	Boarded
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Recommended
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E6 w/W
	Boarded
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Recommended
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E5 w/o W
	Boarded
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Recommended
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E5 w/W
	Boarded
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Recommended
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E4
	Eligible
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Promoted
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	W/Waiver
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	E3
	Eligible
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Promoted
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	W/Waiver
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Re-enlistments
	Asian/Pac
	   Black
	 Hispanic
	  Native
	   Other
	   White
	   Total
	

	Paragraph 3d
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F

	
	1st Term
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Mid Career
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Career
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Others (EXT)
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Bars to Reenlistment
	
	
	
	
	
	
	
	
	
	
	
	
	

	Article 15
	
	Asian/Pac
	   Black
	 Hispanic
	  Native
	   Other
	   White
	   Total
	

	Paragraph 3e
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F

	
	Field Grade
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Company Grade
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Summarized
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Total
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Courts Martial 
	Asian/Pac
	   Black
	 Hispanic
	  Native
	   Other
	   White
	   Total
	

	Paragraph 3e
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F

	
	Special
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	BCD
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	General
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Separations
	
	Asian/Pac
	   Black
	 Hispanic
	  Native
	   Other
	   White
	   Total
	

	Paragraph 3e
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F
	M
	F

	
	Chapter 9
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Chapter 10
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Chapter 13
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Chapter 14
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Chapter 15
	
	
	
	
	
	
	
	
	
	
	
	
	
	


Enclosure 4, Demographics 

Once updated, cut and paste or print the DA EO database Command Profile here

Annex H, EO Complaint Processing to 1st ID Regulation 600-21, Human Relations and Equal Opportunity (HREO) Program

1. References.

a. DOD Directive 5400.7-R, DOD Freedom of Information Act Program, September 1998

b. DOD Directive 7050.6, Military Whistleblower Protection Act, 12 August 1995

c. AR 15-6, Procedure for Investigating Officers and Boards of Officers, May 1988

d. AR 600-20, Army Command Policy, 15 July 1999

e.  1st ID Circular 27-98-1, Legal Services Military Justice, 13 September 1998

2.  Entering the complaints processing system.  The EO complaints processing system addresses complaints that allege unlawful discrimination or unfair treatment on the basis of race, color, religion, gender, and national origin.  Attempts should always be made to solve the problem at the lowest possible level within an organization.  Complaints by civilian personnel alleging discrimination should be handled in accordance with the procedures contained in AR 690-600, or as described in DOD and Department of the Army policy implementing 10 U.S. Code 1561, or as provided for in any applicable collective bargaining agreement.

a. Informal complaint.

(1) An informal complaint is any complaint that a soldier, family member or 

DA civilian does not wish to file in writing. Informal complaints may be resolved

directly by the individual, with the help of another unit member, the commander

or other person in the complainant's chain of command. Typically, those issues that can be taken care of informally can be resolved through discussion, problem identification, and clarification of the issues. An informal complaint is not subject to time suspense nor is it reportable. Anyone working on resolving informal complaints should prepare a memorandum of record (MFR) indicating the nature of the complaint including any pertinent information to assist in identifying the unit’s command climate.

(2) Although the processing of EO complaints through the unit chain of 

command is strongly encouraged, it will not serve as the only channel available

to soldiers to resolve complaints. Should the complainant feel uncomfortable

in filing a complaint with his/her unit chain of command, or should the complaint be against a member of that chain of command, a number of alternative agencies exist through which the issues may be identified for resolution. Each of these agencies provides expertise in very specific subject areas. Commanders will not preclude soldiers from using these channels in accordance with the procedure inherent/established by these agencies:

(a) Someone in a higher echelon of the complainant’s chain of 

command.

(b) Equal Opportunity Advisor

(c) Inspector General

(d) Chaplain

(e) Provost Marshal

(f) Medical agency personnel

(g) Staff Judge Advocate

(h) Chief, Community Housing Referral and Relocation Services

Office (CHRRS)



(3) In some informal complaints, the person or agency receiving the

complaint may be able to resolve the issue while maintaining the confidentiality of the

complainant, as in the case of the chaplain or a lawyer. While maintenance of confidentiality should be attempted, it will neither be guaranteed nor promised to the complainant by agencies other than the chaplain or a lawyer.



(4) Initial actions by these alternative agencies are the same for informal

and formal complaints. Any alternative agency that receives an informal complaint

of unlawful discrimination or sexual harassment has the obligation to talk with the complainant. The agency should:

(a) Advise the complainant of his/her rights and responsibilities.

(b) Listen to the complainant and find out as much information as

possible concerning the complaint (including what the reasons are behind the complaint and why the individual is using the alternative agency as opposed to his or her chain of command).

(c) Tell the complainant their role e.g., direct action on behalf of the

complainant, information gathering, or referral to another agency or the commander for their action.

(d) What support services are available from other organizations 

that may help resolve the issues.

(e) Explain the complaint system (principally, the differences

between informal and formal complaints)

(f) Attempt to assure resolution of the issue (through mediation,

intervention, counseling, training, etc.).

b. Formal complaint.



(1) A formal complaint is one that a complainant files in writing and swears

to the accuracy of the information. Formal complaints require specific actions,

are subject to timelines, and require documentation of the actions taken.



(2) An individual files a formal complaint using a DA Form 7279-R

(Appendix 1).

(3) In Part I of DA Form 7279-R, the complainant will specify the alleged

concern, provide the names of the parties involved and witnesses, describe the

incident(s)/behavior(s), and indicate the date(s) of the occurrence(s). For

EO complaints, the complainant will also state the equal opportunity basis of

the complaint (e.g., unlawful discrimination based upon race, color, religion,

gender, or national origin. Complainant will be advised of the importance of

describing the incident(s) in as much detail as possible to assist in the investigative

process).

(4) The block entitled, “Requested Remedy” serves a variety of purposes

for both the complainant and the command. The information in this block can vary in terms of the complainant’s expectations of the investigative process and his or her reasonableness and credibility. If expectations that are not likely to be met come to the surface, they should be dispelled by the receiving agency (during acceptance of the complaint) through an explanation of the process and the possible outcomes.  If the complainant’s response is vindictive, vengeful, or malicious, and seems extreme in light of the events or circumstances, this may be helpful to the commander or investigating officer in terms of motive and believability.


(5)  Soldiers have 60 calendar days from the date of the alleged 

incident in which to file a formal complaint. This time limit is established to set reasonable parameters for the inquiry or investigation and resolution of complaints, to include ensuring the availability of witnesses, accurate recollection of events, and timely remedial action. If a complaint is received after 60 calendar days, the commander may conduct an investigation into the allegations or appoint an investigating officer according to paragraph 5 below. In deciding whether to conduct an investigation, the commander should consider the reason for the delay, the availability of witnesses, and whether a full and fair inquiry or investigation can be conducted.  



(6) The complainant should file his or her complaint with the commander

at the lowest echelon of command at which the complainant may be assured of receiving a thorough, expeditious, and unbiased investigation of the allegations.

Depending on the various aspects of the complaint and individuals involved, that lowest level commander may not be the immediate company or even battalion level commander of the complainant.

3.  Actions of alternative agencies.  Initial actions by these alternative agencies are the same for informal and formal complaints. Upon receipt of a formal EO complaint of unlawful discrimination or sexual harassment, the alternative agency has the obligation to talk with the complainant, advise him/her of his/her rights and responsibilities, find out as much information as possible concerning the complaint (including what the reasons were for using the alternative agency and what the complainant’s expectations might be for resolution of the complaint). The agency should also tell the complainant what role that agency has (action, information gathering, or referral to another agency or the commander for their action), what support services are available from other organizations, what the complaint processing procedures are (principally, the differences between informal and formal complaints) and what will be done with the individual's complaint. Receipt of formal complaints by any alternative agency (except Inspector General) will be annotated in writing on the DA Form 7279-R, Part I, item 9b. If the alternative agency decides not to do an inquiry or conduct its own investigation

and decides to refer the complaint to another agency or to the appropriate commander

for his/her investigation, that referral must be made within 3 calendar.  For the purposes of receiving EO complaints, any commissioned officer is authorized to administer oaths and should do so in block 9a, DA Form 7279-R prior to referring the complaint to the appropriate commander. The commander or agency receiving the referral will acknowledge receipt of the complaint (DA Form 7279-R, Part I, item 10a).  In cases where the complaint is best resolved by the chain of command, the alternative agency would refer the complaint to the commander at the lowest echelon of command at which the complainant may be assured of receiving a thorough, expeditious, and unbiased investigation of the allegations.

a. If during the course of an inquiry or investigation the receiving agency or commander identifies criminal activity, the complaint will be immediately referred to the

proper agency (Provost Marshal or CID) for investigation.

b. Incidents of sexual assault and rape will immediately be referred to medical agencies for the procurement of forensic evidence and for assistance in the treatment

and counseling of the victim.

c. Allegations of unlawful discrimination in housing, both on and off post, will be referred to the housing division for processing under the provisions of AR 210-50.

4.  Complaints filed with the Inspector General.  Complaints filed with the Inspector General will be processed as Inspector General Action Requests (IGARS) according to AR 20-1, rather than under the procedures outlined in this regulation. As such, no timelines will be imposed on the conduct of the investigation and/or on feedback to the complainant, and DA Form 7279-R will not be maintained.

5.  Actions of the Commander upon receipt of complaint.

a. Upon receipt of a complaint, the commander will ensure that the complainant has been sworn to the complaint (Block 9a, DA Form 7279-R). If not, the commander will administer the oath and annotate it on the complaint form. The commander will fill out block 10a acknowledging receipt of the complaint form. All formal complaints will be reported within 72 hours to the division commander. Additionally, the commander will provide a progress report to the division commander 20 days after the date on which the investigation commenced and 14 days thereafter until completion.  Once a formal complaint is initiated, the commander or representative, most likely the EOA, will prepare a case file IAW the format at Appendix 7.  This file will facilitate the appeal process and provides a detailed reference for future use.  The commander will either conduct an investigation personally or immediately appoint an investigating officer according to the provisions of AR 15-6.   Depending on the magnitude of the complaint, the commander may deem it necessary to ask the next senior commander in the chain of command to appoint the investigating officer.

b. The commander will establish and implement a reprisal plan (example at appendix 6) to protect the complainant, any named witnesses, and the alleged perpetrator from acts of reprisal. The plan will include, as a minimum, specified meetings and discussions with the complainant, alleged subject, named witnesses, and selected members of the chain of command and coworkers.  

(1) Content of the discussions with the above named individuals will

include the definition of reprisal with examples of such behavior; the Army's policy prohibiting reprisal; the complainant's rights and extent of Whistleblower Protection

afforded complainants, witnesses, and the alleged perpetrator under DOD Directive 7050.6; encouragement to all the aforementioned individuals to report incidents and/or threats of reprisal; the procedures to report acts and/or threats of reprisal; the consequences of reprisal; possible sanctions against violators; a reminder of the roles and responsibilities of the leadership in the prevention of reprisal and protection of all parties involved; the command's support of a thorough, expeditious and unbiased investigation and good faith in attempting to resolve the complaint; and the need to treat

all parties in a professional manner both during and following the conduct of

the investigation.

(2) Discretion will be used to determine the extent of information provided 

and the numbers of personnel addressed in the discussions with the chain of command and coworkers. Investigating officers will treat all those they interview professionally and courteously and will limit their discussion to only those issues relating to the specific complaint.

(3) The commander shall annotate the names of the personnel addressed

and initial and date the actions as they are completed. The commander shall provide a copy of the completed plan to the investigating officer and the EOA. The investigating officer will include the commander's plan to prevent reprisal as an exhibit in the investigation findings. The EOA will retain a copy of the commander's plan to prevent reprisal with the completed case file and use the plan to conduct follow-up assessment of the complaint.

6.  Timeliness of action.  Rapid resolution of EO complaints is in the best interest of both the complainant and the command. After receipt of the complaint, the commander to whom the complaint was given has 14 calendar in which to conduct an investigation, either personally or through appointment of an investigating officer. If the complaint was referred to the commander from an alternate agency, or if the commander refers the complaint to an alternate agency, the 14 calendar days begins from the date the complaint was referred. If, due to extenuating circumstances, it becomes impossible to conduct a complete investigation within the 14 calendar days allowed, that commander may obtain an extension from the next higher commander for usually not more than 30 calendar days.  After the initial 14-day suspense, all requests for extension must be requested in writing from the next higher echelon commander. Upon receipt of an extension, the commander must inform the complainant of the extension, its duration, and the reasons for which it was requested. Any additional extensions must be approved in writing by the first general officer in the chain of command. Failure to adhere to prescribed timelines will result in automatic referral of the complaint to the next higher echelon commander for investigation and resolution.

7.  Conduct of the investigation.

a. Investigation. The purpose of any investigation of unlawful discrimination or 

sexual harassment is to determine to the maximum extent possible what actually occurred, to assess the validity of allegations made by the complainant, to advise

the commander of any leadership or management concerns which might contribute

to perceptions of unlawful discrimination and poor unit command climate, and to recommend appropriate corrective actions. The commanding officer is responsible

for ensuring the investigation is complete, thorough, and unbiased.

b. Initial actions. The commander who acts as the appointing authority shall provide the investigating officer (IO) and the EOA a copy of orders assigning him or her as the IO officer and the initiated DA Form 7279-R, which identifies the complainant and lists the allegations to be investigated. The IO shall review AR 15-6 and AR 600-20 to review procedures applicable to the conduct of the investigation. Should the commander elect to investigate the allegations him or herself, the procedures for investigating officer apply to the commander.

c. Legal advice. The investigating officer will meet with the servicing Staff Judge

Advocate or legal advisor to review how the conduct of the investigation should be

conducted under AR 15-6 and AR 600-20. The discussion should include the specific requirements of both regulations, advice on how investigations are conducted, and advice on how to question an interviewee who is suspected of committing a violation of the UCMJ.

d. EOA assistance. The investigating officer (the commander or appointed investigating officer) will meet with the unit’s EOA prior to conducting the investigation. The EOA will assist the investigating officer in the development of questions to be addressed to the complainant, the alleged subject, and any witnesses or third parties. The EOA's skills in complaint handling, conflict resolution, and training in the subtleties of discrimination and sexual harassment enable him or her to advise investigative officers in these complex areas. The EOA will ensure the focus of the investigation is placed squarely on assessing the validity of the allegations and avoids shifting the focus of the investigation against the complainant. The EOA will remain available to the investigating officer for consultation and assistance throughout the conduct of the investigation.

e. Conduct of interviews. The investigating officer must interview every individual who may have first-hand knowledge of the facts surrounding the validity of the allegations.  The investigating officer must also interview everyone who can substantiate the relationship or corroborate the relationship between the complainant

and the alleged perpetrator. The investigating officer must interview the person who initially received the formal complaint, the complainant(s), any named witnesses, and the alleged subject. The investigating officer should normally interview the alleged subject after interviewing other witnesses, so that he or she will have a complete understanding of the alleged incident. If needed prior to the conclusion of the investigation, the investigating officer should conduct a second interview of the complainant and the alleged subject. The investigating officer may choose to re-interview certain witnesses for clarification of conflicting statements. Should unit policies or procedures be called into question as contributing factors to perceptions of unlawful discrimination or hostile environment, the investigating officer will interview responsible members of the chain of command.  It may be advisable to interview coworkers of the complainant and the alleged perpetrator for knowledge they may have about the alleged incidents or the relationship that exists between the complainant and alleged subject.

f. Identification of criminal act. If, when interviewing any soldier, including the alleged perpetrator, the investigating officer reasonably suspects that the individual

has committed an offense in violation of the UCMJ, the investigating officer must advise the soldier of his/her rights under Article 31, UCMJ. Investigating officers should consult with their servicing judge advocate or legal advisor before giving Article 31 rights warnings, and should record the suspect’s election on DA Form 3881 (Rights Warning Procedure/Waiver Certificate). If the soldier being questioned asks for a lawyer (i.e., asserts his or her right to counsel), questioning must stop immediately and the interview must be terminated. Questioning may resume only in the presence of a lawyer, if the soldier initiates further communication leading waiver of his/her rights or if the soldier has consulted with a lawyer and thereafter waives his/her rights pursuant to a proper rights advisement. Similarly, questioning of a soldier must stop immediately if a soldier indicates the desire to remain silent. Once this right is asserted, questioning may resume only if the soldier initiates further questioning or if after an appropriate interval, the soldier waives his or her rights pursuant to a proper rights advisement. (See Article 31, UCMJ; Military Rules of Evidence 304 and 305, Manual for Courts-martial).

g. Supporting documents. The investigating officer should secure copies of any

documents that might substantiate or refute the testimony of the complainant, alleged

subject, or named witnesses. These documents may include copies of unit and personnel records and the complainant's personal documents. The investigating officer will also procure a copy of the Commander's plan to prevent reprisal for inclusion in the final report of investigation.

h. Unit climate, policies and procedures. During the course of the investigation, the investigative officer should note concerns or observations of unit policy, procedures,

and individual leadership or management techniques that may have a dysfunctional effect upon unit climate and foster discriminatory behavior and/or a hostile environment.

i. Investigative findings and recommendations. When the investigation is completed, the investigating officer should review the evidence, determine if the investigation adequately addresses allegations, make factual findings about what

occurred, and provide recommendations consistent with the findings.

j. EOA review. Prior to submission of the report to the appointing authority, the investigating officer and EOA will meet and review the report. The EOA will attach a memorandum documenting his/her review.

k. Investigative report. The following items are required enclosures to the report

presented to the appointing authority—

(1) Orders of appointment as investigating officer.

(2) Copy of the DA Form 7279-R with attached continuation sheets.

(3) Copy of the completed/initialed Commander's Plan to prevent reprisal.

(4) List of questions developed with Equal Opportunity Advisor.

(5) Statements/synopses of interviews with complainant(s), named

witnesses, and alleged perpetrator(s) and relevant members of the chain(s) of command.

(6) Copies of supporting documents.

(7) Description/assessment of unit policies, procedures which may have

contributed to perceptions of unlawful discrimination or sexual harassment within the unit.



(8) Written approval of next higher echelon commander for any approved 

extensions.

(9) Written explanation of extenuating circumstances that prevented the

Investigating officer from interviewing any named witnesses, complainants, or alleged

subjects.

(10) Written review by the Equal Opportunity Advisor.

8.  Actions by the Appointing Authority (Commander) Upon Receipt of the Report of the Investigation.  The appointing authority will submit the report of investigation to the servicing Staff or Command Judge Advocate for a determination of legal sufficiency. After the legal review is completed, the appointing authority will decide whether further investigation is necessary or whether to approve all or part of the findings and recommendations. If the appointing authority is senior to the alleged subject's commander, the appointing authority may refer the matter to that unit commander for appropriate action(s), unless the appointing authority or a more senior commander has reserved authority to take action on Equal Opportunity matters.

a. Actions to resolve complaints. A complaint is resolved by action to restore benefits and privileges lost because of unlawful discrimination or sexual harassment.

Punitive or administrative actions against an offender do not necessarily change offending behaviors or rectify the situation for the individual complainant or unit.  Commanders will take corrective action to preclude recurrence of discriminatory or sexually harassing conduct and address any management deficiencies or other contributing factors that caused the allegations to be raised. Commanders will also look at the causes of why complainants raised unsubstantiated complaints.  Actions taken (or to be taken) by the commander and the chain of command will be annotated on DA Form 7279-R, Part III. Specific actions taken against the subject will not be annotated on the form. This information will be discussed with the complainant. The commander and/or EOA will also inform the complainant and the subject(s) of the complaint of his/her right to appeal and make them aware of timelines and procedures to file that appeal. The complainant and subject(s) will sign and date the DA Form 7279-R to acknowledge receiving this information.  This acknowledgment does not necessarily signify the complainant's agreement with the findings or actions taken to resolve the complaint.

(1) Actions upon substantiated complaint(s). A substantiated EO

discrimination or sexual harassment complaint is a complaint that, after the completion of an inquiry or investigation, provides evidence to indicate that the complainant

was more likely than not treated differently because of his or her race, color, national origin, gender, or religious affiliation. The standard of proof is a “preponderance of the evidence” standard. This means that the findings of the investigation must be supported by a greater weight of evidence than supports a contrary conclusion, or—in other words—evidence which, after considering everything that is presented, points to one particular conclusion as being more credible and probable than any other conclusion. The number of witnesses or volume of exhibits does not determine the “weight of the evidence,” but by considering all the evidence and evaluating such factors as the witness’s demeanor, opportunity for knowledge, information possessed ability to recall and relate events, and other indications of veracity.  When an allegation of discrimination is substantiated, that finding is annotated on the DA Form 7279-R, Part II. The commander must decide what corrective action to take. Corrective action may be administrative or punitive.

(a) Administrative action. Offenders will, as a minimum, undergo

counseling by a member of the chain of command, presumably their company-level

commander. Commanders have the full range of administrative actions available to them to deal with offenders of Army policy on equal opportunity (including the prevention/eradication of sexual harassment), to include discharge from the Service, bar to reenlistment, adverse performance evaluations and/or specific comments concerning non-support of EO/EEO programs on evaluation reports, relief for cause, administrative reduction, admonition, reprimand, administrative with-holding of privileges, and rehabilitative transfer to another unit. Commanders should determine whether the victim desires to be transferred to another unit, but should not subject the complainant to “double victimization” by requiring that he or she be transferred to another unit

while leaving the offender in the unit.

(b) Punitive (UCMJ). Violators of Army policies on equal opportunity

and the prevention/eradication of sexual harassment, whose conduct violates a punitive article of the UCMJ, may be charged and prosecuted. Nonjudicial punishments (e.g., Article 15) will be posted in the unit area in accordance with AR 27-10. Courts-martial convictions may be published in installation newspapers and/or posted in the unit area where deemed appropriate.

(2) Actions upon an unsubstantiated complaint. An unsubstantiated

complaint is one for which the preponderance of evidence (i.e., the greater weight of

evidence) does not support and verify that the alleged unlawful discrimination or sexual harassment occurred. In this situation, the commander should determine whether the allegations, though unsubstantiated, might be indicative of problems in the unit, which require resolution through EO initiatives or other leadership actions. Should the complaint be found unsubstantiated, the commander will notify the complainant in writing (DA Form 7279-R, Part II) and, consistent with the limitations of the Privacy Act and the Freedom of Information Act (FOIA), provide the complainant with a copy of the results of the investigation. The complainant will sign and date the DA Form 7279-R to acknowledge receiving this information. This acknowledgment does not necessarily signify the complainant's agreement with the actions taken.

(3) Avoid victim focus. Actions to resolve complaints should focus on

changing inappropriate behavior of offending personnel and avoid targeting the complainant.  The complainant's job and status should not be affected unless he

or she requests such a remedy, and the chain of command will do so only

after weighing the impact on readiness.

b. Feedback. The commander shall provide periodic feedback, throughout the process, to the complainant and the alleged perpetrator on the status of the investigation.

(1) The commander shall provide written feedback to the 

complainant not later than the 14th calendar after receiving the complaint and then provide updates every 14 calendar days until final resolution.  Written feedback should incorporate any verbal updates provided to the complainant. Written feedback will be as complete as possible consistent with limitations of the Privacy Act and the FOIA. Whenever possible, the commander should meet with the complainant to discuss the status of the investigation to include findings and actions to resolve the issue. Oral feedback should be consistent with the limitations of the Privacy Act and the FOIA.  The EOA will place a copy of all feedback memorandums in the case file under Tab B (see Appendix 7).

(2) Commanders shall also provide written feedback to the alleged

subject the outcome of the investigation and subsequent actions to be taken by the chain of command. The chain of command is advised to use discretion in limiting feedback to personnel involved. This feedback should also be consistent with the limitations of the Privacy Act and the FOIA. The EOA will also file this memorandum under Tab B in the case file. 

9. Appeals process.  If the complainant perceives the investigation failed to reveal all 

relevant facts to substantiate the allegations, or that the actions taken by the command on his or her behalf were insufficient to resolve the complaint, the complainant has the right to appeal to the next higher commander in his or her chain of command. The complainant may not appeal the action taken against the subject, if any is taken.  If subject(s) of the complaint perceive the investigation has failed to reveal all relevant facts to prove his or her innocence, he or she has the right to appeal to the next higher commander in his or her chain of command. 

a. The complainant and/or subject, if they desire to appeal must be present it within 7 calendar days following notification of the results of investigation and acknowledgment of the actions of the command to resolve the complaint.  The complainant must provide a brief statement that identifies the basis of the appeal.  This will be done in writing on the DA Form 7279-R, Part IV, and the complaint form will be returned to the commander in the chain of command who either conducted the investigation or appointed the investigating officer.

b. Once the complainant initiates the appeal, the commander has three calendar days to refer the appeal to the next higher unit commander.

c. The commander to which the appeal is made has 14 calendar to review the case and act on the appeal (i.e. approve it, deny it, or conduct an additional investigation). Not later than the 14th calendar day following receipt of the, this commander shall provide written feedback, consistent with Privacy Act and FOIA limitations, to the complainant on the results of the appeal (example at Appendix 5). This process applies equally to subsequent appeals submitted through the chain of command.

10.  Final Resolution upon Appeal.  Complaints that are not resolved at brigade level may be appealed to the division commander.  Decisions at this level are final.

11.  Follow-up assessment.  The EOA will conduct a follow-up assessment of all formal equal opportunity and sexual harassment complaints, both for substantiated and unsubstantiated complaints, 30 to 45 calendar days following the final decision rendered on the complaint. The purpose of the assessment is to measure the effectiveness of the actions taken and to detect and deter any acts or threats of reprisal.  The EOA will also assess the complainant's satisfaction with the procedures followed in the complaint process to include timeliness, staff responsiveness and helpfulness, and resolution of the complaint.  The findings of this assessment will be annotated on DA Form 7279-1-R, Equal Opportunity Complaint Resolution Assessment (Appendix 9) and maintained by the EOA in the case file under Tab J.  The EOA shall present findings and recommendations to the commander for further consideration or action within 15 calendar days.  After the commander reviews the EOA findings and recommendation, the assessment is filed under Tab J in the case file.  DA Form 7279-1-R will be locally reproduced on 8 ½ by 11-inch paper.  A copy for reproduction purposes is located at Appendix 9. DA Form 7279-1-R is also available on the USAPA web site at www.usapa.mil/gils/pubsearch.html.

12. Documentation/reporting of formal complaints.

a.  After the complainant’s case is closed, the entire complaint packet will be filed by the EOA who is the first in the complainant's chain of command.

b. The EOA retains the complaint file. Complaints will be retained on file for 2 years from the date of the final decision on the case, using Army Management and Record Keeping System (MARKS).

13.  Actions Against Soldiers Submitting False Complaints.  Soldiers who knowingly submit a false equal opportunity complaint (a complaint containing

information or allegations that the complainant knew to be false) may be punished

under the UCMJ.

Appendices:
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EQUAL OPPORTUNITY COMPLAINT FORM

  

For use of this form, see AR 600-20; the proponent agency is DCSPER

8a.  

NATURE OF COMPLAINT.

   

(Give, in as much detail as possible, the basis for your complaint; describe the incident/behavior(s)

and date(s) of the occurrence(s); the names of parties involved, witnesses, and to whom it may have been previously reported; plus,

any additional information that would be helpful in resolving your complaint.  Attach additional sheets, as needed.)

  

DA FORM 7279-R, APR 1999

PART I - COMPLAINT

9a.  

AFFIDAVIT.

  

have read or have had read to me 

statement made by me.  The statement is true.  I have initialed all corrections.  I made the statement without threat of punishment,

and without coercion, unlawful influence, or unlawful inducement.

(Signature of Person Making Statement)

Subscribed and sworn to before me, a person authorized by law to administer oaths, this 

day of

, 

at

.

this statement which begins on this page

 (page 1)

  and ends on page

 .   I fully understand the contents of the entire

(Signature of Person Administering Oath)

(Typed/Printed Name of Person Administering Oath)

9b.  

AGENCY RECEIVING COMPLAINT.

  

of

(name/rank)

(unit)

  on

(date).  

I understand I have 3 calendar days 

(next drill period for reserve soldiers)

  in which to refer this complaint to the appropriate

commander of the complainant.

9g.  SIGNATURE

I,

 I acknowledge receipt of this complaint from 

USAPA V1.00

1.  NAME

2.  RANK

3.  SSN

4.  UNIT

5.  RACE/ETHNIC GROUP

6.  GENDER

7.  DATE  

(YYYY/MM/DD)

8b.  

REQUESTED REMEDY.

   

(What do you think the final outcome should be?)

  

9e.  DATE   

(YYYY/MM/DD)

9c.  NAME

9d.  GRADE

9f.  AGENCY

Title 10, USC Section 3013, Secretary of the Army:  Army Regulation 600-20, Army Command Policy

and E.O. 9397

 (SSN)

  

To provide a means for filing complaint based on discrimination due to race, color, religion, or national

origin.

None

Voluntary; However, failure to provide all the requested information could lead to rejection of complaint

for inadequate data.

AUTHORITY:

PRINCIPAL PURPOSE:

ROUTINE USES:

DISCLOSURE:

PRIVACY ACT STATEMENT

    EDITION SEP 93 IS OBSOLETE.



[image: image10.wmf]Reserve components) in which to initiate an investigation into the complaint, implement a plan to prevent reprisal, complete the

investigation, and inform the complainant of the results of that investigation.  All formal complaints will be reported within 72 hours

to the first GCMCA in the chain of command.

10a.  

ACKNOWLEDGEMENT.

  

I acknowledge receipt of this complaint, on behalf of 

(complainant's name)

  

PAGE 2, DA FORM 7279-R, APR 1999

,

10f.  SIGNATURE

PART II - RESULTS OF INVESTIGATION

11a.  I 

(name of commander)

  

reviewed the report of investigation into

your allegations.  I

concur

nonconcur with the findings of the investigating officer.  I find that your allegations are:

substantiated

unsubstantiated.  I base my decision on the following points:

11b.  SIGNATURE OF COMMANDER

PART III - ACTIONS TO RESOLVE COMPLAINT

12c.  SIGNATURE OF COMMANDER

PART IV - APPEAL

13a.  I elect to appeal the outcome of my complaint for the following reasons

submitted to me by 

(name, rank, alternative agency)

  

USAPA V1.00

                                                                              

10d.  DATE 

 (YYYY/MM/DD)

10b.  NAME

10c.  GRADE

10e.  ORGANIZATION

 

 

 

11c.  DATE  

(YYYY/MM/DD)

12a.  The command has done 

(or will do)

 the following actions to resolve this complaint and continue to prevent acts of reprisal:

12d.  DATE  

(YYYY/MM/DD)

on

.  I understand I have 14 calendar days 

(3 weekend drill periods for

  

 

12b.  ADVISEMENT TO COMPLAINANT:  You have the right to appeal these actions to resolve your complaint.  You will have 

7 days 

(next weekend drill for Reserve components)

 to submit your appeal in writing.  If you elect not to appeal, your case is

considered closed.  If you decide to appeal, state the basis of, or grounds for, your appeal in the space below.  I will refer your 

appeal to the appellate authority, who will review your case and provide you feedback when that review is completed.

12e.  ACKNOWLEDGEMENT BY THE COMPLAINANT AND SUBJECT(S) OF THE COMPLAINT OF FINDINGS, FEEDBACK, AND

APPEALS OPTIONS

(Signature of Complainant)

(Date)

(Signature of Subject(s) of Complaint)

(Date)

FOR ADDITIONAL SUBJECT(S) OF COMPLAINT, USE A BLANK SHEET OF PAPER.

Continuation sheet

(s)

 is attached

 

Continuation sheet

(s)

 is not attached

 

13b.  COMPLAINANT'S SIGNATURE

13c.  DATE  

(YYYY/MM/DD)

13d.  I have reviewed the complaint file, the investigative findings, and other information regarding this case.  My findings are:

13e.  SIGNATURE OF APPELLATE AUTHORITY

13f.  DATE  

(YYYY/MM/DD)

13g.  I acknowledge being counseled concerning the outcome of this appeal.

13h.  SIGNATURE OF COMPLAINANT

13i.  DATE  

(YYYY/MM/DD)

Page 2 of 2



Appendix 2, EOA post investigation review memorandum example to Annex H, Complaint processing

Office Symbol (600-20)







Date

MEMORANDUM THRU Commander, 2d Brigade, 1st Infantry Division, 

                                            ATTN: SJA-Schweinfurt, APO AE 09036

FOR Commander, 1-26 Infantry, APO AE  09036

SUBJECT:  Equal Opportunity Complaint Review, Case # (QNSR database #) 

1. Purpose.  To provide EOA investigation review of the EO complaint by SPC John Jones, 

Company A, 299th FSB. 

2. Background.  

a. The complaint was filed with the DISCOM EOA and referred to 2d Brigade

commander, directing me to process the case with the commander, 1-26 IN. 


b.  On 10 January 1999, SPC Jones, DS maintenance mechanic alleged the B/1-26 IN company motor sergeant discriminated against him.   


c.
 MAJ Richard Tracy, HQs 2d Brigade, was appointed as the AR 15-6 investigating officer (IO).  The investigation began 12 January 1999.

3.
Findings. 


a.
The IO found no evidence to confirm that alleged unlawful race discrimination occurred.


b.
Procedures outlined in AR 600-20 and AR 15-6 were not followed and timelines were not met.


c.
The details of  the 15-6 findings are enclosed and located at the blue tab.

4.  EO climate assessment.  The EO climate in 1-26 IN seems good.  All companies have conducted the required DA and USAREUR climate assessments.  This case does suggest problems between the DS maintenance support team and some of the battalion company maintenance teams.

 5.  Recommendations.


a.
That SPC Jones’ allegations of discrimination based on race be found unsubstantiated-IC.

b. I concur with the IO’s recommendations.

c.  That the AR 15-6 appointment orders specify that the IO must coordinate with the

EOA for AR 600-20 timelines.

d. That sensing sessions be conducted in the motor pool with all maintenance personal

to determine if other discrimination issues exist. 

6.  Point of contact is the undersigned at 355-1234. 

Encl





WILLIAM G. GAUGE

as





SFC, USA







EOA, 2d Brigade

Appendix 3, Forwarding memorandum to appeal authority commander example, to Annex H, Complaint processing

Office symbol (600-20)







Date

MEMORANDUM FOR Commander, 1st Infantry Division, ATTN:  AETV-BGA-EO,

                                          APO AE 09036

SUBJECT:  Equal Opportunity Complaint 

1.  This memorandum serves to forward the enclosed formal EO complaint case file in which the complainant, SFC George, 1-23 IN, 3d Brigade is appealing the results of my 15-6 investigation. 

1. On 12 February 1999, I directed an AR 15-6 investigation be conducted on 

allegations of racial discrimination (disparate treatment) by LTC Jones, the Commander, 1-23 Infantry Battalion.  Between 14 February - 1 March 1997, the investigating officer, LTC Richard Tracy, conducted a thorough investigation within HHC, 1-23 Infantry Battalion. 

2. I accepted LTC Tracy’s findings and recommendations.  He was unable to find 

corroborating evidence that racial discrimination had occurred within the battalion and found the complaint unsubstantiated. 

4.  LTC Tracy did find evidence to suggest that LTC Jones made various public statements indicating a perception of racial bias.  While not discriminatory in nature, these comments, and the administrative actions taken, provided perceptions of racial discrimination to some and were not in the best judgment of this leader.  I have recommended actions to address the inappropriate comments.  

5.  I recommend no further investigation. 

Encl





ROBERT E. GRAY 







Colonel, IN







Commanding

Appendix 4, Appeal authority EOA review memorandum example to appeal authority commander, to Annex H, Complaint processing

Office Symbol (600-20)






Date

MEMORANDUM THRU Commander, 1st Infantry Division, ATTN:  SJA, 

                                            APO AE 09036

FOR Commander, 1st Infantry Division, APO AE 09036

SUBJECT:  Equal Opportunity Complaint Appeal Review and Recommendation

1.  The complainant is SPC Jones, 299 FSB alleging discrimination by SSG Smith, HHC, 2d Brigade.  The case was referred to Commander, 2d Brigade from DISCOM who received the complaint.  The complaint was processed by the 2d Brigade EOA with the brigade commander who in turn directed an AR 15-6 investigation.  There were flaws in the complaint administration but have no impact on the investigation findings.

2.  I recommend that SPC Jones’ complaint be found unsubstantiated per the 15-6 finding and results.  The evidence does not support or verify that the alleged unlawful race discrimination occurred.  However, though unsubstantiated, there are indications of leadership issues, which require resolution and further inquiries by the battalion commander.  

2.  Procedures outlined in AR 600-20 and AR 15-6 were not followed.


a. Timelines to resolve an EO complaint were not met. The unit was unable to locate SPC Jones on the 15th of Jan 95.  The MFR explaining the lateness of notifying the soldier did not justify the exceeding the timeline.  The unit commander stated he was unable to find the soldier on day 14.  This may indicate a larger (discipline or accountability) problem within the command.


b.  The alleged offender received a copy of the formal EO complaint from the investigating officer (IO).  This enabled the alleged offender to write his rebuttal directly from the complaint itself.  This act could have tainted the outcome of the investigation to the alleged offender.


c.  Recommendations.


(1) Allow the investigating officer 10 days to conduct the investigation and provide the commander a minimum of two days to review the findings and recommendations.


    (2) If the above timeline can not be accomplished in the 14-day time frame as outlined in AR 600-20, request an extension from the next higher commander (not to exceed 30 days).



(3) The investigating officer must be briefed on safeguarding the information (written reports) contained in the investigation.



(4) The IO must meet with the Equal Opportunity Advisor before starting the investigation.  The EOA advises the IO on regulatory requirements and peculiarities pertaining to EO complaint investigations and assist the IO with an investigation plan.

3.  Conduct of the investigation.


a.
The investigating officer did not receive his briefing from the EOA until the day after he started questioning the complainant.  Thus, insufficient time was available to develop an investigative plan.


b.
The investigation was not reviewed by SJA.  Having the SJA review the investigation and its findings will reduce the possibility of an incomplete, inaccurate, or legally insufficient report.


c.
The findings and recommendations of the investigation were not supported by the summary.

4. 
During the investigation 9 soldiers were interviewed and the following issues were raised:

  
a.
Soldiers are afraid to raise EO issues and complaints to the commander.


b.
The soldiers believe there is a “clique” within the section.


c.
SGT Incharge is very powerful and can persuade the commander regarding company policy and the perception of which soldiers are good or bad.


d.
The soldiers in the position of squad leader or higher stated the EO climate under this commander was 8 or higher on a scale of 1 to 10 with 10 being good.  All others rated the EO Climate 6 or lower.


e.
Soldiers perceive EO training is conducted to fulfill a requirement; many soldiers interviewed did not understand the Army’s Policy on EO, nor the importance of EO to the command.


f. No soldier could cite an example of racist behavior on the part of  SGT Incharge.

5.  Recommendations.


a.
SPC Jones’ complaint should be found unsubstantiated.


b.
The battalion commander should direct a survey be conducted under his supervision with the assistance of the brigade EOA, SFC Gauge.


c.
The battalion commander should continue with his scheduled sensing sessions and receive a summary of the sessions.

d.  The command should place more emphasis on EO training and reinforce that EO

is the commander’s program at all levels.

e. Sign the memorandum to the complainant at enclosure 2.

6.  Point of contact is the undersigned at 350-1234.

Encls



WILLIAM G. WILCO

1 Case file



MSG, USA

2 Memorandum to complainant
EOA

Appendix 5, Appeal authority commander’s memorandum to complainant example, to Annex H, Complaint processing

Office Symbol (600-20)






Date

MEMORANDUM THRU Commander, 2d Brigade, APO AE  09014

FOR Specialist John Jones, 123-45-6789, 229th FSB, APO AE 09014         

SUBJECT: Appeal of Equal Opportunity Complaint-Final Decision

1.  Equal Opportunity complaints deeply concern me.  I consider each complaint in earnest before rendering a decision.  In your specific case, I directed the division Equal Opportunity Advisor and division Inspector General to coordinate efforts to ensure a thorough review of your appeal.  In an effort to determine if your appeal had merit, they conducted interviews, reviewed records and documents, and analyzed statistical data.

2. After this review, it is my judgment that your supervisor did not discriminate against you. 

3.
Concerning your allegation of preferential treatment and inconsistency of disciplinary action, the EO and IG staffs agree there is a perception of favoritism among some within the consolidated motor pool.  Therefore, the Commander, HHC, 2d Brigade has directed action to correct this issue. 

4.  The division EO office will monitor these efforts. 

5. This decision is final.

JOHN D. HARRIS

MG, USA

Commanding

Appendix 6, Reprisal Plan example to Annex H, Complaint Processing

DEPARTMENT OF THE ARMY

UNIT LETTERHEAD

APO AE  09014

Office Symbol  (600-20)







Date

MEMORANDUM FOR RECORD

SUBJECT:  EO Complaint Reprisal Plan

1.  References.

a. DOD Directive 7050.6, Military Whistleblower Protection, 12 August 1995.

b.  AR 600-20, Army Command Policy, 15 July 1999.

2.
 This reprisal plan is for a racial discrimination complaint filed by SFC Dillard.  The following individuals were counseled.


a.  CPT Smith – SFC Dillard’s Senior Rater.


b.  MSG Deal – SFC Dillard’s Branch Chief.


c.  MSG James – SFC Dillard’s Immediate Supervisor (the accused).


d.  SFC Dillard – the complainant.


3.
 Points covered.


a.
Reprisal definition.  Taking or threatening to take an unfavorable personnel action, or withholding or threatening to withhold a favorable personnel action, for making or preparing a protected communication.


b.  Protected communication definition.  A communication in which a member of the Armed Forces communicates information that the member reasonably believes evidences a violation of law or regulation, including sexual harassment or unlawful discrimination …when such communication is made to a member of Congress, an IG, an audit or enforcement agency, chain of command or any other person or organization designated under regulations to receive such communications.


c.  Personnel action.  Any action taken on a member of the Armed Forces that affects or has the potential to affect that military member’s current position or career.  Such actions include a promotion; a disciplinary or other corrective action; a transfer or reassignment; a performance evaluation; a decision on pay, benefits, awards or training; referral for mental health evaluations; and any other significant change in duties or responsibilities inconsistent with the military member’s rank.


d.  Any changes to SFC Dillard’s personnel status must be approved by me.


e.  If anyone feels they are being reprised against due to this complaint IAW reference 1 a. and the definitions within this memorandum, report to me at 350-8337 or the IG.








Reporting Commander










Rank/Branch








Commanding

CF:  EOA

Initials:

SFC Dillard 
______

MSG James
______ 

MSG Deal
______

CPT Smith
______

Appendix 7, Formal EO Complaint Case File Index, to Annex H, EO Complaint Processing

Index

A
Chronology (see appendix 8)

B
Investigation report

1. DA Form 7279-R, Formal Complaint Form



2. AR 15-6 Investigating Officer (IO) Appointment Order

3. Reprisal Plan

4. EOA MFR or Investigation Plan for the IO

5-#. Extension request memorandums, written feedback memorandums or

other enclosures as required

#. EOA Memorandum to Appointing Authority, IO Report review

C
Legal review memorandum 

D
Commander’s complainant feedback memorandum

E
Complainant’s appeal memorandum

F
Commander’s appeal forwarding memorandum

G
Appeal authority EOA case review and recommendation memorandum thru SJA to appeal commander or division Chief of Staff as appropriate

H
Legal review memorandum

I
Appeal authority or CG memorandum to complainant

J
DA Form 7279-1-R, EO Complaint Resolution Assessment (appendix 9, pg H-27)

K-Z
Other information as necessary

Appendix 8,Tab 1, Chronology, to Annex H, EO Complaint Processing
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REPRISAL.

  I also sought to detect any incidents

  (s)

 or threat of reprisal

  (s).

  My findings are:

  

EQUAL OPPORTUNITY COMPLAINT RESOLUTION ASSESSMENT

  

For use of this form, see AR 600-20; the proponent agency is DCSPER

This form will be retained on file with the original DA Form 7279-R.

AUTHORITY:

PRINCIPAL PURPOSE:

ROUTINE USES:

DISCLOSURE:

Title 10, USC Section 3013, Secretary of the Army:  Army Regulation 600-20, Army Command Policy and E.O. 9397 

(SSN)

 

 

To provide a means for filing complaint based on discrimination due to race, color, religion, or national origin.

None

Voluntary; However, failure to provide all the requested information could lead to rejection of complaint for inadequate data.

DA FORM 7279-1-R, APR 1999

PART I - COMPLAINT

USAPA V1.00

In accordance with AR 600-20, Army Command Policy, 30 to 45 calendar days (3-4 drill periods for reservists) following final

decision on any complaint (substantiated or unsubstantiated) of unlawful discrimination or sexual harassment, an Equal Opportunity

Advisor (EOA) will conduct an assessment of the effectiveness of corrective actions and will seek to detect and deter any acts or

threats of reprisal.  The equal opportunity advisor shall complete the assessment and present his or her findings and

recommendations to the commander within 15 calendar days (2nd next weekend drill period for Reserve component).

1.  

CORRECTIVE ACTIONS.

  The corrective actions taken as a result of the complaint of

(type)

discrimination/sexual harassment, filed by

(rank/name)

on

(date)

were:

2.  

CONDUCT OF THE ASSESSMENT.

  

(EOA will list the dates and times of actions taken, interview personnel (include complainant,

alleged perpetrator, key witnesses, members of the chain of command (and support chain, sampling of unit members, etc.), list

surveys used, review of applicable unit records, etc.)).

  Add enclosures/memorandums for record to DA Form 7279-1-R as necessary.

3.  

EFFECTIVENESS OF CORRECTIVE ACTIONS.

  I conducted an assessment of the effectiveness of the corrective actions taken on

(date)

.  My findings are:

PART II - RECOMMENDATIONS

5a.  Based upon my findings, I recommend

no further action

the following actions be taken:

 

 

5b.  EQUAL OPPORTUNITY ADVISOR'S NAME/RANK/UNIT

5c.  SIGNATURE

5d.  DATE

(

YYYY/MM/DD)

PART III - ACKNOWLEDGEMENT

6a.  I acknowledge receipt of this assessment and the EOA's recommendations.

No further action will be taken.

The following action

 (s)

 

 will be taken.

 

 

 

6b.  COMMANDER'S NAME/RANKAND UNIT

6c.  SIGNATURE

6d.  DATE

(YYYY/MM/DD)

PRIVACY ACT STATEMENT


Annex I, EO Operations (non-garrison) to 1st ID Reg. 600-21, Human Relations and Equal Opportunity Program

1. References.

a. 1st ID TACSOP, Chapter 16-6, Human Relations and Equal Opportunity (HREO) 

Operations.

b. 1st ID DREAR TACSOP, Annex 3, Tab F, Human Relations and Equal 

Opportunity (HREO) Operations.

2. The Division HREO office manages the HREO program and supervises the formal 

EO complaint processing system during peace, wartime and operations other than war from the DREAR command post.  1st ID Regulation 600-20, Human Relations and EO Program remain in effect during peace, wartime and operations other than war.  Wartime conditions may limit the extent of training, standard of the special and ethnic awareness observances and communication ability.  Regardless, the focus remains on discrimination identification and reduction and providing a channel for processing complaints and resolving discriminatory issues.  

a. The Division HREO Program Management Office.

(1) Program Manager.  EO advisor to the Chief of Staff, assistant Division

Commanders and Commanding General.  Manages and supervises all aspects of the division human relations and EO program to include the affirmative action plan, BRO Values program and formal EO complaint management and technical oversight.

(2) Program NCOIC.  Assists the program manager and is the direct interface 

with MSC EO advisors (EOAs).  Ensures EOA coverage within the division area of responsibility (AOR), conduct of special and ethnic observances and provides quality assurance of MSC EOA and DAEO Database information input.  Receives data from the program analyst and develops regulatory draft reports.  Tracks the battle and supervises the program analyst/operations NCO.  Performs duties of the program manager as required.

(3) Operations NCO/EOA.  Performs as the HREO Battle Captain.  Ensures

the task organization is covered by an EOA in the NCOIC’s absence and is personally responsible for collecting MSC data for developing the quarterly EO progress report.  Develops and maintains the formal EO complaint status report and the daily HREO summary.  Performs as the NCOIC as required.

(4) Division Troops EOA.  Provides EOA support to the DREAR and DMAIN 

as required.

b. Current Operations.

(1) The program manager develops Appendix 8, Human Relations and EO 

Operations to Annex I, Service Support.

(2) The division HREO office is established in the DREAR located with G5 

and shares maintenance, logistics and limited operational and administrative responsibility.

(3) EOA coverage potentially changes as the task organization changes.  As

a result of the task organization and habitual relationships, MSC EOAs may be tasked to provide area support in complaint processing, training, advising and regulatory report development and DAEO statistical data input. 

(a) 2d Brigade EOA habitually provides EOA coverage for the units

organized under the brigade including FA, ADA, ENGR, SPT, etc., as indicated by the task organization.

(b) 3d Brigade EOA same.

(c) 4th Brigade EOA same.

(d) DIVARTY EOA provides area coverage vicinity of the DIVARTY 

CP, DMAIN or as directed by the DIVARTY Commander and/or recommended by DIVEO as reflected in the OPORD.

(e) ENGR Brigade EOA provides area coverage vicinity of the

DMAIN or ENGR Brigade Main command post if not co-located or as directed by the

ENGR BDE Commander and/or recommended by DIVEO as reflected in the the OPORD.

(f) DISCOM EOA locates with the DIVEO in the DREAR and

provides EOA area coverage within the DREAR.

(g) Division Troops EOA is mobile (based on transportation

availability) and provides area coverage throughout the AOR as directed by Division HREO program manager or NCOIC.  

(4) Formal EO complaints.  

(a)  EOAs may receive a complaint from anyone within the AOR

including other services.  If a joint complaint is taken, notify DIVEO for guidance.  All EOAs must know the task organization and ensure the command to which the complaint subject is assigned receives the complaint.




(b) Appeals will be processed in the same manner except the task organization must be considered when identifying the next higher commander to work the appeal.  Forward appeals for the GCMCA directly to DIVEO at the DREAR.

(5) EOAs establish a means of updating DAEO (QNSR) and Division

databases daily or submit the complaint data (same data fields as the division complaint database) daily via TACFAX if TACLAN not operational.  Include an EO climate narrative.    

(6) DIVEO and MSC EOAs are prepared to conduct EO climate

surveys, assessments and sensing sessions as required or requested.  DIVEO will maintain USAREUR EOCAS scanning capability in the DREAR.  Units may use the EOCAS, as a whole or in part based on tailored assessment requirements.  All EOAs must be supplied to conduct DA climate survey as well as the EOCAS.

(7) DA officially recognized special and ethnic observances will be planned

and conducted by DIVEO and MSC EOAs, rather than ASGs and BSBs, as appropriate.

c. Reports.

(1) The division HREO operations NCO ensures compliance with division 

TACSOP reporting.

(2) The same regulatory reports are required during deployments as from

garrison in peacetime per Annex G, this regulation.

(3) NLT 1500 daily, Division HREO operations NCO develops and maintains 

a Division HREO summary including the following items which will be used as a basis for updating the command group as required or requested.

(a) Complaint status (1st ID Reg. 600-21, Annex G).

(b) Loss Report (Appendix 1)

(c) Award Report (Appendix 2)

(d) EO climate assessment narrative.  

Appendices

1 Loss Report

2 Award Report

Appendix 1, Loss Report to Annex I, EO Operations (non-garrison)

	____ BDE
	PREV   AUTH   Strength         
	PREV       OP   Strength          
	KIA                
	WIA              
	MIA                
	DNBI              
	Admin                
	Total  Loss             
	Remarks

	White (m)
	
	
	
	
	
	
	
	
	

	White (f)
	
	
	
	
	
	
	
	
	

	White 
	
	
	
	
	
	
	
	
	

	Black (m)
	
	
	
	
	
	
	
	
	

	Black (f)
	
	
	
	
	
	
	
	
	

	Black 
	
	
	
	
	
	
	
	
	

	Hispanic (m)
	
	
	
	
	
	
	
	
	

	Hispanic (f)
	
	
	
	
	
	
	
	
	

	Hispanic
	
	
	
	
	
	
	
	
	

	NA/AI (m)
	
	
	
	
	
	
	
	
	

	NA/AI (f)
	
	
	
	
	
	
	
	
	

	NA/AI 
	
	
	
	
	
	
	
	
	

	AP/PI (m)
	
	
	
	
	
	
	
	
	

	AP/PI (f)
	
	
	
	
	
	
	
	
	

	AP/PI 
	
	
	
	
	
	
	
	
	

	Other (m)
	
	
	
	
	
	
	
	
	

	Other (f)
	
	
	
	
	
	
	
	
	

	Other 
	
	
	
	
	
	
	
	
	

	Male total
	
	
	
	
	
	
	
	
	

	Female total
	
	
	
	
	
	
	
	
	


Appendix 2, Award Report to Annex I, EO Operations (non-garrison)

	REDCAT &    GENDER
	RQMT         
	Pre-Strength          
	Silver Star
	Bronze Star
	LOM
	MSM
	ARCOM
	PH
	Total  Awards            
	Remarks

	Amer Ind (m)
	
	
	
	
	
	
	
	
	
	

	Amer Ind (f)
	
	
	
	
	
	
	
	
	
	

	Amer Ind total
	
	
	
	
	
	
	
	
	
	

	Asian Pac (m)
	
	
	
	
	
	
	
	
	
	

	Asian Pac (f)
	
	
	
	
	
	
	
	
	
	

	Asian Pac total
	
	
	
	
	
	
	
	
	
	

	Black (m)
	
	
	
	
	
	
	
	
	
	

	Black (f)
	
	
	
	
	
	
	
	
	
	

	Black total
	
	
	
	
	
	
	
	
	
	

	Hispanic (m)
	
	
	
	
	
	
	
	
	
	

	Hispanic (f)
	
	
	
	
	
	
	
	
	
	

	Hispanic total
	
	
	
	
	
	
	
	
	
	

	White (m)
	
	
	
	
	
	
	
	
	
	

	White (f)
	
	
	
	
	
	
	
	
	
	

	White total
	
	
	
	
	
	
	
	
	
	

	Other (m)
	
	
	
	
	
	
	
	
	
	

	Other (f)
	
	
	
	
	
	
	
	
	
	

	Other total
	
	
	
	
	
	
	
	
	
	

	Male total
	
	
	
	
	
	
	
	
	
	

	Female total
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T

TEAMWORK

 is the foundation of the Big Red One.  I shall never fail my

  

team for I maintain the standard.  My conduct and self-discipline sets

the example for others to follow.

H

HONOR

 is what I stand for - - an American soldier on duty for my

  

country.  My loyalty is intense.  I display care for my fellow soldiers and

my chain-of-command through courage, respect, integrity, and

compassion.

E

I have learned to 

ENDURE

, to thrive in adversity.  The harsh reality of

  

combat gives me the enthusiasm for realistic training.  I am physically

and mentally strong to meet the demanding situations my unit

encounters.

B

We are one in the Big Red One.  Our 

BROTHERHOOD

 gives us the

  

strength to fight on to any objective and accomplish the mission as our

veterans have done before us.  I live the legacy of my division.

R

READINESS

 is my priority.  To be ready for any mission, anytime,

  

anywhere.  My business is first class training and living high standards

of care of equipment, weaponry, and technical and tactical competence.

O     My 

ORGANIZATION

 is my strength.  The BRO is bigger

  

than any one individual.  It gives me purpose, self-confidence,

competitive spirit, intestinal fortitude, and the desire to fight with all my

heart.

NO MISSION TOO DIFFICULT, NO SACRIFICE TOO GREAT -

DUTY FIRST!
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BRO Respect Program Training

Training

 

Event

Category

(CORE UNIT/MIDDLE

LDR/ SENIOR LDR)

Directed Level

(DIV, BDE, BN, CO)

Dates Trained

Reference

(Respect 

Prog

.

Obj

./ Regulation)

Rape Awareness

and date rape

Core

Battalion

Obj 

9b

Fraternization

Core

A Company

Obj 

9b

Prejudice

Core

B Company

Obj 

9b

Racism

Core

C Company

Obj 

9b

EO complaint process

SH and communication

Core

Battalion

AR 600-20

Family dynamics of

spouse/child abuse

Core

Battalion

AR 608-18

Ethics

Mid/

Sr 

leaders

Brigade

Obj 

9b
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BDE HHC/HHT/HHB

1st MP Company

12th Chem Company

Band
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BRO Respect Program Training Conducted

Training

 

Event

Category

(CORE UNIT/MIDDLE

LDR/ SENIOR LDR)

Directed Level

(DIV, BDE, BN, CO)

Dates Trained

Reference   (Respect

Prog

. 

Obj

. or

Regulation

)
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BRO Respect Program Training Planned

Training

 

Event

Category

(CORE UNIT/MIDDLE

LDR/ SENIOR LDR)

Directed Level

(DIV, BDE, BN, CO)

Dates Training

Planned

Reference   (Respect

Prog

. 

Obj

. or

Regulation

)
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BRO Respect Program Training Conducted

Training

 

Event

Category

(CORE UNIT/MIDDLE

LDR/ SENIOR LDR)

Directed Level

(DIV, BDE, BN, CO)

Dates Trained

Reference   (Respect

Prog

. 

Obj

. or

Regulation

)
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EQUAL OPPORTUNITY COMPLAINT FORM

  

For use of this form, see AR 600-20; the proponent agency is DCSPER

8a.  

NATURE OF COMPLAINT.

   

(Give, in as much detail as possible, the basis for your complaint; describe the incident/behavior(s)

and date(s) of the occurrence(s); the names of parties involved, witnesses, and to whom it may have been previously reported; plus,

any additional information that would be helpful in resolving your complaint.  Attach additional sheets, as needed.)

  

DA FORM 7279-R, APR 1999

PART I - COMPLAINT

9a.  

AFFIDAVIT.

  

have read or have had read to me 

statement made by me.  The statement is true.  I have initialed all corrections.  I made the statement without threat of punishment,

and without coercion, unlawful influence, or unlawful inducement.

(Signature of Person Making Statement)

Subscribed and sworn to before me, a person authorized by law to administer oaths, this 

day of

, 

at

.

this statement which begins on this page

 (page 1)

  and ends on page

 .   I fully understand the contents of the entire

(Signature of Person Administering Oath)

(Typed/Printed Name of Person Administering Oath)

9b.  

AGENCY RECEIVING COMPLAINT.

  

of

(name/rank)

(unit)

  on

(date).  

I understand I have 3 calendar days 

(next drill period for reserve soldiers)

  in which to refer this complaint to the appropriate

commander of the complainant.

9g.  SIGNATURE

I,

 I acknowledge receipt of this complaint from 

USAPA V1.00

1.  NAME

2.  RANK

3.  SSN

4.  UNIT

5.  RACE/ETHNIC GROUP

6.  GENDER

7.  DATE  

(YYYY/MM/DD)

8b.  

REQUESTED REMEDY.

   

(What do you think the final outcome should be?)

  

9e.  DATE   

(YYYY/MM/DD)

9c.  NAME

9d.  GRADE

9f.  AGENCY

Title 10, USC Section 3013, Secretary of the Army:  Army Regulation 600-20, Army Command Policy

and E.O. 9397

 (SSN)

  

To provide a means for filing complaint based on discrimination due to race, color, religion, or national

origin.

None

Voluntary; However, failure to provide all the requested information could lead to rejection of complaint

for inadequate data.

AUTHORITY:

PRINCIPAL PURPOSE:

ROUTINE USES:

DISCLOSURE:

PRIVACY ACT STATEMENT

    EDITION SEP 93 IS OBSOLETE.

[image: image21.wmf]Reserve components) in which to initiate an investigation into the complaint, implement a plan to prevent reprisal, complete the

investigation, and inform the complainant of the results of that investigation.  All formal complaints will be reported within 72 hours

to the first GCMCA in the chain of command.

10a.  

ACKNOWLEDGEMENT.

  

I acknowledge receipt of this complaint, on behalf of 

(complainant's name)

  

PAGE 2, DA FORM 7279-R, APR 1999

,

10f.  SIGNATURE

PART II - RESULTS OF INVESTIGATION

11a.  I 

(name of commander)

  

reviewed the report of investigation into

your allegations.  I

concur

nonconcur with the findings of the investigating officer.  I find that your allegations are:

substantiated

unsubstantiated.  I base my decision on the following points:

11b.  SIGNATURE OF COMMANDER

PART III - ACTIONS TO RESOLVE COMPLAINT

12c.  SIGNATURE OF COMMANDER

PART IV - APPEAL

13a.  I elect to appeal the outcome of my complaint for the following reasons

submitted to me by 

(name, rank, alternative agency)

  

USAPA V1.00

                                                                              

10d.  DATE 

 (YYYY/MM/DD)

10b.  NAME

10c.  GRADE

10e.  ORGANIZATION

 

 

 

11c.  DATE  

(YYYY/MM/DD)

12a.  The command has done 

(or will do)

 the following actions to resolve this complaint and continue to prevent acts of reprisal:

12d.  DATE  

(YYYY/MM/DD)

on

.  I understand I have 14 calendar days 

(3 weekend drill periods for

  

 

12b.  ADVISEMENT TO COMPLAINANT:  You have the right to appeal these actions to resolve your complaint.  You will have 

7 days 

(next weekend drill for Reserve components)

 to submit your appeal in writing.  If you elect not to appeal, your case is

considered closed.  If you decide to appeal, state the basis of, or grounds for, your appeal in the space below.  I will refer your 

appeal to the appellate authority, who will review your case and provide you feedback when that review is completed.

12e.  ACKNOWLEDGEMENT BY THE COMPLAINANT AND SUBJECT(S) OF THE COMPLAINT OF FINDINGS, FEEDBACK, AND

APPEALS OPTIONS

(Signature of Complainant)

(Date)

(Signature of Subject(s) of Complaint)

(Date)

FOR ADDITIONAL SUBJECT(S) OF COMPLAINT, USE A BLANK SHEET OF PAPER.

Continuation sheet

(s)

 is attached

 

Continuation sheet

(s)

 is not attached

 

13b.  COMPLAINANT'S SIGNATURE

13c.  DATE  

(YYYY/MM/DD)

13d.  I have reviewed the complaint file, the investigative findings, and other information regarding this case.  My findings are:

13e.  SIGNATURE OF APPELLATE AUTHORITY

13f.  DATE  

(YYYY/MM/DD)

13g.  I acknowledge being counseled concerning the outcome of this appeal.

13h.  SIGNATURE OF COMPLAINANT

13i.  DATE  

(YYYY/MM/DD)

Page 2 of 2
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REPRISAL.

  I also sought to detect any incidents

  (s)

 or threat of reprisal

  (s).

  My findings are:

  

EQUAL OPPORTUNITY COMPLAINT RESOLUTION ASSESSMENT

  

For use of this form, see AR 600-20; the proponent agency is DCSPER

This form will be retained on file with the original DA Form 7279-R.

AUTHORITY:

PRINCIPAL PURPOSE:

ROUTINE USES:

DISCLOSURE:

Title 10, USC Section 3013, Secretary of the Army:  Army Regulation 600-20, Army Command Policy and E.O. 9397 

(SSN)

 

 

To provide a means for filing complaint based on discrimination due to race, color, religion, or national origin.

None

Voluntary; However, failure to provide all the requested information could lead to rejection of complaint for inadequate data.

DA FORM 7279-1-R, APR 1999

PART I - COMPLAINT

USAPA V1.00

In accordance with AR 600-20, Army Command Policy, 30 to 45 calendar days (3-4 drill periods for reservists) following final

decision on any complaint (substantiated or unsubstantiated) of unlawful discrimination or sexual harassment, an Equal Opportunity

Advisor (EOA) will conduct an assessment of the effectiveness of corrective actions and will seek to detect and deter any acts or

threats of reprisal.  The equal opportunity advisor shall complete the assessment and present his or her findings and

recommendations to the commander within 15 calendar days (2nd next weekend drill period for Reserve component).

1.  

CORRECTIVE ACTIONS.

  The corrective actions taken as a result of the complaint of

(type)

discrimination/sexual harassment, filed by

(rank/name)

on

(date)

were:

2.  

CONDUCT OF THE ASSESSMENT.

  

(EOA will list the dates and times of actions taken, interview personnel (include complainant,

alleged perpetrator, key witnesses, members of the chain of command (and support chain, sampling of unit members, etc.), list

surveys used, review of applicable unit records, etc.)).

  Add enclosures/memorandums for record to DA Form 7279-1-R as necessary.

3.  

EFFECTIVENESS OF CORRECTIVE ACTIONS.

  I conducted an assessment of the effectiveness of the corrective actions taken on

(date)

.  My findings are:

PART II - RECOMMENDATIONS

5a.  Based upon my findings, I recommend

no further action

the following actions be taken:

 

 

5b.  EQUAL OPPORTUNITY ADVISOR'S NAME/RANK/UNIT

5c.  SIGNATURE

5d.  DATE

(

YYYY/MM/DD)

PART III - ACKNOWLEDGEMENT

6a.  I acknowledge receipt of this assessment and the EOA's recommendations.

No further action will be taken.

The following action

 (s)

 

 will be taken.

 

 

 

6b.  COMMANDER'S NAME/RANKAND UNIT

6c.  SIGNATURE

6d.  DATE

(YYYY/MM/DD)

PRIVACY ACT STATEMENT
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BRO Respect Program Training Conducted 
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BRO Respect Program Training Planned 















Training Event

Category

(CORE UNIT/MIDDLE LDR/ SENIOR LDR)

Directed Level         (DIV, BDE, BN, CO)

Dates Training Planned

Reference   (Respect Prog. Obj. or Regulation)
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THE BIG RED ONE (BRO) CREED


T
TEAMWORK is the foundation of the Big Red One.  I shall never fail my team for I maintain the standard.  My conduct and self-discipline sets the example for others to follow.


H
HONOR is what I stand for - - an American soldier on duty for my country.  My loyalty is intense.  I display care for my fellow soldiers and my chain-of-command through courage, respect, integrity, and compassion.


E
I have learned to ENDURE, to thrive in adversity.  The harsh reality of combat gives me the enthusiasm for realistic training.  I am physically and mentally strong to meet the demanding situations my unit encounters.


B
We are one in the Big Red One.  Our BROTHERHOOD gives us the strength to fight on to any objective and accomplish the mission as our veterans have done before us.  I live the legacy of my division.


R
READINESS is my priority.  To be ready for any mission, anytime, anywhere.  My business is first class training and living high standards of care of equipment, weaponry, and technical and tactical competence.


O     My ORGANIZATION is my strength.  The BRO is bigger 


than any one individual.  It gives me purpose, self-confidence, competitive spirit, intestinal fortitude, and the desire to fight with all my heart.


NO MISSION TOO DIFFICULT, NO SACRIFICE TOO GREAT - 


DUTY FIRST!
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BRO Respect Program Assessment & Staffing Status 
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