CSA

MACOM

l

Senior
mission
commander

Y

Non-GO
installation
commander

ACSIM

|

IMA director

Region director

«OR-» MACOM
«OR- A
GO
installation
commander
PRIORITIES

Figure 2-1.

\

Garrison
commander/
manager

Installation command and control

AR 600-20 « 18 March 2008




(a) Senior mission commander. The SMC is a general officer and designated by senior Army leadership. The SMC
is responsible for the primary mission activity on the installations for which he/she is designated as SMC. The SMC
provides executive level oversight of installation management services to the mission activities and other customers.
The SMC need not reside or work on the installation. The SMC’s installation management responsibilities are to—

1. Advocate priority mission needs for BASOPS support both for obtaining resources and executing resources
received.

2. Act as the principal customer advocate to the IC and GC.

3. Approve the prioritization for mission support, military construction-Army (MCA), Well-being, and force protec-
tion requirements.

4. Provide overall force protection guidance.

5. Senior rate the GC when the IC and GC are the same individual.

(b) Installation commander. Senior Army leadership designates the IC. The IC is usually the senior commander
residing on the installation or in the surrounding community. The IC is responsible for mission activity services. The
IC may be appointed as General Courts-Martial Convening Authority (GCMCA) for the installation and its support
area, as may the GC in certain areas. The IC’s installation management responsibilities are to—

Senior rate the GC.

Act as principal customer advocate to the GC,

Serve as the senior Army spokesperson to the surrounding community.

Determine priority for installation resourcing and services.

Provide installation management services that are the responsibility of the senior mission activity.

Oversee the implementation of force protection.

Determine priorities for training and training support services, mission support, MCA projects, Well-being
programs, and force protection.

8. Approve installation-level policies for Soldiers in accordance with respective Army Regulations.

9. Approve the installation master plan.

(c) Garrison commander. The GC is a military officer, lieutenant colonel or colonel, selected by the Department of
the Army. The GC commands the garrison, is responsible for day-to-day operations to maintain living and working
conditions for all personnel on the installation, and is the lead for base support operations management for the senior
mission commander. The GC also provides continuity of installation command during mission activity deployments.
The GC is rated by the IMA Region Director and senior rated by the next senior commander—either the IC or the
SMC. The GC provides installation management services and obtains resources through IMA channels. The GC may
be appointed as Summary Courts Martial Convening Authority or the Special Courts-Martial convening authority for
the installation and its support area; in some cases, the GC may be appointed as GCMCA. In some cases, the senior
IMA official on an installation may be a civilian, the garrison manager. A garrison manager (the civilian equivalent of
a garrison commander) has the same responsibility and authority as the military counterpart with the exception of
Uniform Code of Military Justice and command authority as defined by para 1-5a, above. In brief, garrison command-
ers exercise command authority; Garrison managers do not. Garrison commander’s responsibilities include—

1. Commanding the U.S. Army garrison.

2. Providing IMA services in accordance with respective common levels of service.

3. Coordinating and integrating the delivery of support activity service.

4. Prioritizing requirements and support operations.

(d) SMC and IC designated as one individual. When designated as both the SMC and the IC for an installation, the
SMC executes both the senior mission commander responsibilities and the responsibilities of the installation com-
mander listed above.

(e) IC and GC designated as the same individual. On some installations the IC and GC will be the same individual.
When serving as both the IC and GC, the commander will comply with all respective garrison commander duties as
well as the pertinent installation commander duties, listed above.

1. The installation commander is normally the senior commander of the prime mission activity assigned to the
installation. In most cases, the installation commander is a general officer. In addition to handling mission functions,
the installation commander has operational oversight of real estate, facilities, base support operations, and activities on
the installation. Installation commanders communicate installation management priorities not set by Headquarters,
Department of Army (HQDA) or IMA, to garrison commanders. In most cases, installation commanders also provide
general officer-level guidance for all installation and installation support activities.

2. The garrison commander is responsible for day-to-day management of installations, and executes delivery of real
estate, facilities, force protection mission, and base support operations. IMA may designate the garrison commander as
the installation commander subject to the restrictions set out in 2-5b(4)(a) and 2-5b(4)(b), below.
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3. Senior mission commander is a title invoked in those situations where installations do not have a general officer
assigned as installation commander. The senior mission commander is a general officer (GO) with command oversight
of one or more non-go installation commanders. The senior mission commander conveys the Army Command
(ACOM)/Army Service Component Command (ASCC)/Direct Reporting Unit (DRU) mission priorities to the installa-
tion commander, and provides executive oversight and communicates installation management priorities to the installa-
tion commander and garrison commander. Senior mission commanders’ orders from the General Officer Management
Office (GOMO) will specify the installations for which they will serve as SMC.

4. Where a garrison commander is designated as the installation commander, the following guidance applies:
Installation commanders will not exercise operational control over tenant organization missions, and relationships and
responsibilities of the installation and tenant organizations should be established by support agreements (see FM
100-22).

5. Installation commanders who are junior-in-grade will not exercise any aspect of command over senior officers,
except in those instances where such an IC is a GCMCA and, therefore, exercises command authority and gives lawful
orders to superiors in fulfilling responsibilities as a convening authority.

6. Garrison commanders dual-hatted as installation commanders report to IMA for traditional base operations
support and to the SMC for other priorities.

7. A garrison manager may not be designated as installation commander.

8. See figure 2-1 for installation command and control relationships.

c. UCMJ authority. UCMI authority will be governed by AR 27-10, para 5-2.

(1) Army commanders in the grade of lieutenant general or above may not assume command of Army installations,
except where the installation serves as the location for an Army Corps, continental United States Army (CONUSA), or
higher headquarters. An exception to this policy must be approved by General Officer Management Office, Chief of
Staff (DACS-GOM), 200 Army Pentagon, Washington, DC 20310-0200.

(2) ACOM/ASCC/DRU commanders may relieve tactical commanders of installation responsibilities by designating
a junior officer, equal or higher in grade to the garrison commander of the permanent station, as installation
commander.

(3) Command of installations and units under the Army Medical Department (AMEDD) will be as prescribed in AR
40-1.

d. Announcement of assumption of command. Assumption of command will be announced in a memorandum and
will contain the information shown in figure 2-2. To preclude two separate documents, appointment (applies only to
three- and four-star general officers) and assumption announcements may be included in a single memorandum, as
shown in figure 2-3. Senior mission commander delegation will be indicated, as required, by GOMO on the
individual’s permanent change of station (PCS) orders.
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DEPARTMENT OF THE ARMY
Organizational Name/Title
City, Site, ZIP+4
Office Symbol (MARKS NUMBER)

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT: Assumption of Command By Authority of (appropriate
subparagraph) .

The undersigned assumes command of (complete unit desigma-
tion and unit identification code (UIC)), effective
{time/date).

(Signature block)

NAME
GRADE, BRANCH
Commanding

(or the words “Acting Commander” as
appropriate f{see para 2-8a(3)])

Figure 2-2. Assumption of command

DEPARTMENT OF THE ARMY
Organizational Name/Title
City, State Zip+4

Office Symbol (MARKS NUMBER)

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT: Appointment of Commander.

By direction of the President, (grade, name, $SAN, and

branch) is appointed commanding officer or commanding general
of (complete unit designation and UIC), effective (date).

Figure 2-3. Appointment of commander
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(4) Links Well-being programs and initiatives to the four institutional outcomes of attracting, developing, retaining
and supporting.

b. An individual perspective. Well-being is a personal state, experienced by the individual. While there is no formula
for prescribing this personal state, individuals must be self-reliant in order for this experience to be positive.
Individuals are ultimately responsible for their own Well-being, but commanders are responsible for creating and
sustaining a climate that contributes positively to the lives of the Army Family, including Soldiers (active, reserve and
guard) retirees, veterans and DA cjvilians, and all their Families, The state of Well-being includes four basic
dimensions of individual life experience:

(1) The physical state centers on one’s health and sense of wellness, satisfying physical needs through a healthy
lifestyle.

(2) The material state centers on essential needs such as shelter, food, and financial resources.

(3) The mental state centers on basic needs to learn, grow, achieve recognition, and be accepted.

(4) The spiritual state centers on a person’s religious/philosophical needs, providing powerful support for values,
morals, strength of character, and endurance in difficult and dangerous circumstances.

3-4. The Well-being framework

The four institutional outcomes of attracting, developing, retaining, and supporting are a function of the actions people
take in response to their views of the actions of the institution. Therefore, the concept of Well-being principally focuses
on the perceptions of the people who make up the Army. A framework or critical tool for organizing the thought
process and structure associated with Well-being results from relating individual needs and aspirations with Army
functions designed to meet those needs and aspirations. Within this framework not all individual needs or aspirations
should, or can, be met by the Army. While oriented on the personal needs of individuals, Well-being acknowledges a
basic rule of soldiering in the Army—that personal responsibilities and needs may be subordinated when duty calls.
Soldiers and civilians must ensure that personal issues do not influence or impair the ability to deploy and perform the
mission. The Army must provide an environment that makes mission accomplishment possible. The Well-being
framework is described in terms of four individual aspirations:

a. To serve. The Army exists to fight and win the nation’s wars. Individuals choose to join the Army to fulfill the
aspiration “to serve” the nation, its people, and the cause of freedom. This sense of service is considered “fundamental”
to Army Well-being,

b. To live. This aspiration addresses the basic physical and material needs of shelter, food, and health. Individuals
seek to satisfy this need by earning a living, achieving financial security, and providing for their Families. This role as
provider is considered “essential” to Army Well-being.

¢. To connect. The need “to connect” centers on acceptance, contribution, and social interaction. Individuals want to
be accepted and valued, to contribute to a winning team, to perform meaningful work, and to unite around a common
purpose and shared beliefs. The unique Army esprit de corps that connects individuals to the Army team serves a
“defining” role in Army Well-being.

d. To grow. Personal growth involves mental and spiritual needs, and encompasses the individual’s desire to be
creative, productive, and to use and expand one’s capabilities. Individuals’ ability to fulfill their personal aspirations
“enhances” both their own lives and their relationship to the Army.

3-5. Well-being strategic goals
Army Well-being is achieved by providing for four strategic goals linked to the Well-being framework of the Army
Family, including Soldiers (active, reserve, and guard), retirees, veterans, and DA civilians, and all their Families:

a. Opportunity for service. Whether in a combat zone or a garrison environment, we all must embrace the concept
that we have an opportunity to serve in support of something larger than ourselves.

b. Standard of living. To be able to live at a standard of living that we as an Army can be proud of.

c¢. Pride and sense of belonging. To develop and maintain a sense of pride and belonging with the Army team—
Soldiers, DA civilians, retirees, veterans, and their Families.

d. Personal enrichment. To take advantage of the numerous opportunities the Army provides for personal and
professional growth.

3-6. Well-being end state

a. A system perspective. An integrated system of Well-being functions and programs that:

(1) Recognizes that the institutional needs of the Army cannot be adequately addressed without fostering self-
reliance and meeting the personal needs and aspirations of its people.

(2) Is designed and resourced to successfully account for the dynamic nature of the Army’s operational challenges
and America’s societal changes.

(3) Maximizes readiness; retention, and recruiting.

(4) Contributes to an institutional strength that enables the Army to accomplish its “full spectrum mission.”
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b. A cultural perspective. An Army culture that balances the commitment expected of our people and the Army’s
commitment to those people.

3-7. The Army Well-being strategic process

At the Department of Army level, the Well-being process improves and sustains the institutional strength of the Army
through a comprehensive strategy that integrates Well-being initiatives, programs, and resources to meet the Well-being
needs of the Army. The process integrates all Army Well-being issues, initiatives, and programs to provide senior
decision makers with a holistic perspective of Army Well-being. It uses the Army Well-being framework to synchro-
nize the effects of all associated programs to achieve an integrated result. The process can be viewed as “a strategic
umbrella” over individual programs and processes that have previously operated independently of one another. The
significant components of the Well-being process include:

a. Deputy Chief of Staff, G-1 (DCS, G-1). As the executive agent for Army Well-being, the DCS, G-1 coordinates
and integrates the efforts of The Department of Army Staff, through the Well-Being Division, in the execution of the
Well-being process.

b. Well-Being General Officer Steering Commirtee. The Well-Being General Officer Steering Committee (WB
GOSC) is responsible to the Secretary of the Army, through the Chief of Staff, Army, for providing strategic oversight
of the Well-being process from a holistic perspective and identifying required policy changes for Army Staff develop-
ment and Secretary of the Army approval necessary to achieve the Army’s Well-being end state.

c. Well-Being Council of Colonels. The Well-Being Council of Colonels (WB COC) is responsible for reviewing
Well-being initiatives, issues, and recommendations for submission to the WB GOSC.

d. Well-being management tools.

(1) The Well-being architecture translates the Well-being philosophy into manageable functional areas. In so doing,
the architecture defines the scope of Well-being and ensures that all Well-being tools are properly integrated into the
overall process.

(2) The Well-Being Action Plan (WBAP) describes the functional architecture and represents the strategic plan for
each of the individual Well-being functions. The WBAP is linked directly to the Well-being status report and the Army
campaign plan.

(3) The Well-Being Status Report (WBSR) uses results-oriented performance measures to quantify the current
status, progress, perspective and impact of each of the Well-being functions. In so doing, the WBSR delineates the
standards for measuring components of the individual Well-being functions. The ultimate output of the WBSR is a
representation of the function’s impact on the human dimension of readiness. This critical information is a major
component of the Strategic Readiness System (SRS).

(4) The Well-Being Resource Crosswalk (WBRC) captures programming and budgeting information for all forms of
Army funding that contribute to Well-being (for example, appropriated, non-appropriated, or DOD). This data,
formatted in accordance with the Well-being architecture, provides senior army leaders funding profiles for each Well-
being function and a holistic perspective.

(5) The Well-Being Strategic Communications Plan (WBSCP) provides a disciplined mechanism to communicate
the Army’s Well-being message to complex audiences both inside and outside the Army.

(6) The Army Campaign Plan provides the vehicle by which Well-being planning is integrated and synchronized
with the overall Army Transformation.

3-8. Responsibilities

a. The Secretary of the Army (SA) and Chief of Staff, Army (CSA) together form the senior Army leadership
responsible for the readiness of the force. Accordingly, they ensure the effective and timely implementation of policy,
program, and budget decisions necessary to enable Army Well-being.

b. The Vice Chief of Staff, Army (VCSA)—

(1) Supervises the Army Staff in their coordinated efforts to develop an integrated and holistic approach to enabling
the Well-being of the force.

(2) Chairs the Army Well-Being General Officer Steering Committee.

(3) Advises the SA and CSA on recommendations from the Well-Being General Officer Steering Committee.

c. The Deputy Chief of Staff, G-1 is the responsible official for Army Well-being and provides strategic oversight
of Army Well-being by integrating all Well-being programs, identifying policy changes necessary to achieve the
Army’s Well-being end-state, and developing a holistic perspective of the human dimension’s impact on readiness.
Responsibilities include:

(1) Serving as executive agent for the WB GOSC.

(2) Ensuring disciplined adherence to the Well-being process.

(3) Coordinating the agenda for and conducting meetings of the WB GOSC.

(4) Providing staff and administrative support to the WB GOSC.
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(5) Maintaining and updating the tools necessary to ensure a holistic approach to integrated strategic planning for
Well-being programs.

(6) Representing the holistic perspective of Army Well-being programs in the planning, programming, budgeting
and execution (PPBE).

d. Heads of other HQDA Staff agencies (and FOAs as appropriate) are responsible for Armywide policies, plans and
initiatives within their areas of proponency. The Deputy Chief of Staff, G-1 and the WB GOSC using the Well-being
process will integrate their policies, plans, and initiatives pertaining to Army Well-being into the Army’s overall plan
to achieve the Army Well-being end-state.

e. Commanders and other leaders at all levels will provide an environment that contributes positively to the physical,
material, mental, and spiritual dimensions of the lives of their subordinates and their Families as well as members of
the greater, extended Army Family, including veterans, retirees, and DA civilian employees as appropriate. The Well-
being definition, concept, framework, strategic goals, and end-state described in paragraphs 3-2 through 3-6 apply
Armywide. The Well-being architecture provides commanders at all levels an integrated approach for focusing on and
assessing functional outcomes. Commanders should adapt the architecture and other Well-being tools listed in para-
graph 3-7 in meeting their responsibilities to manage implementation of Army Well-being within their organizations.

Chapter 4
Military Discipline and Conduct

4-1. Military discipline

a. Military discipline is founded upon self-discipline, respect for properly constituted authority, and the embracing
of the professional Army ethic with its supporting individual values. Military discipline will be developed by individual
and group training to create a mental attitude resulting in proper conduct and prompt obedience to lawful military
authority.

b. While military discipline is the result of effective training, it is affected by every feature of military life. It is
manifested in individuals and units by cohesion, bonding, and a spirit of teamwork; by smartness of appearance and
action; by cleanliness and maintenance of dress, equipment, and quarters; by deference to seniors and mutual respect
between senior and subordinate personnel; by the prompt and willing execution of both the letter and the spirit of the
legal orders of their lawful commanders; and by fairness, justice, and equity for all Soldiers, regardless of race,
religion, color, gender, and national origin.

c. Commanders and other leaders will maintain discipline according to the policies of this chapter, applicable laws
and regulations, and the orders of seniors.

4-2. Obedience to orders
All persons in the military service are required to strictly obey and promptly execute the legal orders of their lawful
Seniors.

4-3. Military courtesy

a. Courtesy among members of the Armed Forces is vital to maintain military discipline. Respect to seniors will be
extended at all times (see AR 600-25, chap 4).

b. The actions of military personnel will reflect respect to both the national anthem and the national colors. The
courtesies listed in AR 600-25, appendix A, should be rendered the national colors and national anthem at public
events whether the Soldier is off or on duty, whether he or she is in or out of uniform. Intentional disrespect to the
national colors or national anthem is conduct prejudicial to good order and discipline and discredits the military
service.

4-4. Soldier conduct

a. Ensuring the proper conduct of Soldiers is a function of command. Commanders and leaders in the Army,
whether on or off duty or in a leave status, will—

(1) Ensure all military personnel present a neat, soldierly appearance.

(2) Take action consistent with Army regulation in any case where a Soldier’s conduct violates good order and
military discipline.

b. On public conveyances in the absence of military police, the person in charge of the conveyance will be asked to
notify the nearest military police and arrange to have them, if necessary, take custody of military personnel. In serious
situations, such as physical assault, the person in charge of the conveyance will be asked to stop at the first opportunity
and request local police assistance. In all such cases, the local police will be advised to telephone (collect) the nearest
Army post or Army headquarters.
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(2) Communicate with the commander concerning their complaints.

(3) Receive assistance when submitting a complaint.

(4) Receive training on the Army’s EO complaint and appeals process.

b. Individual responsibility. Individuals are responsible for—

(1) Advising the command of any incidents of sexual harassment and unlawful discrimination complaints and
providing the command an opportunity to take appropriate action to rectify/resolve the issue.

(2) Submitting only legitimate complaints and exercising caution against unfounded or reckless charges.

c¢. Individual attempts to resolve complaints. It is recommended that the individual attempt to resolve a complaint by
first informing the alleged offender that the behavior must stop.

d. Filing and processing EO complaints. For filing and processing of EO or sexuval harassment complaints, follow
the procedures outlined in appendix D.

6-10. Housing complaints
Complaints of housing discrimination involving unequal treatment because of race, color, religion, gender, or national
origin will be forwarded to the local housing division for processing. AR 210-50 provides policy for housing issues.

6-11. Evaluation reports

a. Entries. The performance evaluation process provides commanders and supervisors an excellent opportunity to
discuss their goals, objectives, and expectations of the EO and EEO programs. In counseling session, commanders and
supervisors should discuss these programs as expressions of the Army’s values and encourage support of these
programs and how they intend to evaluate individual behaviors and actions. When evaluating officers, enlisted Soldiers,
or DA civilian employees, rating officials will evaluate those individuals’ commitment to the goals and objectives of
the EO or EEO program. This includes the individuals’ actions or non-actions toward the prevention and elimination of
unlawful discrimination and/or sexual harassment. Raters are required to document significant deviations from that
commitment and identify instances of reprisal/retaliation taken by the rated individual in that evaluation report (see AR
623-3). Substantiated EO complaints as a result of AR-15-6 investigation require a “Does not support EQO” on the
NCOER or a “No” in Part IV-Performance Evaluation Professionalism, A. Army Values, 5. Respect, on the OER. This
documentation may include administering appropriate administrative, disciplinary, or legal action(s) to correct offensive
behavior.

b. Appeals. Appeals of officer evaluation reports due to alleged unlawful discrimination, sexuwal harassment, or
reprisal will be conducted according to the procedures specified in AR 623-3 Appeals of noncommissioned officer
evaluation reports, based on allegations of unlawful discrimination, sexual harassment, or reprisal, will be submitted
according to the procedures outlined in AR 623-3.

6-12. Civilian schooling

Army personnel pursuing an educational program at an institution that unlawfully discriminates in the admission or
subsequent treatment of students will not be financially assisted from appropriated fund resources. Exceptions to this
policy will be considered when the applicant has previously attended the institution in question and will suffer personal
hardship through loss of earned credits if a transfer is required. When Soldiers seck continuation of civilian schooling
with schools barred from receiving DOD or DA funds because they discriminate in their admission practices or
subsequent treatment of students, they will request an exception to policy through command channels.

6-13. Legal assistance

Within the framework of the legal assistance program, legal assistance may be provided to Soldiers who believe they
have been denied federally protected rights. If the civil rights of Soldiers seem endangered and an appearance in court
or other legal action beyond the authority of the legal assistance officer is required, the matter will be reported to The
Judge Advocate General (HQDA (DAJA-CL), Washington DC 20310-2200 for possible referral to the Department of
Justice (see AR 27-40),

6-14. EO Action Plans
EO Action Plans (EOAPs) are planned, achievable steps that eliminate practices denying fair and equitable treatment to
Soldiers and their Families, and that monitor progress toward these goals.

a. Each ACOM/ASCC/DRU, installation, separate unit, agency, and activity down to and including brigade-level or
equivalent will develop and implement EOAPs. DA Pam 600-26 is the HQDA EOAP that monitors the centralized
personnel management processes for which HQDA has responsibility. Heads of staff proponent agencies and their field
operating agencies provide input to this EOAP. Unit EOAPs will be written in accordance with DA Pam 600-26.

b. Units will review EOAPs annually to assess the effectiveness of past actions; to initiate new actions, and to
sustain, monitor, or delete goals already achieved.

¢. Commanders will provide a copy of their EOAP to the next higher commander.
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