
SUMMARYofCHANGE
 
DA PAM 350-20 
Unit Equal Opportunity Training Guide 

This change 1-­

o	 Addresses policy changes in Interim Change I04, AR 600-20. 

o	 In addition, three lesson plans have been rewritten to provide detailed 
information on equal opportunity (EO) complaint procedures, EO violations 
subject to the Uniform Code and Military Justice, and prevention of sexual 
harassment. 

o	 DA Pam 350-20, 30 August 1993, is changed as follows: 

--Paragraphs 1-4a, 7-2b, 14-4, and Figure 14-2 and Overhead Transparency 14­
2: For sex readgender.
 

--Paragraph 1-5b: For military units read units
 

--Paragraph 1-6: For will follow read should follow.
 

--Figure 2-1: Add two bullets
 
*Post clear policy statements
 
*Provide feedback to complainant
 

--Paragraphs 3-1 through 3-4: Are replaced in toto.
 

--Paragraph 3-5, heading: For SYMBOLISM DEFINED read CULTURAL SYMBOLS
 

--Paragraph 3-5, In text directly following the heading: For symbology read
 
symbols
 

-- (Chapter 4) Lesson Plan 4: is replaced in toto. 

--Paragraph 5-2: For is ... read is that which is arbitrarily based on a person's
 
race, color, gender, national origin, or religion.
 

--Paragraph 5-4 to end of chapter is replaced.
 

-- (Chapter 6) Lesson Plan 6: is replaced in toto.
 

--Paragraph 7-3b: For sex-based read gender-based
 

--Paragraph 7-4 to end of chapter: is replaced.
 

-- (Chapter 8) Lesson Plan 8: is replaced in toto.
 

--Paragraph 9 -14b: For many Hispanic read some people
 
For a Hispanic soldier read such a person
 
For Hispanics read similar soldiers
 



--Paragraph 9-14c: For many Native Americans would rather read a Native 
American may prefer to 

--Paragraph 9-14d: For outrank read supervise 
For who, either ... non-assertive, read who culturally were taught to be non­

aggressive. 
Beginning with For example, through the end of the chapter: Delete 

--Paragraph 10-lh: For NOTE: Per AR 600-20 ... command. read NOTE:Per 600-20, 
commanders are strongly encouraged to conduct an internal EO climate 
assessment within 90 days of their assumption of command and once annually 
thereafter. 

--Paragraph 10-2, heading: For ASSESSMENT-MANAGEMENT TOOLS FOR LEADERS read 
EQUAL OPPORTUNITY ASSESSMENT-INDICATORS FOR LEADERS 

--Paragraph 10-2b, second bullet: For Surveys ... command. read Surveys are 
normally administered at unit level by an EOA or EOR. 

--Paragraph 10-2, Figure 10-1, third bullet: For AAA read AAP 

--Paragraphs 10-9 and 10-10: are replaced in toto. 

- - Paragraph 11- 3: Insert this text after the third bullet: Consult wi th EOA to 
assist in developing an action plan to address specific concerns. 

--Paragraph 13-2: For you must read You should 

--Paragraph 14-4a: For sex-based read gender-based 

--Paragraph 14-7b For uses implicit read uses or condones implicit or 
explicit 

--Paragraph 14-8, the text immediately following the heading, WOMEN IN THE 
MILITARY SERVICE: Delete 

--Paragraph 14-16: For (MCOES) read (MEOCS) 

--Paragraph 15-2, Figure 15-1, fifth bullet is changed: For Fast process read 
Deliberate and thorough 

- - Para 15 -7, heading: For FAST PROCESS OF HANDLING COMPLAINTS read DELIBERATE
 
AND THOROUGH HANDLING OF COMPLAINTS
 

--Paragraph 15-14: For UCMJ awards, read awards, UCMJ actions, promotion
 

--Paragraph 15-17, heading and paragraph text: For 25-5 read 26-6
 

--Appendix B (formerly Appendix A): Remove and replace overhead
 
transparencies (OTs); 2-1,4-1, 4-2, 4-3, 4-4, 4-5, 4-6, 4-7, 4-8, 6-1, 7-3,
 
8-1, 8-2, 8-3, 8-4, and 8-5
 

--Appendix C (formerly Appendix B): remove and replace in toto.
 



FOREWORD 

INTRODUCTION 

This country was founded on the basic values of freedom, dignity, respect, and opportu­

nity for all. In an ongoing struggle to ensure that these rights are enjoyed by all citizens, 

we must continue to educate ourselves and our soldiers on the importance of equal 

opportunity (EO). Through this education we can better appreciate the cultural diversity 
that has helped make this country great. Through education we can create an environ­

ment in which soldiers can excel. 

Equal opportunity and treatment are given to all soldiers, their families, and Department 

of the Army (DA) civilians. This is done without regard to race, color, gender, religion, 

or national origin. To uphold this policy, the chain of command has a continuing 
challenge; it must provide a command climate that fosters attitudes and behavior about 
equal opportunity which lead to cohesion and mission accomplishment. 

Values, attitudes, and prejudices gained before enlistment or commissioning do not 

automatically dissolve or change when someone puts on an Army uniform. Too often 

these values, attitudes, and prejudices can lead to the misunderstanding, frustration and 
suspicion of others. Knowing and accepting this will help you to understand the impact 

of EO training on command climate. 

A positive, proactive EO environment helps units' effectiveness. It promotes morale, 

teamwork, and results in a high degree of unit cohesion and esprit de corps. People 

perform most efficiently in an atmosphere free of intergroup friction and discord. 

Therefore, a healthy EO environment is a key factor in developing and maintaining unit 

readiness. 

PURPOSE OF THIS PAMPHLET 

This pamphlet provides lesson plans for conducting unit EO training as specified in 

Chapter 6, AR 600-20. These lesson plans are for use in officer and NCO professional 

development sessions. 

Each plan offers important information which gives soldiers and DA civilians the 

knowledge to improve unit harmony, effectiveness, and mission accomplishment. The 
key to successful training with these EO lesson plans is the same as with any other 

program: command support and participation. 

LESSON PLAN STRUCTURE 

Although numbered sequentially, each lesson plan is independent of the others in this 

publication. To maintain this independence, repetition of subject matter among the 
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lesson plans exists. Lesson plans containing additional or more completely developed 

explanations of a concept or topic being discussed will be referenced in an instructor 
note. 

Administrative data are listed at the start of each plan, and practical exercises are 

present where applicable. Also, acronyms and abbreviations are defined in each lesson 

plan. 

LESSON PLAN USE 

These lesson plans have been designed to provide comprehensive topical information 

about equal opportunity. Decide what information your soldiers and DA civilians need, 

and choose the lesson plans that contain that information. Use them in total, expand 

them, tailor them, or sequence them based upon your needs. 

INSTRUCTIONAL TECHNIQUES 

The following are recommended teaching techniques to use with these lesson plans: 

• Use this material in small group sessions limited to	 no more than 20 to 25 people. 
Small group discussion is highly desirable; it encourages the sharing of ideas and 

derives maximum benefits from the experiences of each group member. Larger 

groups placed auditorium-type settings restrict interpersonal communication. 

• Unit commanders should	 be involved in this vital training. At a minimum, they 

should make opening comments. 

• The unit chain of command should lead and take part in all discussions. 

APPLICABILITY 

The contents of this pamphlet apply to all members of the US Army, DAC workforce, 

US Army Reserve, and the Army National Guard. 

EO TRAINING MATERIAL 

Various training support packages (TSPs) on equal opportunity are available for use in 

the TRADOC service schools and NCO academies. These TSPs contain much of the 

same material as found in this pamphlet. 

Training Circular 26-6, Commander's Equal Opportunity Handbook, serves as a "tool­

kit" for the commander in implementing Army EO policy. 

The proponent of this publication is the Adjutant General School. Send comments and 

recommendations on DA Form 2028 (Recommended Changes to Publications and 

Blank Forms) directly to Commandant, Adjutant General School (ATZI-AGP-P) Bldg 

401-C, 8899 East 56th Street, Indianapolis, IN 46216-5530. 
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paragraph 14-9, the reference to OT 14-5 
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son plans for conducting unit EO training 
as specified in Chapter 6, AR 600--20. 
These lesson plans are for use in officer 
and NCO professional development ses­
sions. Each plan offers important informa­
tion which gives soldiers and DA civilians 
the knowledge to improve unit harmony, 
effectiveness, and mission accomplish­
ment. The key to successful training with 
these EO lesson plans is the same as with 

any other program: command support and 
participation. 

Applicability. The contents of this pam­
phlet apply to all members of the US Ar­
my, DAC workforce, US Army Reserve, 
and the Army National Guard. 
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Distribution. Distribution of this publi­
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Chapter 3 
Lesson Plan 3-Cultural Issues Related to Equal Opportunity 

3-1. OVERVIEW 
a. TASK: Identify cultural issues related to Equal Opportunity (EO). 
b. CONDITIONS: In a classroom environment. 
c. STANDARDS: Recognition of cultural issues related to EO. 
d. TARGET AUDIENCE: Leaders and soldiers at all levels. 
e. RECOMMENDED INSTRUCTION TIME: 20 minutes including practical exercises (PEs).� 
f INSTRUCTOR REQUIREMENTS: One instructor per class of no more than 25 students.� 
g. EQUIPMENT NEEDED FOR THE INSTRUCTION: Overhead projector, overhead transparencies (OTs), chalk­

board and chalk or butcher paper and magic markers, Practical Exercises 3-1 and 3-2. 
h. TOPICS COVERED: Cultural symbols, cultural symbolism and professional symbolism. 

3-2. INTRODUCTION 
a. The military is probably the most culturally and racially diverse organization in the country. New soldiers meet 

and mix with people they view as "different." Often for the first time, they have to adapt to differences in behaviors, 
speech, dress, etc.. The result of this can be culture shock. 

b. Resistance to making adjustments can create problems not only for soldiers, but also for their leaders. It is 
therefore essential that all soldiers gain an understanding of cultural differences and relationships. 

Note. Distribute the Practical Exercises 3-1 and 3-2. Divide the class into at least four equal groups and give them 5 to 10 minutes 
to complete the PEs. Have a spokesperson from each group present possible answers for the PEs to the class. 

3-3. PRACTICAL EXERCISE 3-1 
a. SITUATION: You are the platoon sergeant within a company-size element. Several white soldiers have com­

plained about Puerto Rican soldiers displaying the Puerto Rican national flag in the windows of their privately owned 
vehicles (POVs). Their perception is that the Puerto Rican soldiers are sending a message that says they love Puerto 
Rico more than they love the United States of America. The white soldiers request a policy be established to ban 
displaying of national flags (of any culture) on the military installation. 

b. QUESTION: What are the EO issues and concerns from this scenario? What action, if any, should you take to 
address concerns of your soldiers? 

c. ANSWER: The scenario presents several different problems. The first issue is that displaying of national or 
cultural flags and symbols is a privilege which can be withdrawn, and not a right. Should your commander feel that 
displaying of certain symbols in the unit area is a detriment to team work and unit cohesion, he or she has the authority 
to withdraw the privilege. Second issue is whether the concerns of the soldiers are legitimate and require intervention 
by the chain of command. Finally, can the request by the soldiers to ban flags from the installation be realistically 
honored? If it is determined that the perception about displaying Puerto Rican flags is one of misunderstanding then it 
may be appropriate to conduct cultural awareness training. However, leaders should not overlook the fact that 
displaying of certain signs and symbols can be used to antagonize others as well as express cultural pride. 

3-4. PRACTICAL EXERCISE 3-2 
a. SITUATION: You are the squad leader in an infantry unit. While walking through your unit area, you over hear 

two African-American soldiers in your squad refer to one another as "home boys". 
b. QUESTION: How do you feel about the soldiers calling each other "home boy"? Should you take any action? If 

so, what and why? 
c. ANSWER: The term "home boy" is sometimes used as a greeting or an expression to show brotherhood or close 

cultural ties. Slang or other cultural expressions are frequently used by soldiers in addressing one another. However, 
leaders should be cautious when such terms are used between soldiers of different rank. Such familiarity can cause 
disciplinary problems when one soldier has to take orders from another with whom they perceived a personal 
relationship. Sometimes these expressions take on a derogatory meaning or can be misunderstood when soldiers outside 
the cultural group attempt to use the same expression. It is important that leaders are aware of certain cultural 
expressions and the positive or negative impact that they can have for a unit's EO climate. 

3-5. CULTURAL SYMBOLS 
Symbols are acts, sounds, or objects which are not important in themselves, but which direct attention to something 
that is considered important. Most groups use symbols to show belonging and membership. Just as social organizations. 
religions, businesses, and political parties have their own sets of symbols, so do various ethnic groups. To understand 
group symbols or cultural symbolism, you must be aware of the self-concepts which have evolved within racially and 
culturally different groups. These concepts have often developed as a reaction to isolation from and rejection by the 
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power establishment. They are expressed through a strong identity and solidarity. There comes with this an increase in 
personal pride and in public identity. The following are examples of group symbols: 

a. GESTURES. Certain physical gestures or "body language" may be used by ethnic groups to show pride or 
solidarity. The symbols used by different cultural groups are often viewed by others as a lack of professionalism, 
display of resentment, or outward hostility rather than as gestures of unity and cultural expression. (Example: ritual 
handshake) 

b. CLOTHING. On special occasions many ethnic groups express a pride in their culture by wearing clothing that 
symbolizes their heritage. (Examples: Irish-Americans wearing green articles on Saint Patrick's Day and German­
Americans putting on liderhosen (leather trousers) for German festivals.) 

c. LANGUAGE. Certain verbal expressions may also be considered as symbols. Most of these express feelings of 
brotherhood or unity. (Example: The greeting, "What's up bro'?") 

3-6. CULTURAL SYMBOLISM 
A cultural symbol is an item or way of behaving which carries a special meaning for an ethnic or racial group. For 
soldiers and leaders, knowing about cultural symbols and their importance to individuals and group identity is very 
important. It is vital to creating and maintaining effective human relations. This leads to unit cohesion. Some examples 
of cultural symbols are pinatas, flags, special handshakes, and inscriptions on hats and shirts. These symbols help 
develop a healthy morale and esprit-de-corps among soldiers, but they need to be understood to be effective. 

3-7. PROFESSIONAL SYMBOLISM 
The military uniform in itself is a professional symbol. It stands for the Army and all of its fine traditions: the ribbons 
denote acts of heroism and service; the unit crest expresses the heritage and traditions of the unit; and the insignia 
indicates rank and status within the military structure. 

Note. Paraphrase the following: Leaders and soldiers at all levels need to accept cultural differences. A leader's awareness of these 
differences can have a positive impact on mission accomplishment. The more a leader knows about the ethnic cultures of the 
soldiers assigned to his or her unit, the better are the chances for developing and maintaining unit cohesion and readiness. This is a 
goal of the Army's EO program. 

Note. Summarize the lesson and ask for questions. 
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Chapter 4 
Lesson Plan 4-Prevention of Sexual Harassment 

4-1. OVERVIEW 
a. TASK: Identify situations of sexual harassment and recommend appropriate corrective action. 
b. CONDITIONS: In a classroom environment. 

c. STANDARDS: Correctly identify situations of sexual harassment and recommend appropriate corrective action. 
d. TARGET AUDIENCE: Leaders and soldiers at all levels. 
e. RECOMMENDED INSTRUCTION TIME: 120 minutes including practical exercises (PEs).
 
f INSTRUCTOR REQUIREMENTS: One instructor per class of no more than 25 students.
 
g. EQUIPMENT NEEDED FOR THE INSTRUCTION: Overhead projector, overhead transparencies (OTs), Figures 

4-1 through 4-8 chalkboard and chalk or butcher paper and magic markers, PEs 4-1 and 4-2. 
h. MAJOR TOPICS COVERED: The Army's program for preventing sexual harassment; policy; categories of sexual 

harassment; sexual harassment behavior, victim impact, sexual harassment checklist, coping mechanisms, components 
of prevention; and recommended techniques in dealing with sexual harassment. 

4-2. INTRODUCTION 

Note. Paraphrase the following statements: 

a. The elimination of sexual harassment has been a long-standing goal of the Army's EO program. The Army has 
made a great deal of progress towards an effective policy of prevention. During recent years the issue of sexual 
harassment has received significant media and political attention in both government and in private sectors. This 
heightened awareness on the causes of sexual harassment has intensified national debate on prevention strategies. 

b. Sexual harassment affects everyone. It victimizes males as well as females and can occur at any time, and is not 
limited to the workplace. 

c. The eradication and prevention of sexual harassment is not just a moral imperative; it is a readiness issue. Army 
leaders continue to re-energize efforts to effect a policy of zero tolerance. Sexual harassment effects unit cohesion and 
mission effectiveness and violates acceptable standards of equality and fair play. Sexual harassment drains our limited 
resources and destroys unit morale. It detracts from a positive unit climate that promotes individual growth and 
teamwork, vital to combat readiness. For these reasons sexual harassment cannot and will not be tolerated. 

Note. The term "civilian employees" used in this lesson plan. refers to Department of Army civilian employees (DACs) working 
either appropriated fund or non-appropriated fund position, and Anny family members who are contract employees. Prior to class 
review Army policy regarding senior-subordinate relationships and fraternization in AR 600-20 and DA PAM 600-35. 

4-3. POLICY 
a. Sexual harassment is defined in AR 600-20 as follows: Sexual harassment 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: 

(I) submission to or rejection of such conduct is made either explicitly or implicitly a term or condition of a 
person's job, pay, or career, or 

(2) submission to or rejection of such conduct by a person is made as a basis for career or employment decisions 
affecting that person, or 

(3) such conduct interferes with an individual's performance or creates an intimidating, hostile, or offensive 
environment. 

b. The definition further states that any person in a supervisory or command position who uses or condones implicit 
or explicit sexual behavior to control, influence, or affect the career, pay, or job of a military member or civilian 
employee is engaging in sexual harassment. Similarly, any military member or civilian employee who makes deliberate 
or repeated unwelcome verbal comments, gestures, or physical contact of a sexual nature is also engaging in sexual 
harassment. 

4-4. CATEGORIES OF SEXUAL HARASSMENT 
Soldiers and civilians need to have a clear understanding of some of the basic principles which are critical to 
identifying types of behavior which constitute sexual harassment. Two of these include "quid pro quo" and "hostile 
environment." Also, soldiers and civilians should understand "unwelcome" as viewed by a "reasonable woman" or 
"reasonable person standard," and the relevancy of impact versus intent. 

Note. Show OT 4-1, CATEGORIES OF SEXUAL HARASSMENT. 
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CATEGORIES OF SEXUAL HARASSMENT 

UQuid Pro Quo" 
Hostile Environment 

RELATED ELEMENTS OF SEXUAL HARASSMENT 

Impact Vs Intent 
Reasonable Person and Reasonable Woman Standards 

Figure 4-1. Categories of Sexual Harassment 

4-5. QUID PRO QUO 
a. "Quid pro quo" which is a Latin term essentially means "this for that." In relation to sexual harassment, it refers 

to conditions placed upon a person's career or terms of employment in return for sexual favors. This may involve 
threats of poor performance evaluations, firing, or a variety of other adverse actions if the victim does not submit to 
requests for sexual advances. One can still be a victim despite the appearance of willingly submitting to sexual 
advances; the threat to a person's job or career only has to be implied. 

b. Quid pro quo can also involve promising favorable actions such as career advancement, promotions, and other 
benefits should the victim accede to the sexual advances of the harasser. 

c. Incidents of quid pro quo can also have an adverse effect on third persons. It can result in allegations of sexual 
favoritism, or gender discrimination when a person feels unfairly deprived of recognition, advancement, or other career 
opportunities due to favoritism shown to another soldier or civilian employee based on a sexual relationship. An 
example would be assigning a squad member who finds out that his or her squad leader recommends another soldier 
for promotion based upon promised or actual sexual favors, not upon merit or ability. 

4-6. HOSTILE ENVIRONMENT 
a. A "hostile environment" occurs when soldiers or civilians are subjected to offensive, unwanted, and unsolicited 

comments and behavior of a sexual nature. Unwanted and unsolicited in this case means that the behavior was not 
requested or asked for in any terms. This form of sexual harassment has been identified as the most prevalent within 
the military. 

b. A "hostile environment" brings the topic of sex or biased gender differences into the workplace in anyone of a 
number of forms. It does not, however, necessarily include the more blatant or easily identifiable acts of quid pro quo. 
Rather, it normally includes those actions in "the grey areas" or the less obvious kinds of behavior which are based on 
gender differences. 

c. An example of "hostile environment" often observed in the old Army would have been a predominantly male­
oriented workplace where soldiers and their leaders frequently used derogatory feminine terms in describing unsatisfac­
tory male performance, e. g., "wimp," "sissy," or "mama's boy." In addition, they would have used language that 
contained sexual connotations or was gender based such as certain jody calls during physical training. This environ­
ment may have tolerated or even encouraged posting of sexually oriented cartoons and pictures in the work and living 
areas. Also, telling of sexually explicit jokes and sharing sexist attitudes and opinions were likely prevalent. These 
behaviors created a hostile environment, whether or not women directly worked in or visited the immediate area. 

Note. Emphasize that women do not have to be present or be a member of an organization for sexual harassment or hostile 
environment to occur; men can be sexually harassed by other men. 

4-7. RELATED ELEMENTS OF SEXUAL HARASSMENT 
In addition to the two basic categories of "Quid Pro Quo" and Hostile Environment, soldiers and civilian employees 
need to be aware of other related elements to identify behavior that constitutes sexual harassment. 

4-8. IMPACT VS INTENT 
a. Soldiers and civilians must understand that what they may consider to be joking or horseplay must be evaluated 

on its appropriateness and offensiveness as perceived by the recipient. 
b. When attention of a sexual nature is neither wanted, initiated, nor solicited, it is considered "unwelcome." 
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Assessing whether the behavior is appropriate or offensive must be done from the perspective of the recipient, not the 
alleged harasser. 

c. In determining whether such behavior constitutes sexual harassment, a primary concern is the impact of the act 
upon the victim, not the intent of the alleged harasser. An excuse such as, "I was only joking" is irrelevant. In the 
event of a complaint, the impact of an incident or series of incidents will be viewed from the complainant's 
perspective. The issue of intent on the part of the perpetrator is not a relevant factor in determining whether sexual 
harassment has occurred. 

Note. You may inform the class that commanders may consider intent when adjudicating an appropriate command response or 
specific corrective actions. 

4-9. REASONABLE PERSON AND REASONABLE WOMAN STANDARDS 
a. Another variable in assessing the impact or expected reaction to sexual harassment is measured by the 

"reasonable person standard" or the "reasonable woman standard." These standards are used to predict the expected 
reaction to or impact of perceived offensive behaviors on the recipient. They ensure adequate sensitivity to a person's 
feelings and perspective while avoiding extremes. The standard asks, "How would a reasonable person under similar 
circumstances react or be affected by such behavior?" When the complainant is a woman, the evaluation would pose. 
"How would a reasonable woman be affected or react?" 

b. The purpose of adopting a "reasonable woman's standard" is to avoid the issue of male bias which could exist in 
a "reasonable person's standard." Because of our socialization, men and women can watch the same behavior, but have 
a very different perspective about what they saw and what they were feeling. 

Note. Provide a contemporary or current event or local issue as an example. 

4-10. SEXUAL HARASSMENT BEHAVIOR 
Earlier we stated that sexual harassment could enter the work environment in a number of ways. Sexual harassment 
behavior is a major factor for determining hostile environment and can be categorized into four basic forms: verbal 
comments, nonverbal gestures, printed material and physical contact. The following are common examples: 

Note. Show OT 4-2, SEXUAL HARASSMENT BEHAVIOR. 

SEXUAL HARASSMENT BEHAVIOR 

Verbal Comments 
Nonverbal Gestures 
Printed Material 
Physical Contact 

Figure 4-2. Sexual Harassment Behavior 

4-11. VERBAL COMMENTS 
a. Examples of verbal comments include telling sexual jokes and using profanity, off-color sexual comments, 

threats; or barking, growling, oinking, and whistling at passersby in describing certain sexual attributes about one's 
physical appearance. 

b. Telling sexual jokes is one of the toughest forms of harassment to confront. It is not necessarily because of the 
different perceptions about the offensiveness of the joke, but rather the intent of the person telling the joke is often 
viewed as being "all in fun" with no deliberate attempt to hurt or do harm. Even those who are offended may laugh 
along rationalizing that tolerating the storyteller is a form of group camaraderie. However, this rarely is the case. Often 
the opposite reaction occurs creating a lack of respect and a "here we go again" response when the joker approaches. 

c. Another kind of verbal behavior is using innocent "terms of endearment" such as "honey," "baby," "sweetheart" 
or "dear" in referring to soldiers or civilian co-workers. Initially this form of harassment appears innocent until 
someone demands that his or her appropriate title be used. When the victim's request is not honored and the behavior 
is repeated or escalated to another form, it can be classified as creating a hostile environment. 
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10-6. UNDERSTANDABLE UNIT PROCEDURES 
Q. Review the unit's administrative procedures to ensure that all soldiers understand the content and basis of 

command decisions. These decisions must be steps toward increasing chain of command credibility. 
b. Ask yourself these process (How and Who) questions: 

o	 Who in the chain of command influences who? 
o	 Who are the informal leaders? 
o	 How are decisions made? 
o	 Who listens to whom? 
o	 Who dominates staff meetings? 
o	 How is time managed? 
o	 Who participates, who does not? 

10-7. POSITIVE ETHNIC RECOGNITION 
Think of ways to foster understanding among unit officers and enlisted members from all ethnic backgrounds. 

o	 Maximize hometown news releases. 
o	 Develop a publicity bulletin board in the billets. 
o	 Conduct cross-cultural training and ethnic events. 

10-8. EQUAL TREATMENT MONITORING 
Monitor the unit's administration for trends that show possible unfairness, inequality, or apathy in such areas as 
promotions, training, duty rosters, duty positions and assignments, and administering UCMJ actions. 

10-9. INDICATORS OF INTERGROUP UNREST 
Q. An analysis of intergroup tension indicators in Army units has been conducted by the Department of the Army 

and the Army Research Institute. The results show that certain common conditions seem to exist before violence 
erupts. 

b. Here are the most significant indicators: 

o	 Group participation in intergroup incidents. 
o	 Meetings of groups to the exclusion of others. 
o	 Negative polarization off post and on post. 
o	 Increased frequency and nature of complaints of alleged discrimination. 
o	 Use of abusive words and display of offensive symbols. 
o	 Low unit morale. 
o	 Discriminatory practices in surrounding civilian communities. 
o	 Increase in intergroup unrest in civilian society. 
o	 Indifferent responses by soldiers who have one cultural background to orders given by soldiers who have another. 
o	 Increased use of offensive language, both orally and written, in public places. 
o	 Control of dayrooms or other on-post facilities by certain groups to the exclusion of others. 
o	 Poor personal appearance by soldiers. 
o	 Poor military courtesy by soldiers. 
o	 Increased number in AWOLs. 
o	 Claims of unfairness in promotions. 
o	 "Cutting in" at dining facility lines with the aid of members of one's own group. 

Cooks' distribution of food servings varying in size according to in-group, out-group. 
o	 Increase in incidents of thefts, robberies, and assaults. 
o	 Interpretation of ethnic separatism as a sign of hostility. 
o	 Reluctance to discuss group differences in mixed company. 
o	 Resistance to authority. 
o	 Failure or unwillingness to use established complaint channels. 
o	 Unwillingness by leaders to openly acknowledge group differences. 
o	 Lack of respect for the military police (MPs). 
o	 Increase in the volume and nature of rumors. 
o	 Unwillingness to communicate between superior and subordinates. 
o	 Resentment upon being asked to explain why groups do not associate with each other. 
o	 Claims of extra duties and details being assigned according to groups. 
o	 Impatience in understanding some soldiers' difficulties with using the English language. 
o	 Frequent fights (individual and group) between or among members of different groups. 
o	 Any off-post incident that arises with inter-group overtones. 
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