
Unit Commander's EO Responsibilities 

Develop and Implement EO Programs 

Identify and Correct Discriminatory Practices 

Promote EO and Interpersonal Harmony 

Conduct EO Training on a Continuing Basis 

Monitor/Assess the Execution of EO Complaints 

Ensure Prompt Resolution of EO Complaints 

Post Clear Policy Statements 

Provide Feedback to Complainant 

Figure 2-1. Unit Commander's EO Responsibilities 
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Chain of Command1s Roles and Responsibilities
 

First Sergeant 

Platoon Leader and Platoon Sergeant 

Squad Leader 

Section/Team Leader 

Equal Opportunity Representative (EOR) 

Equal Opportunity Adviser (EOA) 

Figure 2-2. Chain of Command's Roles and Responsibilities 
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Equal Opportunity Representative 

Equal Opportunity Representatives are unit soldiers trained to
 

help commanders carry out the equal opportunity program within units.
 

Figure 2-3. Equal Opportunity Representative 
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Categories of Sexual Harassment 

liQuid Pro Quo" 

Hostile Environment 

Related Elements of Sexual Harassment 

Impactvs Intent 

Reasonable Person and Reasonable Woman Standards 

Figure 4-1. Categories of Sexual Harassment 
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Sexual Harassment Behavior
 

Verbal Comments 

Nonverbal Gestures 

Printed Material 

Physical Contact 

Figure 4-2. Sexual Harassment Behavior 
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Victim Impact
 

Interferes with Work Performance 

Creates Hostile Environment 

Promotes Negative Stress 

Creates Fear and Anxiety 

Figure 4-3. Victim Impact 
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Sexual Harassment Checklist 

Is the behavior inappropriate for the workplace? 

Is the behavior sexual in nature or connotation? 

Is the conduct unwanted, unwelcome or unsolicited? 

Do the elements of power, control or influence exist? 

Does the situation indicate a quid pro quo relationship? 

Does the behavior create a hostile or offensive environment? 

Is the behavior repeated as it relates to gender treatment? 

How would a "reasonable person" or IIreasonable woman" be affected? 

Figure 4-4. Sexual Harassment Checklist 
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Coping Mechanisms
 

Denial 

Rationalization 

Avoidance 

Figure 4-5. Coping Mechanisms 
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Components of Prevention 

Total Leadership Commitment 

Career-Long Training 

Reporting Sexua.l Harassment 

Disciplinary/Administrative Actions 

Figure 4-6. Components Of Prevention 
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Sexual Harassment Behaviors Subject to Disciplinary Actions 

Offense 

Making sexual comments or gestures 

Offering rewards for sexual behaviors 

Making unsolicited or unwelcome sexual contact 
with intent to gratify lust or sexual desire 

Threatening the career, job, or salary of 
a person unless he or she 'cooperates'
 

Engaging in or condoning sexual harassment behaviors
 

Influencing or threatening the career, payor job of 
another person in eXchange for sexual favors 

UCMJ Article 

Art 89 disrespect toward superior officer 
Art 91 insubordinate conduct towards a we 
orNCe 
Art 117 provoking speech and gestures 
Art 134 indecent language 

Art 134 bribery and graft 

Art 134 indecent assault 

Art 127 extortion 
Art 134 communicating a threat 

Art 92 failure to obey an order or regulation 
Art 133 conduct unbecoming an officer 

Art 93 cruelty and maltreatment 

Figure 4-7. Sexual Harassment Behaviors Subject to Disciplinary Actions 
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Techniques for Prevention
 

Diary 

Talking 

Intermediary 

Letter 

Confronting 

Reporting 

Figure 4-8. Techniques for Prevention 
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Discrimination 

Making a difference in treatment
 
on a basis other than individual merit.
 

Figure 5-1. Discrimination 
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Factors in Discrimination 

Race 

Skin Color 

National Origin 

Gender 

Religion 

Figure 5-2. Factors in Discrimination 
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Equal Opportunity Violations SUbject to UCMJ Actions 

Offense Article 

Making racial or sexual comments and/or gestures 

Offering rewards for favors which constitute an EO 
violation 

Making unsolicited and unwelcome sexual contact 

Attempts or offers with unlawful force or violence 
to do bodily harm to another person because of race, 
color, religion, national origin, or gender 

Threatening the career, job or salary or another unless 
they ':cooperate" 

Engaging in or condoning EO violation 

Influencing or threatening the career, payor job of 
another person in exchange for sexual favors 

Making false statements 

Art 89 disrespect toward superior officer 
Art 91 insubordinate conduct towards WO 
or NCO 
Art 117 provoking speech or gestures 
Art 134 indecent language 

Art 134 bribery and graft 

A134 indecent assault 

Art 128 assault 

Art 127 extortion 
Art 134 communicating a threat 

Art 92 failure to obey an order or regulation 
Art 133 conduct unbecoming an officer 

Art 93 cruelty and maltreatment 

Art 107 false official statement 

Figure 6-1. Equal Opportunity Violations Subject to UCMJ Actions 
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Army's Equal Opportunity Policy
 

• Equal treatment for soldiers and family members 

• Both on and off post 

• Total environment (living and working) 

• Environment free of sexual harassment 

Figure 7-1. Army's Equal Opportunity Policy 
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Major EO Violations
 

• Discrimination (based on race, color, gender, religion, or national origin) 

• Sexual harassment 

Figure 7-2. Major EO Violations 
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EO Enforcement Techniques for Leaders 

Lead by example 

On-the-Spot Correction (informal counseling)
 

Formal Counseling (written)
 

Nonjudicial Punishment (Article 15, and memorandum of reprimand, etc.)
 

Use of OER and NCOER
 

Judicial Punishment (court-martial)
 

Bar to Reenlistment
 

Separation Action
 

Figure 7-3. EO Enforcement Techniques for Leaders 
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Types of Complaints 

Formal 

Informa.l 

Figure 8-1. Types of Complaints 
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Conlplaints Against a Member of the Chain of 
Command/Use of Alternative Agencies 

Equal Opportunity Advisor 

Chaplain 

Provost Marshal Office 

Staff Judge Advocate 

Human Relations Office 

Inspector General 

Adjutant General 

Figure 8-2. Complaints Against a Member of the Chain of CommandlUse of Alternative Agencies 

DA PAM 350-20 • 1 June 1994 76 



Entering the Complaint Process 

Determine Nature of Allegations 

Prepare DA Form 7279-R 

Determine Appropriate Agency 

Swear to Complaint 

Consult with EOR or EOA 

Figure 8-3. Entering the Complaint Process 
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Equal Opportunity Complaint Process
 

Inquiry or Investigation 

Feedback to Complainant 

Right to Appeal 

Protection Against Reprisal or Intimidation 

Figure 8-4. Equal Opportunity Complaint Process 
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Actions by the Complainant 

Determine Nature of Complaint 

Identify Specific Facts and Witnesses 

Consult with EONEOR 

Prepare DA FORM 7279-R 

Swear to Complaint 

Ask for Copy of DA FORM 7279-R 

Concur with Alternative Agency on Referral 

Inform Chain of Command of any Additional Facts or New Witnesses 

Receive Initial Feedback 

Receive Final Disposition 

Accept Commander's Decision or Appeal Within Seven Calendar Days 

Report Acts of Intimidation or Reprisal 

Figure 8-5. Actions by the Complsinant 
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Diversity
 

The condition of being different.
 

Figure 9-1. Diversity 
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Managing Diversity
 

A way of creating an environment that will enable all people to
 
reach their full potential in pursuing organizational objectives.
 

Figure 9-2. Managing Diversity 

DA PAM 350-20 • 1 June 1994 81 



Factors Causing Communication Problems 

• Communication style 

• Nonverbal communication 

• Trust 

• Accents 

• Jargon 

Figure 9-3. Factors Causing Communication Problems 
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Values
 

Beliefs found in our moral system
 
which regulate our behavior
 

Figure !!-t. Values 
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Equal Opportunity Climate Assessment Tools 

• MP blotter reports 

• Unit surveys 

• AAP compliance monitoring reports 

• Reports of off-post discrimination 

• Reports of unit disturbances 

• Complaints about the PX 

Figure 10-1. Equal Opportunity Climate Assessment Tools 
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Equal Opportunity Climate Assessment Tools
 
(continued) 

• Reports of disorders in the club systems 

• Commander's call and command info. sessions 

• EO seminar feedback 

• MEGCS 

• DA PAM 600-69 

• Command and IG inspection reports 

Figure 10-1. Equal Opportunity Climate Assessment Tools-Continued 
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Methods for Assessing EO Climate
 

• Informal and positive two-way communication 

• Open-door leadership policy 

• Understandable unit procedures 

• Positive ethnic recognition 

• Equal treatment monitoring 

Figure 10-2. Methods for Assessing EO Climate 

DA PAM 350-20 • 1 June 1994 86 



Steps to Develop an EO Action Plan 

• Interpret the situation 

• Analyze the factors and forces 

• Develop alternative courses of action 

• Choose your courses of action 

• Carry out your courses of action 

Figure 11-1. Steps To Develop an EO Action Plan 
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Affirmative Actions
 

Are positive actions made by DA activities to ensure that all
 
soldiers and their families are given equal opportunity in the Army.
 

Figure 12-1. Affirmative Actions 
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Affirmative Action Plan (AAP)
 

Is a personnel management document that consists of statements of 
attainable goals and their timetables which, when met, ensure equal 
opportunity for all soldiers. An AAP is required of all Army organizations, 
commands, and agencies down to brigade (or equivalent) level. 

Figure 12-2. Affirmative Action Plan (AAP) 
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The Seven AAP Areas
 

1. Subject 

2. Proponent 

3. Objective 

4. Affirmative action(s) 

5. Goa.ls 

6. Milestones 

7. Basis for goal(s) 

Figure 12-3. The Seven AAP Areas 
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Affirmative Action Plan Review Areas
 

• Training 

• Complaints 

• Key positions 

• Personnel actions 

• Ethnic observances 

Figure 12-4. Affirmative Action Plan Review Areas 
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Sample AAP Subject Area 

SUbject: Leadership counseling.
 

Proponent: Brigade CSM.
 

Objective: Ensure that soldiers receive adequate counseling.
 

Affirmative action: All supervisors must keep a copy of FM 22-101, Leadership
 
Counseling, at their work area. They must ensure that counseling is conducted
 
IAWFM22-101. 

Figure 12-5. Sample AAP Subject Area 
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Sample AAP SUbject Area (continued) 

Goals: Counsel soldiers at least quarterly on job performance.
 

Milestone: Provide quarterly counseling schedules to the brigade each month.
 

Basis for action: During an annuallG inspection fo the brigade, it was noted
 
that throughout the brigade soldiers were not receiving proper counseling.
 

Figure 12-6. Sample AAP Subject Area-Continued 
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Questions about Army EO Issues
 

• What is the Armis policy on this issue? 

• What problems are units experiencing with this issue? 

• What is this issue's impact on command climate and unit readiness? 

Figure 14-1. Questions About Army EO Issues 
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Sexual Harassment
 

A form of gender discrimination that involves unwelcomed sexual advances, 
favors, and other verbal or physical conduct of a sexual nature when -­

•	 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 

•	 Submission to or rejection of such conduct by a person is used as a 
basis for career or employment decisions ~ffecting that person, or 

•	 Such conduct interferes with a person's performance or creates an 
intimidating, hostile, or offensive environment. 

Figure 14-2. Sexual Harassment 
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Forms of Sexual Harassment 

• Verbal abuse 

• Nonverbal abuse 

• Physical contact 

Figure 14-3. Forms of Sexual Harassment 
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Training & Technical Assistance for Law Enforcement and Prosecutors 

The Jimmy Ryce Law Enforcement Training Center (JRLETC) is a training and 
technical-assistance program offered through the National Center for Missing ~ 

Exploited Children (NCMEC). Named in memory of 9-year-old Jimmy Ryce, wh 
was abducted and murdered near his Florida home in 1995, the JRLETC was 
established to enhance the investigative response to missing- and exploited­
children cases. 

• Training Opportunities and Technical Assistance 

• Course Descriptions and Schedules 

Other Training Opportunities 

• NDAA/APRI: Finding Words - Half a Nation by 2010 

Other Resources for Law Enforcement 

http://www.missingkids.com/missingkids/servleUPageServlet?LanguageCountry=en_US&P... 7/9/2008 
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