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ArMY REGULATION HEADQUARTERS
. DEPARTMENT OF THE ARMY
No. 600-21 - Wasamneron, DC, 20 June 1977
PERSONNEL—GENERAL
EQUAL OPPORTUNITY PROGRAM IN THE ARMY
N Effective 1 September 1977

R WP

This revision comohdaies AR 600-21 and AR 600-42. T}us reguletion establishes the reguire-
ment for the development and implementation of an Equal Opportunity Program throughout
the Active and Reserve Components of the United States Army. Supplementation of this
regulation at MACOM" ‘{evel is required. Major comumands will furnish one copy of each
supplement published to HQDA (DAPE-HRR), WASH DC 20310. Subordinate commands
will furnish one copy of eaeh supplement to the next higher headguarters. Wherever used in
this regulation, the words.' he ‘him/his" refer to both genders.
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AR 600-21

CHAPTER 1
GENERAL PROVISIONS

1-1. Purpose and scope. This regulation—

a. Implements Department of Defense (DOD)
directives on:

(1) Equal Qpportunity for Military Person-
nel :

(2) ¥dueation in Race Relations for Mibtary
Personnel;

(3) Equal Opportunity in Off-Post Housing
for Military Personnel.

b. Prescribes the Department of the Army
(DAY Program for achieving and maintaining:

(1) Equal Opportunity for military pereon-
nel and their dependents, both on- and off-post.

(2) Effective interpersonal/intergroup rela-
tionships among military personnel, irrespostive of
race, color, sex, religion, age or national origin.

¢. Applies to military personnel of the Active
Army and to all TS Army clements and areneies
worldwide.

d. Applies o members and units of the National
Guard when called to active Federal Service or as
modified by appropriate National Guard regula-
tions.

¢. Applies to wdis sid members of the US
Army Reserve when serving on Active Duty, Ac-
tive Duty for T'raining, Annual Training, or in an
Ynactive Duty Training status.

f. Applies to civilian eupervisors of military

personnel.
1-2, General. a. Teamwork., unit eohesion and
esprit de corps are indispensable to military effec-
tiveness. The Army Equal Opportunity Program
dirveetly supports that objective by assuring fair
ireatment for zll and by reducing divisive influ-
ences. The program also recopmizes that equal op-
portunity 1= a basie eonztitutional right, munran-
teed by Jaw.

b, Personal, direct and eontinuous involvenent
of commanders af all levels is essential. What the
commander does to assure evenhandedness, to
eliminate activities which are divisive. and to
translate goals into action scts the tone for the
entire ormanization in equal opportunity.

¢. The Equal Employment Opportunity ’ro-
gram for DA civilian employees is set forth in Fed-
eral Persanreel Manual (FPM)Y, chapter T13. Fqual

Povrsan S8y

Employment Opporturity, and DA Civilian Per-
sonxe]l Regulation (CPR) 700, chapter 713.

1-3. Explanation of terms. See appendix A,
1-1. Policy. a. It is the policy of the United States
Army to provide equal opportunity and treatment
for uniformed members without regard to race,
color, sex, religion, age, or national origin.

b. The chain of command is the primary chan-
unel for correcting disecriminatory practices and for
communications on equal opportunity matters.

¢. Arbitrary discrimination, on- or off-post, and
directed against mewmbers of the Army or their de-
pendents, will not be tolerated.

(1) On-post, and any off-post activities of-
fered or otherwise made available to Army per-
sonnel {(and their dependents), must be open, as
appropriale, to all Ariny personnel (and depend-
ents) regurdless of race, color, sex, religion, age or
national origin

(2) Orgzanizalions or activitics which do not
rieed the requirement in (1) above will be denied
the uze of Anny facilities and resources. Organiza-
tiois which use on-post facilities must satisfy the
instaHation commander that they do not diserimi-
nale thirough their actual membership practices or
in any of their activities.

(2) OfI-post activitics. including housing and
public accornmadations, which do not meet the
requirements in (1) above will be placed off-limits
or on restrictive sanetion

d. Army Equal Opportunily aclivilies are
lased on aflirmative actions which go beyond non-
discririination and include planned and positive
steps to identify and, where found, eluninate
existing discriminatory practices, past or present.

e. Army standards for carcer development must
e anaintained at all levels commensurate with mis-
sion requireinents. Reasonable and consistent
standards, fairly and intelligently applied to both
majority and minority military personnel, are
essential,

1-5. Component of the Equal Opportunity (EQ)
Program, ¢. The EO Program in the Army is a
single program with two equal and complemen-
tary components. The program will be imple-
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AR 600-21
mented at all levels of command and integrated
with all other military activities.

b. The Affirmative Actions component consists
of a series of initiatives aggressively pursued to
search out areas of inequity and discrimination
to take corrective action. The objective is to
assure that treatment of all personnel is based on
merit, fitness, capability and job-related factors,
and not arbitrarily on race, color, sex, age, national
origin, religion, or other irrelevant factors.

¢. The Education and Training component is
a continuing Army-wide effort to impart to all
members of the Ariny an awareness concerning
equal opporiunity matters, to develop positive atii-
tudes toward the program, and to foster good re-
lationships among individuals and groups. Special
attention will be given to the Army’s expectations
concerning 1he behavior of individual members in
carrving out their duties and responsibilities and
in their interacting with other personnel. Infor-
mation about race, age, sex, ethnic and cultural
differences in terms of inferpersonal and inter-
~ group relations will be included.

1-6. Responsibilities of key EQ officials, o, 7 p
uty Chief of Staff for Personnel (DCSDPER).
HQDA.

(1) Tlas gencral staff responsibility for all
plans, policies and actions pertaining to the Avmy
Equal Opportunity Program,

(2) Has general staff responsibility for over-
all evaluation and assessment of the Army Equal
Opportunity Program,

(3) Formulates, muaintains, and implemenis
the DA Affirmative Actions Plan (AAP).

(4) FEstablishes selection criteria for Arny
attendance at the Defense Race Relations Insti-
tute (DRRI).

b, Director Office of Fqual Opportuxity (DO
F0), ODCSPER, HQDA,

(1) Acts as the principal staff assistant and
advisor 1o the DCSPER on equal opportunity
matters in the Army.

{2) Evaluates and assesses Army Equal Op-
portunity programs.

{3) Directs the operation of the Office of
Equal Opportunity, ODCSPER, and provides
guidance, direction and supervision to the assigmed
staff.

(4) Develops management information and
reporting requirements to detcrmine progiess lo-
ward affirmative action goals,
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(5) Allocates Army quotas to DRRI among
Active Army, Army National Guard and Army
Resarve.

e. Chief, National Guard Burcau, and Chicf,
US Army Beserve.

(1) Monitor and evaluate inplementation of
FO policies and programs in their respective
components.

(2) Assure that sufficient stafl positions are
established in their respective offices and resources
made available to adequately carry ont EQ Pro-
gram requirements.

{3) Approve selection of Army Reserve Com-
ponent personne] to attend the DRRIL.

(4) Coordinate information on Army Re-
serve Component personnel selected to attend the
DRRI with DAPE-HRR and Commanding Gean-
eral, US Army Military Personnel Center.

(5) Develop management information and
reporting requirements to determine progress to-
ward aflirmative action goals.

d. Commanding General, US Ariny Mdilury
Dersonnel Center (MILPERCEN Y.

(1) Assures equal opportunity in personnel
management activities of MILPERCEN,

(2) Develops majority/minority/gender sta-
tistical data for personnel management purposes
as required by HQDA.

(8) Approves selection of Arayv personnel to
attend DRRL

(4) Controls DRRI student quotas, military
and civilizn, for the Army.

(5) Distributes Active Ariny personnel with
MOS O0U/OPMS 21C based upon command
authorizations.

e. Commanding General, US Army Troining
and Doctrine Command (T'RADOC).

(1) Develops Army doctrine and associated
training materials for Equal Opportunity.

(2) Designates an appropriate agency within
TRADOC as the responsible agency for develop-
ment of all Ariny Equal Opportunity instructions
and associated training materials.

(3) Assures that the designated responsible
agency establishes liaison with and receives educa-
tional guidelines and materials from DRRI.

(4) Assures that EO education and training,
appropriate to the needs of students and trainees,
s provided in all Service school: and training
centoers,

Tality 2Ny
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20 June 1977

(5) Provides assistance with instructional
materials to Service schools not under the jurisdie-
tion of TRADOC (Judge Advocats School, US
Army Health Services Command, US Army War
College) as required.

{6) Monitors the instruction presenied by the
Defense Race Relations Institute and continu-
ously evaluates how well the Tnstitute meets Army
requirements.

(7) Develops and conducls Army-unique in-
struction for Phase I1 students of DRRI.

(8) Develops and conducts Army-unique in-
struction threngh correspondence courses for
Army Reserve Components.

f- Commanding Genrral, US Army Forces Com -
mand (FORSCOM).

(1) Supervises and evualuates the unit EO
training program conducted by USAR troop pro-
gram units and coordinates with OCAR in con-
ducting EO seminars for USAT General Officers
on a continuing basis.

(2) Establishes adequate compliance moni-
toring procedures to assure the attainment of pro-
gram objectives for the USATR.

g. Commanding Gererals of major commands.

(1) Monitor exccution of Equal Opportunity
Program in all commands, installations, arencies
and activities under their jurisdiction.

(2) Establish EQ training requirements cou-
gistent with command needs and local conditions.

{3) Assure that Equal Opportunity training
activities are developed and implemented consist-
ent with established requirements,

(4) Proride for support in equal opportunity
matters, as appropriate, in host /tenant agreements
developed pursuant to AR 5-8.

(5) Assure that EQ programs for military
personnel and EFO programs for civilian person-
nel complement each other.

TAGO 2B2A
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k. AR commanders and supervisors.

(1) Actively scek early identification of dis-
criminatory practices and initiate corrective ac-
tions to remove factors contributing to them.

(2) Initiate and condurt EO programs which
promote equal opportunity and interpersonal/
intergroup barmony for all military personnel,
their dependents, and civilian employecs.

{3) Conduct EO training on a continual basis
for commanders, key civilian and military staff
personnel to assist them in managing the military
EQ program.

{(4) Conduct EQ training consistent with re-
quirements established by MACOM and in con-
formance with chapter 3 of this regulation

(5) Monitor and assess the execution of EO
programs and policies are exccuted at all levels
within their areas of responsibility.

(6) Assure that allemations of discrimination
based on race, color, relirion. sex, age, or national
origin, by an Army member or employee, are
promptly investigated and eorrective action taken
as appropriate.

(7} Provide full-lime «tafing of authorized
positions and resources to carry out the EOQ
Prooram.

(8) Assurc that personnel policies with re-
spect to EO matiers are understood at all levels,

(9) Establish procedures for assessing and re~
porting the status of EQ activities within the com-
mand, agency or activity, and monitor compliance
with such procedures.

(10) Assure that Public Affairs Officers main-
tain a close working relationship with all local
news medin, to include those serving minority
roups.

(11) Prevent actions by individuals and
groups which are derogatory or inflammatory to
those of a differont race, color. sex. age, religion, or
national origin,

5’/‘-—-_-
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CHAPTER 2
AFFIRMATIVE ACTIONS

2-1. General. The objectives of the Army Equal
Opportunity Program include identifying and
eliminating all discriminatory practices; assuring
equal opportunity in all favorable personnel ac-
tions and equal treatment in all nnfavorable per-
sonnel actions; supporting the soldier’s drive for
individual and cultural recognition as a member
of the Armiy team; and maintaining an environ-
ment in which each member of the military is as-
sured fair and impartial treatment at all times.
2-2, Afirmative Actions Plan (AAP). a. An Af-
firmative Actions Plan (AAP) is a comprehensive
management document designed to identify and
correct existing inequities in an oreanization when
these inequities arc caunsed by or related to race,
color, sex, religion, age, or national origin. It con-
tains positive, planned actions to identify and cor-
rect deficiencies in the present system. It assures
that each individual is guaranteed equal oppwr-
tunity for personal and professinnal growth hased
on poteniial and eapabilities.

b. Realistic AATPs will be developed al each
MACOM, installation, separaic unit, agency and
activity down to brigade or equivalent level. Plans
will include objectives, goals, milestones, and time-
tables neccssary to assure program success. AATP's
will be reviewsl, as nocessary, to indicale new ac-
tions, as well as to maintain goals already achieved.
AAP’s will be submitted to the next higher com-
mander for review Lo assure that they encompass
all appropriate subject areas and to provide a de-
gree of consistency.

e. Commanders and stafl officers are responsible
for EQ matters falling within their functional
areas and will develop comprehensive AAP's to
moet the needs of those arcas. An Affirmative Ac-
tion goal will be cstablished for cach subject area
over which the commander or stafl officer, or his/
her subordinates, have authority. An illustrative
listing of areas which may be appropriate subjects
for Aflirmative Action goals is at appendix B.

d. Quantitative targets should be established on
a timetable basis for cach aflirmative action goal as

appropriate.

TAGO 282A

e. Requirements for the developrent of AAPs
for National Guard units will be outlined in appro-
priate National Guard DBureau regulations.

2-3. Majorily/minority,/gender statistical data.
a. The DCSPER, ITQDA, will collect, record, and
maintain majority/minority/gecder data and
statistics as required. Anthorized majority/
minority/gender data for HQDA will include, but
not be limited to, information required for DA
Affirmative Actions Plans,

b. Ileads of DA Staff elemicnts and MACOM's,
separate agencies, and activities who are required
to publish AAT’s have the authority to collect,
record, and maintain majority/minority/gender
data and slatistics as deemed appropriate.

¢. Information which describes the race, gender,
or ethnic background of individuals will not be in-
cluded in instructions or orders.

d. Though battalion and company, batiery/
troop detachment commanders are not required to
bave written AAY’s, they must know the Equal
Opportunity situation in their organizations.
Division/installation copimanders or next higher
commander for nondivisionzl units, will prescribe
the extent and format of majoriy/minority/
render statistical data to be maintained at these
lovels.

e. To the extent that data are available from
automated systems=, those sources should be used.

24, Procedures for processing complaints.
Individuals are encouraged to use command chan-
nels for redress of grievances, Commanders will
establish complaint procedures in accordance with
paragraphs 3-1 through 3-7, AR 20-1, and assure
that each member is fully aware of procedures for
obtaining redress of complaints, including those
against members of the chain of command. These
procedures will be in writing and will be displayed
prominently, on o petmanent basis, where all unit
mambers will have open access to them, The com-
mander will rely on the appropriate staff agencies
to aid in handling complaints and grievances.
When appropriate an independent investigator
should be sppointed. Personnel assigned to EO
offices should be consulted by such staff aoencies

2-1
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AR 600-21

in the resolution of complaints of discrimination
but should not be used to investigate such matter.
2-5. Reporting requiremenis. a. MACOM’s will
submit an annual Narrative and Statistical Re-
port on KO Progress (RCS-CSGPA-1471) cover-

ing the fiscal vear to HQDA (DAPE-IIRR) not.

later than 1 December of each year. HQ. FORS
COM will subinit O reports relative to TUSAT
TPT (s) to DAPE-HRR with copy {0 OCAR.

b. The report will outline the progress made in

achieving the established equal opportunity goals
as reflected in the AAP for the organization. It
will coniain an asscssment of achievements and
short falls and include plans or actions programed
to assure the attainment of the initial goals. Addi-
tionally, the report will include problems or con-
ditions that currently exist and the actions pro-
posed to correet them. A suggested format is at
appendix C.
2-6, On-post/off-post activities. a. All on-post
facilities and official activities must be open, as
appropriate, to all DOD persennel (and depend-
ents) reunrdless of race, eolor, religion, sex, age or
national origin. Installation commanders have the
responsibility for assuring that an organization
taking advantage of or using on-post facilities,
whether on a reimbursable basis or otherwise, does
not engage in discriminatory practices. Tt is not
sufficient 1o relv solely on the published by-laws
or the constitution of the organization. The com-
mander must assess the organization’s actual mem-
bership practices and their impact upon the com-
mand. Tn cases where questionable practices exist
or allegations of discrimination are made, the bur-
den of proof rests with the organization to satisfy
the commander that it does not engage in de fecto
discrimination, Failure to substantiate absence of
discriminatory practices should result in denial
of use of on-post facilities.

b. Commanders will be alert for discrimminatory
practices and will take vigorous action to elimi-
nate diseriminatory treatment of military person-
nel and their dependents, As a minimum, the
following actions will be taken lo attain these
objectives.

(1) Establish liaison with civilian-military
councils, civic cormittees, and other Service and
Federal agencies in the ares, with a view toward
adopting common policies.

2.2
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(2) Coordinate with State and local Govern-
ment antidiscrimination bodies in the identifica-
tion and resolution of problems dealing with
dizerimination.

(%) Solicit the cooperation of local officiuls,
civie leaders, and commnnity agencies so that mili-
tary personnel and their dependents are admitted
to and assured serviee in all public facilities such
as hotels, motels. restaurants, business establish-
ments, recreation/athletic facilities, theaters, and
all community-controlled facilities such as parks,
swimming pools and ool f courses.

(4) Establish appropriate relationships with
local law enforcement authorities to assure that no
actual or tacit support is given to discriminatory
practices in the communily. Commanders must
provide for close cooperation with civil law en-
forcement agencies and assure that incidents in-
volving military personnel are handled expedi-
tiously and that impartial treatment is afforded
to all.

(6) Assure that scrvices, facilities. and trans-
portation arrangements are free from discrimina-
tory practices when Government funds are uneed
to pay for services and facilitics incidental {o
travel and accommaodations of individuals, groups
and units under orders and on oflicial business in
areas distant from home inziallations.

(6) Assure that discrimination-free acconn-
modations are available for participants at official
meetings  and  conferences  sponsored by the
command.

(7) Provide discrimination-free accommoda-
tions for Armed Forces applicants for enlistment
processed at Armed Forces Examining and In-
trance Stations.

(8) Prohibit military officinls from taking
part in conferences or speaking before audiences
if any group is avbitrarily searegated or excluded
from the meeting or from any of the fucilities used
by the conference or meeting solely on the basis of
race, color, religion, age. sex or national origin
when such discrimination/segregation has been de-
termined to be in vielation of the law.

2-7. Dependent and civil schools. a. DA poliey
supports the right of dependent children of mili.
tary personnel fo be assigned {o and attend public
schools on a nondiseriminatory basis. Tn imple-
menting this policy. commanders of Arny instal-
Intions and activities in the Uniled States will as-

TAGO 2304
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rertain from local school authorities whether their
procedures for assignment and transfer of children
to public schools are in accordance with Federal
law. In situations where these requirements have
not been satisfied, commanders will encourage local
authorities to comply with the laws and regula-
tions.

b. No Army personne! pursuing an educational

program at an institution that unlawfully dis-
criminates in the admission or subsequent treat-
ment of students will be assisted financially from
appropriated fund resources. Exceptions to this
policy may be authorized upon approval of HQDA
when the applicant has previously altended the in-
stitution in question and will suffer personal hard-
ship through loss of earned credits if a transfer
is required. Requests for exception will be for-
warded to HQDA (DAAG-ED), WASII DC
203 14.
2-8. Legal assistance. Within the framework of
the legal assistance program, legal officers may be
provided so that members of the Armed Forces
who are denied Federally protected rights are ac-
corded due process of law. If the civil rights of
members of the Arined Torees seem to be en-
dangered and an appearance in court or other legal
action beyond the authority of the legal assistance
officer is required, the matter will be reported by
the most expeditious means to The Judge Advocate
General (IIQDA, DAJA-LA), Washington, DC
20310, for possible referral to the Department of
Justice.

2-9. Public accommodations—off-limits actions,
u. Title IT of the Civil Rights Act of 1864 ad-
dres:es the practice of diserimination and segrega-
tion in public accommodations; eg., privately
owned establishments such as hotels, restaurants,
casoline stations, Uieaters and places of enfertain-
ment. Tf all reasonable efforts and alternatives fail
to eliminate off-pest discriminatory practices in
public accommeodations, conimanders are author-
ized and requived to place the facility off-limits
The commander concerned will assure that the
facts surrounding the allegation of diseriminatory
practices are developed fully and that the in-
dividual or organization alleged to practice such
discrimination is afforded a full and fair oppor-
tunity to challenge the particular allegntions.
Cases of discrimination and the resultant action
by the commander, including the imposition of

TAGO 2824
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sanctions, will be bronght to the nttention of the
local Armed Forces Disciplinary Control Doard
in accordance with AR 190-24,

b. Off-limits sanctions against discriminatory
establishments may be applied not only to those
clearly serving the general public but also to those
clubs, activitics and organizations that falsely
purport to be private while they continue to serve
the general public except for minorities. The Army
position concerning off-limits actions against
establishments which falsely purport to be private
clubs, fraternal or otherwise, and public ac-
commodations with discriminatory policies and
practices is as follows: If discriminatory practices
off-post are found to be directed at sclected mem-
bers of & coramand and all efforts at conciliation
prove unsuccessful, off-lirnits sanctions are author-
1zed and required. Commanders will place off-
limits any function or activity sponsored by
a bona fide private club which is open to the gen-
eral public but excludes minority/gender group
members.

2-10. Equal opporinnity in off-post hounsing.
a. DOD personnel must have equal opportunity
to oblain available housing regardless of race,
color, religion, sex, or national origin, This prir-
ciplo applies to—

(1) Military personnel authorized to live in
the civilian comumunity; and

(2) DOD civilian employees (US citizens)
suthorized to live in the civilian conmunity in
areas outside of the United States.

b. Listings of off-post housing maintained for
referral to DOD personnel will include properly
documentex] assurances of nondigeriminatory prac-
tices. The existence of Federal, State, or Ilocal
open-Lousing laws does not eliminate the require-
ment for such assurance, AR 600-18 provides
Armmr policies and procedures regarding equal
opportunity in off-post housing.

e. Commanders will estublish procedures for re-
ceiving and investigating complaints of discrim-
ination in housing in accordance with the pro-
visions of AR G600-18. If the complainant’s
allegation of discrimination is walid, restrictive
sanction will be imposed for a minimum period of
180 days. DOD personnel will not be permitted to
entor into a lease, purchase, or rental agreement
with an agent or facility which is under restrictive
sanedion, H, beenuse of dizeriminatory practices in

23
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the community, suitable housing cannot be ob-
tained by the complainant in a reasonable amount
of time, this fact may justify & request, if other-
wise eligible, for priority in obtaining military
housing or for compassionate relocation.

d. All assignment orders for military personnel
governed by this regulation, including temporary
duty orders in excess of 80 days, will contain the
following statement in the “Special Instructions”
paragraph: “You are required to repori to the

20 June 1977

Family Housing or Housing Referral Office serv-
ing your new duty station before making housing
arrangements for renting, leasing, or purchasing
off-post housing.”

e. Personnel seeking temporary or permancnt
off-post housing will be counseled concerning the
Army policy of equal opportunity in off-post hous-
ing with emphasis on the obligation of applicants
to report any indication of discrimination against
them in their search for hounsing.
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CHAPTER 3
EDUCATION AND TRAINING

3-1. General. a. Fducation and training stress
development of a healthy equal opportunity en-
vironment and support actions that ecounter any
diseriminatory practices. Organizational and in-
dividual sctions are required te achicve this
cnvironment.

b. The objective of equal opportunity education
and training is to promote equal opportimity by
developing maximum potential of all available
talents and resources; by fostering harmonious re-
lations among all personnel under Army contro};
and by providing positive motivation of all
personnel.

¢. Fducation and traiping courses will be con-
ducted throngh formal training in Army training
centers, Army Service schools, TSAR schools,
Army area schools, and individual units; through
special training of Army leaders and managers:
and through unit training sessions which stimulate
lateral and vertical communications on equal op-
portunity matters. Tnstruction will focus on inter-
personal relations; the impact of institotional
discrimination; equalily of opportunity; and con-
temporary factors influencing unit harmony, effee-
tiveness, and mission accomplishment.

3-2, Entry level training. Fornal training on
equal opportunity will be included in the program
of instruction given to all trainees during BCT/
BT/0OSUT and all newly commissioned officers
during the Officers Basie Course. This instruction
is designed to familiarize Army personnel with the
DA Fqual Opportunity Program, to make trainees
and students aware of racial, cultural, and gender-
related differences and attitudes as they relate to
Army activities, and to inform them of what the
Army will expeet of them in the equal opportunity
area.

3-3, Individual education for Army lcaders,
managers and supervisors. «. Education in equal
opportunity will be institutionalized in the Army
Service school system at all levels so that officers,
warrant officers, noncommissioned officers and their
civilian counterparts know their responsibilities
under the Army EQO Program and have the requi-
site sensitivity and skills for dealing with all mat-
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ters pertaining to cqual opportunity within their
authority.

b. Education for nonconnnissioned officers and
officers will consist of formal instruction given at
NCOES, NCO Academy, Officer Advanced courses
and the Command and General Staff College, and
any other leadership and development courses. Ed-
ucation will reinforce entry level training and will
concentrate on leadership responsibilities. Stress
will be placed on the recognition of potential prob-
lem areas; on methods and techniques for prevent-
ing such problems from arising; ways of dealing
eflectively with such problems when they do arise:
and, in the case of officers, how to develop and con-
duct an effective EO Program.

¢. Formal instruction in equal opportunity will
be given senior officer, enlisted and civilian per-
sonnel et the Sergeants Major Academy, Army
War College, as well as in special orientation pro-
grams and courses for these groups. Emphasis will
be on continuing the education of senior leaders
and supervisors in regard to the DA EO Program
and on how to direct a successful program in
laroer and more complex organizations.

d. A continuing education program for senior
personnel will be provided through intermediate
and Senior Service College and the New General
Officer Orientation Course. Periodic seminars in
equal opportunity for general officers, higher com-
manders and key staff persornel and designated
civilian supervisors are required and will be con-
ducted as prescribed by MACOM’s, Emphasis will
be on contemporary problems in management of
equal opportunity programs.

3. Unit trzining. & Commanders are respon-
sible for the training of their units in equal oppor-
tunity matters, just as in other arcas. The thrust
of unit training will be toward informing unit
mombers of policies and activities concerning equal
opportunity; familiarizing unit members with
racial, ethnic, cultural, and gender-related differ-
ences so that such differences can more readily be
accepted as positive aspects of American and
Army life rather than as negative; and impressing
upon unit members the importance of open com-
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munication among all unit members as essential to
unit effectiveness.

5. Minimum unit EO training requirements will
be specified by MACOM’s. Authority to specify
training requirements may be delegated to no lower
than division/installation eommander. Training
requiremonts include frequency, duration, format,
range of topics (or certain mandatory topics}, spe-
cial training for leaders and supervisors, and any
other guidance considered appropriate.

¢. The following represent the minimum DA
criferia for Jocal unit training programs:

(1) Members of the chain of command, to in-
clude supervisors, will participate in unit equal
opportunity sessions as instruclors, discussion
lesdlers, or as resource persons for answer-
ing questions concerning policy and practices.
Commanders/supervisors must be involved and
must use their best resources available in present-
ing EQ programs.

(2) Unit training sessions will be condueted
in accordance with requiremenis prescribed by
MACOMs

(3) A unit EO training session may consist
of a prepared presentation by a person who is
specially-trained or well-qualified to deal with a
particular topic; discussion group activities cen-
tered aronnd s specific topic and led by a com-
mander or trained discussion leader (DRRI
graduate if available or UDL); or some other
imaginative or innovalive activity designed {o in-
crease unit member’s knowledge of and interest in
methods of improving and maintaining good rela-
tions and communication in the unit. Included are
such things as cultural awareness groups, lectures,
audio-visual presentalions, guest speakers, panel
discussions, symposium presentations, field trips,
observance of events of cultural significance, and
displays oriented toward racial, cultural and
aender identification and pride

(4) Training will normally be presented in
small groups except in the case of field trips or
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the presentation of factual materials wlhere open
discussion among group members is nrot appro-
priate.

d. Guidelines for unit EQ training activities

are at appendix D.
3-5. Unit discussion leaders. a. Leaders and
supervisors must be prepared to take an active
part in unit EQ training activities. They may be
technically assisted by members of the KO staff
at the local level and by specially trained Unit
Discussion Ieaders (UDL) within their units.
However, leaders and supervisors must possess the
knowledge and skills to fulfill their personal roles
in Q) training,

b. Principal reliance for the development of the
required basic leadership skills and knowledge in
EQ is placed npon the Army Servics School Sys-
temn. This may be supplemented as required by
MACOM or local schools.

¢. Unit Discussion Teaders, whose role is to
asgist commanders in the conduct of unit EQ train-
ing and to act as discussion leaders, moderators,
or facilitators, will be sclected, trained and made
available locally. as preseribed by MACOM’s. The
Army’s Unit Discussion Leaders Course Guide
outlines course content. DRRT graduates will be
used as UDL course instructors in those areas re-
quiring specialized EO knowledge and training
skills.

d. Military and civilian personnel who have
demonstrated aptitude and excellent records of
performance will be selected by the commander to
receive UDL: training Jocally to prepare them Lo
assist the chain of command in conducting umnit
TO training activities. As with any other type of
specialist, it is incumbent upon the commander to
make maximum effective use of trained UDILs
UDI. duty will be accomplished on a part-iime or
additional duty basis. Majority group members
and minority group members, men and women,
will be given equal consideration in selection for
aftendance at a \TDI. course.
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_ CHAPTER 4
ORGANIZATION AND STAFFING OF EQUAL OPPORTUNITY OFFICE

4-1. Command responsibilities. Commanders at
tl] levels are respounsible for the development and
implementation of an IEqual Opportunity Pro-
gram for their organizations. In reality, the Com-
mander is the Equal Opportunity Officor and, as
such, is assisted by staff members having Equal
Opportunity responsibilities.

4-2, Equal Opportunity Organization. a. Com-
mand priorily for, commitment to, and involve-
ment in Equal Opportunity matters is reflected in
the organizational placermnent of Equal Oppor-
tunity Offices. The Equal Opportunity Staff Of-
ficer will have direct access to the commander at
all times.

b. The basic criterion for placement of the EQ
office within the organizational structure is to placs
the office where it can be most effective. Generally,
at installation or equivalent lovels, the EO office
will be within the DCSPER/DPCA/DCSPA/
(1 structure, but at the commander’s discretion, it
may be positioncd at the personal or principal staff
level.

¢. Stafl personnel with Equal Opportunity as a
primary duty will be assigned to asgist command-
ers and installations, organizations and agencics
down to and including brigndes and equivalent
levels, Primary duty positions are specified in ap-
plicable MTOE/MTDA. documents. Suggested
numbers and grades for Equal Qpportunity staff-
ing are reflected in chapter 3, section III, AR
570-2 for TOE units and in DA Pamphlets of the
H70 series for TDA units, Personnel may be as-
sigmed additional duty in EQ at battalion.'com-
pany/detachment or equivalent level,

d. Staff EO personnel will not be responsible
{or tho Fqual Employment Opportunity Program
for civilian personnel. Stafl personnel assigned to
positions having EQO as a primary duty will not
be assigned further duties in other human develop-
ment functions such as drug and aleohol abuse,
Army Community Serviee or public relations. The
FO stafl will function as any other section within
the command and respond to the EQO stafl at the
next echelon only through command channels.

4. Stafl responsibilities. a. The EQ staff officer
1 the principal aszistant to the comsmander in the
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development and supervision of ¥O matters. ITow-
ever, it is not intended that the O staff officer’s
charter usurp or duplicate the traditional func-
tions of other stafl officers who must be involved in
EO matters as an integral part of their day-to-day
activities. Rather, the EQ staff officer is the focal
point for, but not the sole operator in, EQ matters
at the stafl level. The EO staff officer also advises
and assists other stafl officers in carrying out their
EO responsibilities.

b. Asan integral part of their normal functions,
the following staff officers have specific Equal Op-
portunity responsibilities.

(1) DCSPER/G1/S1/DPCA/DCSPA. coor-
dinztes EQ matters with all other personnel pro-
grams, including EEO.

(2) DCSOPS/G3/S3/DPT/OOST responsi-
bilities for EQ training parallel thoss for train-
ing in other subjects. Matters involving training
needs of the command and training content should
be coordinated with the EO staff.

(3) AG assures that all personne]l manage-
ment and administrative programs and services a1c
conducted in eonformance with command EO
policies.

(4) IG inspects EO activities during an in-
gpection and investigates complaints of discrim-
ination within the commander’s jurisdiction, as
appropriate, nnder AR 20-1.

(5) PM deals with intergroup law-and-order
incidents, or other matters that are criminal in
nature,

(6) Iousing Referral Office investigates alle-
gations of discrimination in off-post housing.

¢. Equal Opportunity staff personnel accom-
plish the usual planning, coordination and super-
vising functions as other staff officers, and:

(1) Advisc and assist the commander, other
staff members, and subordinate commanders on
equal opportunity matters.

(2) Assist the commander in the development
and supervision of the command KQ program.

(3) Publish the command AAP from input
reccived from other staff agencies, and assist the
commander in assessing progress toward achieving
AAP goals.

£-1
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(4) Maintain linicon with off-post agencies
and civic organizations on EQ matters as required.

(5) Provide available DRRI greduates to
assist. in Unit Discussion Leaders training.
4-1. Equal opportunity personnel. Equal oppor-
tunity staff personnel will be carefully selected to
assure that only well-qualified and properly moti-
vated personnel are assigned. Personnel assigned
to TDA/MTOE positions will be DRRI graduates
or will possess the qualifications for attendance ut
DRRI. Qualifications, solection eriteria, and pro-
cedures for attendance of military and civilian per-
sonnel at DRRI is at appendix 1-.
4-5. Relationship of Equal Opportuniiy and
Organizational Effectliveness functions. a, Or-
ganizationa) Effectivencss involves the military
application of selected behavioral scicnce tech-
niques to sirengthen the chain of command and
to iniprove the way in which people and groups
interact with one another in their day-to-day ac-
tivities. Iiqual Opportunity and Organizational
Effectivencss are cosplementary and mutually re-
inforeing functions, directed toward a common
aoal.

L. There must be 2 close and econtinuous work-

ing relativn=lip hetween the Equal Opportunity
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Staff Officer and the Organizational Effectiveness
Staff Officer. The Orgunizational Effectiveness
Staff Officer can assist the Equal Opportunity
Staff Officer in assessing the equal opportunity
situation in an organization and can help in the
design of aclivilies to achieve equal opportunity
objectives, Conversely, the Equal Opportunity
Staff Officer ean assist the Organizational Effee-
tiveness Staff Officer in identifying equal oppor-
tunity problems in an organization and in snggest-
ing ways that the commander might deal with
them. These examples of areas of cooperation and
coordination are illustrative and cut across nearly
all activities of both staff officers.

1-6. Efficiency report entries. Rating and in-
dorsing officials, when evaluating personnel, will
consider the extent and cffectiveness of an indi-
vidual’s Jeadership and support in Equal Oppor-
tunity and Equal Employment Opportunity mat-
ters in accordance with reporting procedures in
AR 600-200, AR 623-105, and CPR 713. Active
participation in and support of Equal Oppor-
tunity and Equal Employment Opportunity pro-
grams and affirmative action goals are essential
criteria in evaluation of military and civilian per-
sonnel and should be so noted on efficiency reports.
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APPENDIX A
EXPLANATION OF TERMS

Affirmative Actions, Efforts by DA activities directed toward sssuring that
cach uniformed member is 2fforded an equal opportunity in the pursuit of a
niilitary profession,

Aflirmalive Actions Plan (AAD'). A comjnchensive managenment Jdocument
which requires quantified goals and timetables from all Anny organiza-
tions desiemed to achieve Equal Opportunity for military personncl.

Equal Opportunity. Equal Opportunity as used in this directive means equal
consideration and treatment based upon merit, fitness and capability.

Establishment. Any corporation, partnership, or business entity, whether
charitable, nonprofit, or created for profit; any school, training center, or
educational institution; any club, any fraternal, social, or political group;
any accommodation or association of persons, whether created formally or
informally, which either recogmizes itself as an entity or is recognized as
snch by the community at laree,

Goal. An objertive or planning target the Aviny strives (o attain, Tt is based on
realistic prospects of attainment, subject Lo revision, and may be nunierical.
It 15 differentiated from a quota in (hat mandatory attainment is not
required.

Quota. A definite fixed nuniber. a fined preportion, a fixed range, an upward
limit or cciling which redricis uvpward mobility, or a downward limit
which requires not Jess than a ceriain number. The major characteristic of
a quotais the requivement for mundatory attainment.

Education and Training. IZforis by DA activities to eliminate prejudice and
diserimination toward racizl and ethnic winoritics and women; promote
racial harmony and develop attitudes supportive of unit teamwork,

Ethnic Group. A group of individuals distinguished from the genera! popula-
tion, based on actual or perceived cullural eriteria (langzuage, life style,
religion, mores, and national origin).

Institutional Discrimination. The policies, praclices or procedures of an insti-
tution which result in unequal treatment usually associated with racial,
religious, render, cconomic or social differences.

Minority Group. Any group distinguished from the general population in
terms of race, religion, scx, age or national origin,

Personal Racism (or Sexism). The acting out of prejudices by individuals
against other individuals or groups because of race or gender,

Agenl. Leal estate agency, manager, landlord or owner, as appropriate, of a
housing facility doing business with Department of Defense personnel or a
ITousing Referral Office,

Complainant. A military member, adult dependent acting for a military mem-
ber, or a civilian employee of the Army who submits a complaint of dis-
crimination.

IHousing Discrimination. The act of denying housing to Amny personnel
because of race, color, religion, sex, agre, or national origin.

Listed Facility. A suitable facility listod with the Housing Roferral Office as
available for military personnel which is not under restrictive sanctions
and whose acenl and/or owner has provided a nondiscriminatory assurance.
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Restrictive Sanctions. Actions taken by a commander to preclude Army per-
sonnel from entering into & new rental, lease or purchase arrangement with,
or otherwise moving into, a housing facility, the agent of which has been
found to have discriminated ageinst military personnel. Restrictive sanc-
tions are effective amainst all facilities owned or operated by the discrim-
inating agent,
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APPENDIX B

ILLUSTRATIVE SUBJECT AREAS FOR AFFIRMATIVE
ACTION GOALS

Data will be maintained by a quarter and vecorded in terms of race, gender, and
total for each dimension selected,

1. Enlisted Distribution of tlie Unit.

2, Promotion without Time in Service and/or Thine in Grade Waiver to
E4.

3. Promotion without any Waiver to Grade E-5,

4, Promotion to Grade 154 with Waiver for Time in Service and for Tims
in Grade

5. Promotion to Grade 123 with Any Waiver.

6. Time in Service at Promotion to Grade F—4.

7. Time in Service at Promotion to Grade E-5.

8. Selection for Military Training (Carcer Enhancing—Airborne, Ranger,

9. Completion of Military Training.
10. Selection for NCO Academy.
11. Completion of NCO Academy.
12. Attendance at High School or GED Program.
13. Completion of Hizh School or GED Program.
14. Receipt of Qualification Badges.
15. Awards Received (Good Conduct Medal, Army Commendation Rib-
bon, Meritorious Service Medal. ete).
16. Compapy Commanders,
17. First Sergeants.
18, Company Grade Article 15.
19. Field Grade Article 15.
20. Administrative Separations (lotal of all chapter 10, 13, 15, TDP and
EDP actions, AR 635-200).
21, Courts-martial.
22, Less than Honorabile Dizcharge (Total of Bad Conduct, Dishonorable
Conduct and Discharges under other than honorable conditions},
23. Barsto Reenlistment.
24, Career Leenlistinents,
25. First Term Reenlistments.
26. Board/Couneil Represeniation,
27. IG Complaints.
28, Incidents.
29. Gtilization of DRETand UDL Trained Personnel,

AR 600-21
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APPENDIX C

FORMAT FOR NARRATIVE AND STATISTICAL REPORT
ON EQUAL OPPORTUNITY PROGRESS (RCS CSG PA-
1471)

. General analysis of local conditions.

. Integration of minority groups and women thronghout the various military
organizational levels,

. Statistical analysis.

. Goals met or accomplished.

. Goalsnot met and why; planned actions.

. Community aflairs.

HEON W
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APPENDIX D
GUIDELINES FOR UNIT EO TRAINING

D-1. Objectives. a. The general objective of the
Army Equal Opportunity Program is to support
and reinforce the goals of establishing and main-
taining harmonious personal and group relation-
ships among all Army personnel and eliminating
both the existence and the perception of the exist-
cnes of personal and institutional diserimination.

b. There are four specific learning objectives.

(1) To facilitate and improve the soldier’s
understanding of the entire Equal Opportunity
Program for the United States Army.

(2) To inform unit members about potential
sources of minority/gender dissatisfaction and
interracial/intersexual tension in the Army and
about what the Army is doing to remove any
grounds for dissatisfaction and tension in specific
areas.

(3} To increase the soldier's understanding
and acceptance of different cultural modes.

(4) To provide the chain of command with

contemporary information and feedback on the
slatus and progress of the Equal Opportunity
Program.
D-2. Guidelines for establishing and maintain-
ing a Unit Equal Opportunity Program. a. Gnit
commanders are responsible for ensuring that each
organization has a relevant and viable Equal Op-
portunity education and training component. The
MACOM commander will establish minimum ed-
ucation and training requirements for subordinate
organizations consistent with command needs and
local conditions, However, the content and develop-
ment of loca)l programs is Jeft up to individual
comrnanders.

b. The following guidelines ‘suggestions are
provided to assist commanders in determining the
appropriate training criteria best suited for their
individual units.

(1) Determine the level of awareness and the
degree of knowledge of Equal Opportunity of per-
sonnel currently assigned to the organization.

(2) Select the best method of training based
on the results of the initial survey of basic necds.
‘o assist in this effort the Army has developed
DA Pamphlet 60042 ; which outlines 13 suggested
Iiqual Opportunity topics which commanders may
ulilize. Additionally, cach installation or major
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unit normally conducts a Unit Discussion Feaders
Course which a commander may attend or send
a representative.

(3) Once the commander determines the topic
and method of presentation, the instructor/project
officer/NCO is selected ; and the time and training
sites are established and econfirmed.

(4) IFinally, the conunander will assure thai
ihe training is scheduled and attendance is manda-
tory for all unit personnel. Adequate compliance
monitoring procedures must be implemented to
assure quality of training and ma<imum partici-
pation of all members of the command, without
exceptions.

D3 Training tasks. a. To achieve specific ob-
jeetive “(1)7:

(1) Clearly outline DA policy on Equal

Ipportunity,

(@) AR600 o1;

() MACOM supplements to the regula-
Lo

(¢} Local policy and goals,

{2} Assure that all individuals are informed
a1l understand Army and unit selection/promo-
tion procedures. These selective procedures include
command discretionary acts that directly or in-
directly affect soldiers’ career opportunity/pro-
gression (promotion, awards, schooling, etc.) as
well as unit procedures for duty details, assign-
ment, ete.

(3) Assure that all individuals are informed
aml understand the Army’s position on:

(a) Degrading/abuasive treatment;

(5} Unequal punishment for comparable
offenses:

(¢} Diseriminatory use of pretrial confine-
ment;

(&) Discriminatory use of discharges:

(¢) Msajority/minority/gender-based  fa-
voritistn within the chain of cormmand.

(4) Lixplain, and outline the purpose and
eoals of Afirmative Action Plans.

b. To achieve specific objective “(2)":

(1) Provide discussions and education pro-
arams that educatse all individuals on the natare
of attitudes, perceptions and interpersonal
behavior.

D-1
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{2) Provide contmued discussions and edu-
cutional programs to inform individuals on the
offects and conserquences of degrading/abusive
language, threats, insults, and harassment when
directed towards others.

(3) Explain and discuss the nature and con-
sequences of institutionad diserimination and how
it might occur within the unit.

(4) Provide discussions on the expectations
of minorities and women for leaal and practienl
equality for such ifems as:

(a) PX items;

() Commissary items;

(¢) Club music and entertainnient ;

(d) Military justice and treatment.
¢. To achieve specific objective “(3)7:

{1) Provide discussions and unit educational
programns to educate all individuals on racial and
minority, as well as women’s. backgrounds/his-
tory/military experience.

(2) Provide discussions and unit educational
programs that clear]ly demonstrate both the negn-
tive and positive aspects of :

(a) Cultural symbolism:
(b} Group polarization;
{¢) Teer group influence.

(3) Provide discussions and unit educational
programs that center on the role and expactations
of women in the Army.

d. To achieve specific objective “(4)”:

(1) Provide continnous training to the chain
of command on moethods and procedures for meas-
uring troop attitudes, perceptions and results to
dotermine if Equal Opportunity objectives have
been achieved.

D-2
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(2) Irovide ualicogs to the chadn of com-
mand on methods and techniques for assuring that
unit selection procedures are nondiscriminatory.

(3) Provide training to the chain of com-
mand on the analysis and evaluation of unit mili-
tary justice siatistics.

(4) Trovide training to the chain of com-
mand on complaint procedures.

D-4. Performance stardards. a. All individuals
wijl have a betier understanding of the Armx
Tqual Opportunity Program.

b. Commanders and the chain of command will
be able to analyze and evaluate unit selection pro-
cedures to assure that they are nondiscriminatory.

c. Commanders and the chain of command will
be able (o analvze and evaluate unit military
justice stafistics to assure that they are nondis-
eriminatory.

d. All soldiers will have a betier understanding
and accoptance of the cultures and life styles dif-
ferent from their own.

e. All soldiers will understand the negative ¢f-
fecls of various forms of discrimination.

/- Units will have adequately trained wnit dis-
cussion leaders to lead equal opportunity discus-
sions and edncation sessions.

¢. All soldiers will have a Letter understanding
of the negative effects of institutional meism,’ sox-
ism /discrimination.

k. All soldiers will know more about the status
and function of women in the Army.

£ Commanders will be able to assess their
racial/human relation climate more validly as a
consequence of the unit equal opportunity eduea-
tional and training program.
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APPENDIX E

QUALIFICATIONS, SELECTION CRITERIA, AND PROCEDURES FOR
ATTENDANCE AT DRRI

E-L General. a. The Department of the Army
has established the following policies and proce-
dures for training officer and enlisted personnel at
the Defense Race Relations Institute (DRRI),
Patrick Air Force Base, Florida.

b. The concept of training calls for a two-
phased curriculum of study. I’hase T is five wecks
in length for all individuals, Phase IT is five weeks
in length for individuals in grades E-5 through
T-7 and three weeks in length for officers and for
anlisted personnel in grades E-$ and L-9. Upon
praduation, the Institute will award the MOS
OQU to enlisted personnel and an ASI 5T to
officers, Formal attendance at both phases of
DRRI mandatory in obtaining the MOS/AST for
either enlisted or officer personnel. Commanders
aro precluded from designating MOS QOU or
ASI 5T to individuals who have not attended both
phases of the DRRI course.

¢. Quotas for DRRT are announced to IIQDA
cach Fiscal Year by OSID). These quolas are
“controlled” by the Commanding General, MIL
PERCEN, and may not be distributed to major
commands.

E-2. Responsibilities. Tlie Commanding General.
MILPERCEN, will accomiplish the following
duties:

a. Select qualified officers, based upon validuted
requisitions, for attendanco at DRRI en romte to
their next permanent change of station.

b. Approve qualified enbsted and
voluniecers.

c. Roview available Carcer Management File
for officors and Official Military Personnel File
(OMPF) f{for enlisted personnel to as:ure that
individuals meet the prerequisites, have consist-
ently demonstrated high standards of character,
discretion, and performance necessary to perform
in the Army’s EO programs.

d. Assure that applicants’ performance. suita-
bility and conduct are consistent with established
standards for RR/EO personnel.

e. Issue assignment instructions indicating that
an individual is programed to fill & requirement
for MOS OOU or SSI 41C by the gaining com-
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mand, if an individual is programed to attend
DRRI enroute to a permanent change of station.
If individual is relieved or removed for cause, that
information should be reported to MILPERCEN.
In the case of enlisted personnel, a commander
may initiate reclassification if deemed appropriate.

f. Monitor the utilization of DRRI graduates.

g. Not assign officers to repetitive EQ positions.

ii. Return through command channels applica-
tions that de not meet the prerequisites of this
appendix.

E-3. Prerequisites for officer and enlisted per-
sonnel who attend DRRI. ¢. Have demonstrated
leadership attributes,

b. Must have one yeur of service remaining after
completion of course.

¢. Must not have traits of character which are
questionable, such as financial irresponsibility,
emotional instability, heavy drinking, gambling,
or drug abuse.

E-4. Officer prerequisites. Must—

a. Be in grade of 11T to fill a LT position, ILT
(L)/CPT will be assigned to a CPT position.
2T will not be approved for attendance nor
will & 1LT nonprometable be approved to fill a
C'I’T position.

b. Have had & minimuin of 12-18 months or
more of platvon leader or equivalent leadership
experienee.

¢. ITave a minimum of two years college credits
or equivalent.

d. Meet the gencral prerequisiles deseribed in
paragraph three of this appendix.

E-5. Enlisted prerequisifes. Must—

a. Be in grade F-5 to -9 and serving on sccond
or subsequent enlistinent. 1f NCO E-5, must state
willingness to be laterally appointed to SP3/E-5.

b. Initiate the application for attendance,

¢. Not be receiving VRB, SRB, or enlistment
bonus. In addition. applications from individuals
in a critical shortage MOS will only be considered
on a case-by-case basis.

d. Possess an excellent military record.

e. Must have verified PMOS proficiency on
Jatest skill qualification test.

E-1


SimS
Pencil

SimS
Pencil

SimS
Pencil


AR 600-21

f- Must nol have recent or extensive history of
punishment under UCMJ or timeo lost during cur-
rent enlistment, Recent history is considered
within the last two years.

¢. Must have o minimum of 100 (not waiver-
able) in GT and GL aptitude areas.

A Must be a high school graduate or equivalent.
E-6. Procedures for volunteering for assign-
ment in the EO field. a. Individual must initiate
the application on DA Form 2496 (Disposition
Form) and indicate desired attendance dates at
DRRI.

b. Application will contain request for reclassi-
fication into MOS OOU if enlistod or assignment
within SSI 41C (Perzonnel Management Spe-
cialty) if an officer.

¢. ATl applications must also contain the fol-
lowing information :

(1) Name, grade, and SSN;

(2) PMOS, if enlisted, or primary /alternate
specialty if an officer;

(8) Tatest enlisted Skill Qualification Test
score ;

(4) Present enlisted Duty MOS or offieer
Duty Specialty;

(5) Racc or national origin;

{6) Serurity clearunce;

(7) Education Category;

{a)} Cat T—ITich school graduate or cauiv.
alent

() Cat II—Sonc college but less than a
Rachelors Degree;

{e) Cat ITI--Cullege graduate and above:

(8) BASD:

(9) ETS;

(10) Enlisted personnel who have an enlist-
ment or previous school commitment must include
a statement as required by paragraph 11-3¢. AR
614-200.

(11) Individuals who previously attended
Phase I of DRRI but have not attended Phase
II must include s copy of their gradution
certificate.

(12) Al applications musi include a enpy of
the DA Formn 2 and 2-1,

d. All applications will include 2 statement by
individuals that they agree to defray costs of
DOOQTEQ and whatever additional expenses

E-2
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which may occur during the firet 30 day="TDY 1y
DRRL
E-T7. Procedures for processing applications
from volunteers. e. Applications will be for-
warded throngh the individual’s unit commander
who will indicate that the applicant has demon-
stratod lesdership and instructor potential and
that apphicant does not have questionable trails
of character,

0. Commands will indorse application and
include:

(1) A statement that the applicant has been
interviowed by & field grade officer in the chain of
commend and that a review of the applicant’s Mili-
tary Personnel Records Jacket {MPRJ) indicates
that he/she meets ench of tho established prereg-
uisites announced in this appendix.

{2) A comment indieating if an applicant i:
to be sent TDY and return to parent organization
or TDY to DRRI enroute to a new assignment.

(3) A statement that sufficient funds are
available to defray cost at installation /commanad
level, if applicant is going TDY to DRERT and re-
{riming to his/her parent unit.

(4) A description of the shecifie pesition vi-
cancy and a statement that the apphicant will e
applicd against that position for a ulilization tour
of at least 12 months upan carapletion of the course,
:f applicable.

(8) The identification of the requisivion mun-
Ler to be cancelled by MILPYERCEN for each in-
dividual that is sent TDY and refurn to parent
unijt.

¢. Applications that mecel all prercquisites will
bo forwarded early enougzh to arrive at MILP IR
CEN at least 45 days prior Lo {he starting daie of
the desired elass. Applications from enlisted per-
sonnel should be addressed to: Commander, M11,
PERCEN, ATTN: DAPC-EPM-A, 2462 Eisen-
hower Avenue, Alexandria, VA 22331. Applica-
tions from officers should be addressed to:
Commander, MILI’ERCEN, ATTN: DAP(C-
{ Appropriaie Officer Division, i.e., Combat Arms,
Combat Support Arms, Combat Service Support.
Major Division or LTC Divicion), 200 Stovall
Strect, Alexandria, VA 22332,
E-8. General policies and criteria. o. Enlisted
personnel] must be volunteers. Those personnel who
Eave not attended both phases of DRRT and
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possess MOS OOU do not have to make formal
application, but should assure that a ¢current En-
listed Preference Statement is forwarded to
DAPC-EPM-A indicating their desire for attend-
ance. These individuals will be programed, by
MO.PERCEN enroute to their next assignment.
Perzonnel in MOS OOU who decline attendance
will be mandatorily reclassified.

b, MILPERCEN will select qualified officer
personnel for attendance at DRRI enroute to their
next assignment, Qualified officers who have a
desire to work in the 1O ficld may volunteer. Of-
ficer assigned to RR&LEO positions will ordinarily
be programed for 12-18 months at unit or installa-
tion level.

¢. Officers who have not atlended both phases of
DRRT but who have been classified with SST 41C
(old MOS 2330) must make application to the
appropriate MILPERCEN graded divisien for
training at DRRL

d. Commanding General, MILPERCEN, will
fill validated requisitions with officers or enlisted
personnel. However, this does not preciude indi-
viduals fromn volunteering and returning to a par-
el unit.

e. When an individual has been approved by
MILPERCEN for attendance, the following spe-
cial instruetions must be part of the individual’s
THU/PCS orders:

(1) Report not later than 1800 hours (day
prior to class starting date or NET 3 days prior
to class starting date) to Bldg 400, Patrick ATE,
Ilorida 52925,

(2) The uniform for DRRT classes js service
uniform appropriate to the scason.

(3) The uniform for DRIRT graduation s
the service uniform.

(4) Appropriate civilian clothing is author-
ized for off-duty wear and will be worn for a
field trip to Miami, L.

(5) Class closes (date).

(6) Authorization for variation of itinerary
is in accordance with JTR Vol 1, chapter 3, para-
graph M3050(4).

(") Applicants on PCS will hand carry theic
MPTLY (field 201 File) and finance records to
DIIRT,

TAG DRy
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(8) Applicants who are to return to their
parent unit will carry one copy of their unit’s
Affirmative Actions Plan with them to DRRL

(9) Applicant will be required to reside in
BEQ/BOQ at a rate of $14.00 per day (reim-
bursable). Payment for quarters is made on the
I5th and last day of each month.

(10) Applicant will be roquired fo defray
the cost of a two-day field trip to Miami, I'lorida,
during the course of DRRI (estimated cost i3
$75.00), which is reimbursable.

/- Personnel with PMOS OOU who are ap-

proved for attendance for Phase IT should have
the MPRJ thoroughly screcned to assure that
they have previously attended Phase I. If an ind:-
vidual has not been to Phase T and is scheduled
for Phase TT, it should be reported telephonically
to Autovon 221-76¢4.
E-9. DA civilian EO staff officer training. a.
Civilian quotas for DRRI will be conirolled by
MILPERCEN. Chief, National Guard Bureau
and Chief, US Army Reserve will control quotas
for their respective agencies and prescribe the
manner in which civilian requests will be
submitted.

b. Commanders desiring to send civilian EQ
staff officers to DRRI will make application (DA
FForm 9496) to their MACOM’s, Tf approved, the
MACOM will request a quota from MILPERCEN
ATTN: HQDA (DAPC-MS0). MILPERCEN
will provide the quota to the requesting command
and if all quotas are filled, the roquest will be con-
sidered for a subsequent class if the MACOM
desires. Requests for quotas must be submitted so
as to arrive at MILPERCEN not later than 45
days prior to starting date of requested class and
should be in writing.

¢. When the requesting command receives and
approved quota, the command will provide the di-
rector of DRRI the following information : name,
grade, SSN, race, educational level, military mail-
ing address and course number. Tnformation is to
be transmitted electrically.

d. Prerequisites for attendance at DRRI,

{1) Bein civilian grade GS-T or above.

(2) Occupy or be scheduled at ocenpy EO
stafl position.
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(3) Beavolunicer.

(4) Be committed to the tenets of the DA
EO Program as determined in an interview con-
ducted by the commander on whose stafl he will
be assigned.

(3) Be capable of assimilating college level
instructional material.

Ed
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«. MACOM’s when requesting quotas will pro-
vide the following information to MILPERCEN:
(1) Class desired to attend.
(2) Willingness to accept quota in subsequent
class if requested class in filled.
f- Funding for TDY will be provided by at-
tendee’s unit of assignment.
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The proponent agency of this regulation is the Office of the Depuly Chief
of Staff for Personnel, Users ore invited to sand comments ond suggested
improvements on DA Form 2028 [Recommended Changes to Publications
ond Blank Forms} direct 1o HQDA {DAPE-HRR)} WASH DC 20310.

Iv Order of the Seeretary of the Army:

BERNALRD W. LOGERS
General, United States Army
Official: Chief of Staff
PAUL T. SMITH
Major General, United States Army
The Adjutant General

DISTRIBUTION:
Active Army, ALNG, USAR: To be distributed in accordance with DA Form 12 9\ require-
ments for AT}, Personnel General—A.
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