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What is this?
You have just opened a new type of UPDATE publication.

In the future all administrative regulations and some DA
pamphlets will be converted from the standard, two-column
looseleaf format to the three-column UPDATE format.

Some UPDATE publications will be published separately like this
one, while others will be organized as functional handbooks --
like the Unit Supply UPDATE handbook already in use in supply
roors throughout the Army. I all instances, users will not be
required to post changes. They will always receive a fresh,
up-to-date "posted" copy to make their jobs easier. Use of
modern, computerized typography in UPDATE publishing gives the
Army the ability to do this along with the potential for
tremendous c¢ost savings by freeing units from the time-consuming
task of maintaining looseleaf publications.

In additiorn to & new format, UPDATE publications include scme
unique features as feliows:

©¢ Summary of Change. Every UPDATE issue contains a Summary
of Change. In the first printing of a book, the summary ocutlines
the major topics covered by the publication. In subsequent
printings, the sunmary outlines the majcr changes that have been
made to the publication. Look for this summary in the front of
every issue, It should help you "zero in" on arcas that need
your immediate attention.

¢ Subscription Cerd. Lock for the subscription card -- 1t
is extremely important. You should use it to let your
publications clerk know exactly how many copies of this UPDATE
publication your unit needs. It is a two-part card ~-- you

must complete part one and route it to your publications clerk.
The publications clerk must then complete part two by
consclidating your unit's total requirements. If you return
your subscription card right away, you will receive the guantity
you request of the next updated issue,

The Editors
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SUMMARWCHANGE

AR 600-21
Equal Opportunity Program in the Army

This Change 1 updates AR 600-21 by substituting the term "gender" for "sex"
and the term "equal opportunity representative" for "unit discussion leader®
when referring to individuals performing part-time equal opportunity (OE)
duties at battalior and companry level. It provides more information
concerning the processing of EC complaints (para 2~6); changes chapter 4 to
reflect the change in duration of the EQ Staff Course at the Defense Equal
Opportunity Institute from 3 weeks to 2 weeks; and adds chapter 5, which
provides detailed information concerning EC Special/Ethnic Observances.
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UPDATE Change Highlighting

The two techniques shown below are useu to help readers
identify new changes in administrative publications.

UPDATE Cancel and Underscore Technique

1.

Text as it appeared in the last
UPDATE issue:

The quick brown fox jumped over the lazy

2. 3.

Change text as it appears in this
UPDATE issue:

Fresh text as it will appear in the
next UPDATE issue:

The quick brown gray fox jumped over on  The quick gray fox jumped on the lazy

dog. the lazy dog. dog.
UPDATE Tint Technique
1. 2. 3.

Text as it appeared in the last
UPDATE issue:

Chapter 4
Hours of Duty

Section |
General

4-1. Authority

Managers of activities employing NAFI
personnel are authorized to establish and
change the tours of duty of such employees
in accordance with this regulation.

4-2. Explanation of terms

a. Administrative Workweek. A period of
7 consecutive calendar days designated in
advance by the appropriate official.

b. Basic workweek. The days and hours
within the administrative workweek for a
full-time or for a part-time employee during
which an employee is expected to be on
duty. These hours may be scheduled as

regular, irregular, or rotating tours of duty. |

¢. Full-time tour of duty. A basic weekly

tour consisting of 40 hours of duty each

week,

Fresh text as it will a oear in the
next UPDATE issue:

Restructured change text as it
appears in this UPDATE issue:

Chapter 4
Alcoholic Beverages

. Section |
Introduction

4-1. General .
. This chapter prescribes policies and
procedures for the use, control, and sale of
alcoholic beverages Army-wide.

4-2 Authority
Policies and procedures in this chapter are
developed under the following authority: -

a. Section 6, 1951 Amendments to the
Universal Military Training and Service Act
(65 Stat. 88, 50 USC, App. 473) and DOD
Directive 1015.3-R concerning the use,
control, and sale of alcoholic beverages on
Army installations within the United States
(which includes the District of Columbia)
and Puerto Rico.

b. International treaties and agreements
as they pertain to alcoholic beverages
overseas.
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Supersession Notice: This UPDATE
publication supersedes the standard format
bound edition of AR 600 21 dated 1| January
1984,

Distribution: Distribution of this issue has
been made in accordance with DA Form 12-9A
requirements for 600- series publications The
number of copies distributed 10 a given
subscriber 18 the number of copies requested in
Block 382 of the subscriber™s DA Form 12 9A,
AR 600 21 distribution 1s A for Active Army,
ARNCG and USAR.

Subscription Information: Valid account
holders musi use the enclosed subscription card
10 ¢ither increase or decrease the present
quantity received of this publication. Complete
the subscription card as shown in the
instructions bejow. Mail it as soon as possible to
ensure that you receive the correct number of
copies you need when this publication is
reprinted

Resupply: Limited copies of this UPDATE
publication are available from the Baltimore
Publications Center. Te obtain copies. submit a
compleied DA Form 4569 {USAAGPC
Requisition Code Sheer).

Editorial Comments: This UPDATE
publication contains editonal comments that are
not in the ariginal standard version. These
comments were inserted when there was a nezd
to clanify the placemens of an element of teat
(for example. the Jocation of a table). These
comments are set in bold italic type and enclosed
in parentheses.

Placement of Tables, Figures, Appendixes,
and *R"” Forms:

* Full-page 1ables, figures, and appendixes (in
that arder) in UPDATE publications are located
after the last chapter of the publication. Tess
than full-page tables and figures will be placed
nearest the first cited reference in the
publhication,

* Al reproducible forms (R forms) icluded in
UPDATE publications are located at the back of
these publications and are in numerical sequence,
heginning with DA Forms.

A Special Note About Forms and Local
Reproduction: Forms are one of the Army’s
basic work 1ools. As the successful use of forms
is closely related to the cfllective and efficient
handling of personnel actions, the following
general informanon about jozally reproducibie
forms mas be helpful to vou:

* DA locally reproducible forms are designated
with the suffix “R™ as in DA Form XXXX-R.

¢ The authority for local reproduction of DD
Forme and theuwr use i« given in the directive.

* Soutces for forms not authorized for iocal
reproduction i.e. stocked forms, arc the AG
publications centers or as stated in the
authorizing directive. Since these forms may
NOT be reproduced locally, they must be
reguesiioned.

* The copes of "R™ fozms at the back of
publicanions printed in UPDATE are for your
use 1n making lacal reproduction. Have them
printed through your Forms Management Officer
(FMO) In gecordance with AR 3161,
raragraphs =26 and + 23, the FMO may
authorize the reproducoon of 4 form i a

modified format more convenient 1o local users.
Those provisions permit back-to-back printing,
carbon sets, and contineous construction for
word processing use.

* AR 310-1, paragraph 4-28, also authorizes
overprinting of locally fixed processing
information. The idea behind this authorization
1o overprint is to reduce the amount of time a
typist has to spend repeating local standardized
requirements.

¢ The rules for procuning printing differs from
place to place, therefore, vour FMO may not be
able 10 approve the panung. In such a case the
decision 1o overpnint, or nol to overprint, locally
required information would be tnade at the
lowest level where pnnting decisions are made.

The forms and local reproduction program offers
YOU an oOppoTiunity 1o reduce your
admimstrative burden and to save precious
manhours for your umt.

Tru 3 ine s grature
ot an Army UPDATE
b icanon

The relatsanship of
pen and book 10 the
Mark AEDICS O 1N
Comeus-candny-
ed I v NAteC

[ <IN LI T H )
LY LN T T TRY
and amthencally
benefcial mannes

10 wrwr and 10 DE
coeveerniently vsed
By 3 ‘arge auc enge

Instructions for completing the
subscription card inserted in this volume.

PART 1: This section s for internal use within
your unit

PART 2:

Publcation Accourit Nurmnper

(Insent 5-Aigit account number The frst buock

will be a letter and each succeeding block will
be a number.}

If you do not have an established account and
wish to open one, complete CA Form 12

Quannty Required
(Insert 1otal number of copies your urt
requires.)

Name/Address of Unit

{Insert full name. address, and ZIF Code as it
appears on the iapeis that you receve on
mailings from the Baltmore AG Publicatons
Center.)

FaR™ 1 FOR COMPLETIN v USER OF Mg
# 0Dy CBQL fEMETTL A pon 0t Pay tan
o 1w Gl For Eontalat i NG LS W p T
[Ty T

Memer L1 COE-rs R
Trowschom e

Nure ! w1 n

PART 2 FOR SOMP.ITION Y UNIT PUBLICATION CLERR
Y R L Y L R Rt
O n DK OF 04 The ma nmediaien

Pubicateons Clark
Thew

Neone - Agdimi o1 Un.y

OasOmY 1313 ERAE ARLS
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Headquarters
Department of the Army
Washington, DC

1 January 1984

Personnel—General

*Army Regulation 600-21

Etfective 1 February 1984

Equal Opportunity Program in the Army

The onginal form of this regulation was first
published on 1 January 1584

This UPDATE publhishes a new Change 3,
which is effective 30 April 1985.

By Order of the Secretary of the Army;

JOHN A. WICKHAM, JR,
General United States Army
Chief of Staff

Official:

DONALD J. DELANDRO
Brigadier General, United States Army
The Adjutant General

Summary. This revised regulation on the
Army kEqual Opportunity (EQ) Program—

a. Includes policy on sexual harassment.

b Changes the title of the LO staffl officer
and noncommissioned officer to EQ adviser
(EOA).

¢. Describes typical EOA dutes.

d. Modifies requirements for selection
and training as EQAs.

¢. More explicitly defines the role of the
unit discussion leader.

£ Clanfies affirmatusve action plan
procedures,

g Expands guidance concerning imposi-
tion of off-himit sanchons.

Applicability. This rcgulation applies 10
the Acuve Army, and the US. Army Re-
serve. It wlso applies 10 US Army elements
and agencies woridwide: civilian supervisors
of military personnel; members and units of

the Army Nationa)l Guard when called to
Active Federal Service; and members and
units of the US Army Reserve when serving
on active duty, active duty for training, an-
nual training, or inactive duty traiming sta-
tus. It applies 1o all proponent agencics of
adnunistrative publications.

Impact on New Manning System. This
regulation does not contain information that
affects the New Manming System.

Supplementation. Supplementation of
this regulation at major Army command
level is permitted, bui is not required. A
draft copy of each supplement must be pro-
vided to HQDA(DAPE=HRRI{DAPE-
HRI.-E). WASH D 20310-0300, for ap-
proval before puhheation.

Interim changes. Interim changes to this
regulation arc not official unless they are au-
thenticated by The Adjutant General. Users
will destroy interim changes on their expira-
tion dates unless sooner supcrscded or
rescinded.

Suggested improvements. The propo-
nent agency of this regutation s the Office
of the Deputy Chief of Staff for Personnel.
Users are invited to send comments and
suggested improvements on DA Form 2028
(Recommended Changes to Publications
and Blank Forms) directly 10 HQDA

BAPE- HRR)(DAPE-HRI.-F), WASH
DC 203 10-0300.

Distribution: To be distributed 1n accord-
ance with DA Form 12-9A requirements
for AR. Personnel General: Active Army,
ARNG, USAR—A.

Contents (Lsted by paragraph number)

Chapter 1

General

Purpose -1

References ¢ 1-2

Explanation of abbreviations and
terms ¢ 1-3

Responsibilities ¢ 14

Chapter 2

Policy

General ¢2 |

Sexual harassment © 2-2

Chain of comimand *2-3

Staffing 2 4

Off-post activities, on-post activities, and
off-hmits actions ® 2--5

Procedures for processing complaints ¢ 2-6

Housing comnplaints » 2--7

Evaluation report entries +2 8

Civihian schooling » 2-9

Legal assistance * 2-10

Affirmative actions »2-11
Traming ®2-12

Chapter 3

Reports

Authority to collect and maintain
data *3-1

Narrative and Statistical Report on Equal
Opportunity Progress {(RCS
CSGPA-1471(R1)) » 3-2

Chapter 4

Attendance at the Defense Equal
Opportunity Management Institute

General 4-1

Sclection requirements « 4-2

DA civihan EQ staff officer training » 4-3

Chapter §

Equal Opportunity Special/Ethnic
Observances

Purpose * 5-1

EQ special/ethnic observances o 5-2

Observanc_c »5-3
Guide to commanders ¢ 5-4

Appendix A. Related Publications
Glossary

* This requlation supersedes AR 600-21, 20 June 1977, DA Pam 600-18, 20 June 1977; and DA Pam 60042 ' March 1877
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Chapter 1
General

1-1. Purpose

a. This regulation establishes the Depart-
ment of the Army (DA) Equal Opportunity
(EO) Program. The objective of the EO
Program is to formulate, direct, and sustain
a comprehensive effort that ensures fair
treatment of all soldiers based solely on
merit, fitness, capability, and potential,
which supports readiness. Specifically, this
effort is designed to—

(1Y Provide EO for military personne!
and their family members both on and off-
post.

(2) Contribute to mission accomplish-
ment, cohesion, and readiness.

b. This regulation does not implement
the provisions of either the Age Discrimina-
tion in Employment Act of 1967 (sections
630 thru 634, title 25, United States Code)
or Title VII of the Civil Rights Act of 1964
(section 2000e, title 42, United States Code).

1-2. References

Related publications are listed in appendix
A.

1-3. Explanations of abbreviations’
and terms

Abbreviations and special terms used in this
regulation are explained in the glossary.

1-4. Responsibilities

a. Heads of Army Staff agencies and their
field operating, agencies. These persons
will— )

(I} Be responsible for Army-wide policies
and plans pertaining to the Army EQ
Program.

(2) Be responsible for overall evaluation
and assessment of the Army EO Program.

(3) Formulate, maintain, and implement
the Headquarters, Department of the Army
(HQDA) Affirmative Action Plan (AAP),

(4) Establish selection criteria for Army
personnel attendance at the Defense Equal
Opportunity Management Institute
(DEOMI).

(5) Allocate quotas among the Active
Army, Army National Guard (ARNG),
and U.S. Army Reserve (USAR) for train-
ing at DEQOML

b. Chief, National Guard Bureau
{CNGB) and Chief, U.S, Army Reserve
(CAR). The CNGB and CAR will—

(1) Monitor and evaluate implementation
of EQ policies and programs in their respec-
tive components.

(2) Establish sufficient staff’ positions in
their respective offices and make sufficient
resources available to adequately carry out
EO Program requirements.

(3) Select Army Reserve Component
{RC) personnel to attend the DEOML

(4) Develop management information
and reporting requirements to determine
progress toward affirmative action goals,

(5) Establish EO training consistent with
HQDA policy and command needs.

c¢. Commanding General, U.S. Army
Forces Command (CG, FORSCOM). The
CG, FORSCOM will—

(1} Supervise and evaluate the unit EQ
training program conducted by USAR
troop program units.

(2) Coordinate with the Office of the
Chief, Army Reserve (OCAR) in con-
ducting EO seminars for U.S. Army Re-
serve (USAR) general officers on a
continuing basis.

(3} Establish adequate compliance moiti-
toring procedures to assure the attainment
of program objectives for the USAR.

d. Commanding General, U.S. Army
Training and Doctrine Command (CG,
TRADOC). The CG, TRADOC will—

(1) Develop EO doctrine.

(2} Develop EQ instruction and associat-
ed training materials for use in the training

" base and throughout the Army.

(3) Maintain liaison with DEOMI in de-
veloping training doctrine and materials.

“(4) Conduct required EQ education and
training in TRADOC service schools and
training centers.

(5) Provide assistance and instructional
materials to service schools not under the
jurisdiction of TRADOQC. These service
schools include the Judge Advocate General
School, U.S. Army Health Services Com-
mand school, and the U.S. Army War
College.

(6) Monitor the instruction presented by
DEOMI and evaluate how well the DEOMI
meets Army requirements including service-
specific instruction.

{7) Develop and provide Army-unique
EO instruction through correspondence
courses available to all Army personnel.

e. Commanders of major Army com-
mands (MACOMs). These commanders
will—

(1) Monitor execution of the EO pro-
gram in all commands, instatlations, agen-
cies, and activities urntder their jurisdictiorn.

(2) Establish EO training consistent with
HQDA policy and command needs.

(3) Provide support, as appropriate, for
EC matters in host and tenant agreements
developed according to AR 53-8, paragraph
5c

(4) Ensure that EQ programs for military
personnel and EEO programs for civilian
personnel complement each other.

(5) Provide personnel, funding, and other
resources to carry out the EQ Program.

[ Commanding General, U.S. Army Mili-
tary Personnel Center (CG, MILPERCEN).
The CG, MILPERCEN will—

(1) Develop statistical data concerning
race and gender for personnel management
purposes when required by HQDA.

(2) Select personnel, in coordination with
HQDAMBAPE-HRE)(DAPE-HRL-E), to
attend DEOMI.

(3) Control DEOMI student guotas (mil-
itary and civilian} for the Army.

(4) Distribute Active Army personnel
who are EQOAs based upon command
authorizations.

30 APRIL 1985 UPDATE «AR 600-21

g. Commanders at all levels. The com-
manders are EO officers and, as such, are
assisted by EO advisers and other members
of the staff who can advise on EO matters in
their areas of responsibility. These com-
manders will—

(1) Develop and implement EQ pro-
grams for their organizations.

{2) Identify discriminatory practices af-
fecting soldiers and their families and initi-
ate corrective actions to include followup.

{3) Promote EO and interpersonal har-
mony for all military personnel, their family
members, and civilian employees.

(4) Conduct EO training on a continuing
basis for commanders, and for civilian and
military staff personnel that is consistent
with requirements established by HQDA,
the MACOM, and this regulation.

(5) Monitor and assess the execution of
EO programs and policies at all levels with-
in their areas of responsibility.

(6) Ensure prompt followup and appro-
priate action 10 resolve allegations of dis-
crimination by soldiers or their family
members.

(7) Ensure involvement of public affairs
personnel at every level of command in
planning, executing, and monitoring equal
opportunity programs.

Chapter'2
Policy

2-1. General )

a. The policy of the United States Army
is to provide equal opportunity and treat-
ment for uniformed members and their fam-
ilies irrespective of race, color, religion,
sex;gender, or national origin and to provide
an environment free of sexual harassment.
This policy—

(1) Applies both on and off post.

{2) Extends to soldiers and their families.

(3) Applies to soldiers’ working, living,
and recreation environments {including
both on- and off-post housing).

b. Soldiers will not be accessed, classified,
trained, assigned, promoted, or be otherwise
managed on the basis of race, color, reli-
gion, sex;gender, or national origin except—

(1) As the direct combat probability cod-
ing policy applies to women. (See AR
611-101, AR 611-112, and AR 611-201.)

(2) As necessary Lo support established
affirmative actions goals.

¢. Nothing in this regulation will be in-
terpreted to limit the prerogatives of the
Chief of Chaplains to carry out responsibili-
ties in AR 10-5, paragraph 2-35a.

2-2. Sexual harassment

Sexual harassment is an unwelcome form of
sex discrimination. It is not limited to the
work environment and can occur at almost
any place. Sexual harassment violates ac-
ceptable standards of integrity and imparti-
ality required of all Army personnel and
interferes with mission accomplishment and
unit cohesion. Many of the acts and neglects

3
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that constitute sexual harassment are pro-
hibited and punishable under civil and mili-
tary law as criminal acts of a sexual nature,
and should be treated as such. Any military
member or civilian emplovee is engaging in
sexual harassment who—

a. Through behavior of a sexual nature
attemnpts 10 control, influence, or affect the
career, pay, or job of a military member or
civilian employee.

b. Makes deliberate or repeated verbal
comments or gestures of a sexual nature
that are offensive to the person to whom
addressed.

¢. Makes abusive physical contact of a
sexual nature,

2-3. Chain of command

The chain of command, whether military or
civifian, is the primary channel for cor-
recting discriminatory practices and for
communications on EQ maiters.

2-4. Staffing

a. Minimum staffing requirements.

(1) Staff personnel with EQ as a primary
duty will be assigned to assist commanders
at installations, organizations, and agencies
down 1o and including brigade-level and
equivalent commands. Assignment as an
EOA will not be a collateral or part-time
duty at brigade-level or higher commands.
Personnel may be assigned additional duty
in EO at battalion-level and lower. Primary
duty positions are specified in applicable
manning documents. Minimum grades for
EO advisers are—

tHfa) Officer: Captain (03).

£23(b) Enlisted: Sergeant First Class/Pia-
toon Sergeant (E7).

(2) One full-ume enhlisted FOA will be
available to each brigade-level or equivalent
cornmander, and one full-time officer EOA
will be available to each division-level or
equivalent commander. Stafling at higher
levets (corps, MACOM} will be commensu-
rate with EQ program management require-
ments. Staffing should, as a minimum,
provide a sergeant major and either a lieu-
tenant colonel or major at cach large
MACOM such as U.S. Army, Europe and
Scventh Army: FORSCOM: and
TRADOC. There will be at least one officer
and one enlisted EQ position authorized at
cach large installation and for cach level of
command above division or equivalent. In-
stallations will have at least onc enlisted EO
position authonzed unless covered by one of
the above criteria. Civilian substitutions for
these minimum staffing requirements are
not authorized. Any staffing authorized be-
yond these minimum requirements may be
cither military or civilian

b, Command and staff relationship. The
principal EOA will have direct access to the
commander at all 1imes. So long as the
above condition is met, where the EO office
is placed within the organization is a matter
of local command discretion or other appli-
cable directives.

4

c¢. The EQ Program and the Equal Em-
ployment Opportunity (EEQ) Program rela-
tionship. The EO program for military
personnel and the EEO program for civihan
personnel are separate and distinct. EOAs
will not supervise EEO personnel, nor will
EEQ personnel supervise EOAs. However,
integrating EQ/EEOQ training. seminars. dis-
cussions, and shared use of training maten-
als and facilities 1s encouraged when dong
so promoles understanding, efficiency. econ-
omy, and the common interests of both pro-
grams. Staff personnel assigned 10 positions
having LQ as a pamary duty will not be as-
signed further duties in other human devel-
opment functions such as drug and alcohol
abuse, Army Community Services. chap-
lains” programs, CHAMPUS, or waight
control.

d. Roles and duties of EQAs. The actual
duties of FOAs and relative emphasis an
each duty will vary according to tyvpe of
unit or level of command. and unit compo-
sition and location. Typical roles and duties
of EOAs are as follows:

(1) Understands and articulates Depart-
ment of Defense (DOD) and Army policies
concerning equal opportunity as stated in
this regulation.

{2) Recognizes and assesses indicators of
institunional and individual diseromnation
In organizations.

{3) Recogmaues sexual harassment in both
overt and subtle forms.

(4) Recommends remedies appropnate 1o
reduce or prevent discrimination and sexual
harassment.

(5) Collects, organizes, and interpreis
demographic data concerning all aspects of
EO climate assessment.

(6) Assists commanders in the develop-
ment of realistic affirmative action plans,
and to momtor progress of plans.

{7) Trains untt—discossoon leaders
EP1.s)equal opportunity representatives
(EOR4) 10 conduct classes, discussions, and
seminars at the unit level.

(8) Conducts training sessions pertaining
10 equal opportunily, discrimination, and
prevention of sexual harassment.

(9) Plans and conducts executive sem-
nars on affirmative action plans, equal op-
portumty. discrimination, and prevention of
sexual harassment.

(10) Receives and acts upon indnidual
complaints.

(11) Assists in the planning and conduct
of ethmc ubservances. (See chap 5.}

2-5. Off-post activities, on-post
activities, and off-limits actions

a. Off-poust acrivities. Title 11 of the Civil
Rights Act of 1964 addresses the practice of
discrimination and segregation in pubhc ac-
commadations. This includes privately
owned establishments such as hotels, restau-
rants, gasohne stations, theaters, and places
of entertainment. The commander con-
cerned will ensure that the facts surround-
ing allegations of discriminatory practices
are fully developed. The commander will al-
so ensure that individuals and organizations

30 APRIL 1985 UPDATE s AR 600-21

alleged 1o practice such discrimination are
given a full and fair opportunity to chal-
lenge the particular alleganons. If afl rea-
sonable efforts and alternatives fail to
eliminate off-post discriminatory practices
in public accommaodations. commanders are
authorized to place the facilines off-limits.
(See AR 190-24. para 2-7.) Military per-
sonnel outside the Umted States are not
protected under Title 1T of the Civil Rights
Act of 1964 while off-post. Nonetheless, the
commander concerned will 1ake whatever
uctions are available and appropnate to at-
tempt to chminate discriminatory practices
in public accommodations outside the Unit-
ed Srates that affect members of his or her
commangd and their famtlies. Commanders
will promote awareness of the laws of the
nation that pertain 1o this maue, Al cases of
discrimination and resultant action by com-
manders. which result i the imposition of
off-limits sanctions, will be reported 1o the
HODAHEAPE HRRIWDAPE-HRI-E),
WASH DC 20310-0300. —

b. Off-limits sanctions. ORf-limits sanc-
tions may be appropnate for establishments
that falsely claim 1o be privare clubs, frater-
nal or otherwise. and public accommoda-
tions with discrinumatoiy policies and
practices. If discnimunatory practices off
post are tound to be directed ar sclected
members of o command and i al) efforts ar
conciliation prove uksuceessful. off-limits
sangtions will be consdered in accordance
with AR 190-24.

¢. Off-limits sanctions and private estab-
fishments. A commander ordinarily may not
apply off-limits sunctions 10 4 bona fide pri-
vale establishment. club. activity, or organi-
ration. Howevers such an enuny muy be
placed off-limits 1 2l the Tollowing condi-
nons are met:

{1 T0as open e service members it gen-
eral, or 1o service memhers who mgel specti-
1 objective criteria (such as EX and ahove).
but segregates or discnmanates agiinst other
service members on the basis of race. color,
religion, sexzgender, or nahonal origin when
they otherwise meel the general or specific
criteria.

(23 1ts not pomanby polineal or relig-
ious in nuture.

(3) The communder. in consubtation with
the Inspector General, Statt Judge Advo-
cale, and the EOA. determines that the
available facts suppor! the alleganons of un-
lawful discrimination after affording the
inanagement of the establishment, club, ac-
tivity, or organization a full and fair oppor-
tuntty to challenge or refute allegations.

(4) Reasonable cforis by the commander
10 bring about voluntary termination of the
discniminatory practices are unsuccessful.

(5) The commander determines that con-
timued discrimination by the establishment,
club, dctivits, of orgarmization will under-
mine the morale. disciphine. or Jovalty of
service members 1 the command,

d. On-post activities. All on-post facilites
and official activities must be open. as ap-
propriate, (o all DO personnel and family
members irrespective of race, color, religion,
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sex;pender, or national origin. Installation
commanders have the responsibility for en-
suring that an organization taking advan-
tage of or using on-post facilities (whether
on a reimbursable basis or otherwise) does
not engage in unlawful discriminatory prac-
tices. 1t is not enouph o depend solely on
the published by-laws or the constitution of
the organization. The commander must as-
sess the organization's actual membership
practices and its effect upon the command.
In cases where questionable practices exist
or allegations of discrimination are made,
the burden of proof rests with organization
members. The organization must convince
the commander that it does not engage in
de facto discrimination. Failure to substan-
tiate absence of discriminatory practices will
result in denial of use of on-post facilities.

2-6. Procedures for processing
C mpﬂ!gjgts -
; : drvxduais Wi
e 4

1aua
S S

¢ Chain’of command,

2~7. Housing complaints

Complaints of discrimination involving une-
qual treatment because of race, color, reli-
gion, sex;gender, or national origin will be
forwarded to the local housing referral office
for processing. (See AR 210-51.)

2-8. Evaluation report entries
When evaluating personnel, rating offictals
will consider the extent and effectiveness of

leadership and support in EO and EEO
matters according to this regulation. (Sece
AR 623-1035, para 4-13; AR 623-205, para
6~5; and DA Pam 690-25 for- reporting
procedures.)

2-9. Civilian schooling

Army personnel pursuing an education pro-
gram at an institution that unlawfully dis-
criminates in the admission or subsequent
treatment of students will not be financially
assisted from appropriated fund resources.
Exceptions to this policy will be considered
when the applicant has previously attended
the institution in question and will suffer
personal hardship through loss of earned
credits if a transfer is required. Requests for
exception will be sent to HQDA{(DAAG-
ED), WASH DC 20310,

2-10. Legal assistance
Within the framework of the legal assis-

| tance program, legal officers may be provid-

ed so that members of the Armed Forces
who are denied federally protected rights
are accordeéd due process of law. If the civil

~s rights of members of the Armed Forces

seem endangered and an appearance in
court or other legal action beyond the au-
thority of the legal assistance officer is
required, the matter will be reported to The
Judge Advocate General (HQDA(DAJA-
LT), WASH DC 20310) for possible referral
to the Department of Justice. {See AR
27-40.)

- 2-11. Affirmative actions

Affirmative actions will be comprised of
planned, achievable steps to eliminate prac-
tices that deny equal opportunity to soldiers
and their families. These steps are as
follows:

a. AAPs will be developed and imple-
mented by heads of Army Staff agencies and
their field operating agencies and by each
MACOM, installation, separate unit, agen-
cy, and activity down to and including bri-
gade or equivalent level. Plans will include
conditions requiring affirmative action, re-
medial action steps (with goals and mile-
stones as necessary), and a description of
the end-condition sought for each condition
included. AAPs will be reviewed at least an-
nually to assess the effectiveness of action
steps, to initiate new actions, and to sustain
goals already achieved. Subjects for affirma-
tive action plans-will be as prescribed by
this headquarters plus those deemed neces-
sary by the responsible commander,

b, Each commander required to develop
an AAP will provide a copy to the next
higher commander.

¢. Commanders of battalions and lower
level units are not required to have AAPs.

2-12, Training

a. Minimum DA criteria for local unit
training programs are as follows:

(1) Members of the chain of command
(including supervisors) will participate in
unit EO sessions as discussion leaders or as
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resource persons for answering questions
concerning policies and practices. At com-
pany and battery-level, a representative of .
the leadership structure (such as platoon
sergeant} will normally be the unit discus-
sion leader.

{2) The commander will incorporate EO
training into the overall training plan for
the unit. Unit training will focus on the
following:

{a) Army policies on EO, affirmative ac-
tions, and sexual harassment.

(b) Objectives of the Army EO program.

(¢} Objectives of affirmative actions.

{d) Behavioral characteristics and other
indicators of EO problems.

{e) The impact of individual and institu-
tional discrimination on mission
accomplishment.

(f) 1dentifying and countering sexual
harassment.

{g) Legal consequences applicable to in-
dividuals participating in acts of sexual
harassment.

(h) Individual responsibilities concerning
equal opportunity and prevention of sexual
harassment,

{i) The importance of honest and open
interpersonal communications in promoting
a healthy equal opportunity climate.

(3) UYDBEsEORs are unit members
trained to assist commanders to carry out
the EO program within units. Commanders
authorized ECQAs will see that each unit
{company and battery-level) has a~BBkan
EOR. EOAs who are graduates of the De-
fense Equal Opportunity Management Insti-
tute 16-week course will train UDESEORs
structuring the training to meet local condi-
tions. Instruction in other subject areas re-
lated to or supportive of EO objectives may
be provided by personnel from other agen-
cies Or program areas.

b. EO courses will be conducted
through—

(1) Formal tralnmg in Army trammg
centers, Army service schools, reserve of-
ficer training courses, USAR School, Army
area schools, and individual units.

(2) Special training of Army leaders and
managers.

(3) Unit training sessions that stimulate
lateral and vertical communications on EQ
matters.

¢. Education and training by target group
covers the following:

(1) Enlisted skill level 1. Formal training
on EO subjects will be conducted during
initial entry training and will include—

(a) Army policies on EQ and affirmative
actions.

(b) An awareness of racial, cultural, and
gender-related differences and attitudes as
they relate to Army missions and activities.

(¢) Comptaint procedures according to

‘this regulation, andAR 20-1, AR 210-51,

and AR 600-20.
(d} Legal and career consequences for
those who do not comply with EO policies.
(e) Identifying and countering sexual
harassment.

5
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(2) Enlisted skill level 2. Education for
junior noncommissioned officers (NCOs}
will include—

{a) All items in (1)} above.

{b) Review of Army policies on EQ and
affirmative actions.

{c) Leadership performance counseling
and EO complaint procedures.

{d} Behavioral characteristics and other
indicators of EOQ problems.

{e) The leadership role supportive of EO
and affirmative actions,

(3) Officer basic and warrant officer ori-
entation courses. Commissioned officers and
warrant officers attending the officer basic
courses and warrant officer orientation
courses will receive training in—

{a) All items in (2) above.

(b) The role of the supervisor in EO and
affirmative actions.

(4) Officer advanced level and enlisted
skill levels 3 and 4. Commissioned and war-
rant officers in officer advanced courses and
NCOs in advanced NCO courses will re-
ceive training in—

{a) All items in (3} above,

(b} Program management skills for eval-
uating the unit EQ environment to include
individual and institutional discrimination
and the use of the AAP.

(5) Command and siaff college-level
(CSC) and enlisted skill level 5. Training
conducted during CSC, the warrant officer
senior course, the first sergeants’ course,
and the sergeants major course will
include— )

(a) Review of Army policies on EO and
affirmative actions.

(b) Specific roles and responsibilities of
senior officers and NCOs in carrying out in-
stallation and MACOM EO programs.

(c} Effective employment of.the staff EO
adviser.

{d) Impacts of individual and institution-
al discrimination on mission
accomplishment,

{e} Goals and objectives of the Army EO
program and the benefits to be derived from
the program.

{f) Identifying and countering sexual
harassment.

(6) Army War College. Education con-
ducted at the Army War College and other
professional military education for senior
officers will include-—

(a) The goals and objectives of the DOD
and DA EQ programs.

{b) The internationat (host nation) as-
pects of EO.

{c) The relationship of EQ to readiness
and mission capability.

(d) Army leadership responsibilities in
identifying and countering sexual
harassment.

{e} Roles and functions of the MACOM
EQA and EO program management in large
organizations.

(7} Training for senior officials. A contin-
uing educaticn program for senior person-
nel will be provided through the Pre-
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command Course, the New General Officer
Orientation Course, command and staff col-
lege-level courses, and senior service col-
leges. Seminars in EO for general officers,
key staff personnel, and civilian supervisors
are required at least annually. These semi-
nars will be conducted as prescribed by the
MACOM, Emphams will be on contempo-
rary problems in EQ, sexual harassment,
and other topics as prescribed by this
headquarters.

Chapter 3
Reports

3-1. Authority to collect and maintain
data

HQDA will collect, record, and maintain
racial, ethnic, and gender data and statistics
required to support the Army EO program
to include AAP requirements. Heads of DA
Staff elements, MACOM:s, separate agen-
cies, and other activities and commands
required to publish AAPs are authorized to
cotlect, record, and maintain data and sta-
tistics. Race, population group, and gender
designations for use by agencies that main-
tain these data and statistics are in AR
680-29, paragraphs 1-29, 1-61, and 1-71.

3-2. Narrative and Statistical Report
on Equal Opportunity Progress (RCS
CSGPA-1471(R1))

MACOMs and designated heads of Army
staff agencies or directorates will submit a
Narrative and Statistical Report on Equal
Opportunity Progress. This report will cov-
er the preceding fiscal year and is due at
HQDADAPE=HRR);(DAPE-HRL-E),
WASH DC 20310 not later than 1 February
annually. HQ, FORSCOM wil! submit re-
ports for USAR troop program units with
an information copy to the Office of the
Chief, Army Reserve (HQDA(DAAR-PE),
WASH DC 20310). This report will cutline
the progress made in achieving the estab-
lished EQ goals as reflected in the AAP for
the organization. It will assess achievements
and shortfalls, and include plans or actions
programmed to correct problems or condi-
tions that currently exist. (See fig 3-1.)

Chapter 4

Attendance at the Defense Equal
Opportunity Management Institute

4-1, General

a. Selection. Candidates for training as
EQAs will be carefully selected to ensure
that only qualified officers and NCOs are
chosen. Personnel assigned to active duty
adviser positions will be DEOMI graduates.
Reserve Component EO personnel who
have completed one or more phases of the
Equal Opportunity Management Institute
Course (resident or nonresident) will be efi-
gible to complete the course even if reas-

signed to another mititary—occupatiomat
speciatty-(MOS)Military Occopational Spe-
cialty-Enlisted (MOS-ENLD) er specialty
skill identifier (SSI). Both officer and NCO
candidates will come from volunteers and
branch nominees. Any officer or NCO who
meets the selection criteria listed in para-
graph 4-2 may volunteer for training and
duty as an EOA by submitting a written re-
quest to HQDA(DAPC-EPM-A), ALEX
VA 22332, Requests will be submitted
through the first field officer in the chain of
command who will indorse the request with.
a statement about the suitability of the of-
ficer or NCO for EOQA duties.

b. Attendance. The DEOMI curriculum
consists of two resident courses: a 16-week
regular course and a 32-week staff course.

ﬁ-lrhongh—graduatcs—ofhboth—ctmcrwﬂi—be
futtycertifiedasEOAstThe staff course is

intended for those programmed for assign-
ment to corps (or equivalent) level and
higher. A l-year course consisting of Tesi-
dent and nonresident training is conducted
for RC personnel. Reserve Component per-
sonnel may attend both the 16-week and the
32-week resident courses when space is
available.

c. Certification. Upon successful comple-
tion of the 16-week regular course, the In-
stitute will certify graduates for award of
the appropriate MOSMOS-ENLD, skill
qualification identifier (SQI) or ASI. The
CG, MILPERCEN will award the appro-
priate designator to all DEOMI graduates
within 60 days of graduation. Only gradu-
ates of DEOMI may be designated as
EOAs.

Narrative and Statistical Report on Equal Opportunity Pregress
(RCS CSGPA-1471 (R1))

A. Commander's assessment of command conditions.

B. Statistical analysis.

C. Affirmative actions including:
(1} Goals achieved.
{2) Goals not achieved and why.

{3) Actions planned to achieve and/or to modify goals.

D. Community affairs.

Figure 3-1. Format for a narrative and statistical report on equal opportunity progress
(RCS CSGPA-1471 (R1))
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d. Selection. The CG, MILPERCEN will
select qualified officers and NCOs for train-
ing as EOAs.

e. Removal of EO ASI. The EO AS] may
be withdrawn from members of the Active
Army only if approved by HODABAPE~-
HRRY(DAPE-HRL-E).

4-2. Selection requirements

Officer and enlisted personnel who attend
DEOMI will meet the following selection
requirements:

a. Demonstrate outstanding performance
of assigned duties and be recommended in
writing by an officer in the candidate’s chain
of command in the rank of major or higher.

b. Exhibit stability in personal affairs and
not have a recent history of severe domestic
or personal problems (excluding divorce).
chronic indebtedness, excessive use of alco-
hol, or any use of illegal drugs. Individuals
withdrawn for cause from any Human Reli-
ability or Personal Reliabifity Program dus-
ing the 2 years preceding the nomination
will need a wawver from HODAGBAPE-
HRRYDAPE HRL-E). WASH DC
20310-0300.

¢. Must not have been pumshed under
the provisions of the Uniform Code of Mili-
tary Justice (LlCMJ) during the 2 years pre-
ceding the nomination or have a prior
histery of frequent UCMJ punishments.

d. Must have a minimum of 2 yvears of
service remaming upon completion of the
DEOMI course.

e. Must meet Army fitness standards.

f. Officers must have a mumimum of 2
years' college credu

g Enlisted personnel must be high schooel
graduates or equisalent.

h. Must be competitive for further
advancement.

L. Enlisted must be in grade E7 (E6
promotable aceeptatye)

i Officers must be in grade O3

K. Enlisted miust be Advanced Noncom-
missioned Officers Course graduates or
selectees,

I. Enhsted must be qualificd i their pri-
mary MOS.

m. Enlisted must recene chan of come
mand evaluation

4-3. DA civilian EQ statf officer
training

a. Quoras. Civilian quotas for DEOMI
will be controlled by 1the CG.
MILPERCEN The CNGB and the CG.
FORSCOM will control quotas for their re-
spective elements and will preseribe the way
in which civilian requests will be submitted.

b. Application. Commanders desiring to
send civilian FO staff officers to DEOMI
will make application to the appropriate
MACOM. If approved, the MACOM will
request a quota from HQDA(DAPC-
QOPP-E), ALEX VA 22332 If all quotas are
filled, the request wifl be considered for a
later class if the MACOM desires. Requests
for quotas must be submitted 1n writing 1o
arrive at MILPERCEN not later than 45

days before the startimg date of the request-
ed class.

¢. Command notification of DEOMI
When the requesting command receives an
approved quota, the command will provide
the Director, DEOMI. Patrick Air Force
Base, FL 32922 the name. grade, SN, edu-
cational level, mihtary mailing address of
the candidate for training and the desired
course number,

d. Civilian personnel selection require-
ments. Civilian personnel prerequisites for
attendance at DEOMI are as follows

t1) Bein grade (GS -7 or above or be slat-
ed for promotion 1o (G8-7 upon completion
of the vourse.

{2) Occupy or be scheduled to occupy an
EOA position.

(1) Be considercd suitable for EQ duties
as determined i an interview conducted by
the commander on whose staff the person
will be assigned.

e. Request procedures. MACOMs when
requesting quotas will send the lollowing in-
formation to MILPERCEN:

1) Class desired o attend.

1210 Willingness 1o accept a quota 1 a
subsequent class 1f the requested class is
filled.

[ Funding. Funding for temporary duty
will be provided by attendee’s unmit of
assignmens.

Chapter 5
Equal Opportunity Special/Ethnic
Observances

5-1. Purpose

Annual equal opportunity special/ethnic
observances arce designed to enhance cross-
cultural awareness and promote harmony
among all uniformed members, their fami-
lies. and the civilian work force. These ac-
uvities are extensions of the Army’s equal
opportunity education and training
objectives.

5-2. EQ special/ethnic observances
There are events, activities, or occasions set
aside annually to recognize the achieve-
ments and contnibutions made by members
of specific racial or ethnic groups in our
socicty.

5-3. Observance

a. Deputy Chief of Staff for Personnel,
Headquerters, Department of the Army has
general staff responsibilities for establishing
policy and identifying and outlining the pe-
ricdd for each obscrvance.

b. MACOM and installation com-
manders will—

{1) Develop, plan, and conduct annual
observances consistent with the timetable 1n
table 5-1 or as directed by HQDA.

(2) Progrum necessary funding to con-
duct annual observances activities within
the established EQ Program budget.

(3) Encourage all members of the milite-
ry community (soidiers’ family members,
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and civilian employees) to contribute and
participate in the planning, implementation,
and conduct of observance activities.

{4) Involve members of the staff clements,
and subordinate activities in the develop-
ment and conduct of observance functions.

Table 5-1
Special/ethnic observances annusl
timetable

Month: February
Dates: 1-28/29
Observance: Afro-American/Black History
Authority/Comment: Historically observed

Month: March

Dates: 2nd or 3rd week
Observance: Women's History Week
Authority/Comment: Presidential
Proclamation

Month: May

Dates: 1st or 2nd week

Observance: Asian Pacific Heritage Week
Authority/Comment: PL 95-419, 5 October
1978

Month: August

Dates: 26

Observance: Women's Equality Day
Authority/Comment: Anniversary of 19th
Armendment Ratification

Month: September

Dates: 2nd Week

Observance: National Hispanic Heritage
Week

Authority/Comment: PL 9D-498 17 Septem-,
ber 1968 '

Month: Saptember

Dates: In 4th Week

Observance: Native American Day
Authority/Comment: Historically observed

5-4. Guide to commanders

u. Specific modifications in the timetable
at table 5-1 will be made and disseminated
by HQDA(DAPE-HRL-E) when necessa-
ry; otherwise, MACOM or installation com-
manders and EO staffs should plan their
activities according to dates and periods
specified. '

b. Expenditure of funds for such activi-
ties 1s permitted within Equal Opportunity
Program management or education and
training in accordance with policies estab-
lished by the Comptroller General decisions
B200017 (dated 10 March 1981) and
B199387 (dated 23 March 1982). These de-
cisions permit expenditure of funds for
guest speakers, artistic or cultural activities,
food exhibits or samples (the samples will
not be intended as meals or refreshments),
publications, and so forth, as long as the in-
tent is to promote crosscultural harmony
and awareness. Pay for entertainment-type
activities incident to an agency-sponsored
Black History Program is legitimate if the
performance is part of an educational
awarencss program. Commanders will en-
sure that the projecied events amplify con-
tributions to society made by members of
the ethnic or racial group being
commemorated.
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¢. Commanders should publicize the cul-
tural/ethaic events in local information me-
dias (for example, bulletins, Post
newspapers, and so forth). Timely an-
nouncements shouid be made to ensure that
all personnel are aware of the events.

d. Commanders are encouraged to form
a standing committee representing the vari-
ous umnits, staff’ activites, and special interest
groups in the community to plan appropn-
gte activities well in advance of the date.
Appropriate members of such a committee
include the Equal Opportunity Adviser staff
officer or noncommissioned officer (NCO),
recreation services officer, public affairs of-
ficers, education staff officer, club managers,
chaplain, dependent school representative,
representative from the budget office, and
other appropriate representatives. Integra-
tion of the total unit or community in ar-
ranging, planning, coordinating,
programming, scheduling, and the staffing
details of such activities will help ensure
SUCCess,

e. Commanders should encourage maxi-
mum use of recreational facilities (libraries,
recreation centers, Dependent Youth Activ-
ities, theater groups, and so forth). Suggest-
ed activities include the folowing:

(1) Special displays in libraries.

{2) Expositions and displays of arts and
crafts.

(3) Special musical or drama programs.

(4) Programs featuring historical
achievements and cosntributions in sioch
fields as Government. education, industry,
religion, music, and theater.

(5) Leaders from the chain of command
including DOD civilians as guest speakers.

[ Activities should be designed to afford
maximum attendance of all uniformed and
civilian members of the command, installa-
tion, or activity. Commanders should estab-
lish and disseminate policy which ensures
that all personnel desiring to participate in
observance activitics arc given a reasonable
opportunity 1o do so.

g A consolidated annual observance rec-
ognizing members of all racial/ethnic
groups may be conducted in addition to
(but should not be in place of) the obser-
vances in table 5-1.

30 APRIL 1985 UPDATE

* AR 600-21


EppsS

EppsS

EppsS


Appendix A
Related Publications

A related publication 1s merely a source of aoditiona:
information. The user does not have to rgad it 10
understand this regulation.

AR 5-8
Host-Supported Activity Relationships
(Intraservice)

AR 10-5
Department of the Army

AR 156
Procedures for Investigating Officers and
Boards

AR 20-1
Inspector General Activities and Procedures

AR 2740
[itgation

AR 190-24
Armed Forces Disciplinary Control Boards
and Off-Installation Military Enforcement

AR 210-51
Army Housing Referral Service Program

AR 335-15
Management Information Control System

AR 350-1
Army Training

AR 360-5
Pubiic Information

AR 360-61
Community Relations

AR 600-20
Army Command Policy and Procedures

AR 611-101
Commussioned Officer Specialty Classifica-
tnon Syslem

AR 611-201
Fnhsted Career Management Fields and
Mihtary Occupational Specialties

AR 614-200
Selection of Enlisted Soldiers for Training
and Assignment

AR 623-105
Officer Evaluation Reporting System

AR 623-205
Enlisted Evaluation Reporting System

AR 680-29
Military Personnel, Organization, and Type
of Transaction Codes

DA Pam 570-series
Manpower Management

DA Pam 690-25
Equal Employment Opportunity and
Fvaluation

CPR 700
Personnel Relations and Services (General)

FPM 713
Federal Personnel Manua!
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Glogsary

Section |
Abbreviations

AAP
affirmative action plan

ARNG
Army National Guard

ASI
additional skill identifier

CAR
Chief, Army Reserve

CG
commanding general

CNGB
Chief, National Guard Bureau

CSC
Command and Staff College

DA
Department of the Army

DEOMI
Defense Equal Opportunity Management
Institute

DOD
Department of Defense

EEQ
equal employment opportunity

EO
equal opportunity

EOA
equal opportunity adviser

EOR
equal opportunity representative

FORSCOM
US Army Forces Command

HQDA
Headquarters, Department of the Army

MACOM
major Army command

MILPERCEN
US Army Military Personne] Center

MOS
ki omal i}

MOS-ENLD
military occupational specialty—enlisted

NCO

noncommissioned officer
i0

OCAR
Office of the Chief, Army Reserve

RC
Reserve Component

SQ1

skill qualification identifier

Ss1
specialty skill identifier

TRADOC
US Army Training and Doctrine Command

UCMJ
Uniform Code of Military Justice

Bbt
-discussion-tead

USAR
US Army Reserve

Section I
Terms

Action step
Specific action or task undertaken to elimi-
nate or neutralize a2 problem and to achieve
an objective. This includes the agency tak-
ing action, a completion date, and an estab-
lished goal.

Affirmative actions

Positive actions by DA activities directed
toward insuring that all soldiers and their
families are afforded equal opportunity in
the Army. Affirmative actions include iden-
tifying opportunities for minority groups
and encouraging interest in these opportuni-
ties in order to compensate for disadvan-
tages and inequities which have resulted
from past discrimination.

Affirmative action plan
A management document that consists of
statements of attainable goals and timeta-
bles. This document is required of all Army
organizations, commands, agencies, and ac-
tivities down to brigade {or equivalent) lev-
el. 1t is designed to achieve equal
opportunity for all military personnel. Af-
firmative action plans will concern condi-
tions where—

a. Affirmative action is needed.

b. Practicable strategies to remedy the
conditions are available and explained.

¢. The end-conditions sought are clearly
expressed.

Complainant

A military member, military family mem-
ber, or civilian employee of the Army who
submits a complaint of discrimination.

Establishment

Any entity which either recognizes itself or
is recognized as such by the community at
large. Specifically, any corporation, partner-
ship, school, training center, or educational
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institution, club, fraternal, social, or politi-
cal group.

Equal opportunity

Consideration and treatment based upon
merit, fitness, and capability irrespective of
race, color, religion, sexgender, or national
origin.

Equal opportunity advisors

Officers, noncommissioned officers, and De-
partment of the Army civilians serving in
full-time equal opportunity positions, at bri-
gade {or equivalent) level, or higher.

Ethnicity

The quality of being distinguishable from
the general pepulation on the basis of actual
or perceived cultural criteria such as lan-
guage, lifestyle, religion, and mores. For
purposes of this regulation, ethnicity is in-
cluded within the meaning of national ori-
gin. Residents of Puerte Rico may be
covered under national origin in cases of
discrimination.

Goal
An objective based on realistic, measurable
prospects of attainment.

Housing discrimination

Denying or attempting to deny housing to
Army personnel because of race, color, re-
ligion, sexgender, or national origin. Hous-
ing of unmarried personnel on the basis of
sexgender (for example, female-only or
male-only barracks) is not considered dis-
criminatory within the interest of this
regulation.

Institutional discrimination
Different treatment of individuals in an or-
ganization which—

a. Occur based on race, color, religion,
sexgender, or national origin. -

b. Results from the normal functioning of
the organization.

¢. Operates to the consistent disadvantage
of a particular group.

Personal racism, sexism, or bigotry

The acting cut of prejudices by an individu-
al or group of individuals against another
individual or group because of race, color,
religion, sexgender, or national origin.

Minority group

Any group distinguished from the general
population in terms of race, color, religion,
sexgender, or national origin.

Sexual harassment
Advances, requests for favors, and other
sexually related verbal or physical conduct
when—

¢. Submission to such conduct is made
either explicitly or implicitly a condition of
a person’s job, pay, or career status.

b. Submission to or rejection of such con-
duct by a person is used as a basis for career
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or employment dcecisions affecting this
person.

¢. Such conduct interferes with a person’s
performance of duty or otherwise creates an
intimidating, hostile, or offensive
environment.
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