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CHAPTER 1

General

1-1.
Purpose
This circular presents the United States Army Forces Command (FORSCOM) Affirmative Action Plan (AAP).  It sets forth the goals and objectives of the Department of the Army (DA) and FORSCOM which constitute affirmative actions in support of the Department of the Army Equal Opportunity Program for the military.


a.
Department of Defense (DOD) Directive 1350.2, The Department of Defense Equal Opportu-nity Program.


b.
The DOD Instruction 1350.3, The Department of Defense Affirmative Action Planning and Assessment Process.


1-2.
References

a.
The DA Pamphlet 600-26, DA Affirmative Action Plan.


b.
Army Regulation 600-20, Chapter 6, Equal Opportunity Program in the Army.


c.
Army Regulation 20-1, Inspector General Activities and Procedures.


d.
Forces Command Supplement 1 to AR 600-20.

1-3.
Explanation of abbreviations and terms
Special abbreviations and terms used in this circular are explained in the Glossary.
*This circular supersedes FORSCOM Circular 600-94-1, dated 15 December 1994.

1-4.
Objectives

a.
The objective of the AAP is to identify and establish   goals,   responsibilities,  and  policies  that

support the Army's Equal Opportunity (EO) Program.  The thrust of the Army EO Program continues to be "to firmly embed the equal opportunity function within the Army's leadership framework."  Fairness, justice, and equality for all soldiers, regardless of race, color, ethnicity, gender, or religion are responsibilities of leadership and functions of command.


b.
Provide the opportunity for growth and effective utilization of the real and potential capabilities of all soldiers.


c.
Correct structural imbalances, eliminate personal and institutional discrimination, and ensure opportunities for the upward mobility of all qualified soldiers.


d.
Improve the capability to provide a total assessment of FORSCOM’s EO Program.


e.
Infuse affirmative action into the traditional management system by placing affirmative action responsibilities into the hands of commanders. Commanders, in turn, will implement these actions through their functional managers.

1-5.
Scope
The provisions of this plan apply to all FORSCOM military personnel (active and reserve components) and their family members.  The plan is a personnel management document; it fulfills a specific DOD requirement that military departments develop and publish comprehensive equal opportunity AAPs.  It implements requirements outlined in DOD Directive 1350.2, DOD Instruction 1350.3, and AR 600-20.

1-6.
Policy

a.
It is the policy of this command to provide equal opportunity and treatment, an environment free of sexual harassment, and other forms of discrimination, for all soldiers and their families.


b.
In support of this policy, FORSCOM will institute actions to:


(1)
Improve guidance on equal opportunity policies and programs.


(2)
Establish objectives and goals to measure FORSCOM’s progress.


(3)
Create a positive atmosphere for racial and gender diversity.


1-7.
Responsibilities

a.
The FORSCOM Commander has the overall responsibility for the implementation of a viable Equal Opportunity Program.


b.
The Deputy Chief of Staff, Personnel and Installation Management (DCSPIM) is the primary agency within FORSCOM responsible for execution of the EO program.  The DCSPIM is assisted by the Chief EO Program Office (EOPO).


c.
General and special staff agencies with affirmative action responsibilities will provide information/data regarding the AAP.  Each propo-nent will collect, monitor, analyze, and report data as required.

1-8.
Racial and Ethnic Designation Categories (REDCAT)


a.
The race/population group and ethnic designation categories at Appendix A are the stan-dardized DOD categories and reporting codes.


b.
To avoid double counting of racial and ethnic group statistics, the guide at Appendix B is provided.  These combined standard categories will be used to display data on race and ethnicity within the Army.

1-9.
Reporting requirements


a.
EO Complaint Summary Report.


(1)
To reduce duplication in counting com-plaints processed by Equal Opportunity and Inspector General Offices, the following steps will be implemented:


(a)
Installation EO and IG Officers will prepare separate lists of EO complaints processed during each quarter.  At the end of each quarter, EO advisors will provide their list with the name, social security number (SSN), and the nature of the allegation to a representative of the installation IG Office.


(b)
The IG representative compares the IG and EO lists of EO complaints to determine whether a duplication exist.  The IG identifies duplicate cases based on the complainant's name, SSN, and the nature of the allegation.


(c)
The IG amends their list and prepares complainant data based on the demographic charac-teristics required in the Affirmative Action Plan.  The IG will provide complainant demographic data to the EO advisor.



(d)
In addition to normal reporting require-ments, EO advisors will report IG complaints using item 5, FORSCOM Form 1028-R, FORSCOM Sup-plement 1 to AR 600-20.


(2)
The FORSCOM installations and separate units on non-FORSCOM installations will submit a quarterly report of EO complaints on FORSCOM Form 1028-R, Unit Equal Opportunity Complaint Report.  Cite RCS CSGPA-1471.  The FORSCOM Form 1028-R is available as camera ready copies from the local forms management office.  The report will be submitted directly to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, within 15 calen-dar days following the end of each quarter.


(3)
The HQ United States Army Reserve Com-mand (USARC) will submit a quarterly report of EO complaints on FORSCOM Form 1028-R to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062 not later than the end of the month following the reporting quarter.  Cite RCS CSGPA-1471.


b.
Quarterly Narrative and Statistical Report on Affirmative Action Progress.


(1)
The FORSCOM installations and separate units on non-FORSCOM installations will submit a quarterly narrative and statistical report IAW HQDA, Message, DAPE-HR-L, 311933Z Dec 96, directly to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, no later than 15 calendar days following the end of each quarter.


(2)
Reserve elements subordinate to the USARC will submit their annual progress report directly to HQ USARC.  The USARC will render a consolidated report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, IAW FORSCOM Suppl 1 to AR 600-20 no later than the end of the month following the reporting quarter.


c.
Annual Narrative and Statistical Report on Affirmative Action Progress.


(1)
Forces Command installations and sepa-rate units on non-FORSCOM installations will submit an annual narrative and statistical progress report IAW FORSCOM Suppl 1 to AR 600-20, directly to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, no later than 1 November annually.


(2)
Reserve elements subordinate to the USARC will submit their annual progress report directly to HQ USARC.  The USARC will render a 
consolidated report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, IAW FORSCOM Suppl 1 to AR 600-20 no later than 1 November annually.


(3)
The FORSCOM staff agencies listed in paragraph 1-10 are members of the Affirmative Action Panel.  As such, each is responsible for coordinating the analysis of data contained in their portion of the Affirmative Action Plan (AAP) with the EO Program Office.


(a)
The FORSCOM EO will collect the data from subordinate commands and analyze it in all affirmative action areas except; Education, Housing, Religious Activities, Public Affairs, Inspector Gene-ral, and Quality of Life/Leadership Issues.  These agencies (AAP panel members) will continue to collect and analyze their data, and provide a report.  The report will include a statistical review using the representation index referenced in Chapter 3.  Additionally, a written assessment of goals accom-plishment or explanation why goals were not met for each affirmative action must be provided.


(b)
Staff agencies not listed above, must submit the required data to the appropriate agency/AAP panel member for analysis prior to command review.  It is the responsibility of the staff agency/AAP panel member to acquire all informa-tion/data necessary for a proper analysis and review.

1-10.
Affirmative Action Panel


a.
The HQ FORSCOM Affirmative Action Panel should be conducted quarterly and chaired by the Commander or the designated representative.


b.
The recommended Affirmative Action Panel composition should consist of the following staff agencies or equivalent:  Chaplain, Adjutant General, Provost Marshal, Staff Judge Advocate, Inspector General, Education, Public Affairs, Equal  Opportunity, Engineer (Community Homefinding, Relocation, and Referral Services Office), Retention and Reenlistment Branch, and the Community and Family Support Division.


c.
The panel will:


(1)
Update FORSCOM Commander on attain-ment of AAP goals and objectives met/not met and why.


(2)
Recommend changes as needed.


(3)
Establish realistic goals.


(4)
Develop and implement goals that are reasonable, obtainable, and measurable.

CHAPTER 2

Affirmative Actions

2-1.
Identification
This chapter contains affirmative action goals and objectives.  Goals are intended to be realistic and achievable, with measurable prospects of attainment. Goals are not ceilings, nor are they base figures that are to be reached at the expense of requisite qualifications. In affirmative action efforts, goals are not quotas.  Goal development or accountability for affirmative action goals will be with the commander or functional manager who has the resources and authority to control or influence the outcome of specific affirmative actions.

2-2.
Command Policy Guidance


a.
Subject:  Command Policy.


b.
Proponent:  Equal Opportunity Program Office.


c.
Objective:  Manage the HQ FORSCOM Affirmative Action Plan.


d.
Affirmative Action(s):  Assess, analyze, and manage HQ FORSCOM EO Program to ensure that the AAP includes conditions that will achieve affirmative actions and goals.


e.
Goal(s):


(1)
Use the Affirmative Action Panel to update the FORSCOM Commander on the command EO climate.


(2)
Plan and conduct the Affirmative Action Panel.


(3)
Conduct staff assistance visits to subordinate installations/units.


(4)
Monitor training, manning, assignment and utilization of Equal Opportunity Advisors throughout FORSCOM IAW AR 600-20, chapter 6.


(5)
Prepare the Annual EO Narrative and Sta-tistical Progress Report IAW AR 600-20, chapter 6.


f.
Milestone(s):  Review the AAP annually to assess the effectiveness of action steps, initiate new steps where necessary, and sustain goals already achieved.


g.
Basis for goal(s):  To totally assess FORSCOM EO Program.

2-3.
Force Composition


a.
Subject:  FORSCOM Military Personnel Composition.


b.
Proponent:  Equal Opportunity Program Office.


c.
Objective:  Determine and monitor minori-ty/majority composition of the Active and Reserve Component.


d.
Affirmative actions:  Report the composi-tion of the Active and Reserve Component for officers, warrant officers, and enlisted soldiers by grade, REDCAT, and gender.


e.
Goal(s):


(1)
Monitor the composition of the FORSCOM Active and Reserve Components by REDCAT, gender, and grade.


(2)
Provide minority/majority demographic data to those staff agencies with AAP responsibilities.


f.
Milestone(s):  Publish the demographic re-port quarterly.


g.
Basis for goal(s):  DA Pam 600-26.

2-4.
Complaint Processing

a.
Subject:  Complaint Processing.


b.
Proponent:  Equal Opportunity Program Office.


c.
Objective:  Analyze and review racial discri-mination, sexual harassment, and all EO complaints filed at FORSCOM installations and determine causative factors.


d.
Affirmative Action(s):  Report discrimina-tion/sexual harassment complaints by REDCAT and gender.


e.
Goal(s):  Ensure that incidents of discri-mination or sexual harassment due to race, religion, gender, or national origin are identified.


(1)
Monitoring discrimination/sexual harass-ment complaints processed.


(2)
Monitoring on and off post facilities to determine the existence or non-existence of discrimi-nation/harassment.


f.
Milestone(s):  Report complaints to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, IAW FORSCOM Suppl 1 to AR 600-20 quarterly.


g.
Basis for goal(s):  DA Pam 600-26 and FORSCOM Suppl 1 to AR 600-20.

2-5.
Awards Program


a.
Subject: Awards Program


b.
Proponent:  MILPER Information and Services Management Branch, FORSCOM Adjutant General.


c.
Objective:  Ensure that the FORSCOM awards program is administered equitably without regard to race, color, creed, gender, national origin, or grade.



d.
Affirmative action(s):  Maintain statistical data by rank, gender, and REDCAT on approved, disapproved and downgraded AAMs, ARCOMs, and MSMs and the number of soldiers in each award category that were eligible to be considered for an award.  Eligible soldiers are those who were in receipt of reassignment, separation, or retirement orders, and those who received an achievement award.


e.
Goal(s):  To eliminate imbalances in the awards system.  When imbalances occur, recommend corrective action as appropriate.


f.
Milestone(s):  Review progress annually.


g.
Basis for goal(s):  FORSCOM AAP.

2-6.
Retention

a.
Subject:  Active Component Reenlistment.


b.
Proponent:  Retention Branch.

c.
Objective:  Ensure all qualified soldiers are provided an equal opportunity for reenlistment; identify factors affecting over/under representation; provide appropriate recommendations; and ensure the reenlistment efforts and bars to reenlistment are without regard to race or gender.


d.
Affirmative action(s):  Review reenlistment data for disparities between reenlistment categories by REDCAT and gender.


e.
Goal(s):


(1)
Encourage FORSCOM installations to educate and retest good soldiers in an effort to raise their qualification scores so they are eligible to reenlist.


(2)
Ensure FORSCOM installations track reen-listments and determine under represented groups.


(3)
Maintain statistics on reenlistments and eligibility for reenlistment by race and gender in the following categories:  first termers, mid termers, and careerists.


(4)
Record and analyze numbers of bars/waivers to reenlistment by REDCAT, gender, and grade.  Identify trends and recommend corrective actions as necessary.


f.
Milestone(s):  Review progress quarterly.


g.
Basis for goal(s):  DA Pamphlet 600-26.

2-7.
Minority and Female Officer Assignments


a.
Subject:  Minority and female officer assign-ments.


b.
Proponent:  FORSCOM Adjutant General.


c.
Objective:  To ensure that minority and female officers are equally assigned within FORSCOM.


d.
Affirmative Action(s):  Collect and analyze data on minority and female officers assigned to "key" positions (Commander, Executive Officer, and S-3) by REDCAT and gender.


e.
Goal To ensure assignments in key(s): positions are distributed equitably among minority and female officers.


f.
Milestone(s):  Review progress annually.


g.
Basis for goal(s):  AR 614-100 and FORSCOM AAP.

2-8.
Equal Opportunity Training

a.
Subject:  Equal Opportunity Training.


b.
Proponent:  FORSCOM and installation EO Advisors at all levels.


c.
Objective:  To monitor the conduct and attendance of EO  training throughout FORSCOM.


d.
Affirmative Action(s):


(1)
Monitor to ensure unit level EO training is conducted at least semiannually.


(2)
Monitor to ensure training is documented on unit training schedules and units maintain rosters with dates, times, subject, instructor, location, length of session, rank and names of attendees.


(3)
Monitor to ensure that all leaders in the chain of command (commanders, first sergeants, and senior NCOs) attend training.


e.
Goal(s):  To ensure quality EO training is being conducted at least semiannually and all unit members, to include civilians, attend.


f.
Milestone(s):  Review training quarterly and include in quarterly report.


g.
Basis for goal(s):  AR 600-20 and FORSCOM AAP.

2-9.
Direct Combat Position Coding System


a.
Subject:  Direct Combat Position Coding (DCPC) System.

b.
Proponent:  Installation EO advisors at all levels.


c.
Objective:  To ensure proper utilization of female soldiers (Officers, warrant officers and enlisted) within FORSCOM.


d.
Affirmative action(s):  Monitor the DCPC system within FORSCOM to ensure all positions are correctly coded and do not unnecessarily preclude the assignment of women.


e.
Goal(s):  Assess problem areas and recom-mend necessary changes.


f.
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.

g.
Basis for goal(s):  FORSCOM AAP and AR 600-13.

2-10.
Educational Development


a.
Subject:  Educational Development.


b.
Proponent:  Education Branch.


c.
Objective:  To improve the educational level of officer and enlisted personnel assigned to FORSCOM installations.


d.
Affirmative action(s):


(1)
Evaluate the counseling services provided by the educational activity on FORSCOM installations.


(2)
Monitor number of personnel enrolled in basic skills education programs by REDCAT and gender. Identify problems and make appropriate recommendations.


(3)
Maintain statistics on number of personnel eligible for and enrolled in high school completion programs by REDCAT and gender.


e.
Goal(s):  To ensure education programs are monitored and resourced to serve the needs of military personnel and their family members assigned to FORSCOM installations.


f.
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062 annually.


g.
Basis for goal(s):  FORSCOM AAP.
2-11.
Housing Policy


a.
Subject:  Off-Post Housing Policy.


b.
Proponent:  Engineer.


c.
Objective:  Ensure that DOD personnel and their family members obtain suitable nondiscrimina-tory off-post housing.


d.
Affirmative action(s):


(1)
Monitor procedures to ensure that all personnel process through the Community Homefind-ing, Relocation, and Referral Services (CHRRS) Office prior to leasing, renting, or purchasing off-post housing.


(2)
Monitor CHRRS operations for compliance with Army regulations.


(3)
Monitor on/off-post housing complaints by REDCAT, gender, grade, and geographical location. Establish trends and recommend solutions.


e.
Goal(s):  To ensure soldiers and their family members receive fair treatment regarding their housing needs and to eliminate unfair realtor prac-tices.


f.
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.


g.
Basis for goal(s):  AR 210-50 and FORSCOM AAP.
2-12.
Administrative Discharges and Military Justice


a.
Subject:  Administrative Discharges.


(1)
Proponent: MILPER Information and Service Management Branch, FORSCOM Adjutant General.


(2)
Objective:  To ensure that administrative discharges are not based on color, race, gender, religion, or national origin.


(3)
Affirmative action(s):  Develop and report data by REDCAT and gender on chapters 13 and 14.


(4)
Goal(s):  To ensure that all soldiers are treated equitably.


(5)
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.


(6)
Basis for goal(s):  FORSCOM AAP.


b.
Subject:  Criminal Offenders.


(1)
Proponent:  Staff Judge Advocate.


(2)
Objective:  Ensure that military justice is administered equitably and not affected by factors such as race and gender.


(3)
Affirmative action(s):  Record and report data by REDCAT and gender on each of the following military justice actions.


(a)
Article 15 (Formal and Summarized).


(b)
Summary courts-martial.


(c)
BCD/Special courts-martial.


(d)
General courts-martial Data regarding the REDCAT and gender of soldiers receiving NJP or  who are tried by court-martial will be collected, retained, and reported only by numerical totals rather than by a listing or recording of the names or other personnel identifiers of the soldiers concerned.  Data sources are the Report of Judicial Disciplinary Activity in the Army (JAG-2 Report), and the Quarterly Military Justice Report from the Clerk of Court.


(4)
Goal(s):  To ensure that disposition of offenses committed by soldiers is not affected by irrelevant factors such as race and gender.


(5)
Milestone(s):  Review data annually.


(6)
Basis for goal(s):  FORSCOM AAP.

2-13.
Discipline

a.
Subject:  Law enforcement reporting of iden-tified offenders.


(1)
Proponent:  Provost Marshal.


(2)
Objective:  Identify the offenders and num-bers of crimes committed against property, crimes of violence, and drug abuse offenses.


(3)
Affirmative action(s):


(a)
Review offender data to identify trends.  Monitor composition by REDCAT and gender of soldiers apprehended for crimes of violence, crimes against property, and drug abuse offenses.


(b)
Maintain statistics for off post and on post incidents.


(4)
Goal(s):  To provide additional information for assessment of discipline and justice issues in FORSCOM.


(5)
Milestone(s): Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.


(6)
Basis for goal(s):  DOD 1350.3 and FORSCOM AAP.


b.
Subject:  Confinement and correctional facility population.


(1)
Proponent:  Provost Marshal.


(2)
Objective:  To report prison population.


(3)
Affirmative action(s):  Review prison popu-lation of Army confinement facilities by REDCAT and gender to identify trends and monitor changes in prison population.


(4)
Goal(s):  REDCAT and gender composition of Army prisoner population should be comparable to "identified offender" composition.


(5)
Milestone(s):  Review progress annually.


(6)
Basis for goal(s):  DOD 1350.3 and FORSCOM AAP.

2-14.
Inspector General

a.
Subject:  Assessment of installation EO program.


b.
Proponent: Inspector General.


c.
Objective:  Monitor complaints involving REDCAT to enhance FORSCOM-wide EO profiles.


d.
Affirmative action(s):  Collect data that will permit the development of complaint profiles involving all personnel by REDCAT, grade, and gender.


e.
Goal(s):  Provide input that will enhance the assessment of the FORSCOM EO program.


f.
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.


g.
Basis for goal(s):  AR 20-1 and FORSCOM AAP.

2-15.
Religious Activities

a.
Subject:  Religious Activities.


b.
Proponent:  FORSCOM Chaplain.


c.
Objective:  Provide religious coverage in a multi-cultural environment to ensure the free exercise of religion for all members of the military community.


d.
Affirmative action(s):


(1)
Provide ethnic-oriented services on a weekly basis, when possible.


(2)
Provide ethnic-oriented services from major religious holidays with participation for invited guest clergy of various ethnic backgrounds.  Conduct some religious programs in languages other than English, such as Spanish or Korean, as resources are available and demands are identified.


(3)
Recruit minority and female personnel for positions of leadership within the Chapel community.


(4)
Encourage minority and female participation in religious activities.


(5)
Conduct religious services in support of ethnic observance activities.


(6)
 Monitor the assignments and utilization of Chaplains by REDCAT and gender.


e.
Goal(s):  To ensure that religious activities are available for soldiers and family members within FORSCOM.


f.
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.


g.
Basis for goal(s):  FORSCOM AAP.

2-16.  Public Affairs

a.
Subject:  Assist and advise commanders on publicizing their command affirmative action policies and activities for internal and external audiences.


b.
Proponent:  FORSCOM Public Affairs Office.


c.
Objective:  Publicize command policies and activities to installations and units internal and external audiences.


d.
Affirmative action(s):


(1)
Support affirmative actions within the command by publishing and broadcasting information of interest to, and about, minorities and female soldiers.


(2)
Include affirmative action as a discussion topic in public affairs workshops and conferences.


(3)
Inform and invite civilian media agencies to cover  positive stories and events within the command.


e.
Goal(s):  Publicize information of interest to the public and all FORSCOM personnel focusing on how soldiers are working to achieve Army goals.


f.
Milestone(s):  Provide report to HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, annually.


g.
Basis for goal(s):  FORSCOM AAP.

2-17.
Quality of Life/Leadership Issues

a.
Subject:  Quality of Life/Leadership Issues.


b.
Proponent:  FORSCOM CSM.

c.
Objective:  Advise the commander, with assistance from appropriate staff agencies, on the quality of life and leadership issues and the impact on enlisted soldiers and family members.


d.
Affirmative action(s):  Advise the comman-der on equality of opportunity for enlisted personnel by REDCAT and gender in the following areas:


(1)
Promotions.


(2)
Career schooling for PLDC ( review Order of Merit List quarterly).


(3)
Assignment selection/utilization.


(4)
Monitor and evaluate soldier support activities to determine if services provided are adequate and meet the needs of soldiers and their families.


e.
Goal(s):  Ensure that leaders and managers are attuned and responsive to quality of life and leadership issues affecting soldiers and their families.


f.
Milestone(s):  Review progress annually.


g.
Basis for goal(s):  FORSCOM AAP.

2-18
FORSCOM Sergeant Audie Murphy Club


a.
Subject:  Sergeant Audie Murphy Club.


b.
Proponent:  FORSCOM CSM.


c.
Objective:  Ensure that minorities and women have an equal opportunity for club member-ship.


d.
Affirmative action(s):


(1)
Collect, analyze, and maintain statistics on soldiers recommended and selected for membership into the Sergeant Audie Murphy Club.


(2)
Ensure minorities and women are being appointed as voting members of selection boards.


e.
Goal(s):  Ensure local selection boards are administered IAW FORSCOM Circular 215-93-10.


f.
Milestone(s):  Review board proceedings and results quarterly and provide a status report upon request.


g.
Basis for goal(s):  FORSCOM Circular 215-93-10 and the FORSCOM AAP.

CHAPTER 3

Goal Development, Review, Analysis, and Measurement

3-1.
Goal Development


a.
Criteria.  The basis for goal development is the identification of an affirmative action require-ment.  The requirement arises from a need to manage, assess, and report on the status of minority and female soldiers.  In each case however, affirma-tive action proponents should ensure that goals are developed from the best available data and in a logical and consistent manner.


b.
Goal development process.  The success of this effort will depend on the extent to which proponents for specific affirmative actions actually develop (not merely review) the affirmative actions for which they are responsible.  Each level in the chain of command must participate in goal development.  Heads of major staff agencies and commanders must interact on a face-to-face basis with their subordinates to ensure that all participants have an understanding of the goal.  Accountability or ownership of affirmative action goals must rest with the commander or staff agency head with the resources and authority to influence goal outcome.

3-2.
Goal Revision
Goal design should be based on sound reasoning, consideration of pertinent variables, realistic constraints, and prospects of achievement.  Goal revision will occur routinely following the annual assessment.  Proponents may forward any recom-mendations for goal revision to the Commander, HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, at any time.

3-3.
Review and Analysis

a.
Just as in goal development, successful review, analysis, and reporting of affirmative action progress must involve heads of major staff agencies and commanders and their subordinates.  Periodic reviews presented to the commander are particularly effective techniques and set the stage for information exchange, guidance, and follow-up action.


b.
The EOAs should also plan for, and commanders should expect, at least two in-depth internal assessments of their command and subordinate units each year.  These semiannual reviews should, at a minimum, cover the following:


(1)
Training.  Training is the cornerstone of all Army activities.  An assessment of training would include a review of unit EO training, equal oppor-tunity leaders course (EOLC) and leader training.


(2)
Complaints.  The Army’s EO complaint process is designed to address grievances expediently and thoroughly.  A review of complaints include the result, resolution processes, and impact on readiness.


(3)
Key positions.  All organizations have commonly recognized positions that are critical to their effectiveness, and thus a key to individual growth and career development.  A regular review of these positions and a comparison with the population available to fill them (by REDCAT and gender) is a valid component of any EO assessment.


(4)
Personnel actions.  These actions, both positive (such as local promotions, awards, and schooling) and adverse (such as judicial, nonjudicial, and separations) should be reviewed periodically, by REDCAT and gender.  Analysis of aggregate figures in large units (brigade and above) can hide areas of interest.  On the other hand, when reviewing data of small elements, use of percentages is cautioned.


(5)
Ethnic observances.  Observances are an important aspect of the overall program.  This portion of the program should be formally reviewed to ensure that all ethnic observances are professionally planned and executed.

3-4.
Measurement


a.
General.  Measurement is an essential element of affirmative action management and will be used for all areas that have quantifiable goals.


(1)
Actual results achieved will be compared with affirmative action goals.  Measurement also provides a basis to:


(a)
Identify trends.


(b)
Highlight differences.


(2)
Data collection provides decision makers with a management tool necessary for assessment of their affirmative action management efforts.  It can also highlight progress and identify problem areas.  This information must not be viewed in a vacuum.  Attitude, perception, experience, and management judgment are also important and must be considered by the commanders and managers in assessing EO progress and identifying problem areas.


b.
Measurement technique.


(1)
Representation Index (RI).


(a)
Representation indexes* (also referred to as discrimination indexes) can be used to measure changes in what happens to individuals as a result of the normal functioning of the system.  They can be used to identify and provide valuable insights of institutional practices which are operating to the disadvantage of minorities or women.  The represen-tation index (RI) does not determine causes nor does it imply any intent to discriminate; rather, the RI measures the effects of what has occurred.  Its value lies in that it may be used to isolate particular areas that require closer examination.  A computer program has been developed that will save a great deal of time and take most of the work out of completing a representation index.  A copy of this computer program can be requested from HQ FORSCOM, 1777 Hardee Avenue, SW., ATTN:  AFPI-EO, Fort McPherson, Georgia  30330-1062, or by calling DSN 367-5923/7348/5679/6800.


(b)
Calculation.  The RIs are derived from a comparison of the actual number and the expected number of minorities in a particular situation, i.e., those being selected, promoted, assigned, etc.  The following formula is used to develop the RI:

RI =  Actual Number/Expected Number x 100 - 100 = % over or under Representation
*The concept and use of the representation index is based on the Army Research Institute Study conducted under contract by Dr. Peter G. Nordlie, Human Sciences Research, IN.


(c)
By this formula, a zero results when actual number and the expected number are the same.  The expected number is that number of people who would occur in a particular situation if the people in that situation were selected randomly from the eligible population.  A zero means that there is no difference between comparison groups in the dimension being considered.  If the actual number of a group is greater than the expected number, the result is a positive percentage, which means that the group is over-represented in that dimension by the percentage indicated.  If the actual number is less than the expected number, the result is a negative percentage, which means that the group is under-represented by the percentage indicated.  Over-representation and under-representation are both only indicators that people are treated differently.  The RI will not be used as a means to project goals.


(d)
Example of an RI.  The result of a hypothetical selection board illustrated how the RI is used.  The RI can be computed by following the procedural outlines below:


-Total number eligible (considered) = 1000.


-Number of "group 1" who are eligible (considered)  = 160.


-Expected percentage  = 160 /1000  = .16 or 16%


-Total number selected  = 500.


-Expected number = .16 x 500 = 80.


-Actual number of "group 1" selected = 60.


-RI  = (60/80  x 100) - 100  = -.25 or  negative 25%


-- The resultant percentage means that "group 1" are under-represented in this selection board by 25 percent.  The percentage does not say anything about what caused the difference.  The long-term goals are to arrive at the point where the RIs approach zero.  But, through chance alone, the RI will usually fall  on either side of the baseline.


(2)
Subjective assessment.  Subjective assess-ment includes, but is not limited to; interpretation of 
serious incidents reports, Inspector General reports, volume and nature of congressional complaints, staff visits, perceptions surveys/MEOWS, unit assess-ments conducted by EOAs, and feedback received during equal opportunity training sessions.

APPENDIX A

RACIAL and ETHIC DESIGNATIONS

The following race/population group and ethnic group designations have been standardized throughout the Department of Defense.  Reporting activities can obtain this information using SIDPERS or other automated data bases.


a.
RACE/POPULATION GROUP 
DEFINITION 

REPORTING CODE

Red (American Indian)
A soldier having origins 
R





in any of the original peoples of





North America


Yellow Asian 
A soldier having (Mongoloid)
M





origins in any of the original peoples





of Asia, including China, Japan, and





Korea


Black (Negroid)
A soldier having (African) 
N





origins in any of the Black racial





groups of Africa, or other areas


White (Caucasoid)
A soldier having origins in any of the
C





original peoples of Europe, 





North Africa, or the Middle East


Other


A member of a race not included
X





above


Unknown

Soldiers who do not know their race
Z


b.
ETHNIC GROUP 
DEFINITION 
REPORTING CODE

Mexican

Soldiers of Mexican
6





origin, their descendants, and





Chicanos


Puerto Rican

Soldiers of Puerto Rican descent
4


Cuban
Soldiers of Cuban descent

9


Latin American 

Soldiers from Central and South
S





America and their descendants





with Spanish heritage


Other Hispanic

Soldiers of Spanish descent extraction
1





not delineated as Mexican, Puerto Rican,





Cuban, or Latin American


Aleut


Soldiers of Aleutian descent
8


Eskimo


Does not include Aleutians
7
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ETHNIC GROUP 

DEFINITION


REPORTING CODE
US/Canadian
Soldiers belonging to US
2





or Canadian Indian tribes





(other than Aleut or Eskimo)

Chinese


Soldiers of Chinese descent
G

Japanese

Soldiers of Japanese descent
J

Korean


Soldiers of Korean descent
K

Indian


Soldiers from India or of Indian descent
D

Filipino


Soldiers of Filipino descent
5

Vietnamese


Soldiers of Vietnamese descent
V

Other Asian Descent
Soldiers of Asian descent not delineated



separately as Chinese, Japanese, Korean,



Indian, Filipino, or Vietnamese
3

Melanesian
Soldiers of Melanesian descent
E

Micronesian
Soldiers of Micronesian descent
W

Polynesian
Soldiers of Polynesian descent
L

Other Pacific
Soldiers of Pacific Island descent, not 
Q


delineated separately as Melanesian,


Micronesian, or Polynesian

Other
A member of an ethnic group not included
X


above

Unknown
Soldiers who do not know their ethnic
Z


heritage
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APPENDIX B

RACIAL/ETHNIC DESIGNATION CATEGORIES (REDCAT)

To avoid double counting of racial and ethnic group statistics, the following guide is provided.  These combined standard categories will be used to display data on race and ethnicity.

When the Race Code is       and         Ethnic Code is        then
Report as
R



8, 7 or 2
American Indian/Alaskan Native

M, C, N, X, or Z

G, J, K, 5, D,

Asian/Pacific

V, 3, E, W, L,


or Q.


Islander

N



X or Z 
B

Black, not of 

GLOSSARY

EXPLANATION OF ABBREVIATIONS AND TERMS

Section I

Abbreviations
AAP


Affirmative Action Plan

AAPP


Affirmative Action Plan




Panel

EOA


Equal Opportunity Advisor

EOLC

Equal Opportunity Leader




Course

EO


Equal Opportunity

EOPO

Equal Opportunity




Programs Office

MEOCS

Military Equal Opportunity




Climate Survey

REDCAT

Racial and Ethnic




Designation Categories

Section II

Terms

Affirmative actions

Positive actions by FORSCOM activities to ensure that all soldiers and their families are afforded equal opportunity within FORSCOM.  Affirmative actions include identifying opportunities for minority groups and encouraging interest in these opportunities in order to compensate for disadvantages and inequities that may have resulted from past discrimination.

Affirmative action plan
A management document that consist of statements of attainable goals and timetables.  This document is required of all FORSCOM organizations, commands, and agencies, down to brigade (or equivalent) level.  It is designed to ensure equal opportunity for all military personnel.  Affirmative action plans will concern conditions where:






a.
Affirmative action is needed.






b.
The results sought are clearly expressed.

Ethnic and racial 

Officer and enlisted personnel identified into ethnic and racial groups as designations categories 

indicated in DA Pam 600-26.
Equal opportunity

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

Goal



A realistic objective with measurable prospects of attainment.

Institutional discrimination
A difference in the treatment of people in an organization, which is correlated with race, color, religion, ethnicity, or gender.

Minority group

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

Milestone


Timebased planning targets which the proponent for an affirmative action strives to attain.

Objective  


The end state to be attained.
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