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INTRODUCTION


This country was founded on the basic values of freedom, dignity, respect, and opportunity for all.  In an ongoing struggle to ensure that these rights are enjoyed by all citizens, we must continue to educate ourselves and our soldiers on the importance of equal opportunity (EO).  Through this education we can better appreciate the cultural diversity that has helped make this country great.  Through education we can create an environment in which soldiers can excel.


Equal Opportunity and fair treatment must be given to all soldiers, their family members, and Department of the Army (DA) civilians.  This is done without regard to race, color, gender, religion, or national origin.  To uphold this policy, the chain of command has a continuing challenge; it must provide a command climate that fosters attitudes and behavior about equal opportunity which leads to cohesion and mission accomplishment.


Values, attitudes, and prejudices gained before enlistment or commissioning do not automatically dissolve or change when someone puts on an Army uniform.  Too often these values, attitudes, and prejudices can lead to the misunderstanding, frustration and suspicion of others.  Knowing and accepting this will help you to understand the impact of EO training on command climate.


A positive, proactive EO environment helps units’ effectiveness.  It promotes morale, teamwork, and results in a high degree of unit cohesion and esprit de corps.  People perform more efficiently in an atmosphere free of intergroup friction and discord.  Therefore, a healthy EO environment is a key factor in developing and maintaining unit readiness.

PURPOSE OF THIS PAMPHLET


This pamphlet provides lesson plans for conducting unit EO training as specified in Chapter 6, AR 600-20.


Each lesson plan offers important information, which gives soldiers and DA civilians the knowledge to improve unit harmony, effectiveness, and mission accomplishment.  The key to successful training with these EO lesson plans is the same as with any other program: command support and participation.

LESSON PLAN STRUCTURE


Although numbered sequentially, each lesson plan is independent of the others in this publication.  To maintain this independence, some repetition of subject matter among the lesson plans exists.  Lesson plans containing additional or more completely developed explanations of a concept or topic being discussed will be referenced in an instructor note.


Administrative data is listed at the start of each plan, and practical exercises are present where applicable.  Each lesson plan is designed to be presented in 30 to 50 minute training sessions.  Also, acronyms and abbreviations are defined in each lesson plan.

LESSON PLAN USE


These lesson plans have been designed to provide comprehensive topical information about equal opportunity.  Decide what information your soldiers and DA civilians need, and choose the lesson plans that contain that information.  Use them in total, expand them, tailor them, or sequence them based upon your needs.

INSTRUCTIONAL TECHNIQUES


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

Use this material in small groups limited to no more than 20 to 25 people.  Small group discussion is highly desirable; it encourages the sharing of ideas and derives maximum benefits from the experiences of each group member.  Larger groups placed in auditorium-type settings restrict interpersonal communication.  The unit chain of command should lead and take part in all discussions.

APPLICABILITY


The contents of this pamphlet apply to all members of the US Army, DAC workforce, US Army Reserve, and the Army National Guard.

EO TRAINING MATERIAL


This handbook provides detailed information on EO and tips for implementing an effective EO program.


The proponent of this publication is the Adjutant General School.  Send comments and recommendations on DA Form 2028 (Recommended Changes to Publications and Blank Forms) directly to Commandant, Adjutant General School  ATTN:  ATSG-AGP-EO, 10,000 Hampton Parkway, Fort Jackson, SC  29207-7025.

TASK:
Describe the Army’s EO Program and Policies.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the components of the Army’s EO Program.

TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
30 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCITON:
Overhead projector, viewgraphs #1-1 through viewgraph #1-4.

TOPICS COVERED:
This lesson plan gives an overview of the Army’s Equal Opportunity (EO) Program, policies, concepts, principles, and EO responsibilities.

	INSTRUCTOR NOTE:  Ask the group the following question:  “Why does the Army have an Equal Opportunity program?”  After several responses, paraphrase the following:


LEAD IN:  The Army's Equal Opportunity Program was born in response to violent confrontations that erupted between racial and ethnic groups at posts and installations in the Continental United States (CONUS) and at overseas locations in 1969 and 1970.  Many believed these violent eruptions were in response to earlier race riots that had taken place in almost every major city across the country.


After numerous reports, task force studies, and soldier surveys, the one issue that permeated all findings was the actual or perceived issue of discrimination.  Soldiers' morale was at an all time low, and a significant failure of communication existed across racial lines.  These issues seriously jeopardized mission effectiveness and adversely undermined the Army's combat readiness. 


The earliest attempt to institutionalize equal opportunity in the Army probably began with President Truman's executive order to desegregate the services in 1948.  However, the 22 years that followed saw no significant, deliberate, well‑conceived plan or program to check systemic discrimination and other forms of unequal treatment.  Since 1970, the Army has been engaged in a long range program that is designed to ensure and improve combat readiness through an effective equal opportunity program. 


Today, many changes have occurred, moving the Army's EO program from a strictly educational and training initiative to a multifaceted management program with clear goals and objectives.  Today the Army’s EO Program addresses not only the long-term and sometimes inherent problems of discrimination, but also clarifies and provides guidance to commanders and soldiers on other issues related to religious accommodations, affirmative actions, unit cohesion, team building, fair treatment, and sexual harassment.  These issues are an integral part of Army leadership and are nurtured and developed through the professional military education system.

This lesson has a direct relationship to the Army values of loyalty, duty, respect, integrity, and personal courage.  As we move through this lesson today, I will highlight the points where I see particular examples of these values and their relationship to the topic we are covering.  As we discuss value examples, I encourage your full participation.

Equal opportunity is an Army program.  All soldiers have a responsibility to support the program.  You also have an obligation to ensure those that you serve with or lead create and maintain an environment with no tolerance for any type of discrimination or sexual harassment.  It is not an easy task.  However, everyone has a right to be treated fairly, with dignity, and respect.

	INSTRUCTOR NOTE:  Show viewgraph 1-1, EO Program Concept.

	EQUAL OPPORTUNITY PROGRAM CONCEPT

· Formulates, directs, and sustains

· Strive to ensure fair treatment of all soldiers

· Responsibility of leadership

· Function of command


Figure 1-1

CONCEPT

The Army’s EO Program formulates, directs, and sustains a comprehensive effort to maximize human potential.  It strives to ensure fair treatment of all soldiers based solely on merit, fitness, and capability, which support readiness.  This philosophy is based on fairness, justice, and equity.  The program is designed to:

Provide EO for you, your family members, and your civilian co-workers, both on and off post and within the laws of localities, states, and host nations.

Create and sustain effective units by eliminating discriminatory behaviors or practices that undermine teamwork, mutual respect, loyalty, and shared sacrifice of the men and women of America’s Army.

It is the responsibility of all soldiers to support EO, not only legally, but morally as well.  In addition, implementing and enforcing EO is a function of command.  

POLICY

	INSTRUCTOR NOTE:  Briefly review the EO policy.  Show viewgraph 1-2, The Army’s Equal Opportunity Policy.



	THE ARMY’S EQUAL OPPORTUNITY POLICY

· Equal treatment for soldiers, family members and civilian employees

· Provide an environment free from sexual harassment

           Applies to:

          On and off post

· Soldiers, civilian employees, and family members working, living and recreational environments


Figure 1-2

The policy of the U.S. Army is to provide equal opportunity and treatment for soldiers, civilian employees, and their families without regard to race, color, religion, gender, or national origin and to provide an environment free of sexual harassment.  Soldiers are not to be accessed, classified, trained, assigned, promoted, or otherwise managed on the basis of race, color, religion, gender, or national origin.  This policy has the following attributes:

Applies both on and off post.  Extends to soldiers, civilian employees, and family members.  Applies to working, living, and recreational environments.

PROGRAM PRINCIPLES

	INSTRUCTOR NOTE:  Discuss the principles of the Army’s EO program.  Show viewgraph 1-3, Equal Opportunity Principles.



	EQUAL OPPORTUNITY PRINCIPLES

· Commanders and leaders are responsible for unit EO

· Promote harmony, do not merely avoid disorder

· Support individual and cultural diversity

· Discipline will not be compromised

· Fair and equal treatment for all soldiers and employees is emphasized




Figure 1-3

Commanders and leaders are responsible for unit EO.  Each commander and leader is responsible for the EO program.  Not only must they comply with the EO Program, but also ensure that soldiers or civilian employees know what the policy is and what is expected from them.  Enforcing compliance of the policies is one of responsibilities that accompany leadership.


Promote harmony, do not merely avoid disorder.  All leaders need to promote the harmony of their subordinates, not just correcting their deficiencies.  Use reasonable and consistent standards for everyone.


Support individual and cultural diversity.  Regardless of your own background, military and DA civilian personnel must be aware of, and show respect for all religious, cultural, and gender differences of other personnel.  Everyone must learn about others and understand how some preconceived and unwarranted prejudices must be overcome. We must all be capable of living and/or working in a common environment within the Army.

Discipline will not be compromised.  Discipline can and must be maintained.  However, the discipline applied needs to reflect the situation and should not reflect, or be perceived by others as unjustified, or a reflection on race, color, religion, ethnicity, or gender.


Fair and equal treatment for all soldiers and employees is emphasized.  The crucial element, in terms of morale and fairness, is not just what the situation is supposed to be - it is what the soldier or employee perceives it to be.  Leaders must take steps to ensure not only that soldiers and civilians receive fair and equal treatment, but that they fully realize it is fair treatment.

EO PROGRAM COMPONENTS

Essential to having a successful EO program, a combination of components must be in place.  These elements include a strong commitment by leaders to support the program, sequential and progressive training at all levels, an effective and responsive complaint system, affirmative action plans, and feedback mechanisms.


Leader Commitment.  Your leaders are the individuals responsible for ensuring a clearly stated policy on equal opportunity and sexual harassment is known by all individuals. The commander's personal policy statement should be presented to you during your initial orientation and be available for review at a convenient location within your unit.


Sequential and Progressive Training.  Training is the primary method used to teach soldiers and civilians new skills and prevent inappropriate behavior.  Through training and education, the Army seeks to influence and promote an environment that treats everyone with dignity and respect.  Training is also the Army’s method for improving communications and awareness which is vital to team building and unit cohesion.  The Army wants to ensure soldiers and DA civilians understand not only the consequences of their actions, but also feel assured of command intervention to correct EO problems.


An Effective and Responsive Complaint Process.  A key component of the Army’s EO Program is an effective and responsive complaint system.  The Army has established a comprehensive complaint system for military personnel.  The Army wants to ensure that every soldier and DA Civilian has a readily available system for submitting their grievances without intimidation or threat of reprisal.


Affirmative Action Plan.  Affirmative Action Plans (AAP) are planned, achievable steps that are designed to prevent, identify, and eliminate unlawful discriminatory treatment of soldiers.  These plans also assist in monitoring the progress of meeting the goals of equal opportunity.


Feedback Mechanisms.  The Army has various methods of obtaining feedback on how well the EO program is working.  These methods include tracking the number of complaints, focus groups with soldiers, EO surveys and climate assessments.  All of these provide feedback to the chain of command and other senior leaders on the effectiveness of the Army’s EO program and policies.


Equal Opportunity Advisors.  A key component of the Army’s EO program is the Equal Opportunity Advisor (EOA).  Every unit in the Army from brigade level to major commands is required to have an EOA.  The EOA is the individual who receives special training in the area of equal opportunity.  Their primary responsibility includes receiving and assisting in processing individual complaints of unlawful discrimination or sexual harassment; assisting commanders in assessing, planning, implementing and evaluating EO action plans; understanding and articulating Army policy concerning equal opportunity.

EO RELATED ELEMENTS

In addition to the EO program components, there are a number of areas that oftentimes are directly related to EO.  They are related to EO because if someone has a problem within these areas, they are usually based on race, gender, religion, national origin, or color.  These related elements significantly expand the scope and meaning of EO in the Army.

	INSTRUCTOR NOTE:  Discuss how the related elements impact on the Army’s EO program.  Show viewgraph 1-4, Related Elements.



	RELATED  ELEMENTS

· Appropriate Behavior

· Extremist Groups

· Army Language Policy

· Accommodating Religious Practices


Figure 1-4


Appropriate Behavior.  As members of the military service, we are subject to a different set of behavioral standards than our civilian counterparts.  For example, within the civilian work environment the pursuit of romantic relationships may not receive the same level of scrutiny as it would for those in uniform.  The assumption that is normally held is that what occurs between consenting adults is all right.  However, when such attractions have the potential for problems or exist between soldiers of unequal rank and position, Army leaders must assess the appropriateness as it relates to senior-subordinate relationships and which can lead to incidents of sexual harassment.  Your integrity as well as the appropriateness of your conduct as it relates to EO and sexual harassment will be measured by established standards.


Extremist Groups.  All soldiers must understand the activities of  extremist groups or similar hate groups that are inconsistent with the responsibilities of military service.  You must demonstrate your loyalty to the military by rejecting participation in organizations or activities which advocate illegal discrimination based on race, color, gender, religion, or national origin.  The commander has considerable authority to prohibit a soldier’s involvement or participation in extremist organizations.


Army Language Policy.  English is the operational language of the Army.  We are all required to speak English on duty when doing so is clearly necessary to perform military functions, to promote safety, or other bona fide reasons to accomplish the mission.  Soldiers are not required to speak English for personal communications, which are unrelated to the mission.  Speaking a language other than English on the job is in no way prohibited.  Leaders should not require soldiers to speak English for personal communications, which are unrelated to the mission.  Sound judgment in such situations and an ability to communicate policy and rationale clearly will promote a healthy EO climate in the unit and ensure that operational communications are understood by everyone.


Accommodating Religious Practices.  The Army also places a high value on the rights of soldiers to observe and practice their respective religions.  It is the Army’s policy to grant requests for accommodation of religious practices when they have no adverse impact on military readiness, unit cohesion, standards, health, safety, discipline, or otherwise interfere with the performance of the soldier’s military duties.  However, such accommodations cannot be guaranteed and must be considered on a case-by-case basis.  Request for religious accommodation apply to four general areas:  worship, dietary practices, medical practices, and religious dress and appearance.  Such requests are approved or denied by the unit commander.  The challenge for the commander is to find ways to grant accommodation while maintaining a sense of balance and fairness without arousing perceptions of preferential treatment.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the students what the Army’s policy on equal opportunity is. The answers should make reference to the Army’s EO Policy as a means to provide equal opportunity and fair treatment for soldiers, civilian employees, and their families without regard to race, color, religion, gender, or national origin and to provide an environment free of sexual harassment.

Ask the students what the principles of the Army’s EO program are.  The answers should include – 

· Commanders and leaders are responsible for unit EO

· Promote harmony, do not merely avoid disorder

· Support individual and cultural diversity

· Discipline will not be compromised

· Fair and equal treatment for all soldiers and employees is emphasized

Ask the students for their input on what are some of the components of the EO Program include.  The answers should include - 

· Leader Commitment

· Sequential and Progressive Training

· An Effective and Responsive Complaint System

· Affirmative Action Plan

· Feedback Mechanism

· Equal Opportunity Advisors

Ask the students for their input on some of the related elements of the EO Program.  The answers should include the following -

· Military Discipline and Conduct

· Appropriate Behavior

· Extremist Organizations

· Army Language Policy

· Accommodating of Religious Practices

Ask students which Army core values they feel apply to the Army’s EO and EEO programs and policies, and why.  The answers should include (but not be limited to) loyalty, duty, respect, honor, and integrity.

SUMMARY:  During this period of instruction, we have learned that the history of EO in the Army dates back to President Truman.  Its primary focus is to provide an environment that ensures fair treatment, mutual respect and dignity for all, unit cohesion, team building, mission accomplishment, and victory on the battlefield.

TASK:
Discuss the Socialization Process

CONDITIONS:
In a classroom environment

STANDARDS:
Correctly identify the sources that impact on socialization.  

TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, viewgraphs #2-1 through viewgraph #2-2.

TOPICS COVERED:
This lesson plan gives an overview of the socialization process, and the influences of the socialization process on human behavior.

	INSTRUCTOR NOTE:  Recommend a video by Dr. Morris Massey to supplement this block of instruction.



LEAD IN:  During this training, we will discuss the importance of the socialization process, and how it impacts our day to day interactions with others.  In order to understand the behaviors and conduct of others, we need to have a better understanding of their social make-up, beliefs and values.  Hopefully, this will give you a better understanding of how to handle and solve any social issues, and behavior problems that may occur within your section. 


Infants come into this world with a helplessness that is unequaled in the animal world.  No other creature is quite so dependent for quite so long as the human infant.  Babies grow up, but first they must be taught to sit up, walk, feed themselves, know what dangers there are, and live among people who expect certain kinds of behavior from them.


Without socialization, society could not perpetuate itself beyond a single generation and culture would not exist.  This class will show you how socialization impacts on each and every one of us.

IDENTIFY THE SOCIALIZATION PROCESS

As a soldier it is important for you to understand the socialization process in order to better appreciate the diversity of the soldiers you work with.  A better understanding of this process will enhance unit cohesion, teamwork, and create a healthy work environment.  

The socialization process is an all-encompassing educational process from which values, goals, beliefs, attitudes, and sex-roles are acquired.  Socialization is nothing more than the educational process by which we learn everything.

	INSTRUCTOR NOTE:  Show viewgraph 2-1, Sources that impact socialization.



	SOURCES THAT IMPACT SOCIALIZATION 

· Nation

· Region

· Community

· Family

· Media

· Peers / Friends



Figure 2-1

Sources that influence socialization are the following:

	INSTRUCTOR NOTE:  Ask the group the following question.  “How has the nation influenced your socialization?”




Nation.  Each nation has characteristics that are unique to the country based on geography, history, and changes.  Here in the U.S. we have English as the official national language, a democratic government, rights, laws, and free enterprise.  National holidays reflect aspects of historical, political, or religious influences on the nation.  We also have a monetary and an educational system.  As each level of the American society operates within its normal function, the total environment is established.

	INSTRUCTOR NOTE:  Ask the group the following question.  “How has the region of the country you are from influenced your socialization?”




Region.  Even while we get influences like these forms from the national level, we also have influences from the regional level.  The region may be determined by a state boundary, or a geographical feature which separates people (river, wall, body of water, island).  The size of the region may vary widely.  Perhaps there are regional dialects or accents.  Although the nation sets up certain holidays, what is done may be a regional standard.  The regional level influences us by giving us more definite choices for “appropriate” acting and thinking.  Each of us picks up attitudes and behaviors from states or areas during socialization.  Examples:  Ground Hog Day in Pennsylvania is perhaps more meaningful in that region than elsewhere.  Also, the Polar Bear Club, Harvest Celebrations, Hawaiian Holidays, etc.

	INSTRUCTOR NOTE:  Ask the group the following question.  “How has the community you were raised in influenced your socialization?”




Community.  The community shares conduct and behavior through associations, school systems, club membership, or community projects.  Role models are available for our future behavior - teacher, banker, farmer, mechanic, welder, clerk, dentist, entertainer, stockbroker, manager, etc.  The impact of the local community is to imprint characteristics, which develop the individual.

	INSTRUCTOR NOTE:  Ask the group the following question.  “How has the family you were raised in influenced your socialization?”




Family.  Let’s look at the family’s impact.  First of all what do we mean by family?  Example:  Briefly discuss stepfamilies, foster, nuclear, extended, single-parent, other types, including any combination of adults and children living together.  Obviously, the effects of the socialization process can be seen to become more and more specific, as the relationship between us and our source of influence grows closer.  Since a person spends most of the early periods of development with the family, it has the greatest impact.  The family provides ethnic and racial identity, and is the primary basis for personal values and attitudes.


Sex-role socialization and gender roles are influenced on a daily basis.  In our society, discrepancies between gender assignment and behavior associated with it, are strongly disapproved, and even punished.  Boy’s don’t cry, girls shouldn’t be tomboys, which toys to play with, all are determined by the family.  Stereotypes are taught during this process.


Socialization begins with people who care for an infant even before birth.  Mother’s prenatal care, feelings for the child, whether welcomed or unwanted, drugs or alcohol use, all have an impact.  Genes determine height, skin color, color of eyes, use of senses, birth defects, etc.  Also order of birth, and multiple births.  Parent, grandparents, and/or significant others set the first gears of the transmission into motion.  Example:  From the first do’s and don’ts relating to behavior (being fed, diapers changed, being held, etc.), to first perceptions (“see the ball, see the bunny, smile”), and attitudes (pleasant sounds, fighting, sharing, reading, music, abuse, etc.), the child learns the culture of its initial environment.


Every family has ideas about right and wrong ways to raise children.  Facial features, rate of physical and sexual development, differences of temperament, size, and strength can all affect the way parents and others respond to an infant.  Unique genetic make-up, influences treatment of children.  Research in psychological areas show that children of alcoholic parents may carry genes that make them more prone to alcoholism. 


Routines around food habits, choice of cars, books read, political affiliations, leisure activities, etc. are “taught” through family role models and direct valuation and prioritization.  For each of us, the family is a major source of our values.  From our family we “absorbed” how it took vacations, paid taxes, played, worked, laughed, cried, survived crisis, solved problems, etc.

	INSTRUCTOR NOTE:  Ask the group the following question.  “How has the media influenced your socialization?”




Media.  Media, whether television, radio, newspaper, magazines, or movies, teaches us about our culture, values, stereotypes, etc.  Television has had a major impact on society.  Computers are also a major influence along with technology.  We live in an information age.

	INSTRUCTOR NOTE:  Ask the group the following question.  “How have your peers and friends influenced your socialization?”




Peers and Friends.  Peers and friends influence our socialization.  Who are your heroes?  What attracts you to your friends?  Think about gangs and their influence on children.
Our socialization comes from all sources.  Socialization does not end when a person reaches 18.  These sources, our total community as it were, can be seen as the full context, or the system of relation, in which culture is developed, transmitted, and transformed.  It is a network of people who share common experiences, and in their interaction with each other, find common ways of articulating the meaning of those experiences.  Entering the workforce, marrying, divorce, becoming a parent, staying single, changing jobs, moving, all impact on socialization.  Also changing religions or moving to another country have an impact.

Adults teach children their way of understanding the world, generation after generation.  The meanings found in particular experiences may be expanded as the years pass.  When a person moves out of that environment into another, the socialization process continues, and adaptive behaviors occur as one learns another culture (similar or different).  Example:  A person can move to a new town, across the country, or across town, and settle into the new area of living.  We in the military do this constantly.

	INSTRUCTOR NOTE:  Ask the group the following question. “What prevents this socialization process from making us all so diverse that we lose commonality?”




Attitudes and perceptions are shared, and one of the ways of sharing is through institutions.  That is, the legal system, public school system, churches, community organizations, etc.  All these persist because of the organization through which they are functioning.  We are socialized then, by family, community, region, and national level influences through both individual and institutional influences.

When these sources all select the “same” priorities, strong “Reinforcements” occurs.  When differences are seen, however, we find people who are “Different,” and a “Variation” occurs.  It important for us to know is that these differences often prompt value judgments, which extend into group relations.  One illustration in looking at how we are shaped by the various influences is this:  “We are shaped by the sources as a piece of clay is molded by a potter’s hand.  We are products of the combination of sources, each leaving an imprint, just as each finger of the potter’s hand molds and shapes the flexible clay.  Just as each piece of pottery is unique because of the subtleties of the pressure of one finger or the other of the hands, each of us is unique, even though we all belong to the set, the general culture, in which the commonalties are shared.”

DR. MORRIS MASSEY’S VALUE PROGRAMMING

	INSTRUCTOR NOTE:  Show viewgraph 2-2, Dr. Morris Massey’s Value Programming.




	DR. MORRIS MASSEY’S VALUE PROGRAMMING

· What we are now, directly relates to when, and where, we were value programmed

· We are programmed with gut values by age ten

· Values will not change unless a significant emotional event occurs




Figure 2-2

Dr. Morris Massey believes that we are all programmed with our basic values by around the age of ten years.  Everything that is going on during the first ten years of our lives has a very important influence.  What we are now is directly related to where, and when, we were value programmed. The only way we change our “gut level” values, according to Dr. Massey, is if we have a significant emotional event (SEE).

It is not surprising how seldom people come to question the tenets of the culture into which they are born.  Usually, we just don’t have the perspective to do so.  We operate with “ready-made” approaches and habits, and often lose sight of alternative behaviors and understandings.  How many times have you said or heard someone say, “That’s the way I’ve always done it.” - or - “I can’t understand that point of view.”

When passing through a socialization process for American culture, we become alike in many ways, yet we all remain unique in other ways.  We are all a complexity of feelings, hopes, plans, and actions.  Understanding this can help us in relation with others.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the students what are influences to the socialization process.  The answers should include -

· Nation

· Region

· Community

· Family

· Media

· Peers / Friends

Ask the students which of the influences has the greatest impact on their socialization process.  The answer should include - 

· Family

SUMMARY:  During this period of instruction, we have learned about the socialization process and its influence on us.  As a soldier you must learn to understand and appreciate the differences in other people.  In order for us win on the battlefield we must show dignity and respect for each other regardless of an individual’s background.

TASK:
Values, Attitudes, and Behaviors

CONDITIONS:
In a classroom environment. 

STANDARDS:
Correctly describe the relationship between values, attitudes, and behaviors.

TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:  One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEED FOR INSTRUCTION:
Overhead projector, chalk board, and viewgraph #3-1 through Viewgraph #3-8, Practical Exercise #3-1.

TOPICS COVERED:
This lesson plan provides the definition of values, attitudes and behavior, explains the value system and the significance of the socialization process, explains Louis Rath’s seven value criteria, and discusses cognitive dissonance.

LEAD IN:  The Army is probably the largest and most diverse organization in the country with an ethnic and racial makeup most reflective of American society.  Each individual brings in a set of values and attitudes that have been cultivated over many years.  Additionally, these values and attitudes are still being shaped and refined with each new experience.  Many of you have strong memories about recent events in your lives, such as a promotion, schooling, a new baby, or a transfer.  These events and ones yet to come, serve to shape your values and attitudes for the future.  However, values and attitudes do not automatically change just because someone puts on an Army uniform.  Some values and attitudes, when coupled with a lack of awareness, or insensitivity about others that are different from ourselves, can produce confrontations, anger, and even violence.  These differences, if not managed properly, can lead to a breakdown in teamwork, unit cohesion, and mission effectiveness, which impairs our ability to fight and win on the battlefield.

VALUES

	INSTRUCTOR NOTE:  Show viewgraph 3-1, Definition of values.



	DEFINITION OF VALUES

Values are attitudes about the worth or importance of people, concepts, or things.


Figure 3-1

Values.  Values are attitudes about the worth or importance of people, concepts, or things.  Values influence your behavior because you use them to decide between alternatives.  Values and attitudes are cornerstones of who we are and how we do things.  They form the basis of how we see ourselves as individuals, how we see others, and how we interpret the world in general.

	INSTRUCTOR NOTE:  Ask the group to give some examples of values.  Examples are; money, friendship, justice, human rights, and selflessness.



Your values will influence your priorities.  Strong values are what you put first, defend most, and want least to sacrifice.  Individual values can and will conflict at times.  For example, if you are on Staff Duty or Charge of Quarters and your assistant wants to make an entry in the log that the hourly security check was done when in fact you know it was not.  In this situation, your values on truth and self-interest will collide.  What you value the most will guide your actions.  In this example, the proper course of action is obvious.  There are times, however, when the right course of action is not so clear.

	INSTRUCTOR NOTE:  Ask the group if they can identify the seven Army values.  Show viewgraph 3-2, Army values.



	ARMY VALUES

· Loyalty

· Duty

· Respect

· Selfless Service

· Honor

· Integrity

· Personal Courage


Figure 3-2

The seven Army values that all soldiers and leaders are expected to know, understand, and follow are:

Loyalty.  Loyalty is an intangible bond based on a legitimate obligation; it entails the correct ordering of our obligations and commitments, starting with the Constitution, but also including the Army, the unit, the family, friends, and finally the self.  All soldiers, whether officer, warrant officer, or enlisted take an oath in which they swear allegiance to the Constitution, and the laws and regulations that govern the military.  Loyalty demands commitment and is a pre-condition for trust, cooperation, teamwork, and camaraderie. 


Duty.  Duty outlines the sum total of all laws, rules, regulations, etc., that make up the professional and moral obligations of soldiers and leaders.  Duty means that the Army expects everyone to fulfill his or her obligations as a soldier.  This includes doing what is right, especially in ethical matters that are encouraged by morality, but not required by it. 


Respect.  Respect denotes the regard and recognition of the dignity that every human being possesses.  Respect is treating people as they should be treated, both legally and morally.  Specifically, respect is indicative of compassion and consideration of others, which includes a sensitivity to and regard for the feelings and needs of others and an awareness of the effect of one’s own behavior on them.  Respect is the value that informs Army leaders on those issues related to equal opportunity and the prevention of sexual harassment.


Selfless Service.  Selfless Service signifies the proper ordering of priorities.  Think of it as service before self.  The welfare of the organization comes before the individual.  A good example of this is a soldier or leader who will do what’s right, even if it may affect their promotion or career.


Honor.  Honor is a moral virtue, a state of being or state of character, that people possess by living up to the complex or the set of all the values that make up the public moral code for the Army.  Honor also provides the motive for leaders to take action to correct a wrong or to fix something that is broken.


Integrity.  Integrity is also a moral virtue, one that encompasses the sum total of a person’s set of values, their private moral code.  A breach of any of these values will damage the integrity of the individual.


Personal Courage.  Courage comes in two forms.  Physical courage is overcoming fears and bodily harm and doing your duty.  Moral courage is overcoming fears of other than bodily harm while doing what ought to be done.

There are also other values soldiers and leaders must possess and are considered essential for building the trust of others and of subordinates.  These are candor, competence, and commitment.


Candor.  Candor is being frank, open, honest, and sincere with soldiers, and peers.  It is an expression of personal integrity and expected by soldiers.  If handled properly, disagreeing with others and presenting your point of view are not wrong. 


Competence and commitment.  Competence is required professional knowledge, judgment, and skills.  Competence builds confidence in one’s self and one’s unit.  Both are crucial elements of morale, courage, and, ultimately, success on the battlefield.  Soldiers expect and deserve others to be competent and committed to them, their organization, and the mission.

Value system.  Everyone has a value system.  A value system is a set of values adopted by an individual or society influencing the behavior of the individual or members of the society, often without the conscious awareness of the members of that society. One of the problems all soldiers must learn to deal with is that when they perceive something that contradicts their own value system, oftentimes it is rejected as having no importance.
Values systems normally are comprised of six categories.
	INSTRUCTOR NOTE:  Ask the group if they can identify the seven Army values.  Show viewgraph 3-3, Categories of Values.



	THE CATEGORIES OF VALUES

· Personal

· Social

· Political

· Economic values

· Religious

· Socialization


Figure 3-3


Personal values.  Personal values are established traits that are representative of an individual’s moral character.  These may have an order of importance to us such as; honesty, responsibility, loyalty, moral courage and friendliness.  Universal values held by most young people are an interest in others, intellectual development and self-satisfaction.  The values' people have integrated into their character are made apparent by their attitudes, beliefs and actions.

Social values.  These may include social responsibility, loving interpersonal relationships, social consciousness, equality, justice, liberty, freedom, and pride in “our country.”  A social value is learned.  It involves one’s relationship to society.  For example; many parents teach their children what they perceive to be right from wrong, and what goal to work toward in their lives.  To further explain, social values can be divided into four classes and they are:



Folkways - values people accept out of habit.



Morals - morality which governs values.



Institutional - ways or practices set up under law.



Taboos - the emphatic do’s and don’ts of a particular society.


Political.  These include loyalty to country, concern for national welfare, democracy, the “American Way,” public service, voting, elections and civic responsibility.


Economic.  These are identified through such mediums as equal employment, stable economy, balancing of supply and demand of goods, money, private property, pride of ownership, and contrary to the beliefs of some people, taxes.


Religious.  These are characterized by reverence for life, human dignity, and freedom to worship.  Religious values are indicated by the expressed belief in a Supreme Being, or another force beyond the comprehension of people.

	INSTRUCTOR NOTE:  Ask group to give some examples of above value systems.  Discuss how these values impact on student’s life.  





Socialization.  Socialization is the major source of an individual’s values.  These values are formed in the home, schools, peer groups, neighborhoods, communities, jobs, churches or synagogues.  Through these institutions, a behavior code is given and people not only learn what is expected of them, but they build their own value system.

Values grow from a person’s experiences.  Different experiences produce different values, and a person’s values are modified as those experiences accumulate and change.  These patterns create what is known as the process of valuing.  It is a lifelong process that incorporates an elaborate system of rewards and punishments from significant others and society in general.  It is the major source of an individual’s values.

ATTITUDE, BEHAVIORS, AND BELIEFS

	INSTRUCTOR NOTE: Ask the group to define the term “attitude.”  Show viewgraph 3-4, Attitude.



	ATTITUDE

A state of mind or feeling with regard to some matter.




Figure 3-4

Webster’s Dictionary defines attitude as a state of mind or feeling with regard to some matter; a disposition.  In other words, an attitude is our tendency to evaluate some symbol, object, or aspect of our world in a favorable or unfavorable manner.  It also can be defined as a state of mind or feeling with regard to some matter.  The word “attitude” is used rather loosely as a catch-all term for the whole collection of one’s beliefs, opinions, prejudices, and sentiments, even though the basic meanings of these terms are different.

Once an evaluation of an attitude has been made it becomes a belief.  An attitude or belief cannot be seen or touched.  My attitude belongs to me and only I can change it.  I can be influenced to change, but only after I overcome some of the barriers to change.

Attitudes are also more difficult to hide or disguise as they can be reflected in conscious or unconscious actions.

Attitudes are difficult to measure and are often indicated by behavior as reactions to stimuli from individual situations, social values, etc.  Attitudes are mental positions that we assume or learn.  An attitude might be, for example; if I have an attitude about staying on the job long after quitting time, because I believe that was a good work ethic. I may expect you to stay with me even though your work was done and you wanted to go home to your family.  I may say you have a bad attitude, because we differ about working hours.  Another example may be that a certain race is more superior than another race. 

Some soldiers may develop attitudes they assume or think is the popular attitude simply because it is a popular one among those with whom they associate.  This can happen even when it does not agree with our value that people are created equal or is morally and legally correct.  Leaders must have an understanding of attitudes, as they are the individuals that can influence people toward accomplishing human rights goals.  

People behave in ways that satisfy their needs.  These may be for physical comfort or safety, social acceptance or ego gratification.  Attitudes are a person’s beliefs toward something or someone and are expressed in likes and dislike. 

	INSTRUCTOR NOTE:  Show viewgraph 3-5, Characteristics of Attitude.



	CHARACTERISTICS OF ATTITUDE

· Difficult to measure

· May create inflexibility and stereotypes

· Often indicated by behavior

· Formed largely from the continuous process of socialization

· Positive or negative implications

· Usually are not easily changed


Figure 3-5

The characteristics of attitudes are:



Difficult to measure and are often only indicated by behavior as reactions to stimuli from individual situations, social values, etc.



May create inflexibility and stereotypes if the attitude is based on inconsistencies, incorrect assumptions or other false data.  



Attitudes are often demonstrated through the behavior of the individual.



Many attitudes are formed largely from the continuous process of socialization.



Attitudes can have positive or negative implications.



Once an attitude is formed, it is not easily changed. 
Attitudes are learned.  This learning usually occurs gradually through many different kinds of experience or as the result of a particularly powerful emotional experience.  Most attitudes  learned from those experiences can be favorable or unfavorable, pleasant or unpleasant, and the resulting attitude ends up as negative or positive.  Social environment plays an important part in shaping attitudes.  We may reflect attitudes from others such as; parents, friends, leaders or persons of prestige.  We may acquire them from the cultural influence of a certain geographical area such as; a farm, small town or slum.  Also, attitudes may be affected by age, position and education.

In the early stages of development, attitudes can be changed by new experiences.  In later stages of development, attitudes have a tendency to be fixed and difficult to change.  Attitudes, once formed, make up a frame of reference for a person’s actions.  Attitudes may cause a person to do things that do not seem to be based on any logical reason.  Not all attitudes can be easily changed.  Those which involve strong emotional factors (religion, politics, and race) are difficult to change.  However, most attitudes can be changed to some degree by providing new conditions, new experiences and new information.

	INSTRUCTOR NOTE:  Show viewgraph 3-6, Behavior.



	BEHAVIOR

Behavior is the manner of conducting oneself.  The response of an individual or group to it’s environment.



Figure 3-6

Behavior is the result of a person’s reaction to a situation, group or person.  That reaction depends on what the situation is, and how that person interprets the situation.  If several persons were placed in the same situation there probably would be varying reactions to the situation.  This would occur because each person may see that situation differently.  Such differences are expressed in attitudes.

Group behavior is an extension of individual behavior.  If we are to direct the efforts of a group, we must understand and influence individual behavior.  Also, by understanding human behavior, we can analyze, predict and influence that behavior.

Because of the impact of differing cultures, classes, ethnic backgrounds, intelligence, and family characteristics, variations occur in what people believe and how they behave.  A mistake we often make is to fail to note these differences and appreciate them.

The difference between a forced changed and an induced change is that induced change generally is most lasting.  If a person is persuaded to behave opposite to their private attitudes, they will be more likely to modify their attitudes.  If forced to change, the attitude change is less likely to last.  Behaviors can be changed, but attitudes may not.  In our day-to-day living, all of us work and deal with different attitudes and behaviors.  We must remember that attitudes and behaviors work hand in hand.

	INSTRUCTOR NOTE:  Show viewgraph 3-7, Betari Box Model.




	BETARI BOX MODEL
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Figure 3-7

The relationship between attitude and behavior can best be explained by the Betari Box Model:



My attitude affects (influences, impacts) my behavior.



My behavior affects (influences, impacts) your attitude.



Your attitude affects (influences, impacts) your behavior.



Your behavior affects (influences, impacts) my attitude.

	INSTRUCTOR NOTE:  There is a continuous chain relationship between attitude and behavior.



	INSTRUCTOR NOTE:  Show viewgraph 3-8, Beliefs and Norms.




	BELIEFS

Beliefs are assumptions or convictions you hold as true about some thing, concept or person.

NORMS

Norms are the rules or laws normally based on agreed-upon beliefs and values that members of a group follow to live in harmony.



Figure 3-8

Beliefs are assumptions or convictions you hold as true about some thing, concept, or person.  They can range from the very deep seated beliefs you hold concerning such things as religion and the fundamentals upon which this country was established, to recent experiences which have affected your perception of a particular person, concept, or thing. 

Beliefs, values, and norms are like traffic control systems; they are signals giving direction, meaning, and purpose to our lives.  Examples:  Many soldiers throughout history have sacrificed their lives to save friends, or help their unit accomplish a mission.  These brave, selfless actions include blocking exploding grenades, personally taking out enemy fighting positions, and taking key positions to protect a withdrawal.  Beliefs and values motivate this kind of heroic self-sacrifice.  The motivating force may be the soldier’s belief in the importance of retaining his or her personal honor, of saving a buddy, of helping the unit, of serving a cause, or a combination of these. 

Norms can fall into one or two categories: 



Formal



Informal

Formal norms are official standards or laws that govern behavior.  Traffic signals, the Uniform Code of Military Justice, and Geneva Conventions are formal norms that direct the behavior of American soldiers.  They dictate what actions are required or forbidden.  Uniform regulations, safety codes, and unit SOPs are also formal norms. 

Informal norms are unwritten rules or standards that govern the behavior of group members.  In the Korean Combat Patrol account, Lieutenant Chandler stressed the informal norm that casualties were never left by the rest of the patrol.  At the root of this norm was a shared value about the importance of caring for each other.  The soldiers found comfort in knowing they would be cared for if they became casualties. 

As soldiers, you have the power to influence the beliefs and values of the soldiers in your unit by setting example; by recognizing incongruent behaviors; and by planning, executing, and assessing tough, realistic individual and collective training. 

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.




Ask the group what are the Army values.  The answers should include – 

· Loyalty

· Duty

· Respect

· Selfless service

· Honor

· Integrity

· Personal Courage

CLOSING:  Most of the ideas and concepts we discussed today are not new.  Understanding the importance of your own values and attitudes and how they affect others are imperative when communicating with your commander, other soldiers, family members and civilians.  To be effective, you must be able to understand other’s value systems and their impact on human behavior. Nothing has more of an impact on your career success than your attitude.  Attitudes have a strong impact on every aspect of your life.  Your role as a soldier is to work with the unit in order to increase the unit’s cohesion, effectiveness and mission.  By knowing yourself and how we interact with others is necessary for you to accomplish your mission.  Summarize lesson objectives.

	INSTRUCTOR NOTE:  Conduct Practical Exercise #3-1, The Louisa Exercise.



TASK:
Describe the Perception Process and Stereotypes.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the perception process and stereotypes.

TARGET AUDIENCE:  Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector and viewgraphs #4-1 through viewgraph #4-7.

TOPICS COVERED:  This lesson plan describes the perception process and stereotypes.

LEAD IN:  Sometimes what we see or hear is not necessarily what we actually see or hear.  There is an old saying, “Believe half of what you see and nothing of what you hear.”  It is important to understand the perception process, since you may perceive a behavior or comment as racist or sexist, when in reality it is not, which could affect communications processes, unit cohesion and mission accomplishment.

THE PERCEPTION PROCESS

	INSTRUCTOR NOTE: :  Ask the students to define perception.  Show viewgraph #4-1, Perception.


	PERCEPTION

The procedures by which we try and interpret information about the environment that surrounds us.


Figure 4-1

Perception can be defined as the procedures by which we try and interpret information about the environment that surrounds us.

	INSTRUCTOR NOTE:  Show viewgraph #4-2, The Perception Process.


	THE PERCEPTION PROCESS

· Feedback about ourselves and others

· Not always based on true picture of reality

· We behave as though our perceptions are real


Figure 4-2


The perception process is the procedure by which we try to gather and interpret information about the environment that surrounds us.  Our perceptions explain reality from an individual point of view.  Webster defines perception as an "awareness of the elements of our environment through physical sensations;" sight, touch, hearing, smelling, and taste.  Our perceptions reinforce or enhance our socialization and also defines our interactions with others who are different or similar to ourselves.  Another important aspect of perception is that the process of physical interpretation and our capacity to comprehend new information is based on our past experiences. 

	INSTRUCTOR NOTE:  Conduct Practical Exercise #4-1, Count the F’s.  Show viewgraph #4-3, Attributes To Perception.


	ATTRIBUTES TO PERCEPTION

· Raw data, the information that we experience

· Mental process, which is unseen but affected by things

· Our perception, sensing or interpretation of our experience


Figure 4-3

Attributes to perception.  There are three attributes or elements to our perception process.

Raw data, the information that we experienced (the picture).



The mental process, which is unseen but affected by such things as individual perceptions, e.g., race, color, religion, gender, or other past cultural.



The third attribute is the end product; our perception, sensing or interpretation of our experience.  When raw data is incomplete or insufficient, the brain automatically fills in the missing pieces and locks-in on past experiences (the perception).

	INSTRUCTOR NOTE:  Show viewgraph #4-4, Perceptual Shortcuts.


	PERCPETUAL SHORTCUTS

· First Impression

· Self-Fulfilling Prophecy

· Just Like Me

· Blaming the Victim

· Halo Effect


Figure 4-4

Perceptual shortcut is the mind’s ability to take in new information, combine it with old information, and formulate new ideas through quick deduction.  This is sort of a “quick fix” that occurs when we don’t have time to fully analyze the new information.  When you hear the word “fire,” you don’t sit and wonder where it is, where the smoke is coming from, or is the fire alarm working.  Instead you run outside.  Let’s take a look at some examples of the perceptual shortcuts.
	INSTRUCTOR NOTE:  Ask the group for examples that can cause problems within the organization.




First Impression.  This perceptual shortcut is one we are all familiar with and probably have personally experienced at one time or another.  During this situation we make a major decision or judgment call based on our first encounter with an individual, group, or event.  We learn from an early age about how important it is to make a good first impression and apply this philosophy on a daily basis.  However, we also understand the consequences of a wrong "first impression."  We are reminded when we hear people comment that "he or she was not what I expected" or "that wasn't as bad as I thought it would be."  Some of us may also know how it feels when someone has made an incorrect "first impression" about ourselves.  We are surprised and even become angry when people make decisions about us without really knowing who we are.

Self-Fulfilling Prophecy.  The concept of the self-fulfilling prophecy is a phenomenon that occurs when an individual or group has a high expectation that someone will succeed or fail in a given situation based on his or her perceptions.  The concept is normally characterized by prejudgments and biases that have nothing to do with such things as motivation, capability or desire.  The prophecy is fulfilled by the conscious or unconscious actions of participants and, or spectators, leading to the expected outcome.  Self-fulfilling prophecy is a complex, complicated process, but at an early age we could understand both negative and positive results when the right forces are put into motion. 

An example is if a person has the perception that a certain group is unintelligent, they would not get assigned certain tasks.  That group will not know how to perform certain tasks, since they’ve never had practice doing the task before.  When a member of the group is asked how to do the task, and doesn’t know how, the prophecy is fulfilled.


Just-Like-Me.  This is another form of the perceptual shortcut in which people see themselves or others as being constant or consistent.  With this assumption we need not take a lot of time to get to know others or ourselves.  An excuse that is often heard is "isn't that just like me," or "isn't that just like them," or "people will never change." 


Blaming The Victim.  Blaming the victim is a special perceptual shortcut.  The concept involves seeing individuals or groups as the origin or cause of a particular action or problem rather than the circumstances or other relevant factors in a given situation. Examples of this concept are prevalent throughout our history and are just as relevant in our society today.  “He or she is an alcoholic because of low moral character; a women who stays with an abusive husband deserves what she gets; homeless people wouldn't be homeless if they wanted to work,” is some of the language used when blaming the victim.  Sociologists believe that this behavior is also part of our ego defense mechanism that protects us from feelings of guilt or uncontrolled remorse.  However, if not challenged and evaluated, the consequences are that we will never discover the real cause of problems or accept any responsibility for our personal development or resolution.


Halo effect.  According to this effect, if we know something good about a person, we are likely to perceive him/her as having other good characteristics.  But, if we know something unfavorable, we are likely to see other unfavorable things.

	INSTRUCTOR NOTE:  Ask the group what other factors may affect our perception.



Our perceptions are also influenced by biological and sociological culture factors.  Some examples of these factors are:



Biological factors that affect the perception process are:  sight, touch, taste, hearing and smell.  



Sociological culture factors include:  Social norms, customary behaviors, language and symbols.  Some additional sociological cultural factors include:    Ethnocentrism (believing one group is better than another or superior), proxemics (how close you stand to a person during conversation), color consciousness, values, beliefs, and attitudes.

STEREOTYPES

	INSTRUCTOR NOTE:  Ask the group to give some examples of stereotypes.  You should reinforce the concept that the members of the group were not born knowing the stereotypes, but that they were learned through their socialization process.  Show viewgraph 4-5, Stereotypes.



	STEREOTYPES

An exaggerated belief associated with a category.




Figure 4-5

Whether favorable or unfavorable, a stereotype is an exaggerated belief associated with a category.  Its function is to justify our conduct in relation to that category.  We all have stereotypes.  Once you have them, they are yours for life.  There are soldiers and leaders in the Army that stereotype individuals into a category.  An example of stereotypes may be:  “Women are not good drivers” or “White men can’t play basketball”.  There are both men and women who are bad drivers and anybody can play basketball.  What we want you as soldiers to learn is you must not make decisions affecting others based on stereotypes.

	INSTRUCTOR NOTE:  Show viewgraph 4-6, Characteristics Of Stereotypes..


	CHARACTERISTICS OF STEREOTYPES

· Fixed, rigid ideas

· Associated with a group or category of people

· Not supported by evidence

· Can be favorable or unfavorable

· Driven by motive


Figure 4-6

There are several characteristics that can be identified with stereotypes.  Stereotypes are fixed, rigid ideas; usually associated with a group or category of people; they are not supported by evidence; can be favorable or unfavorable, and driven by motive.

Stereotypes are fixed, rigid ideas.  An example may be all minorities are uneducated, lazy, or poor.


Associated with a group or category of people.  This is based on outward features such as skin color.


Not supported by evidence.  For example, the supply sergeant at my last unit was crooked.  Does this mean all supply sergeants are crooked?  No, not all supply sergeant are crooked.


Can be favorable or unfavorable.  An example is a stereotype that all Asians are polite and intelligent, therefore I’ll get along well with them.  

Driven by motive.  An example of this is moving out of a neighborhood, which suddenly becomes integrated, because the value of my property will decline.

People respond to information that is important to them, categorize that information, generate expectations, guide their behavior based on the expectation, and assign characteristics to the categories.  This leads to the “in-group” (most like me) and the “out-group” (most different from me).  The people we tend to categorize or stereotype most are the out-group.

Stereotypes are obtained from many sources.  The most common of these sources are:

· Socialization process. 

· Books.  

· Mass Media.

· Educators and public officials.

	INSTRUCTOR NOTE:  Have group discuss how the perception process and stereotypes can affect behavior, communication, and mission accomplishment..  Show viewgraph 

4-7, Strategies To Correct Inaccurate Perceptions.



	STRATEGIES TO CORRECT INACCURATE

PERCEPTIONS

· Acceptance of differences in people

· Active listening

· Provide feedback

· Own your behaviors/feelings

· Receive feedback

· Use inclusionary language

· Avoid stereotypes


Figure 4-7

There are several strategies you can use to correct inaccurate perceptions and they are:



Acceptance of differences.  Disagreement is okay.  But rather than use statements such as “you’re wrong” or “that’s your perception,” try using, “I differ.”  Don’t deny the other person’s experiences.  Look at people objectively.



Active listening.  Listen for understanding, not agreement.



Provide feedback.  Be behavior specific.  Let others know what impact their behavior has on you.  Always address the behavior and not the individual.



Take ownership for feelings and behaviors.  Share with the group where you stand on certain issues, and be willing to explore how you got there.



Receive feedback.  Don’t defend or rationalize your behavior.  Accept what others have to say.  Remember, agreement is not necessary.



Use inclusionary language.  If it’s your feeling or behavior, take ownership by saying “I” versus “we” or “they.”



Avoid stereotypes.  Work to learn not to stereotype. 

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the students what are the perceptual shortcuts in the perception process and what they involve. The answers should include –

· First impression

· Self-fulfilling prophecy

· Just-Like-Me

· Blaming the victim

· Halo effect.

Ask the students what are the characteristics of stereotypes and give examples.  The answers should 

include –

· Fixed, rigid ideas

· Associated with a group or category of people

· Not supported by adequate evidence

· Can be favorable or unfavorable

· Driven by motive

CLOSING:  During this block of instruction, we have discussed the perception process. Never assume, deal with facts, never exclude anyone, and remember that we are all different, with different values, beliefs and socialization.  Do not expect others to fulfill your expectations based on your own stereotypes.  I would like to end this lesson with a quote by author Dennis Kimbro.  “One of the most important aspects of achievement is training the eyes to see properly.  Sight is an interesting phenomenon.  We see things not as they are, but as we are.  Our perception is shaped by past experiences, according to faith and consciousness.”  In other words, seeing is not believing.  Believing is seeing.  We can only see in others what lies within ourselves.  Summarize lesson objectives.

TASK:
Describe the relationship between Discrimination and Power.

CONDITIONS:
In a classroom environment. 

STANDARDS:
Correctly describe the relationship between discrimination and power.
TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEED FOR INSTRUCTION:
Overhead projector, viewgraphs #5-1 through viewgraph #5-7 and Practical Exercise #5-1.

TOPICS COVERED:
This lesson plan defines discrimination, racism, sexism, prejudice, and explains the relationship between discrimination and power.

LEAD-IN:  Hopefully, blatant incidents of discrimination in the Army today are a rare occurrence, rather than a common one as in times past.  However, recognizing isolated incidents may still occur, and to fully safeguard against discrimination, we must understand some of the factors involved in discrimination.  As a soldier, you should always be alert to what types of behaviors can directly and indirectly lead to situations where discrimination might happen.  It is your responsibility to advise the chain of command whenever you believe something is occurring which may lead to discrimination.  

CONCEPTS OF EO/EEO VIOLATIONS

	INSTRUCTOR NOTE:  Show viewgraph 5-1, Concepts of EO/EEO Violations.



	CONCEPTS OF EO/EEO VIOLATIONS

· Prejudice

· Racism

· Sexism

· Discrimination



Figure 5-1

There are four basic concepts that define behavior or actions, which violate the Army's EO/EEO policies.  They are:

· Prejudice.

· Sexism.

· Racism.

· Discrimination.

PREJUDICE.  Prejudice is a negative attitude or feeling toward certain groups based upon faulty and inflexible generalizations.  It is an unfavorable opinion or feelings formed beforehand without knowledge, thought, or reason.  It can also be any preconceived opinion or feeling which is favorable toward certain groups.  Prejudice is a major component of personal racism or sexism, which is an over generalization of facts and erroneous beliefs.  Prejudice is first developed and manifested with two components: the attitude or thinking component and the emotional or feeling component.  Attitudes of superiority and stereotypes are formed at the thinking level by people who believe they are better because of their race or gender.  Emotions such as fear, hate, or anxiety caused by close association with other racial or ethnic groups are strong by-products of prejudice at an emotional or feeling level.

A third component of prejudice is the behavior associated with acting out the prejudice.  This is evidenced in the tendencies of a person to act out their prejudice by discriminating against a group or its individual members.  The more intense the prejudice, the more likely it will be acted upon.

	INSTRUCTOR NOTE:  Show viewgraph 5-2, Acting out Prejudice.



	ACTING OUT PREJUDICE

· Disparaging Terms

· Avoidance

· Discrimination

· Physical Attacks

· Extermination, Genocide, or Ethnic Cleansing 



Figure 5-2

ACTING OUT PREJUDICE.  The measures that individuals or groups will take to act out their prejudice translate into five basic levels of action.  Each level of action represents an escalation of behaviors.



Disparaging Terms.  People who are prejudiced might act out their feelings in a variety of ways.  The first and most common form of prejudicial behavior is "bad mouthing" or using degrading terms to describe members of a different gender or racial group.  This behavior can be shown in a number of ways such as using phrases ("Male, white, and 21), testimonials ("Some of my best friends are Black, White, Hispanic….. "), and stereotype language ("We jewed him down").  Other behaviors involve the use of caricatures in exaggerated situations.  Ethnic and sexist jokes are the most popular and continue to get a lot of attention in the entertainment media.  Another common behavior is the use of negative ethnic or gender characteristics as metaphors.  Examples of these are: "Chinese fire drill", "Mexican showdown," "Indian giver" or "Chinaman's chance."



Avoidance.  A second method of acting out prejudicial behavior is the use of avoidance.  If the feelings and emotions associated with the prejudice are intense, they will lead a prejudiced person to avoid contact with the disliked group.  The need to avoid a specific group can come at a high cost and personal inconvenience.  For example, moving out of the neighborhood, because it’s becoming integrated.



Discrimination.  A third method of acting out prejudicial behaviors is discrimination.  Prejudiced people make personal distinctions in their treatment of a specific group.  They often actively strive to exclude or deny opportunities or fair treatment to the disliked group that are offered to more favored groups.



Physical Attacks.  A fourth type of behavior in acting out prejudice is to engage in physical attacks.  Under conditions of heightened emotions, prejudice may lead to acts of direct or indirect violence.  Direct violence is the actual assault on a person or group, while indirect violence is focused more at the property or institutions of the disliked group.  (Examples are derogatory words written on buildings, swastikas on Jewish synagogue, 

etc.)

	INSTRUCTOR NOTE:  Ask the group to describe a time when they believed they were discriminated against?  How did they know?  How did they feel?




Extermination, Genocide, or Ethnic Cleansing.  The final and most extreme form of prejudicial behavior is extermination, or genocide.  This is the ultimate degree of violent expression because of prejudice.  Acts such as lynching, massacres, holocaust, and ethnic cleansing are some of the methods used.  Examples of recent events involving extermination or genocide include the Jews of Europe in the 1930s and 1940s, the massacres in Rwanda and the mass killings among the Muslims, Croats and Serbs in Bosnia-Herzegovina during the 1990s.  Extermination and genocide are not issues of the past we only read about in history books - they are a reality we are confronted with today.

RACISM

	INSTRUCTOR NOTE:  Ask the group ”What is racism?”  Show viewgraph  5-3, Racism.


	RACISM
Racism is defined as any attitude or action by an individual, group, or institution to subordinate another person or group because of skin color or other physical traits associated with a particular group.


Figure 5-3

RACISM.  Racism is defined as any attitude or action by an individual, group or institution to subordinate another person or group because of skin color or other physical traits associated with a particular group.  During the history of America, this has been true of Blacks, Hispanics, Native Americans, Asians, and other minority groups.  Just being aware of a soldier's race or color, even for decisions about behaviors or other perceptual qualities, is not in and of itself racist.  Racism occurs when the reaction to such distinctions is to dominate or subordinate an individual or group.


Personal or individual racism refers to a person's prejudicial belief and discriminatory behavior against certain groups because of their race or skin color.  Personal or individual racism is motivated by a belief or assumption of superiority or inferiority based on skin color or some other physical trait associated with race.  Generally, minorities, who lack power and institutional support, cannot practice racism.  They can, however, act out racist behaviors.


Institutional racism refers to the policies of schools, businesses, law enforcement agencies, and other community and governmental activities that restrict or deny the opportunities of certain groups because of race or skin color.  Unlike personal racism, institutional racism does not have to be a deliberate or intentional practice.  The mere fact that certain groups are victims of unequal treatment due to their race or skin color is sufficient to classify an institution as practicing a form of racism.

	INSTRUCTOR NOTE:  Ask the group “Can a person be prejudiced and not be a racist?”  (Yes, because racism is based solely on race or skin color.)



SEXISM

	INSTRUCTOR NOTE:  Ask the group “What is sexism?”  Show viewgraph

5-4, Sexism




	SEXISM

Sexism is defined as an attitude, behavior, or conditioning that fosters stereotypes of social roles based on sex or gender.



Figure 5-4

SEXISM.  Sexism has many similarities to racism.  However, it is based on an attitude of superiority or inferiority because of gender differences.  Sexism is defined as an attitude, behavior, or conditioning that fosters stereotypes of social roles based on sex or gender.  Another aspect of sexism is the individual or group belief that the differences between genders allow members of one gender rights and privileges that are not extended to the other gender.  A person of either gender can be sexist.  However, the greatest number of complaints about sexist behaviors come from women.  One of the reasons sexism is so prevalent within American society is the cultural or socialization process.  This may also explain why sexual harassment, a by-product of sexism, is so prevalent in our society and so difficult to eliminate.  As with racism, it is difficult for women, who lack power and institutional support, to practice sexism.  Women, however, just as men, can demonstrate sexist or pro-sexist behaviors.

DISCRIMINATION

	INSTRUCTOR NOTE:  Show viewgraph 5-5, Discrimination.




	DISCRIMINATION
Webster’s Dictionary:

     Discrimination is defined as the act or ability to discriminate or make a difference or clear distinction.

EO/EEO Perspective Definition:

     Actions or practices carried out by members of dominate groups - or their representatives - which have a differential and harmful impact on members of subordinate groups.



Figure 5-5

DISCRIMINATION.  The dictionary defines discrimination as the act or ability to discriminate or make a difference or clear distinction.  Within the context of the Army's EO/EEO programs there are actions, which are defined as legal and illegal forms of discrimination, based on constitutional or public law.  Within a cultural or social setting, discrimination has a very different connotation.  From this perspective it does not matter whether the discrimination is legal or illegal, its' “end results” is a differential or harmful impact on minority groups that is applied or practiced by members of a dominant group or the society at large.  Traditionally there are three basic characteristics of discrimination.

	INSTRUCTOR NOTE: Students may raise issues about the concept or the actual practices of "Reverse Discrimination." The concept is one, which declares that actions or practices that discriminated against minorities and women have now been "reversed" against white males.  Explain that Army EO/EEO policies are not designed to discriminate or show favoritism or preferential treatment to any one group.  Show viewgraph 5-6, Characteristics of Discrimination.



	CHARACTERISTICS OF DISCRIMINATION

· Overt or Hidden

· Direct or Indirect

· Intentional or Unintentional


Figure 5-6

The following are samples that can be used to explain each characteristic:



Overt:  Sign on the door of a male only club that says no men or no women allowed.



Hidden:  Banks or other financial institutions which red-line certain areas for personnel or business loans.  Red-lining involves not giving loans to businesses or residence residing in a particular area of the city.



Direct:  Acts of sexual harassment targeted at men or women in the work place.



Indirect:  Placing a specific (and unnecessary) educational requirement for a job or a position would tend to eliminate groups who historically have had less educational opportunities than majority groups.



Intentional:  Using discriminatory/ethnic or racial slurs.



Unintentional:  Designing and manufacturing weapons to be fired or operated from the right side.

POWER

DEFINE POWER:  Power is the potential ability of one person in a relationship to influence the others in the relationship psychologically and/or behaviorally.

As a soldier, you must be especially sensitive to and understand the direct link between discrimination and power.  Without power, discrimination is ineffective; with power, prejudiced individuals can discriminate and maintain the dominance of one individual or group over another.  We use the term power in this context to describe the expenditure of energy to control or influence others, or to control resources, to get things done.  An Army leader is given power to make decisions or rules which can effectively discriminate and define who belongs and who does not.  Without power, discrimination is relatively passive.  With power, unlawful discrimination is an unethical violation of the Army’s policy because it denies fair treatment or any chance for equal opportunity.

	INSTRUCTOR NOTE:  Show viewgraph 5-7, Types of Power.




	TYPES OF POWER

· Formal Power

· Informal Power


Figure 5-7

FORMAL POWER.  Based on position, rank, and/or status, not necessarily earned.  It requires the support of the organization.

	INSTRUCTOR NOTE:  Ask the group for some examples of formal power.



INFORMAL POWER.  Based on ability, not necessarily position, rank, and/or status.  It cannot be conferred, and does not require the support of an organization. (Earned)

	INSTRUCTOR NOTE:  Ask the group for some examples of informal power.



MISUSE AND ABUSE OF POWER.  While proper use of power can make you a more effective soldier and contribute to mission accomplishment, it is also possible to abuse or misuse that power.  It is a natural product of continued service in the Army by virtue of getting promoted and inheriting more power as you progress upward through the ranks.  However, it can be very detrimental to the mission if not properly used.  And if misused in connection to equal opportunity related areas, it can have a very damaging impact on the unit and morale.  If misused, it can turn to discrimination toward specific individuals and groups.  We must always work to ensure this does not happen.

INSTITUTIONAL DISCRIMINATION.  Discrimination can occur on a personal level or it may exist embedded in an institution.  As discussed earlier, prejudiced individuals practice discrimination by making personal distinctions in their treatment of other individuals or groups.  When whole organizations or societies practice this behavior, it is called institutional discrimination.

Within the military, institutional discrimination could be defined as any systemic or functional practices that discriminate or manifest unequal treatment because of race, color, national origin, religion, or gender.  An example would be the exclusion of women into certain job specialties.  Unlike other forms of discrimination discussed earlier, institutional discrimination is multifaceted and more complex.

Just as with institutional racism, it is irrelevant whether the actions of the institution were intentional or not.  What matters is the negative impact suffered by members of subordinate groups.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.




Ask the group what are the characteristics of discrimination.

· Overt

· Hidden

· Direct

· Indirect

· Intentional

· Unintentional

Ask the group what are the two types of power.

· Formal

· Informal

CLOSING:  During this period of instruction we examined the behaviors that violate the Army's EO/EEO Policies.  We have examined and defined the concepts of racism, sexism, and discrimination.  We tied these separate concepts together allowing you to see how they are interrelated.  You participated in a practical exercise, which provided you with insight and experience in identifying behaviors that violate the Army's EO/EEO policies and concepts.  Summarize lesson objectives.
	INSTRUCTOR NOTE:  Conduct Practical Exercise #5-1, Identify Behaviors or Actions that Violate the Army’s EO/EEO Policies/Concepts.



TASK:
Describe the Army’s Equal Opportunity Complaint Procedures.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the Army’s Equal Opportunity Complaint Procedures.

TARGET AUDIENCE:  Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, viewgraphs #6-1 through #6-7.

TOPICS COVERED:
This lesson plan describes the Army’s Equal Opportunity Complaint Procedures, appeals, reprisals, and the Military Whistleblower Protection Law.

LEAD IN:  A key component of the Army’s EO Program is an effective and responsive complaint system.  The Army has established two separate but comprehensive complaint systems for military personnel and civilian employees.  The Army wants to ensure every soldier and DA civilian has a readily available system that treats all complaints seriously.  Soldiers, family members, and DA civilians have the right to present their complaints to their leaders or supervisors without fear of intimidation, harassment of reprisal.

TYPES OF EO COMPLAINTS

	INSTRUCTOR NOTE:  Show viewgraph 6-1, Types of EO Complaints.



	TYPES OF EO COMPLAINTS

· Informal

· Formal


Figure 6-1

The EO complaints processing  system addresses complaints that allege unlawful discrimination or unfair treatment on the basis of race, national origin, color, gender, religion, or sexual harassment.  Attempts should always be made to solve the problem at the lowest possible level within an organization.  The Army has two types of EO complaints within its EO complaint process.  They are informal and formal.

Informal Complaint.  An informal complaint is any complaint not submitted in writing on DA Form 

7279-R.  Informal complaints are not subject to any timeline suspense, nor are they reportable to higher headquarters.  The informal complaint process does help facilitate the resolution of your grievance at the lowest possible level.  These complaints may be voiced to the offending party, to someone in a position of authority, or both.  The intention is that the offending behavior will cease with no further action required.  When considering the use of the informal process, the following are some factors, which may help in that determination:

· Not required to be filed in writing.

· Resolution at the lowest level possible.

· No requirement for chain of command intervention.

· May not involve the chain of command.

· May use assistance of other unit members, EORs, or other officials.

· Confidentiality possible (but not guaranteed).

· Not subject to timeline suspense.

· Informal process has good chance for success.

· Severity of complaint does not warrant formal complaint.

Individuals have the responsibility to help resolve their complaints by confronting the alleged offender or by informing other appropriate officials about the offensive behavior or other allegations of disparate or unfair treatment.  However, depending on the severity of the offense or the nature of the allegation, this may not always be appropriate.  Individuals are also responsible to advise the command of the specifics of discrimination or sexual harassment and provide their chain of command an opportunity to take appropriate action to resolve the issue(s).  All personnel are responsible to submit only legitimate complaints and exercise caution against frivolous or reckless allegations.

The mere fact a soldier wants to handle a complaint informally, does not prevent or exempt allegations from intervention by the chain of command.  Should it be necessary to conduct a formal investigation to resolve an informal complaint, the soldier may be required to make a sworn statement or asked to submit a formal complaint.  A memorandum for record should be prepared by person’s who work on resolving complaints.

Formal Complaint.  A formal EO complaint is submitted in writing using DA Form 7279-R (EO Complaint Form).  

	INSTRUCTOR NOTE:  Recommend a copy of DA Form 7279-R be provided to each individual receiving instruction.




Unlike the informal process, the formal complaint requires documentation by the chain of command to investigate the allegations, and if warranted, take necessary corrective actions.  A formal complaint is an allegation of unlawful discrimination or sexual harassment that is submitted in writing to the proper authority and processed through official complaint channels.  The formal complaint process contains specific timelines for the accomplishment of certain actions.

The decision to file a formal EO complaint may be based on the following factors:

· Inability to resolve the complaint informally.

· Soldier uncomfortable with the informal process.  

· Issue may warrant an official investigation.

· Soldier wants an official record kept of the complaint.

· The complaint is against a member of the soldier’s chain command or another superior officer.

· Desire of the soldier to use an outside agency or higher echelon commander.   

Anyone who wishes to file a formal complaint has 60 calendar days from the date of the alleged incident.  This time limit is established to set  reasonable parameters for the inquiry or investigation and resolution of complaints (e.g., availability of witnesses, accurate recollection of events, and timely remedial action).  However, the commander may at his or her discretion, choose to investigate and take action on a complaint filed after the 60 calendar day period.  Allegations that are criminal in nature are exempt from the 60-day rule and should be immediately referred to the proper agency (Provost Marshal or CID) for  investigation.

As a soldier, you need to be familiar with the EO complaint process, suspense timelines, and other agencies which individuals may submit EO complaints.  The following personnel or agencies are available to assist with an EO complaint:

	INSTRUCTOR NOTE:  Show viewgraph 6-2.




	ALTERNATIVE AGENCIES

· A Higher Echelon Command
· Command Equal Opportunity Advisor (EOA).
· Chaplain (CH)
· Staff Judge Advocates (SJA)
· Provost Marshal (PM)
· Inspector General (IG)
· Community Homefinding Referral and Relocation Services Office (CHRRSO)

· Medical Agency Personnel


Figure 6-2

A Higher Echelon Commander:  Soldiers are encouraged to submit their complaint to their immediate commander.  However, if they feel uncomfortable submitting it to someone in their immediate chain of command, submitting the complaint to a higher level commander, such as your battalion, brigade, or installation commander, may be the next best option.  

Equal Opportunity Advisor (EOA):  The EOA is assigned at brigade or higher levels to help commanders implement their EO program.  The EOA is trained to receive, process, and conduct inquires into complaints of discrimination and sexual harassment.  In addition, the EOA has the expertise to make recommendations for corrective actions and may advise the commander on appropriate sanctions against violators of EO policies.

Chaplain (CH):  The Chaplain serves as advisor to the command on all religious matters and provides guidance on religious practices, family and marital counseling, and other secular or non-secular services.  The chaplain is the primary subject matter expert on addressing issues about religious discrimination/accommodation.

Staff Judge Advocate (SJA):  The SJA is primarily responsible to the commander on all legal matters.  The SJA  serves as an advisor in litigating criminal offenses; assesses trends in administering punishment and allegations of discrimination in administering military justice; may receive complaints about discrimination in legal proceedings or about administering judicial and non-judicial punishment.

Provost Marshal (PM):  The PM is primarily responsible for receiving and investigating violations of the UCMJ which are criminal in nature.  The PM is responsible to the commander for monitoring the treatment of soldiers and investigating complaints of discrimination or unfair treatment by off-post activities.

Inspector General (IG):  The IG serves as advisor to the commander on all matters of command.  The IG is responsible for monitoring and inspecting command functions, which are essential to mission effectiveness and combat readiness.  The IG’s office is the principle agency for receiving and investigating complaints about command environment and leadership. The timelines specified in the EO complaints process do not apply to complaints filed with the IG.

Community Homefinding Referral and Relocation Service Office (CHRRSO):  The CHRRSO is responsible for monitoring and administering the installation’s housing referral program.  The CHRRSO will receive and investigate complaints of discrimination in rental or sale of off-post housing.

Medical Agency Personnel:  Medical agency personnel are assigned primarily at installation clinics and hospitals, but are also available at separate units, battalions, and brigades up to and including the command surgeon.  These personnel advise and assist the commander on matters about conserving and replenishing the command’s fighting strength, by prevention, curative, restorative care, and other medical related services.  In the event of an incident of sexual assault or rape, medical agency personnel provide assistance in the treatment and counseling of the victim.

EO Hotline:  In addition to the alternative agencies, each installation has an EO Hotline.  This hotline is normally used to provide advice and information on discrimination and sexual harassment.  It can provide procedural information on the filing of equal opportunity complaints and clarify what constitutes an act of sexual harassment.  However, EO complaints cannot be received over the phone.  The hotline can also provide information on the complaint appeals process to include access to higher levels of authority, if resolution cannot be accomplished at the unit or installation level. 

	INSTRUCTOR NOTE:  Provide the group with the EO Hotline telephone number.  Show viewgraph 6-3.  Timelines of Investigations.




	TIMELINES OF INVESTIGATIONS

· 14 Calendar Days to Investigate
· 72 Hours to Report to First GCMCA
· 30 Calendar Days for Extension
·  7 Calendar Days to Appeal



Figure 6-3

Through inquiry or investigation the commander or alternative agency will determine the facts as they pertain to the allegations in the complaint.  Should the commander or alternative agency determine during the inquiry that sufficient evidence exists to warrant an investigation, e.g., evidence is in dispute or evidence of criminal activity, the complaint must be referred to an appropriate commander for investigation.  The commander or alternate agency must conduct an inquiry/investigation within 14 calendar days (or three weekend drill periods for Reserve Components) of refer in 3 calendar days (next drill period) to the appropriate agency, commander of higher echelon commander.  Complainants must receive written feedback within 14 calendar days (three drill periods for RC) on DA Form 7279-R.  If, due to extenuating circumstances, an inquiry or investigation cannot be completed in 14 calendar days, an extension of 30 calendar  days (or two weekend drill periods) may be approved by the next higher echelon commander.  Failure to adhere to the timelines will result in automatic referral of the complaint to the next higher echelon commander for investigation and resolution. 

Actions to Resolve Complaint:  Upon completion of the inquiry or investigation, and reviewed by the EOA, the appropriate commander will render a decision.  The complaint will be either “substantiated” or “unsubstantiated.”  An unsubstantiated complaint is normally rendered for the following reasons:

· There was insufficient or no evidence to support the allegation(s).

· Evidence uncovered during the inquiry or investigation thoroughly disputed the allegation(s).

	INSTRUCTOR NOTE:  An unsubstantiated complaint is not fraudulent or false solely on the basis of it being unsubstantiated.  It just means that the allegation could not be proven.  Other factors determine whether or not allegations are considered false.  


A complaint, which is substantiated, is normally rendered for the following reasons:

· There was sufficient evidence to support the basis of the complaint.

· There was sufficient evidence to support all or part of the allegation(s).

	INSTRUCTOR NOTE:  Explain that findings of unfair or disparate treatment may be substantiated in lieu of a findings of discrimination based on race, gender or other EO categories.



In either event the soldier will be briefed on the findings by the appropriate commander, his or her designated representative, or the agency handling your complaint.  The soldier will be required to acknowledge the results of the inquiry or investigation on DA Form 7279-R.  Their acknowledgment does not necessarily signify they are in agreement with findings.

15.  A complaint is resolved by action to  restore benefits and privileges lost because of unlawful discrimination or sexual harassment.  Punitive or administrative actions against any offender, to include remedial training, is a chain of command decision.  Even if the complaint was unsubstantiated, a commander may choose to address the concerns and take some form of corrective action(s).

APPEALS

	INSTRUCTOR NOTE:  Show viewgraph 6-4, Appeals Process.  




	APPEALS PROCESS

· Submit On Separate Paper Within 7 Calendar Days
· Specify Issues You Disagree With
· Submit To Immediate Or Next Higher Commander
· May Request Appointment With Appeal Authority
· Final Decision Authority - First General Court Marshal Convening Authority In Chain Of Command
· No Further Appeal Available Within EO Complaint System



Figure 6-4

If the complainant perceives the investigation failed to reveal all relevant facts to substantiate the allegations, or the actions taken by the command on his or her behalf were insufficient to resolve the complaint, the complainant has the right to appeal to the next higher commander in their chain of command.  The complainant may not appeal the action taken against the perpetrator, if any is taken.

Soldiers have seven calendar days (next drill period for RC), from the date of notification of the results of the investigation and acknowledgment of the actions of the command to resolve the complaint to submit an appeal.

Appeals must be in writing and provide a brief statement, which identifies the basis of the appeal.  This will be done using DA Form 7279-R (EO Complaint Form).  After completion, the form will be returned to the commander in the chain of command who either conducted the investigation or appointed the investigating officer. 

Once an appeal has been initiated, the commander has three calendar days (one weekend drill for RC) to refer the appeal to the next higher commander.  The commander of the next higher command will have 14 calendar days (three drill periods for RC) to consider the appeal.  Actions on the appeal will be to approve it, deny the appeal, or order an additional investigation.  The commander acting on the appeal shall provide written feedback to the complainant within 14 calendar days of the results.

Complaints that are not resolved at brigade level may be appealed to the GCMCA.  Decisions at this level are final.  

REPRISALS, INTIMIDATION, AND HARASSMENT

	INSTRUCTOR NOTE:  Show viewgraph 6-5, Reprisal.  




	REPRISAL

Taking or threatening to take an unfavorable personnel action or withholding or threatening to withhold a favorable personnel action, or any other act of retaliation, against a military member for making or preparing a protected communication.


Figure 6-5

All Department of the Army personnel are prohibited from taking any action that might discourage them, any family member, or DA civilian from filing a complaint or seeking assistance to resolve an EO grievance.  Army personnel are prohibited from taking any disciplinary or other adverse action against a complainant, or other DA personnel, seeking assistance, or cooperating with investigating officers, Inspector General, or other law enforcement agencies.  However, this does not preclude commanders from taking action against those who file fraudulent complaints or give false statements.

	INSTRUCTOR NOTE:  Show viewgraph 6-6, Forms of Reprisal.  




	FORMS OF REPRISAL

· Threatening
· Intimidation
· Harassment


Figure 6-6

There are three forms of reprisal:

· Threatening:  To give signs or warnings of, or to announce as intended or possible actions.

· Intimidation:  To make timid, frighten, to inhibit or discourage by or threaten with harm or adverse treatment.

· Harassment:  To annoy or torment repeatedly, persistently, to wear out, exhaust, or impede by repeated attacks.

Individuals are also protected against making protected communication.  A protected communication is any lawful communication or disclosure to a Member of Congress, Inspector General of any service, members of any DoD audit or inspection teams, chain of command, or investigative or law enforcement agencies in which a soldier makes a complaint or provides information they reasonably believe is evidence of the following:

· A violation of law or regulations.

· Severe case of mismanagement.

· Fraud or a gross waste of public funds.

· An abuse of authority or position.

· Presents a substantial danger to public safety.

Protected communication also includes circumstances where a military member:

· Is preparing to make a lawful communication, but it was not actually submitted, or delivered.

· Did not actually communicate or complain, but was believed to have done so.

· Cooperated with or otherwise assisted in an audit, inspection, or investigation by providing information you believed evidenced wrong doing.  (Example is:  acted as a witness or responded to requests for information in a lawful communication.)

Unfavorable actions include any action taken that might affect or have the potential to affect a soldier’s current position or career opportunities.  Such actions include, but are not limited to the following:

· Promotions or other types of advancement.

· Administrative, disciplinary or other corrective or punitive action.

· Transfers or reassignments.

· Decisions concerning pay, benefits, awards, training or schools.

· Counseling, reprimands or performance evaluation.

· Other changes in duties or responsibilities inconsistent with military rank or position.

MILITARY WHISTLEBLOWER PROTECTION ACT

	INSTRUCTOR NOTE:  Show viewgraph 6-7, Military Whistleblower Protection Act Prohibits.  




	MILITARY WHISTLEBLOWER PROTECTION ACT 

PROHIBITS:

· Restricting a member of the Armed Services from making a protected communication with a member of Congress, DoD officials or other law enforcement agencies. 
Taking or threatening to take an unfavorable personnel action, withholding or threatening to withhold a favorable personnel action, as reprisal for making or preparing a protected communication.


Figure 6-7

The Military Whistleblower Protection Act:  Section 1034, Title 10, United States Code (U.S.C.), requires an expeditious investigation of all allegations of reprisal for whistleblowing submitted by military members.  (DoD Directive 7050.6, Military Whistleblower Protection Act, implements Section 1034, Title 10, U.S.C.).  The Military Whistleblower Protection Act and regulation prohibit:

· Restricting a military member from communicating with Members of Congress, DoD officials, or other law enforcement agencies.

· Taking or threatening to take an unfavorable personnel action or withholding or threatening to withhold a favorable personnel action as reprisal for making or preparing a lawful communication.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the group what are the two types of EO complaints.

· Formal

· Informal

Ask the group what is the level in the chain of command in which a complaint should be resolved.

· Resolve complaint at the lowest level in the chain of command.

Ask the group what are the alternative agencies in which to file an EO complaint.

· A higher echelon commander

· Equal Opportunity Advisor

· Chaplain

· Staff Judge Advocate

· Provost Marshal

· Inspector General

· Community Homefinding Referral and Relocation Service Office

· Medical Agency Personnel

Ask the group how many days do they have to report an incident of discrimination.

· Within 60 calendar days from the date of the incident.

Ask the group what are the three forms of reprisal.

· Threatening

· Intimidation

· Harassment

Ask the group what action they should take if a soldier or family member is threatened with reprisal.

· Immediately report it to the chain of command, the Inspector General, or a higher echelon commander.

CLOSING:  During this block of instruction, you were given training on the Army’s EO Complaint Procedures.  Included were the types of complaints, agencies available to you, applicable laws and regulations, the appeals process. Additionally, you received information on the Military Whistleblower Protection Act, which are applicable to acts of reprisal against individuals filing EO complaints.  The most important issue on EO complaints is to remember that a majority of all EO complaints can be resolved informally by the chain of command.  The EO complaint process is designed to assist soldiers and their family members in resolving their issues and is not to be used as an act of reprisal.  Summarize lesson objectives.

TASK:
Describe the Army’s Policy on the Prevention of Sexual Harassment.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the Army’s policy on the prevention of sexual harassment.

TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, viewgraphs #7-1 through Viewgraph #7-8, and Practical Exercise #7-1.

TOPICS COVERED:
This lesson plan defines the Army’s policy on sexual harassment, explains the categories of sexual harassment, the elements of sexual harassment, sexual harassment behaviors, and techniques to resolve sexual harassment issues.

LEAD-IN:  During recent years, the controversial subject of sexual harassment has been brought to the public’s attention, because of incidents at various military installations around the world involving trainees and noncommissioned officers and officers.  These events have resulted in some positive impacts over the long term.  Because of these events, more people are openly discussing situations they faced even several years ago.


Sexual harassment is not limited to the work place.  It can occur almost anyplace.  This behavior always violates acceptable standards of character and fairness required of all soldiers.  It stands as an obstacle to unit cohesion and mission accomplishment.  For these reasons, such behavior cannot and will not be tolerated.


The sooner we realize sexual harassment affects us all and we all must play a part in solving this problem, the sooner we will be rid of it.  One of your jobs, as soldiers is to be alert to what is happening within your unit with regard to sexual harassment.  Where you may have been content to overlook certain types of behavior in the past, you should now be fully tuned into behaviors that either are sexual harassment, or can lead to an environment, which fosters sexual harassment.
POLICY AND DEFINITIONS

 SEXUAL HARASSMENT POLICY & DEFINITION.  "The policy of the United States Army is that sexual harassment is unacceptable conduct and will not be tolerated."  This is the opening sentence of the "Army Policy on sexual harassment" signed by the Secretary of the Army and Army Chief of Staff.

	INSTRUCTOR NOTE:  Show viewgraph 7-1, Definition of Sexual Harassment.




	DEFINITION OF SEXUAL HARASSMENT
A form of sex discrimination that involves unwelcomed sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature when -

· A person’s job, pay, or career placed at risk

· An employee’s employment or career placed in jeopardy

It creates an intimidating, hostile, or offensive work environment


Figure 7-1

Sexual harassment is defined in AR 600-20 as a form of gender discrimination that involves unwelcomed sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature when:

· Submission to or rejection of such conduct is made either explicitly or implicitly a term or condition of a person's job, pay, or career, or

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

· Such conduct has the purpose or effect of unreasonably interfering with an individual's performance or creates an intimidating, hostile, or offensive working environment.

	INSTRUCTOR NOTE:  To clarify, the following is offered as a distinction between numbers 1 and 2: Number 1 could be if a person was told upfront, “you cooperate with me and I’ll do this for you...”  Number 2 could be a situation when a person rejects an advance or proposition, and at a later time that was factored into a supervisor’s decision making process for promotion or job advancement.



The definition emphasizes workplace conduct.  To be considered as "abusive work environment" harassment, it need not result in concrete psychological harm to the victim.  The conduct need only be so severe or pervasive that a reasonable person would perceive, and the victim does perceive, that the work environment is hostile or abusive.  Workplace is an expansive term for military members and may include on or off duty, 24 hours a day.

Any person in a supervisory or command position who uses or condones implicit or explicit sexual behavior to control, influence, or affect the career, pay, or job of a soldier or civilian employee is engaging in sexual harassment.  Similarly, any soldier or civilian employee who makes deliberate or repeated unwelcome verbal comments, gestures, or physical contact of a sexual nature in the workplace is also engaging in sexual harassment.

Do not confuse the definition of sexual misconduct with that of sexual harassment.  Sexual Misconduct is the act of imposing consensual or non-consensual sexual desires upon another.  Consensual sexual misconduct includes fraternization and adultery.  Non-consensual sexual misconduct includes the crimes of rape, forcible sodomy, indecent assault, and indecent language.  These acts are prejudicial to the good order and discipline of the armed forces or of a nature, which brings discredit upon the armed forces. Sexual misconduct is a completely separate issue dealing with criminal behavior, while sexual harassment is not criminal in nature.

TYPES OF SEXUAL HARASSMENT.  There are two basic types of sexual harassment behavior.  They are:

· Quid Pro Quo.

· Hostile Environment.

	INSTRUCTOR NOTE:  Ask the group “What is Quid Pro Quo?”  Show viewgraph 7-2, Quid Pro Quo.




	QUID PRO QUO
· Latin term meaning, “this for that”

· Conditions placed upon a person’s career or terms of employment in return for sexual favors

· Promises of career advancement, promotions, and other benefits, should the victim give-in to the sexual advances


Figure 7-2


Quid Pro Quo.  Quid Pro Quo is a Latin term meaning “this for that”.  This term refers to conditions placed on a person’s career or terms of employment in return for sexual favors.  It involves threats of adverse action if the person does not submit or promises of favorable actions if the person does submit.  Examples include demanding sexual favors in exchange for a promotion; award or favorable assignment; disciplining or relieving a subordinate who refuses sexual advances and threats of poor job evaluation for refusing sexual advances.  Incidents of “quid pro quo” may also have a harassing effect on third persons.  It may result in allegations of sexual favoritism or general discrimination when a person feels unfairly deprived of recognition, advancement or career opportunities due to favoritism shown to another soldier or civilian employee based on a sexual relationship.  An example would be a soldier who is not recommended for promotion and who believes that his or her squad leader recommends another soldier in his or her squad for promotion based upon provided or promised sexual favors, not upon merit or ability.

	INSTRUCTOR NOTE:  Show viewgraph 7-3, Hostile Environment.




	HOSTILE ENVIRONMENT
· Offensive

· Unwanted

· Unsolicited comments and/or behaviors of a sexual nature


Figure 7-3

Hostile Environment.  A hostile environment occurs when soldiers or civilians are subjected to offensive, unwanted and unsolicited comments and behaviors of a sexual nature.  If these behaviors have the potential of unreasonably interfering with their performance, then the environment is classified as hostile. A hostile environment brings the topic of sex or gender differences into the workplace in any one of a number of forms.  It does not necessarily include the more blatant acts of “quid pro quo.”  It normally includes nonviolent sexual behaviors that are gender-biased.  Examples include use of derogatory gender-biased terms, comments about body parts, suggestive pictures, explicit jokes and unwanted touching.

In addition to the checklist, there are two elements, which must be understood in order to assess the appropriateness of any behavior.  Two of these elements are referred to as:

· Impact vs. Intent.  



What you as soldiers may consider to be joking or horseplay must be evaluated on its appropriateness and offensiveness as perceived by the recipient.  Assessing whether a behavior is appropriate or offensive must be done from the perspective of the victim, not the alleged harasser.  An excuse such as "I was only joking" is irrelevant.  In the event of a complaint, the impact of an incident or series of incidents is reviewed and evaluated from the complainant's perspective.



However, whether or not the victim is emotionally affected and/or willingly submitted to the behavior of the harasser is also irrelevant in determining an incident of sexual harassment.  The only relevant question to be answered is "was the behavior appropriate or inappropriate" as it relates to policy.

· Reasonable Person Standard.  

The reasonable person standard is used to predict the expected reaction to or impact of perceived offensive behaviors on the recipient.  The standard asks "How would a reasonable person under similar circumstances react or be affected by such behavior in certain incidents?”  Because of our socialization, men and women can watch the same behavior, but have a very different perspective about what they saw, and what they were feeling.

BEHAVIORS THAT CONSTITUTE SEXUAL HARASSMENT

SEXUAL HARASSMENT BEHAVIORS.   Sexual harassment behaviors that are related to hostile environments fall into three basic categories.  They are:

	INSTRUCTOR NOTE:  Show viewgraph 7-4, Sexual Harassment Behaviors.




	SEXUAL HARASSMENT BEHAVIORS
· Verbal comments

· Nonverbal gestures

· Physical contact




Figure 7-4

· Verbal Comments.

· Nonverbal Gestures.

· Physical contact.

	INSTRUCTOR NOTE: Ask the group “what are some types of verbal comments that you can identify as a form of sexual harassment?”



Verbal Comments.  Examples of verbal sexual harassment include telling sexual jokes and using profanity, threats, sexually oriented jody calls, sexual comments, whistling, and describing certain sexual attributes about one’s physical appearance. Another example of verbal sexual harassment is using terms of endearment such as “honey”, “babe”, “sweetheart”, “dear”, “stud” or “hunk” in referring to soldiers, civilian co-workers or family members.

	INSTRUCTOR NOTE: Ask the group “what are some forms of nonverbal harassment?”



Nonverbal Gestures.  Examples of nonverbal sexual harassment include staring at someone (i.e. “undressing someone with one’s eyes”), blowing kisses, winking, or licking one’s lips in a suggestive manner.  Nonverbal sexual harassment also includes printed material, displaying sexually oriented pictures; cartoons and using sexually oriented screen savers on one’s computer.  Further examples include sending sexually oriented notes, letters, faxes, or e-mail.  Nonverbal forms of sexual harassment may take on a more hostile appearance after the victim has rejected the advances of the offender.

Physical Contact. Examples of physical sexual harassment include touching, patting, pinching, bumping, grabbing, cornering or blocking a passageway, kissing, and providing unsolicited back or neck rubs.  Sexual assault and rape are often mistaken as physical forms of sexual harassment.  Sexual assault and rape are criminal acts.  When either occurs, it should be reported immediately to the chain of command, military police or other law enforcement agencies.

	INSTRUCTOR NOTE:  Make sure students understand and acknowledge that sexual assault and rape are often mistaken as physical forms of sexual harassment.  They are crimes punishable under military and civil law and should always be reported immediately to the commander, military police, or other law enforcement agency.



	INSTRUCTOR NOTE:  Show viewgraph 7-5, Sexual Harassment Checklist.




	SEXUAL HARASSMENT CHECKLIST

· Is the behavior sexual in nature?

· Is the behavior unwelcome?

· Does the behavior create a hostile or offensive environment?

· Have sexual favors been demanded, requested, or suggested?


Figure 7-5

SEXUAL HARASSMENT CHECKLIST.  In determining whether a specific incident or behavior constitutes sexual harassment, the following questions can help to create a frame of reference or mental picture for tying policy with related elements and behaviors.

· Is the behavior sexual in nature?

· Is the behavior unwelcome?

· Does the behavior create a hostile or offensive environment?

· Have sexual favors been demanded, requested, or suggested; especially as a condition of employment or career and job success?
Sexual harassment can manifest themselves in a number of ways.  Some are very obvious, while others may be well hidden and not so visible.

	INSTRUCTOR NOTE:  Show viewgraph 7-6, Victim Impact.




	VICTIM IMPACT

· Interferes with work performance

· Creates a hostile environment

· Stress

· Fear and Anxiety (Quid Pro Quo)

· Less productive


Figure 7-6

The first and most obvious impact of sexual harassment on a victim is it interferes with his or her work performance.  A soldier or civilian who has to fend off offensive and repeated sexual behaviors does not perform high quality work.  Sexual harassment also creates a hostile environment by placing unreasonable stress on the victim.  Sexual harassment promotes a negative form of stress that can affect everyone in the work place.

Sexual harassment also puts a high degree of fear and anxiety into the work place.  When the harassment is "quid pro quo," the fear of loss of job or career opportunities can undermine a unit's teamwork and morale.  Anyone who is sexually harassed is less productive, and the entire working climate suffers.  Soldiers and civilians can only reach their full potential in an environment that fosters dignity and respect for all.

INDIVIDUAL TECHNIQUES IN DEALING WITH SEXUAL HARASSMENT.  It is critical you understand what you as an individual can do to prevent or resolve sexual harassment in the unit or work area.  The following strategies can be valuable tools in dealing with sexual harassment.  However, they are not meant to replace using the chain of command.

	INSTRUCTOR NOTE:  Show viewgraph 7-7, Techniques to Deal With Sexual Harassment.




	TECHNIQUES TO DEAL WITH SEXUAL HARASSMENT

· Direct approach

· Indirect approach

· Third party

· Chain of command

· File a formal complaint

· Report the harassment to Chain of Command


Figure 7-7


Direct approach.  Confront the harasser and tell him/her that the behavior is not appreciated, not welcomed and that it must stop.  Stay focused on the behavior and its impact.  Use common courtesy.  Write down thoughts before approaching the individual involved.  


Indirect approach.  Send a letter to the harasser stating the facts, personal feelings about the inappropriate behavior and expected resolution.  


Third party.  Request assistance from another person.  Ask someone else to talk to the harasser, to accompany the victim, or to intervene on behalf of the victim to resolve the conflict.  


Chain of Command.  Report the behavior to immediate supervisor or others in the chain of command and ask for assistance in resolving the situation.  


File a formal complaint.

	INSTRUCTOR NOTE: Inform the group that charges of sexual misconduct are to be processed through legal/ law enforcement channels, not equal opportunity channels.



LEGAL AND ADMINISTRATIVE REPERCUSSIONS

REPERCUSSIONS OF SEXUAL HARASSMENT.  Sexual harassment affects everyone.  It victimizes males as well as females, can occur at any time, and is not limited to the work place. The eradication and prevention of sexual harassment is not just a moral imperative; it is a readiness issue.  Sexual harassment affects unit cohesion and mission effectiveness and violates acceptable standards of equality and fair play.  It drains resources and destroys unit morale.  Sexual harassment cannot and will not be tolerated.

	INSTRUCTOR NOTE:  Show viewgraph 7-8, Repercussions of Sexual Harassment.




	REPERCUSSIONS of SEXUAL HARASSMENT

· Administrative Actions

· Mandatory Counseling

· Additional Training

· Denial of Certain Privileges

· Rehabilitative Transfer

· Letter of Admonishment/Reprimand

· Relief for Cause

· Adverse Performance Evaluation

· Bar to Reenlistment

· Separation


Figure 7-8

Administrative Actions.  Commanders have a number of options in administering punishment for inappropriate behaviors.  The right combination of punishment and administrative sanctions sends a clear message sexual harassment will not be condoned or tolerated.  Some of the administrative actions include, but are not limited to:

· Mandatory counseling.

· Additional training.

· Denial of certain privileges.

· Rehabilitative transfer.

· Letter of admonishment / reprimand.

· Relief for cause.

· Adverse performance evaluation.

· Bar to reenlistment.

· Separation.

In the event that administrative actions fail to correct the behavior or the behavior constitutes a violation of the UCMJ, the commander may consider further action under the appropriate article(s) of the UCMJ.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the group what are the two types of sexual harassment.

· Quid Pro Quo

· Hostile environment

Ask the group what are the two related elements of sexual harassment.

· Impact vs intent

· Reasonable person standard

Ask the group what are the behaviors that constitute sexual harassment.

· Verbal comments

· Nonverbal comments

· Physical contact

Ask the group when determining whether a particular behavior may constitute sexual harassment what are the four questions you should ask.

· Is the behavior sexual in nature?

· Is the behavior unwelcome?

· Does the behavior create a hostile or offensive environment?

· Have sexual favors been demanded, requested, or suggested; especially as a condition of employment or career and job success?
CLOSING.  Sexual harassment is not limited to the work place.  It can occur almost anyplace.  This behavior always violates acceptable standards of character and fairness required of all soldiers.  It stands as an obstacle to unit cohesion and mission accomplishment.  For these reasons, such behavior cannot and will not be tolerated.  The sooner we realize sexual harassment affects us all and we all must play a part in solving this problem, the sooner we will be rid of it.  Summarize lesson objectives.

	INSTRUCTOR NOTE:  Conduct Practical Exercise #7-1, Identify Behaviors that Constitute Acts or Situations of Sexual Harassment.



TASK:
Define culture, subculture, and enculturation.

CONDITIONS:
In a classroom environment.  

STANDARDS:
Correctly define culture, subculture, and enculturation.

TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTIOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, and viewgraphs #8-1 through viewgraph #8-5.

TOPICS COVERED:
This lesson plan defines culture, subculture and enculturation, discusses the concept of race and ethnic groups, and the implications and pitfalls of cross-cultural interactions.

LEAD IN:  I want to read to you a statement taken from an article about the different customs of Southwest Asia (Saudi Arabia).  The statement, “never sit with the sole of your shoe or the bottom of your feet exposed to an Arab as it is considered an insult.”


This statement is a good example of how different American culture is compared to other cultures.  The Army, like society, is made up of a large ethnic and gender mix.  This mix or differences are sometimes seen through skin color, language, attitudes, and mannerisms.  As soldiers, we must develop an understanding and appreciation of cultural and intercultural relationships in order to maintain a strong fighting force.


To be effective you need to understand the concepts of culture, be familiar with other cultures, and some of the social or cultural issues that affect individual and group behavior.  America is a very diverse culture, and in order to enhance teamwork and unit cohesion, it’s important to understand others’ cultures. 

CULTURE AND SUBCULTURES

Cultural diversity is an integral part of our nation's history, going back before the early colonies.  Early Native Americans, although having similar ethnic and racial identities, were culturally very different, belonging to different tribes, speaking different languages, and having a variety of different values and beliefs.

	INSTRUCTOR NOTE:  Show viewgraph 8-1, Culture.




	CULTURE

The learned and shared behaviors and perceptions of a group which have been transmitted from generation to generation through a shared symbol system.


Figure 8-1

Culture is defined as the learned and shared behaviors and perceptions of a group, which have been transmitted from generation to generation, through a shared symbol system.  The key is it is learned.  You are not born with culture.

	INSTRUCTOR NOTE:  Ask the group for some examples of shared symbol systems.  Examples:  Language.  The key is that it is learned.  Some other shared symbols in America may include the American eagle, flag, money, National Anthem, Lincoln Memorial.  Or maybe Dr. Martin Luther King as a symbol of America’s desire for freedom, fair justice and equality.



Culture is not an exact science and it continues to evolve.  The society we had in the 1950s is not necessarily the society we have today, nor will today be the same as in the future.  Today, with the new technology we’re seeing change take place much more rapidly.  

	INSTRUCTOR NOTE: Ask the group for examples of change.  An example of this is the changing role of women.  The woman’s attitude towards the workplace, and motherhood and balancing those two things has changed significantly during the last 25 years.



	INSTRUCTOR NOTE:  Show viewgraph 8-2, Subculture.




	SUBCULTURE

A group of people within a larger social structure who share cultural and linguistic characteristics which are different enough to distinguish it from others within the same society.


Figure 8-2

A subculture is a group of people within a larger social structure who share cultural and linguistic characteristics, which are different enough to distinguish it from others within the same society.

	INSTRUCTOR NOTE:  Ask the group if they can identify some subcultures in American culture.  (A few examples:  Hispanics, Asians, etc.)



The military is an example of a subculture.  We have our own language such as, failure to repair, CTT, APFT, Article 15.”  If you were to use this language in the civilian community, they probably would not know what you are talking about.  What characterizes a subculture is a patterned way of thinking, feeling, and believing, that is different in some respect from the rest of society. 
When culture is passed along from one generation to the next it is called enculturation.  

	INSTRUCTOR NOTE:  Ask the group for some examples of the process of enculturation.  Examples:  Table manners.  When to say “please” and “thank you.”  When you’re allowed to get up from the table.  “Don’t talk to strangers.”  We’re talking about things that are passed from generation to generation.  Some other examples are attitudes towards other people.  If children hear negative things about different races or ethnic groups they are being enculturated with that negative attitude.  The same is true if a child is enculturated to be a sexist.



ATTRIBUTES OF CULTURE

	INSTRUCTOR NOTE:  Show viewgraph 8-3, Attributes of Culture.




	ATTRIBUTES OF CULTURE

· Language/symbols

· Values

· Beliefs

· Patterns of thinking

· Customary behaviors


Figure 8-3

There are five attributes of culture.  The five attributes are: language or symbols, values, beliefs, patterns of thinking, and customary behaviors.


Language.  Language is the process and method by which individuals transmit their values, beliefs, and perceptions.  Learning and sharing in the Army language is how soldiers assert their membership in the Army culture.  Nonverbal behaviors are also a part of the language and are also learned.  Such signals as voice inflections, eye contact, and hand gestures are learned patterns 

of behavior associated with the language of a given culture.


Values.  Values are those behaviors, people, things, and ideas that are considered central to a given culture.  Values are also part of an individual's moral judgment system, how they determine right from wrong.  Sometimes cultural values are expressed in the phrases of the language, such as "the American way", "the American dream", or in mottoes like "duty, honor, country."

Beliefs.  Beliefs are judgments or expectations that a person might have about certain things.  They are very similar to and closely related to someone's values.  A belief is often used to express how one might see the truth in the rest of the world.  When a larger group holds the same beliefs, that group is perceived as being part of the same culture.  When a large group of people hold the same beliefs, then a culture is born.

	INSTRUCTOR NOTE: Ask the group for some examples of the beliefs in our society.  Example:  Freedom of speech or religion.




Patterns of Thinking.  Patterns of thinking are ways we reach conclusions, make deductions, and solve problems.  People from different cultures may use different patterns of thinking to reach solutions to different problems.  Because of the other attributes of culture, it is likely that soldiers from different cultures will have different ways of thinking about the world around them.  Some cultures may rely more on logic and straight deduction, while others may use more intuition or insight through emotion and feeling to reach a conclusion.  The way a person thinks is also a learned trait.  It is part of the culture or socialization process.


Customary Behaviors.  Customary behaviors are patterns of behaving which represent the norms for a culture.  Some customary behaviors have a direct and rational link to values and beliefs of the culture and are necessary for the health and well being of its members.  Other attributes, such as dress, appearance, religion, special customs, and social courtesies are more or less subcategories of this and the attributes of culture already discussed.

	INSTRUCTOR NOTE: Customary behaviors may also vary from society to society.  For example, a certain religious background may play a factor in how a person views abortion.  Another example is when someone from a small town walks down the street and meets someone, you may say “Hello.”  However, if you’re from a large city, and you walk down the street saying “Hello”, to everyone you pass they might think you’re strange.



Each of these attributes is learned.  You are not born with them.

NON-ATTRIBUTES OF CULTURE

	INSTRUCTOR NOTE:  Show viewgraph 8-4, Non-Attributes of Culture.




	NON-ATTRIBUTES OF CULTURE

· Race

· Genetics

· Ethnicity


Figure 8-4

It is important to realize that certain attributes some people may perceive as being cultural are, in fact, not attributes of culture.

	INSTRUCTOR NOTE:  Ask the group why race is not an attribute of culture?




Race.  Race is not an attribute of culture although people believe and act as though it were.  Race is the division of humans, which has sufficient and constant inheritable traits that identify separate groups.  All human beings belong to the same species.  There is no racial group so different from another to constitute a separate or distinct specie.  There are more similarities between races than there are differences.  Culture is also not defined by race since attributes of culture are learned.

	INSTRUCTOR NOTE:  Reinforce that culture is learned.  Race is not learned.




Genetics.  Culture is not inborn or inherited through genes.  Children who are abandoned in the wild or deprived of human contact will have no concept of values or beliefs nor will they assume the needs of humans who have been socialized.

	INSTRUCTOR NOTE:  Ask the group how many of them are part of an ethnic group and what characteristics can they identify in their group.




Ethnicity.  Culture is not an issue of ethnic identity.  Ethnicity is defined as those characteristics that distinguish a group by race, religion, national origin, language, or some combination of these categories.  An ethnic group is a segment of the population that possesses common characteristics and closely identifies with a cultural heritage significantly different from the general population.  Ethnicity can influence how a person learns the culture, but ethnicity or ethnic identity is not a learned behavior of culture.  However, we must be sensitive to the fact that many soldiers and civilians will behave as though their ethnicity defines who they are, what they value, or what they believe.

	INSTRUCTOR NOTE:  For instance, an Italian person who lives in Italy might act totally different than an Italian person living in Houston, Texas.  You can see that ethnicity is not necessarily the same thing as culture.  It’s not the sole determiner.



CROSS-CULTURAL INTERACTIONS

	INSTRUCTOR NOTE:  Show viewgraph 8-5, Implications of Cross-Cultural Interactions.




	IMPLICATIONS OF CROSS-CULTURAL INTERACTIONS

· Language differences

· Being blunt

· Testing

· Customs, observances, and necessities

· Supervisor/subordinate relationships

· Social and support groupings


Figure 8-5

The Army is comprised of individuals from many cultures.  When interaction between individuals is not understood or clear, it has implications on the soldier and the unit.  Misunderstandings between soldiers if not resolved can lead to other more serious problems.  In units, it can lower morale and impact on unit readiness.


Language differences.  Some individuals speak with an accent and oftentimes it affects the way they are perceived.  Some individuals think that because a word is mispronounced that an individual is not intelligent or don’t know what they are doing. 


Being blunt.  Oftentimes, individuals are considered as “being blunt” because they are direct and to the point.  In some cultures this is considered impolite or rude.   


Testing.  Many tests are given in “English only” to individuals who do not speak English or have English as a second language.  An example is that some states offer multi-lingual driving tests while others only provide the test in two languages.  Furthermore, depending on where you were raised and socialized affects the knowledge you obtained and experiences (rural versus city).


Customs, observances, and necessities. .”  In many cultures aunts and uncles are considered part of the immediate family or extended families and are much more important than in other groups.  An example of this is when someone wants to go on leave because an uncle has passed away.  They go to their supervisor requesting leave and the supervisor’s response is “Well it’s only your uncle.”  What’s the big deal?  I could see it if it was your mother or father or sister.

	INSTRUCTOR NOTE: Ask the group for other examples.  Examples:  Religious holidays.  In many areas of the country Jewish Holidays are readily recognized and time off is usually given to celebrate.  However, there are many other religions that have holidays that are not.  Haircuts.  You go into a barber and you have a certain texture of hair and there is not a barber that’s familiar with cutting your hair.



Supervisor - Subordinate relationships.  To be an effective supervisor requires the supervisor to possess “people skills” (leadership skills).  Good people skills is knowing that some behaviors are not a sign of disrespect or ignorance, but is part of that individual’s culture.  An excellent example is in some cultures it is disrespectful to make direct eye contact with your superiors.  However, in our society, if you look down while your supervisor is talking to you, it could be perceived as a sign of weakness, guilt, or a lack of trust.


Social and support groupings.  The implication here is many people perceive individuals’ have social interaction only among groups or individuals because of race, ethnicity, or religion prejudices.  This is not usually the reason as people will prefer to interact with others who are like them.  There is nothing wrong in this provided you don’t go out of the way to avoid certain groups or individuals because of prejudices.  A good example is that if the NCO Club was having a Latin night, you will see more Hispanics.  Or if you go during country night, you may see more white people.  It is normal?  Yes it is.

All soldiers need to be aware and sensitive to different cultures.  Everyone deserves to be treated with dignity and respect.  That is what the Army is about.  It is not only the right thing to do legally, but the right thing to do morally.

There are three elements that cause misunderstanding between individuals of different cultures.  They are stereotyping, assumptions, and differences.


Stereotyping.  Stereotyping is defined as a person, group, event, or issue that is thought to typify or conform to an unvarying pattern or manner and which lacks any individuality.  This tends to happen to all groups at one time or another.  Walter Lipman, who was an American journalist earlier in this century said that “Stereotyping is basically developing classes of pictures in our head that are basically negative and essentially incorrect.”  We all do it, but we need to recognize that stereotyping is wrong and individuals or groups need to be seen for what they do or do not do versus oftentimes unfounded generalizations.  Each one of us is unique and that’s the attitude we all need to work with.  The Army is like a salad bowl or stew.  You mix in the tomatoes, lettuce, olives, etc. and although they are all together, you can still see the individuality in the tomatoes, lettuce, etc.  We are all different and unique and you need to appreciate that.


Assumptions.  Assumptions are a complex extension of our prejudices and stereotypes.  Making assumptions about others has similar characteristics to stereotyping, but may have a very different affect on people during cross-cultural interactions.   Stereotypes are frequently associated with negative prejudgments.  Assumptions based on stereotypes are supposition or acts of supposing something is true based on erroneous or incomplete information.  Assumptions based on prejudices or stereotypes can create expectations, which have both negative and positive perceptions.  These assumptions can blind people to what really is being said or done. 

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the group what are some examples of a shared symbol system in American society.

· Language

· National anthem

· American flag

· Lincoln memorial

Ask the group what are some attributes of culture.

· Language/symbols

· Values

· Beliefs

· Patterns of thinking

· Customary behaviors

Ask the group what are some non-attributes of culture.

· Race

· Genetics

· Ethnicity

Ask the group to give examples of the implications of cross-cultural interactions.

· Language differences

· Being blunt

· Testing

· Customs, observances, and necessities

· Senior/subordinate relationships

· Social and support groupings

CLOSING:  Today, because of the Civil Rights Movement and the Army's EO program, soldiers and DA Civilians are more aware and sensitized to their cultural and gender differences.  To ensure continued success and a good working environment, DA personnel are encouraged to share and discuss their differences during training and other appropriate unit or command forums.  The purpose of this training is to provide an opportunity for understanding the diversity that exists between us.  Everyone must learn not to see cultural differences as negative or undesirable, but a prerequisite to valuing differences.  Integrating our cultural differences is a part of our American heritage.  Summarize lesson objectives.

TASK:
Describe Army’s Policy on Religious Accommodations.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the elements of religious accommodation in the Army.

TARGET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, and viewgraphs #9-1 through viewgraph #9-4.

TOPICS COVERED:  This lesson plan defines the Army policy on religious accommodation, discusses the elements of religious discrimination, identifies categories of religious practices that can conflict with military duties, explains the procedures for requesting religious accommodation, and outlines commander’s actions on requests for religious accommodation.

LEAD IN:  Conflicts between a commander’s responsibility for mission accomplishment and a soldier’s religious practices have existed since the United States Army was formed.  Colonial legislatures usually provided for religious needs, for example, providing chaplains and time for worship; some legislatures allowed exemption from military service because of conscientious objection.  The U.S. Army has made a significant effort to meet the religious needs of its soldiers.


In the past, little guidance was given to the commander on how to handle religious needs.  The commander was expected to understand the soldier’s beliefs and to decide whether or not to grant permission to practice these beliefs.  At times there was a conflict between a commander’s military mission and the soldier’s religious requirement.  When this conflict was not resolved through accommodation or administrative means, judicial or nonjudicial action became the primary way to resolve the issue.


As the Army becomes a more and more diverse organization, and comprised of individuals from many faiths and religions, it is important soldiers and leaders understand the Army’s policies on Religious Accommodations.


As soldiers, you need to understand the policies and issues that may arise concerning religious accommodation and religious discrimination.

	INSTRUCTOR NOTE:  Ask the group what they do you think about when the word religion is used.



Whenever the term religion is used, most people think about Church, faith, or organized beliefs.  Webster’s defines religion as “ an organized system of beliefs and rituals centering on a supernatural being or beings.”  Religion is basically an outward formal expression of one’s spirituality.  

ARMY POLICY ON RELIGIOUS ACCOMMODATION

	INSTRUCTOR NOTE:  Show viewgraph 9-1, Army Policy on Religious Accommodation.




	ARMY POLICY ON RELIGIOUS ACCOMMODATION

It is the Army’s policy to approve requests for accommodation of religious practices when they will not have an adverse impact on readiness, unit cohesion, health, safety, discipline, or otherwise interfere with the soldier’s military duties.


Figure 9-1

The Army places a high value on the rights of service members to observe the tenets of their respective religions.  It is the Army’s policy to approve requests for accommodation of religious practices when they will not have an adverse impact on readiness, unit cohesion, health, safety, discipline, or otherwise interfere with the soldier’s military duties or the mission of the unit.  What this means is the accommodation of a soldier’s religious practices cannot always be guaranteed at all times, but must depend on military necessity.

	INSTRUCTOR NOTE:  Ask the group the definition of religious discrimination.  Show viewgraph 9-2, Religious Discrimination.




	RELIGIOUS DISCRIMINATION

Any action, intended or unintended, that unlawfully or unjustly results in unequal treatment of a person or groups based on religion and for which distinctions are not rational considerations.


Figure 9-2

Religious discrimination is defined as:  Any action, intended or unintended, that unlawfully or unjustly results in unequal treatment of a person or groups based on religion and for which distinctions are not rational considerations.

ELEMENTS OF RELIGIOUS DISCRIMINATION

	INSTRUCTOR NOTE:  Ask the group what are some forms or elements of religious discrimination.  Show viewgraph 9-3, Elements of Religious Discrimination.




Religious discrimination, like other forms of discrimination, can take place in many ways.  The examples below, while not unlawful per se, reflect insensitivity to this complex important issue.

	INSTRUCTOR NOTE:  Ask the group for some examples of discounting religious beliefs of others.




Discounting the religious beliefs of others.  If a person doesn’t have strong religious views, or if they have strong religious views different from yours, then it’s really easy to say “My beliefs are important, yours really aren’t.”  Or saying “You know that group over there, that’s not really a religion.”  It’s very easy to discount another religion.

	INSTRUCTOR NOTE:  Ask the group for some examples of religious jokes/slurs.




Religious jokes/slurs.  Religious jokes and slurs are no different than ethnic, racial, or sexist jokes.  It is important to be aware that religious jokes can harm unit cohesion.  An example of a religious slur may be: Bible Thumper, Holy Roller, Jewing somebody down, bottom of the totem pole.
	INSTRUCTOR NOTE: :  Ask the group for some examples of compulsory services.



Compulsory services.  There are times when you may have a religion imposed on you.  For example, a Prayer Breakfast can be a compulsory service if it is mandatory.  Someone in your unit dies, the commander must consider whether to have a memorial service or a memorial ceremony.  A memorial service is a gathering of the people to express grief for the deceased around a primarily or exclusively religious context.  

	INSTRUCTOR NOTE:  Ask the group that since religious service, can it be made mandatory?  No, except for those tasked to provided support, such as the funeral detail.



A memorial service must be voluntary.  On the other hand, the commander may choose to have a memorial ceremony.  This is a gathering of the unit with a primarily patriotic focus, expressing its closure, grief, and appreciation for a fallen comrade.  The courts have ruled that reading a brief Scripture or prayer in such a service is not enforcing a religion.  A memorial ceremony may be mandatory.

	INSTRUCTOR NOTE:  Ask the group for some examples of stereotypes of different religions.




Stereotyping people by their religion.  

Not associating with people because of their religious beliefs.  When a person is prejudice against certain religions they will avoid people of those faiths.


Not making arrangements to provide alternative services.  This is the failure to consider the religious or worship needs of all individuals in the unit.  Oftentimes, individuals who belong to denominations that are small are overlooked when scheduling or posting services.

RELIGIOUS PRACTICES THAT CONFLICT WITH MILITARY

DUTIES

	INSTRUCTOR NOTE:  Ask the group what are some of the religious practices that can conflict with military duties.  Show viewgraph 9-4, Religious Practices Than Conflict With Military Duties.




	RELIGIOUS PRACTICES THAT CONFLICT

WITH MILITARY DUTIES

· Worship practices
· Dietary practices
· Medical practices
· Wear and appearance of the uniform
· Personal grooming


Figure 9-4

Unit commanders will approve or deny requests for accommodation of religious practices covered in these areas.  Commanders may also rescind previously granted formal religious accommodations, but must do so in writing and include specific rationale for the rescission.

The Army’s mission sometimes requires that the health and safety of individuals be placed before religious accommodation.  As such, there are some religious practices that can conflict with military duties.  These practices include:  worship, dietary, medical, wear and appearance of the uniform, and personal grooming.


Worship practices.  Ritual is one of the oldest, most complex, and persistent symbolic activities associated with religion.  Some religious groups have worship requirements which conflict with the soldier’s normal availability for duty; for example worship on days other than Saturday or Sunday, a 25-hour Sabbath, or special holy days or periods.  These will be accommodated except when precluded by military necessity.  If the time required for religious worship falls within normal duty hours or duty rosters, the soldier may request exception from those hours and rosters.  The soldier, however, must be prepared to perform alternative duty hours.  Commanders may grant ordinary leave as an option to soldiers who desire to observe lengthy holy periods or days.  

	INSTRUCTOR NOTE:  Ask the group just because people don’t worship the same way you worship, just because their service may be a little bit longer than yours, just because their service may be a little bit louder than your service, does it mean it’s inappropriate?  No.




Dietary Practices.  Some faith groups have religious tenets which prohibit the eating of specific foods, or prescribe a certain manner in which food must be prepared.  A soldier with a conflict between the diet provided by the Army and that required by religious practice may request an exception to policy to ration separately.  Religious belief is grounds for granting such an exception.  The soldier may also request permission to take personal supplemental rations when in a field or combat environment.  Most of these needs are met in a garrison environment with the restricted diet being more difficult in a field or combat environment.  Meals-ready-to-eat (MRE) should accommodate most soldiers with religious dietary concerns and may be the only ration available.  There are also “Multi-faith” MRE’s, that basically accommodate all religions.


Medical Practices.  Some religious practices conflict with normal Army medical procedures.  These practices include beliefs in self-care, and prohibitions against immunizations, blood transfusions, or surgery.  The Army’s concerns are with the possible effects on accommodation on the soldier’s health and ability to carry out assigned tasks, the health of others, and the military medical system.  A soldier whose religious tenets involve self-care my request accommodation for non-emergency or non-life-threatening illness or injury.  However, the unit and medical treatment facility commanders will determine the time constraints allowable for the soldier to recuperate without requiring military medical care.

Wear and appearance of the uniform.  Religious jewelry, apparel, or articles (hereafter referred to as religious items) may be worn while in uniform if they are neat, conservative, and discreet.  Religious items which are neat, conservative, and discreet are those which meet the wear and appearance of the uniform standards delineated in AR 670-1.  Except as noted in the following paragraphs, wear of religious items which do not meet the standards of AR 670-1 is not authorized and will not be accommodated.  The following are exceptions:


Wear of religious items, which are not visible or apparent, when in duty uniform is authorized, unless precluded by specific mission-related reasons (which will normally be of a temporary nature).  Examples of such items include (but are not limited to) religious jewelry worn under the duty uniform or copies of religious symbols or writing carried by the individual in wallets or pockets.  Religious items, which are visible or apparent, are governed by the standards of AR 670-1.


Religious jewelry, for example, which is visible or apparent when in duty uniform is authorized if it meets the standards of AR 670-1.  Jewelry bearing religious symbols or worn for religious reasons will not be singled out for special accommodation, restriction, or prohibition; all wear and appearance standards will apply equally to religious and non-religious jewelry.


Religious items which do not meet the standards of AR 670-1 may be worn by soldiers in uniform while they are present at a worship service, rite, or other ritual distinct to a faith or denominational group.  Commanders may, for operational or safety reasons, limit the wear of non-subdued items of religious apparel during services conducted in the field.


Religious headgear may be worn at all times while in uniform if the headgear meets the following criteria:


 The religious headgear is subdued in color (generally black, brown, green, dark or Navy blue, or a combination of these colors).


 The religious headgear is of a style and size, which can be completely covered by standard military headgear.


 The religious headgear bears no writing, symbols, or pictures.


 Wear of the religious headgear does not interfere with the wearing or proper functioning of protective clothing or equipment.


 Religious headgear, which meets these criteria, is authorized irrespective of the faith group from which it originates. 


Religious headgear will not be worn in place of military headgear under circumstances when the wear of military headgear is required (for example, when the soldier is outside or required to wear headgear indoors for a special purpose).


PT uniforms present a particular problem for soldiers of both genders and many religious faiths, due to concerns about modesty.  Such concerns are not only religious, but at times are based in social or regional perspectives.  Differences in physiology and physical comfort levels between individual soldiers also affects wear of the PT uniform.  Commanders have the authority to prescribe uniformity in PT formations.  They will, however, consider the factors noted above if doing so.


Personal Grooming.  The Army does not accommodate exceptions to personal grooming standards for religious reasons except as noted below:


Commanders will use AR 670-1 to determine whether religiously based grooming practices are authorized.  Grooming practices based in religious reasons will not be singled out for special accommodation, restriction, or prohibition; all grooming standards will apply equally to religious and non-religious grooming practices.


An as exception to this policy, religious-based exceptions to policy previously given soldiers under the provisions of this regulation prior to 1 January 1986 continue in effect as long as the affected soldiers remain otherwise qualified for retention.

When religious faith and practices place soldiers in conflict with military requirements, soldiers should submit a written request to their commander for an accommodation of religious practices.  In many cases, the unit commander can easily grant the accommodation.  In other situations, the commander may be unable to grant full accommodation due to the nature of the request, the mission of the unit, or other extenuating circumstances.  


Requests for Accommodation.


Requests for religious accommodation of wear and appearance of the uniform and personal grooming practices will not be entertained, except as noted above.  The provisions of AR 670-1 apply.


Soldiers will submit requests for religious accommodation of other matters to their immediate commander.  The commander may approve the request either informally or formally (in writing), or disapprove it. 


If a commander approves a request informally, the issue is closed, except that the commander will assist the soldier in completing those actions necessary to the accommodation (for example, obtaining permission to ration separately or adjusting the unit duty roster).


If the commander approves a request formally, the commander will provide the soldier with written notice of the accommodation.  The accommodation will then remain in effect unless revoked, in writing, by a subsequent commander of that unit; by a commander of a gaining unit if the soldier is transferred; or by a higher commander.  If the accommodation is revoked, the written notice of revocation, accompanied by a copy of the original accommodation, will constitute an appeal and will be forwarded through command channels.


If the commander disapproves the request the commander will afford the soldier the opportunity to appeal the disapproval through channels to DA.


Soldiers whose appeals are denied may request separation from the Army.  All personnel separated or discharged form the U.S. Army because of conflict between their religious practices and military requirements will be subject to recoupment of Federal funds.


Nothing in AR 600-20 shall be construed to limit the authority of commanders to enforce standards by means of all applicable provisions of the Uniform Code of Military Justice while requests and appeals are being processed.  Soldiers are obligated to adhere to orders and standards set by their immediate commanders.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the group what are the elements of religious discrimination.

· Discounting religious beliefs of others

· Religious jokes/slurs

· Compulsory services

· Stereotyping

· Non-association

· Failure to provide alternative services

Ask the group what are the religious practices that may conflict with military duties.

· Worship

· Dietary

· Medical

· Wear and appearance of uniform

· Personal grooming

CLOSING:  The Army places a high value on the rights of individuals to observe their religious tenets and practice those beliefs.  If the accommodation can be made, then the request should be granted.  However, there are times when the accommodation cannot be approved, as it will have an adverse impact on the unit mission, cohesion, health, safety, discipline or readiness.  Summarize lesson objectives.

TASK:
Describe the Elements of Racism and Sexism.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the elements of racism and sexism.

TARGET AUDIENCE:  Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, viewgraphs #10-1 through viewgraph #10-4, and Practical Exercise #10-1.

TOPICS COVERED:
This lesson plan defines racism and sexism, identifies the factors in the development of racism and sexism, provides examples of racist and sexist behaviors, and identifies strategies for combating racism and sexism.

LEAD IN:  Racism and sexism are forms of discrimination which are very similar.  The only real difference is that sexism is based on gender while racism is based on color.  As we will discuss in this training, the similarities far outweigh the differences.  In general, people are socialized that it’s acceptable to be a little sexist, but it’s not to be a little racist.  You must understand they are both unacceptable forms of behavior and should be treated with equal importance

DEFINE RACISM AND SEXISM

	INSTRUCTOR NOTE:  Show viewgraph 10-1, Racism and Sexism.




	RACISM AND SEXISM

The transformation of prejudice, based on race or gender through the exercise of power and authority against the group defined as inferior by individuals and institutions or organizations with the intentional or unintentional support of the culture.



Figure 10-1

RACISM AND SEXISM.  Racism and sexism is the transformation of prejudice, based on race or gender through the exercise of power and authority against the group defined as inferior by individuals and institutions or organizations with the intentional or unintentional support of the culture.  Personal racism or sexism is an attitude of superiority, coupled with an act to subordinate an individual, because of their race or gender.

PERSONAL RACISTS AND SEXISTS BEHAVIORS

	INSTRUCTOR NOTE:  Show viewgraph 10-2, Personal Racist and Sexist Behaviors.




	PERSONAL RACIST AND SEXIST BEHAVIORS

· Paternalism.

· Ignoring

· Speaking For

· Testimonials

· Ethnic, racists, sexists jokes

· Frequent interruptions

· Stereotypical language

· Titles and ranks

· Denying opportunities
· Dubious supervision


Figure 10-2

Many of the behaviors we observe, and are recipients of, on a daily basis are actually behaviors, which constitute racist and sexist behaviors.  It must be understood that just because an individual displays one of these behaviors does not automatically mean the individual is a racist or a sexist.  Let’s look at a few of these behaviors and discuss their impact on minorities and women.

	INSTRUCTOR NOTE: Ask the group to give examples of paternalism.




Paternalism.  This behavior takes the form of acting ‘fatherly’ or over-protective of someone.  Frequently, this behavior will take place toward a female, and when it does, can be a form of sexism.  It may imply that the women is incapable of doing her job, or surviving without the man taking her under his wing and helping her along.

	INSTRUCTOR NOTE:  Ask the group to give examples of ignoring.




Ignoring.  This would be discounting what an individual says - not giving it credibility because they may be a minority or a female.

	INSTRUCTOR NOTE:  Ask the group to give examples of speaking for.




Speaking for.  Not letting a person speak for himself or herself.  When someone asks a direct question of them, interrupting and answering the question yourself.  In other words, you know the person can’t possibly state what needs to be stated, so you take it upon yourself to answer for them.

	INSTRUCTOR NOTE:  Ask the group to give examples of testimonials.




Testimonials.  “I am not prejudice, some of my best friends are black”  ( or women or any other minority group).


Ethnic, racists, or sexists jokes.  This area is pretty self-explanatory and does not require elaboration or clarification.  They only continue to reinforce stereotypes.

	INSTRUCTOR NOTE:  Ask the group to give examples of frequent interruptions.




Frequent interruptions.  This indicates that you don’t take what someone is saying is being important.  You have a ‘better grasp’ or understanding of the points they may be making and feel compelled to make sure you make it clear what ‘needs’ to be said.

	INSTRUCTOR NOTE:  Ask the group to give examples of stereotypical language.




Stereotypical language.  Speaking in terms that use statements, which indicate or reinforce the stereotypes about the group you are talking about.  A statement like: “all women are just too emotional to handle the stress filled command environment.”

	INSTRUCTOR NOTE:  Ask the group to give examples of titles and ranks.




Titles and ranks.  Calling minorities and women by their first names while addressing majority members (males) by their titles or rank.  This diminishes the importance and position of those being called by their first names.

	INSTRUCTOR NOTE:  Ask the group to give examples of denying opportunities.




Denying opportunities.  This can be blatant or indirect.  Simply put, providing more beneficial jobs, positions, or assignments to majority members than to minority members.

	INSTRUCTOR NOTE: Ask the group to give an examples of dubious supervision.




Dubious supervision.  This is the manner of focusing on problems or crimes committed by a particular group or gender and exploiting these problems through punishment, while ignoring the fact that the majority may be committing crimes too.
FACTORS THAT SUPPORT RACISM AND SEXISM

	INSTRUCTOR NOTE:  Show viewgraph 10-3, Factors That Support Racism and Sexism.




	FACTORS THAT SUPPORT RACISM AND SEXISM

· Reference groups

· Conformity to norms

· Self-fulfilling prophecy

· Pro-sexism/racism


Figure 10-3

Factors that support racism and sexism:

	INSTRUCTOR NOTE:  Ask the group what are some reference groups or organizations that support racism or sexism.




Reference groups.  Groups or association with like attitudes and like values.  Examples might include: Ku Klux Klan, and fraternal organizations.  These reference groups enable people to associate with people that have the same attitudes as they do.

	INSTRUCTOR NOTE:  Ask the group how conformity to the norms support racism or sexism.




Conformity to norms.  Some individuals find it easier to conform to the standard norm of the group than it is to challenge the attitude.  Conformity is rewarded - nonconformity is punished - conformity becomes the norm.

	INSTRUCTOR NOTE:  Ask the group how the self-fulfilling prophecy supports racism or sexism.




Self-fulfilling prophecy.  We can influence the behavior of another person by expressing our expectations of that person.  If we assume that because a person is a minority, they will not achieve the same level of competence as a majority member, frequently, that is exactly what appears to happen.  While there are many factors that may factor into this phenomenon, the whole concept is called the self-fulfilling prophecy’.

	INSTRUCTOR NOTE:  Ask the group how pro-racism/sexism supports racism or sexism.




Pro-sexism/racism.  Accommodating sexist behavior by reinforcing it, rather than questioning, checking, or opposing it.  This used to be much more common in the Army than it is today.  An example would be for a female to not wanting to perform a task, because she “might break a fingernail,” or a person telling racist jokes about their own group.

STRATEGIES FOR COMBATING RACISM AND SEXISM

	INSTRUCTOR NOTE:  Ask the group to give some strategies for combating racism and sexism.  Show viewgraph 10-4, Strategies for Combating Racism and Sexism.




	STRATEGIES FOR COMBATING RACISM AND SEXISM

· Awareness

· Education

· Participation

· Self-Analyze

· Acknowledge and understand differences




Figure 10-4

While nothing is likely to completely eradicate racism and sexism, there are things we can do to minimize their affect on our units.


Awareness.  To make a difference in these areas, we must be aware the potential for both exists.  We must also make a conscious effort to look for problems or problem areas in which either or both could happen.


Education.  Education will empower people to recognize behaviors related to racism and sexism.  Individuals can then reflect, and check their own behaviors and attitudes.


Participation.  This refers to taking part in activities in which you would mix with members of different races and genders.  There are people who isolate themselves from others who are different.  To do this reduces the opportunity to learn that the stereotypes held toward different groups often have no basis for truth.


Self-analyze.  Often, one of the hardest things a person must do is to be honest with themselves.  If we harbor prejudices and fears about other groups, it is best to be able to acknowledge that to ourselves.  Only then can we figure out what steps we need to take to overcome these attitudes and beliefs we hold.


Acknowledging and understanding differences.  We are each different.  This holds true among our own race and gender, as well as between races and genders.  If we can simply accept we are different, and one characteristic isn’t necessarily wrong or better, then we’ll be well on the road to having a better understanding of those who are different than ourselves.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the group what are the factors in the development of racism and sexism.

· Contact

· Social visibility

· Unequal power

· Ethnocentrism

· Competition

· Stereotypes

· Sex-role socialization

Ask the group what are personal racist and sexist behaviors.

· Paternalism

· Ignoring

· Speaking for

· Testimonials

· Ethnic, racist, sexist jokes

· Frequent interruptions

· Stereotypical language

· Titles and ranks

· Denying opportunities

· Dubious supervision

Ask the group what are the factors that support racism and sexism.

· Reference groups

· Conformity to norms

· Self-fulfilling prophecy

· Pro-sexism/racism

CLOSING:  Racism and sexism has an adverse impact on unit cohesion, espirit de corps, morale, and mission accomplishment.  Learning to appreciate the diversity of the Army is one method of overcoming this issue.  It is a responsibility of all soldiers to have zero tolerance for racist and sexist behaviors, and to take prompt action should someone display such behavior.  Summarize lesson objectives.

	INSTRUCTOR NOTE:  Divide the students into groups of four people.  Using Practical Exercise #10-1 and have each group decide answers to each case study.



TASK:
Describe the Army’s Policy on Extremism and Extremist Organizations.

CONDITIONS:
In a classroom environment.

STANDARDS:
Correctly describe the Army’s policy on extremism.

TARTET AUDIENCE:
Soldiers at all levels.

RECOMMENDED INSTRUCTION TIME:
50 minutes.

INSTRUCTOR REQUIREMENTS:
One instructor per class of no more than 20 to 25 students.

EQUUIPMENT NEEDED FOR INSTRUCTION:
Overhead projector, and viewgraphs #11-1 through viewgraph #11-4.

TOPICS COVERED:
This lesson plan defines the Army’s policy on extremism, explains the restrictions on participation in extremist organizations, describes the definitions of terms related to extremism, and explains the prohibitions with regard to extremism

LEAD IN:  The United States Army is comprised of soldiers and civilians from various cultures, ethnic groups, religions and races from around the world.  These various groups contain ideologies that range from extremely tolerant to radical, to ultra militant.  While it is the policy of the Army that participation in extremist activities or organizations is inconsistent with the responsibilities of military services, as soldiers, we must be aware there may always be some individuals who still adhere and believe in racial or ethnic superiority or inferiority.  By learning more about the ideologies, history and dynamics of extremist groups, you will have a better understanding of the influences that can affect you, and how their beliefs or actions can affect those of their peers. Keep in mind any issue within society will likely find its way into the Army at some point.  Extremism and extremist activities are no exception.

	INSTRUCTOR NOTE: Ask the group if they have ever been approached, or do they know of anyone who has been approached to join an extremist group.  If so, how did they handle the situation?



ARMY’S POLICY ON EXTREMIST ORGANIZATIONS

Impact on the unit and the mission.  When individuals in the armed services are supportive of an extremist organization there is an immediate impact on the unit.  Even 

as the mission continues, and work is accomplished, the overall command climate changes as it adjusts to the new element.  In a lot of instances, even individuals who oppose or disagree will not confront the extreme views of another.  They either do not feel directly affected by it, or they may fear they may damage the unit’s working environment.  However, the unit will divide into opposing factions and when this happens it is no longer efficient, unit cohesion is impacted, and the “team concept” of completing the mission is gone.  Time and effort are now required to deal with the situation and recover from the effects of the isolation caused by the extremist views in the unit.  The following are examples of how the unit is effected:



Command climate suffers.  If there is a lack of trust and cohesiveness among unit members, morale will suffer, along with unit readiness.



Polarization of groups is a logical product of this type of activity within a unit.  Those who support these types of views are hardly likely to work closely with members of minority groups.  



Undermines confidence among unit members.



Productivity is hampered and mission accomplishment can be seriously affected.  The unit will not work together in either training, or execution of its mission.



Unnecessary efforts are required to recover from a neglected situation and time is lost.  Enormous amount of time must be spent to retrain, counsel, investigate, and corrective action.

	INSTRUCTOR NOTE:  Show viewgraph 11-1, Extremist Organizations Policy.




	EXTREMIST ORGANIZATION POLICY

Military personnel must reject participation in extremist organizations and activities.  


Figure 11-1

POLICY.  It is the policy of the U.S. Army to provide equal opportunity and treatment for all soldiers without regard to race, color, religion, gender, or national origin.  Based on this philosophy, participation in extremist organizations or activities is inconsistent with the responsibilities of military service.  Military personnel must reject participation in extremist organizations and activities.  Extremist organizations and activities are one that advocate racial, gender, or ethnic hatred or intolerance; advocate, create, or engage in illegal discrimination based on race, color, gender, religion, or national origin; advocate the use of force or violence, or unlawful means to deprive individuals of their rights under the United States Constitution or the laws of the United States or any State; or advocate or seek to overthrow the Government of the United States, or any States by unlawful means.

PROHIBITIONS.  Soldiers are prohibited from the following actions in support of Extremist organizations or activities.  Penalties for violations of these prohibitions include the full range of statutory and regulatory sanctions, both criminal (UCMJ) and administrative.



Participating in a public demonstration or rally;



Attending a meeting or activity with knowledge that the meeting or activity involves an extremist cause when on duty, when in uniform, when in a foreign country (whether on or off duty or in uniform), when it constitutes a breach of law and order, when violence is likely to result, or when in violation of off-limits sanctions or a commander’s order;



Fund raising activities;



Recruiting or training members (including encouraging other soldiers to join);



Creating, organizing, or taking a visible leadership role in such an organization or activity;



Distributing literature on or off a military installation with the primary purpose and content of which concerns advocacy or support of extremist causes, organizations, or activities and it appears the literature presents a clear danger to the loyalty, discipline, or morale of military personnel, or if the distribution would materially interfere with the accomplishment of a military mission.

TERMS AND DEFINITIONS

	INSTRUCTOR NOTE:  Show viewgraph 11-2, Terms and Definitions.




	TERMS AND DEFINITIONS

· Supremacist

· Extremist

· Extremist Organizations

· Ideology

· Militia

· Gangs


Figure 11-2

TERMS AND DEFINITIONS.  In addition to the definition already presented for extremism and extremist organizations and activities, there are other terms you should be familiar with.  They include:



Supremacist.  Any person(s) maintaining the ideology, quality, state of being, or position of being superior to all others in something.



Extremist.  A person who advocates the use of force or violence; advocates supremacist causes based on race, ethnicity, religion, gender, or national origin; or otherwise engages to deprive individuals or groups or their civil rights.



Extremist Organizations.  A group which advocates the use of force or violence, advocates supremacist causes; based on ethnicity, religion, gender, or national origin; or otherwise engages in efforts to deprive individuals or groups of their civil rights.



Ideology.  A systematic body of concepts especially about human life or culture; a way of thinking used by a group or individual to express their beliefs and social values.



Militia.  A body of soldiers not permanently organized in time of peace.  Many militia organizations have been formed because of their objection to national or local government (anti-democratic) policies or programs.



Gangs.  A group of individuals who band together, usually along racial or ethnic lines.  Generally,  gangs are prone to violent behavior.

Recruitment and Affiliation.  Instead of standing in streets dressed in sheets and shouting hate messages; most extremists are now sitting in bars and break areas, wearing street clothes.  To lure prospects, extremists are quietly talking about individual liberties, states’ rights, and how, with your help, they can make the world a better place to live.  The standard hateful message has not been replaced; just packaged differently with issues like freedom of speech, anti-gun control themes, tax reform, and oppression.



Recognizable hate symbols and paraphernalia are usually hidden until a recruit is hooked on the validity of the ideology.  In some cases, individuals subscribe to the ideology and not necessarily to the group.  Because of their unique experiences, expertise, capabilities, and resources; public officials, law enforcement, and military personnel are recruiting bonuses.  Based on these qualities it is believed these people are highly recruited over others.  



Some groups raise young adults in their ideology and then they enter the military to gain expertise and knowledge.  Once knowledge is obtained, they leave the military and bring that knowledge back to their organization.  Additionally, those individuals recruit peers while in the military to join their cause.

EXTREMIST GROUPS AND ORGANIZATIONS

	INSTRUCTOR NOTE:  Show viewgraph 11-3, Extremist Groups and Organizations.




	EXTREMIST GROUPS AND ORGANIZATIONS

· Identity (Creationism)

· White Supremacy Ideology

· Patriotism-Survival Ideology


Figure 11-3

EXTREMIST GROUPS AND ORGANIZATIONS.  The majority of extremist groups and organizations have one predominant theme of superiority of one race over the other.  This theme can also be applied to ethnicity and religious groups.  Some of these groups and organizations proclaim violence as a means to achieve their goals, while others use pseudo-religious themes from their own interpretation of the bible.  Most of these groups develop ideologies in an attempt to justify, legitimize and rationalize one particular version of reality despite other explanations and ideas.  Ideology is also a way of thinking used by a group to express their beliefs and social values.  While the following groups are not representative of all extremist groups, a large portion that we are most familiar with generally fall into one of the three following categories:



Identity (Creationism).  Followers of this ideology tend to believe the Jews are the descendants of Satan, and white Anglo-Saxons are the true Israelites, “God’s chosen people,” and the sons of Adam and the descendants of the Lost Tribes of Israel.  They also believe in an impending worldwide race war which only whites will survive in the protection and maintenance of God’s nation.  The identity movement views the bible as the true ‘word of god’ and was written for specific people (the white race).  The true literal children of the bible are the tribes of Israel to whom God promised a new land, a promised land which identity churches identify as the United States.  These children of God (colonist) were ordered to occupy their land, to cleanse it of Satan’s children and ‘sin’ which is the evil power of Satan.  They are to occupy the earth and rule in righteousness with God the head of the government.  Groups falling into ideologies along these lines are:



Ku Klux Klan.



Neo-Nazi.



Aryan Nation.



Identity Movement Churches.



New Jerusalem Fellowship.



Church of Jesus Christ Christian.



Church of the Creator.



White Supremacy Ideology. The “Identity” explanation of the diverse races of mankind is grounded in Biblical interpretation.  According to this ideology, the white race is directly descended from Adam.  The Jews are held to be the sons of Cain who was the issue of Eve after her original sin.  Thus, Cain was the son of Satan and all of his descendants are the “spawn of the devil.”  Ultra-conservative churches use Identity ideology to base theories of white superiority and the duty of whites to survive and defend the U.S. identity, thus ties closely to this ideology and carries into the thought of white supremacy.  Keep in mind many right wing groups deny their ideology of white supremacy.  Instead, they are concerned with “racial purity,” the safeguarding of the existence and reproduction of the white race.  This is a facade of the white supremacist groups to try to convince people to believe they are only concerned with “racial purity,” however, they are the first to decry “reverse discrimination” and preach Anti-Semitism and anti-black doctrines.  Groups falling into ideologies along these lines are:



Separatists (Nationalist).



Third Position (Aryan Socialism).



Neo-Nazi Skinheads.



Fifth Era.



Patriotism-Survival Ideology.  Protection of basic Constitutional freedoms is the major theme of the Patriot-Survivalist groups.  It is more so the preservation of the Anglo-Saxon, “American-type culture” which the founders of our nation secured for all whites.  The members point blame of economic troubles, including unemployment, on refugees, Jews, Blacks, illegal aliens, Cubans and all other non-white groups.  Much of their propaganda is tied to white supremacy ideology and an inevitable race war will occur.  Traitors, meaning white Anglo-Saxons who do not hold the same beliefs are often noted in their literature.  Groups falling into ideologies along these lines are:



Racial Survivalist.



Posse Comitatus.



Populist.



Militias.

Militias.  The militia movement is very fluid.  New groups form and others disappear so frequently it is difficult, if not impossible, to track which groups are active at any given moment.  The character of these groups also may change rapidly as different factions, some extreme with neo-Nazi ties and other moderates, with law abiding goals vie for control.  In some cases, there are support groups that do not engage in military training or typically have rank structures, but instead provide information and materials to militias.

Tattoos.  Tattoos are frequently associated with racist and/or gang activities.  Skinheads frequently use tattoos and symbols of lightning bolts, skulls, Nazi swastikas, eagles, and Nordic warriors.  Skinhead graphics also feature barbed wire, hobnailed boots, and hammers in their symbolism.  No immediate assumptions should be made when strange or suspicious tattoos are observed.  However, they may be considered a warning signal something might be worth checking into further.  When in doubt, consult the Staff Judge Advocate for clarification and guidance.  

Command Authority.  Commanders have the authority to prohibit military personnel from engaging in or participating in any other activities the commander determines will adversely affect good order and discipline or morale within the command.  This includes, but is not limited to, the authority to order the removal of symbols, flags, posters, or other displays from barracks, to place areas or activities off-limits, or to order soldiers not to participate in those activities that are contrary to good order and discipline or morale of the unit or pose a threat to health, safety, and security or military installation.     

COMMAND OPTIONS

	INSTRUCTOR NOTE:  Show viewgraph 11-4, Command Options.




	COMMAND OPTIONS

· UCMJ Actions

· Involuntary Separation

· Reclassification

· Administrative Action.


Figure 11-4

Command Options.  Commander’s option for dealing with a soldier’s violation of the prohibitions include:


UCMJ action.  Possible violations include:



Article 92 --Violation or failure to obey a lawful general order or regulation (for example, participation in demonstrations, distributions of literature without approval, or unlawful discrimination).



Article 116 -- Riot or breach of peace.



Article 117 -- Provoking speeches or gestures.



Article 134 -- General article, specifically, conduct which is prejudicial to the good order and discipline or service discrediting.


Involuntary separation for unsatisfactory performance or misconduct, or for conduct deemed prejudicial to good order and discipline or morale.


Reclassification actions or bar to reenlistment actions, as appropriate.


Other administrative or disciplinary action deemed appropriate by the commander, based on the specific facts and circumstances of the particular case.

	INSTRUCTOR NOTE:  Conduct a check on learning and summarize the learning activity.



Ask the group how a unit is effected by extremist activities.

· Command climate suffers.  If there is a lack of trust and cohesiveness among unit members, morale will suffer, along with unit readiness.

· Polarization of groups is a logical product of this type of activity within a unit.  Those who support these types of views are hardly likely to work closely with members of minority groups.  

· Undermines confidence among unit members.

· Productivity is hampered and mission accomplishment can be seriously affected.  The unit will not work together in either training, or execution of its mission.

· Unnecessary efforts are required to recover from a neglected situation and time is lost.  Enormous amount of time must be spent to retrain, counsel, investigate, and corrective action.

CLOSING:  Extremism in most any form can have a very serious and negative impact on unit cohesion and effectiveness.  We must always try to be aware of any type activity trying to surface in our work areas and living areas.  You should be always on the alert for signs of extremist activities within the organization.  Soldiers should report anyone approaching them on the subject of extremism.   If you see evidence of this type of behavior or activities, immediately report your concerns to the chain of command.  Soldiers have every right to expect the Army to keep this type of activity out of their living and working areas.  Summarize lesson objectives.

Army regulations (ARs)

ARMY REGULATIONS (ARs)

20-1
  Inspector General Activities and Procedures. 15 December 1989

210-50  Housing Management. 24 April 1990

600-20  Army Command Policy. Xx XXX 1988

600-50  Standards of Conduct for DA Personnel. 28 January 1988

DEPARTMENT OF THE ARMY PAMPHLETS (DA Pams)
165-13  Religious Requirements and Practices of Certain Selected


   Groups. A Handbook for Chaplains.  28 April 1978

600-26  DA Affirmative Action Plan. 23 May 1990

600-69  Unit Climate Profile, Commander’s Handbook. 1 October 1988

FIELD MANUALS (FMs)

22-100  Military Leadership. 31 July 1990

22-101  Leadership Counseling. 3 June 1985

22-102  Soldier Team Development. 2 March 1987

MISCELLANEOUS PUBLICATION (MISC PUB)

9-2     Manual for Courts-Martial, United States. 1984 (MCM 1984)

TRAINING CIRCULARS (TCs)

26-2    Effective Planning. 18 October 1984

26-4    Conflict Management. 31 December 1984

26-6 Commander’s Equal Opportunity Handbook.
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PRACTICAL EXERCISE #3-1

THE LOUISA EXERCISE

Instructions:

Read the following scenario and on your own rank the five people involved, one to five, from the person whom you feel the most sympathetic for to the one whom you feel the least sympathetic for.

Scenario:

Louisa was five months pregnant.  She had delayed making a decision concerning her pregnancy because, at seventeen, she did not think she was capable of carrying out the responsibilities of motherhood alone, and yet she was under pressure from her friend, Joe, who was the father, to have the child.  Louisa had absolutely no desire to marry Joe; she was sure that they would be unable to live together.

Joe had previously told her that he was sterile, which proved to be untrue.  When Louisa became pregnant, he offered to marry her.  Joe loves children and wants a child.  When Louisa finally decided to have an abortion, Joe arranged for Judge Edmonds to sign a restraining order against her.

On the advice of her best friend, Anne, Louisa had the abortion anyway.  It was performed by Dr. Zaffis, who knowingly violated the restraining order.  Joe filed charges against Louisa and the doctor.  Judge Edmonds fined Dr. Zaffis for contempt of court, but pardoned Louisa because she was a minor.

_____  Louisa

_____  Joe

_____  Judge Edmonds

_____  Anne

_____  Dr. Zaffis

PRACTICAL EXERCISE #3-1

“THE LOUISA EXERCISE”

INSTRUCTOR’S GUIDE

Objective:
To illustrate how values and attitudes affects one’s behavior, which in turn affects anothers’ behavior.

Procedure:
Instruct the students to read the exercise and follow the instructions.  The students are to do the exercise on their own without any interaction with other students.  Give the students approximately 10-12 minutes to complete the exercise.

After all of the students are finished divide the students into groups of four or five.  Attempt to get students from both genders into each group.  

Read the following instructions:  “Each group needs to rank the five people involved, one to five, from the person whom you feel the most sympathetic for to the one whom you feel the least sympathetic for.  Each group has approximately 15-20 minutes to reach a unanimous decision to the solution of the exercise.  After you reach a decision you must choose a spokesperson for your group who will report to the rest of the class your group’s decision and why you reached that decision.”

During the exercise keep notes on the interactions of the students in the groups. If a group can not come to a unanimous decision after 20 minutes do not allow them to continue.  

After all of the groups have finished, have each group report to the rest of the class their decision. On butcher paper, chalkboard, etc. record each group’s answers.  During this period you should listen carefully.  Usually students will refer to the judge and doctor with male pronouns.  After the exercise is over you should point out that there are female judges and doctors.

After each group has reported their decision it is recommended you immediately inform them that it is not an exercise to discover their views on abortion, but to reinforce the previous block of instruction on how your values and attitudes affect your behaviors, which affects another’s attitude and behavior.  Also, point out that there are no wrong answers to the exercise.

Discussion Questions:
1.  What were some of the behaviors displayed during the exercise?  (voices raise, “checking-out” of the discussion, face turning red, pointing finger, anger, etc.)

2.  Was anyone surprised at the views and/or behaviors of other members in your group?  Did you find it difficult to get a group member to agree with you?  (You should point out that it is very difficult to force a value change on another individual. )

3.  What were some of the values revealed from this exercise?  (Some of the common values are:  Honesty, Obey the Law, Religion.  You should reinforce that different experiences give rise for different values and values can change.)  

Materials Required:
Butcher paper, writing utensil and the Louisa Problem Worksheet.

Approximate Time Required:
30-45 minutes.
	Reproduced from

Structured Experience Kit

J. William Pfeiffer and John E. Edmonds

San Diego, CA:  UNIVERSITY ASSOCIATES, Inc., 1990


PRACTICAL EXERCISE #4-1

“COUNT THE F’s EXERCISE”

INSTRUCTOR’S GUIDE

PENDING COPYRIGHT

PRACTICAL EXERCISE #4-2

“OLD LADY “YOUNG LADY”

INSTRUCTOR’S GUIDE

PENDING COPYRIGHT
PRACTICAL EXERCISE #5-1

IDENTIFY BEHAVIORS OR ACTIONS THAT VIOLATE

THE ARMY'S EO/EEO POLICIES/CONCEPTS

Directions:

Students are to match the corresponding letter of EO violation with the appropriate scenario statements.


A.
Prejudice


B.
Racism


C.
Sexism


D.
Discrimination


E.
No Violation

1.  _____  A white soldier who joins the local chapter of the Ku Klux Klan.

2.  _____  An Asian soldier who declines to socialize with other soldiers in her unit.

3.  _____  A platoon Sergeant who recommends his female soldiers for promotion 



    when he thinks they are ready.

4.  _____  A group of male soldiers openly comparing "notes" about female soldiers in 



    their unit and rating them on their appearance and physical attributes.

5.  _____  A group of female soldiers bad-mouthing male soldiers in their unit.

6.  _____  The enlisted club schedules "Ladies Night" every Wednesday on the club 



    calendar.

7.  _____  A Black soldier says he doesn't trust anyone who isn't Black.

8.  _____  A Female Drill Sergeant tells a male trainee that "Real men don't cry".

9.  _____  A male soldier tells a female soldier that she should "quit and go home, this 



    is a man's Army".

10. _____ A soldier constantly tells ethnic or racial jokes.

PRACTICAL EXERCISE #5-1

IDENTIFY BEHAVIORS OR ACTIONS THAT VIOLATE

THE ARMY'S EO/EEO POLICIES/CONCEPTS

INSTRUCTOR’S GUIDE

Objective:

Provide practical experience in identifying behaviors and actions that violate the Army's EO/EEO policies and/or concepts.
Reinforce lessons learned dealing with the self-concept and perceptions.

Guidance:

Provide Student Handout #5-1 to students.  Students are to match the corresponding letter of EO violation with the appropriate scenario statements.


A.
Prejudice


B.
Racism


C.
Sexism


D.
Discrimination


E.
No Violation

1.  _____  A white soldier who joins the local chapter of the Ku Klux Klan.

2.  _____  An Asian soldier who declines to socialize with other soldiers in her unit.

3.  _____  A platoon Sergeant who recommends his female soldiers for promotion 



    when he thinks they are ready.

4.  _____  A group of male soldiers openly comparing "notes" about female soldiers in 



    their unit and rating them on their appearance and physical attributes.

5.  _____  A group of female soldiers bad-mouthing male soldiers in their unit.

6.  _____  The enlisted club schedules "Ladies Night" every Wednesday on the club 



    calendar.

7.  _____  A Black soldier says he doesn't trust anyone who isn't Black.

8.  _____  A Female Drill Sergeant tells a male trainee that "Real men don't cry".

9.  _____  A male soldier tells a female soldier that she should "quit and go home, this 



    is a man's Army".

10. _____ A soldier constantly tells ethnic or racial jokes.

NOTE:  After giving the class approximately 10 minutes to write in their answers, call on individual students to disclose what their response was to each scenario.  If there is a disagreement about an answer, provide the correct response and discuss the rationale for the answer.  Have students provide their rationale for each answer.

OPTIONAL: If time is available, place students in small groups to reach small group consensus on responses and report out to large group.

ANSWER KEY

NOTE:  As students give their answers to each statement be sure to ask them for their reasoning or rationale for choosing that response. The exercise should help clarify students understanding of EO and EEO violations as well as generate further discussion about student perceptions on other EO issues.

Option: Record the number of responses for each statement on chart paper or on the chalkboard, then have students discuss their answers.

1.  Answer B. Racism:  Membership in the KKK is considered to be a statement in the belief and sometimes active reinforcement of white supremacy over non-whites.  Although mere membership is not prohibited under current policy, active participation is grounds for sanctions to include separation from the service.  DoD has a long standing policy of intolerance for any organization that professes or practices unlawful discrimination.

2.  Answer E. No Violation:  Often times when a soldier of an ethnic or cultural background that is different from his or her contemporaries declines to participate in social gatherings, especially when involving mix grouping of young men and women, there is a tendency to believe that the person is either anti-social or prejudice.  Ensure students understand that soldiers from different cultures will have different cultural and religious beliefs that prohibit their participation in certain social events.  Inform the students that if they have a question or concern about another soldier, they should ask and not reach for easy labels.

3.  Answer E. No Violation:  Be aware that some students may lock on to this statement as an act of sexist behavior without completely clarifying what they had read.  Explain that a predisposition to believe that male supervision over females is detrimental or only results in an adverse impact on women is in and of itself sexist.

4.  Answer C.   This behavior not only is demeaning toward women, but demonstrates these male soldiers are acting out their sexists attitudes but equating a woman’s  value or worth to their own stereotypes of what a woman should look like.

5.  Answer A. Prejudice:  Remind students that in a previous learning activity on prejudice, one method used by individuals or groups in acting out prejudice behavior is by "bad mouthing" or referring to others in degrading terms to describe members of different gender or racial groups.  

6.  Answer D. Discrimination:  The term  "Ladies Night" when used by entertainment establishments such as the enlisted or officer club normally implies that there are privileges (e.g., no cover charge, free admittance or reduce prices on drinks) extended towards one group, but denied to the other based on gender. If such privileges are allowed or extended throughout the Army, it serves as an institutionalized practice.  However such practices within DoD are not characterized as unlawful.  It must also be noted that there is an element of sexism in this scenario.  The primary reason for most establishments - military or civilian - to offer a “ladies night” is to use the women to draw in more males.  The purpose of this of course is to sell more products - usually alcohol. This opens up the question:  is the establishment using women for profit?

7.  Answer A. Prejudice:  The soldier's disclosure that he doesn't trust anyone who isn't Black is also an inference that non-Blacks are not trustworthy.

8.  Answer C. Sexism:  A clear example of a sexist remark and attitude.

9.  Answer C. Sexism:  Another example of a sexist remark and attitude.

10.  Answer A.  Prejudice

Materials Required:
Practical Exercise #5-1

Time Required:
10 - 20 minutes
PRACTICAL EXERCISE #7-1

IDENTIFY SEXUAL HARASSMENT BEHAVIORS

SITUATION #l.  PVT Tom Wallace is a very friendly, outgoing individual.  He greets everyone in the unit with a big smile and, or a vigorous handshake.  During interactions with unit personnel, he frequently touches other soldiers while talking to them by placing his hands on their arm or shoulder.  No one in the unit objects to his behavior, and in fact many appreciate his openness and candor.  Recently PVT Jane Reed, a new soldier, was greeted by PVT Wallace.  She felt so uncomfortable by the encounter that she filed a complaint of sexual harassment with the commander.

NOTE:  Did PVT Wallace commit an act of sexual harassment against PVT Reed?

a.  Yes, because he touches females differently and makes them feel uncomfortable.

b.  Yes, because soldiers are prohibited from touching one another.

c.  No, because his behavior is not of a sexual nature.

d.  No, because he touches males in the same manner.

SITUATION #2.  Every morning at PT SPC Tom Edmonds goes out of his way to pair off with PFC Candy Zaffis for sit-ups.  While holding her ankles SPC Edmonds makes small talk about how good PFC Zaffis looks in her PT uniform and how muscular her legs feel in his hands.  He also tells her that if he wasn't already married, he would ask her out in a heartbeat.  Although PFC Zaffis is not bothered by these comments she tells him to keep his mind on PT. However, she also feels that they are inappropriate especially since he is married and wants him to stop.

NOTE:  Is this a situation of sexual harassment?

a.  No, because PFC Zaffis is not bothered by SPC Edmonds' comments or extra attention.

b.  No, because SPC Edmonds has not made any sexual comments.

c.  Yes, because he singles her out and makes unwanted, unwelcome innuendoes about her physical appearance.

d.  Yes, because his comments are inappropriate for a married man.

SITUATION #3.  Whenever PVT Terry Wright and PVT Shirley Williams go to the base exchange they avoid going by the Enlisted Club because male soldiers hanging around in the parking lot always make barking sounds and grunt when they walk by.  They know who these soldiers are but feel they can't do anything because it doesn't happen during duty hours and its not in their unit's area.

NOTE:  Are PVT Wright and PVT Williams correct in their assumptions?

a.  Yes, because sexual harassment can only occur in the work or duty area.

b.  No, because soldiers are on duty 24 hours a day.

c.  Yes, because the Army's EO policy does not apply during soldier's off duty time.

d.  No, because the male soldiers' behavior is a verbal form of sexual harassment and creates a hostile environment.

SITUATION #4.  PVT Frank Martinez and PFC Robert Steel are always sharing their romantic exploits with the rest of the men in the barracks.  They know that after a long weekend they will have a ready audience to listen to their conquests.  Sometimes their stories can be pretty graphic, with a few sexual jokes thrown in for good measure.  Some of the men, especially those with strong religious convictions feel uncomfortable during these sessions but don't complain because they don't want to be perceived as non-members of the group.

NOTE:  Are these men being sexually harassed?

a.  No, because they have not told anyone that they don't liked the stories.

b.  No, because PVT Martinez and PFC Steel have not targeted the men for harassment.

c.  Yes, because their behavior creates a hostile environment.

d.  No, because everyone is participating in the story sessions.

SITUATION #5.  PVT Jeffery Thompson is a poor reader and is having difficulty in comprehending many of the concepts in his IET Soldiers Handbook. One day, after formation, he approached his Drill Instructor, SGT Patricia Hill, for help.  She informs him that she would be glad to help, but that she only conducts extra training on week days, after 2200, in her quarters.  She made it clear to PVT Thompson that special attention did not come cheap, and for this favor she expected him to perform on demand.  Taking the hint, PVT Thompson agreed assuming that he would now have the best of two worlds because he was getting help with an extra bonus on the side.

NOTE:  Did SGT Hill commit an act of sexual harassment?

a.  No, because the agreement was made between two consenting adults.

b.  No, because PVT Thompson willingly agreed to the arrangement.

c.  Yes, because SGT Hill was senior and was taking advantage of PVT Thompson's reading disability.

d.  Yes, because SGT Hill had engaged in a "Quid Pro Quo" form of sexual harassment.

PRACTICAL EXERCISE #7-1

IDENTIFY SEXUAL HARASSMENT BEHAVIORS

INSTRUCTOR’S GUIDE
Objective:

For students to be capable of defining sexual harassment behaviors and the methods and techniques to deal with sexual harassment.

Guidance:

Ensure each student has a copy of Practical Exercise #7-1, Appendix B.  Have students read situations 1 through 5.  Inform students that they have five minutes to complete the exercise.  Based on the information provided from the learning activity, select the best response for each situation.  After time has expired, select individual students to share their response for each situation.  Ensure students explain or provide the rationale for their selections.

OPTION:  Have students break into groups of 3, 4, or 5, after completing the work sheets on their own.  Each group is required to reach consensus on the correct response and select a spokesperson to report after ten minutes of discussion.

IDENTIFY SEXUAL HARASSMENT BEHAVIORS

SITUATION #l.  PVT Tom Wallace is a very friendly, outgoing individual.  He greets everyone in the unit with a big smile and, or a vigorous handshake.  During interactions with unit personnel, he frequently touches other soldiers while talking to them by placing his hands on their arm or shoulder.  No one in the unit objects to his behavior, and in fact many appreciate his openness and candor.  Recently PVT Jane Reed, a new soldier, was greeted by PVT Wallace.  She felt so uncomfortable by the encounter that she filed a complaint of sexual harassment with the commander.

NOTE:  Did PVT Wallace commit an act of sexual harassment against PVT Reed?

a.  Yes, because he touches females differently and makes them feel uncomfortable.

b.  Yes, because soldiers are prohibited from touching one another.

c.  No, because his behavior is not of a sexual nature.

d.  No, because he touches males in the same manner.

SITUATION #2.  Every morning at PT SPC Tom Edmonds goes out of his way to pair off with PFC Candy Zaffis for sit-ups.  While holding her ankles SPC Edmonds makes small talk about how good PFC Zaffis looks in her PT uniform and how muscular her legs feel in his hands.  He also tells her that if he wasn't already married, he would ask her out in a heartbeat.  Although PFC Zaffis is not bothered by these comments she tells him to keep his mind on PT. However, she also feels that they are inappropriate especially since he is married and wants him to stop.

NOTE:  Is this a situation of sexual harassment?

a.  No, because PFC Zaffis is not bothered by SPC Edmonds' comments or extra attention.

b.  No, because SPC Edmonds has not made any sexual comments.

c.  Yes, because he singles her out and makes unwanted, unwelcome innuendoes about her physical appearance.

d.  Yes, because his comments are inappropriate for a married man.

SITUATION #3.  Whenever PVT Terry Wright and PVT Shirley Williams go to the base exchange they avoid going by the Enlisted Club because male soldiers hanging around in the parking lot always make barking sounds and grunt when they walk by.  They know who these soldiers are but feel they can't do anything because it doesn't happen during duty hours and its not in their unit's area.

NOTE:  Are PVT Wright and PVT Williams correct in their assumptions?

a.  Yes, because sexual harassment can only occur in the work or duty area.

b.  No, because soldiers are on duty 24 hours a day.

c.  Yes, because the Army's EO policy does not apply during soldier's off duty time.

d.  No, because the male soldiers' behavior is a verbal form of sexual harassment and creates a hostile environment.

SITUATION #4.  PVT Frank Martinez and PFC Robert Steel are always sharing their romantic exploits with the rest of the men in the barracks.  They know that after a long weekend they will have a ready audience to listen to their conquests.  Sometimes their stories can be pretty graphic, with a few sexual jokes thrown in for good measure.  Some of the men, especially those with strong religious convictions feel uncomfortable during these sessions but don't complain because they don't want to be perceived as non-members of the group.

NOTE:  Are these men being sexually harassed?

a.  No, because they have not told anyone that they don't liked the stories.

b.  No, because PVT Martinez and PFC Steel have not targeted the men for harassment.

c.  Yes, because their behavior creates a hostile environment.

d.  No, because everyone is participating in the story sessions.

SITUATION #5.  PVT Jeffery Thompson is a poor reader and is having difficulty in comprehending many of the concepts in his IET Soldiers Handbook. One day, after formation, he approached his Drill Instructor, SGT Patricia Hill, for help.  She informs him that she would be glad to help, but that she only conducts extra training on week days, after 2200, in her quarters.  She made it clear to PVT Thompson that special attention did not come cheap, and for this favor she expected him to perform on demand.  Taking the hint, PVT Thompson agreed assuming that he would now have the best of two worlds because he was getting help with an extra bonus on the side.

NOTE:  Did SGT Hill commit an act of sexual harassment?

a.  No, because the agreement was made between two consenting adults.

b.  No, because PVT Thompson willingly agreed to the arrangement.

c.  Yes, because SGT Hill was senior and was taking advantage of PVT Thompson's reading disability.

d.  Yes, because SGT Hill had engaged in a "Quid Pro Quo" form of sexual harassment.

ANSWER KEY

1.  Answer A.  Everyone is entitled to not be touched without their permission.  PVT Wallace’s behavior was out of line and crossed the boundary of proper behavior.  It is not the responsibility of PVT Reed to guess what his intentions were - it is up to PVT Wallace to behave in a manner that is acceptable.  He very well could be found guilty of committing sexual harassment.

2.  Answer C

3.  Answer D.  The Army’s policy on Sexual Harassment protects soldiers regardless of the hour of day or the location.  It applies on-duty as well as off duty.  It applies in the workplace, at recreational facilities, on or off post.  The actions in this situation are inappropriate and the soldiers are guilty of sexual harassment against PVT Wright and PVT Williams.

4.  Answer C

5.  Answer D.  The correct answer for this situation is D because  SGT Hill is engaging in Quid Pro Quo.  She is agreeing to help a soldier in exchange for his favors.  It is her duty to help the soldier without compromising their professional relationship.  It is possible that some students felt answer C was also correct.  It is important to point out the answer C would fall into an area commonly known as “improper senior-subordinate relationships.”   The regulatory guidance for this is found in AR 600-20, Chapter 4, paragraph 4-15.

Materials Required:
Practical Exercise #7-1

Time Required:
20 to 30 minutes

PRACTICAL EXERCISE #10-1

RACISM AND SEXISM EXERCISE

CASE STUDIES 

CASE 1

Recently, two female soldiers were assigned to your unit.  Both soldiers are wheeled vehicle mechanics.  When they arrived, the unit was short two clerks.  The unit had two men, each holding a secondary MOS of clerk-typist, filling in until the arrival of the new clerk-typists.  The men were not happy about this situation.  While inprocessing the women, you find out that both can type 60 words per minute.  Although neither soldier holds a primary or secondary clerk-typist MOS, you decide to send the two men back to the motor pool and give the typist jobs to the women.  You feel that the women would be happier in an office environment and that their typing skills justify your decision.

Question:  This is an example of which of the following: (a) Proper utilization without discrimination; (b) Improper utilization without discrimination; (c) Discrimination, but proper utilization; or (d) Discrimination and improper utilization.

CASE 2

A male senior officer assigned to a large staff at a CONUS command attended a senior staff meeting.  The other attendees, with the exception of the two most junior members of the staff, were male.  While waiting for the CO to appear and begin the meeting, the senior officer regaled the group with "dumb blonde" jokes.  The two women officers were uncomfortable with the display, but said nothing.  The other male officers laughed and seemed to enjoy the jokes.

Questions:   Has the senior officer made the same impression with all of his coworkers?  Has he treated, or has he implied, that he sees them all as equally deserving of respect?  Has the senior officer contributed to, or detracted from, the cohesiveness and esprit of this unit?

CASE 3


A black male staff sergeant was in the hallway outside his work area when he heard a remark that made him furious.  A female sergeant who worked in an adjoining area was sounding off about blacks.  As he listened, he heard the woman making fun of the term "African-American." The sergeant also remarked that the unit had just failed a major inspection because the new Executive Officer was black.  The male staff sergeant lost his temper when he heard the woman use the term "nigger." As he entered the area the staff sergeant grabbed the sergeant by the shoulders and said, "You bitch!  You're lucky to be in the unit.  Whores like you don't belong in the Army!" The woman broke away and ran immediately to her supervisor to report her experience as "sexual harassment."

Questions:  What is the responsibility of the commanding officer in this situation?  What should the resolution of this case be?

CASE-4

A female air traffic controller alleged that an Army pilot referred to her by an inappropriate term of endearment during a conversation over UHF.  The commanding officer of the pilot’s unit reviewed the UHF tape and found that the pilot had indeed referred to the air traffic controller as "Honey."

Questions:   Was this pilot being professional?  Does using an informal means of address recognize the professional achievement of the subordinate?  Would the pilot feel his authority diminished if his commands were acknowledged, "Sure, doll?"

CASE 5

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

Questions:  What action(s) should be taken?  How would you handle the objection of African-American soldiers to the display of the Confederate battle flag?

PRACTICAL EXERCISE #10-1

RACISM AND SEXISM EXERCISE

INSTRUCTOR’S GUIDE

Objective:

To provide students an opportunity to apply methods and strategies of identify and resolve racism and sexism problems.

Guidance:

This practical exercise works best in small groups.  Allow sufficient time for students to read and discuss among the small group.  Have a representative from each small group act as spokesperson to read the conclusion to the entire class.

CASE STUDIES 

CASE 1

Recently, two female soldiers were assigned to your unit.  Both soldiers are wheeled vehicle mechanics.  When they arrived, the unit was short two clerks.  The unit had two men, each holding a secondary MOS of clerk-typist, filling in until the arrival of the new clerk-typists.  The men were not happy about this situation.  While inprocessing the women, you find out that both can type 60 words per minute.  Although neither soldier holds a primary or secondary clerk-typist MOS, you decide to send the two men back to the motor pool and give the typist jobs to the women.  You feel that the women would be happier in an office environment and that their typing skills justify your decision.

Question:  This is an example of which of the following: (a) Proper utilization without discrimination; (b) Improper utilization without discrimination; (c) Discrimination, but proper utilization; or (d) Discrimination and improper utilization.

CASE 2

A male senior officer assigned to a large staff at a CONUS command attended a senior staff meeting.  The other attendees, with the exception of the two most junior members of the staff, were male.  While waiting for the CO to appear and begin the meeting, the senior officer regaled the group with "dumb blonde" jokes.  The two women officers were uncomfortable with the display, but said nothing.  The other male officers laughed and seemed to enjoy the jokes.

Questions:   Has the senior officer made the same impression with all of his coworkers?  Has he treated, or has he implied, that he sees them all as equally deserving of respect?  Has the senior officer contributed to, or detracted from, the cohesiveness and esprit of this unit?

CASE 3


A black male staff sergeant was in the hallway outside his work area when he heard a remark that made him furious.  A female sergeant who worked in an adjoining area was sounding off about blacks.  As he listened, he heard the woman making fun of the term "African-American." The sergeant also remarked that the unit had just failed a major inspection because the new Executive Officer was black.  The male staff sergeant lost his temper when he heard the woman use the term "nigger." As he entered the area the staff sergeant grabbed the sergeant by the shoulders and said, "You bitch!  You're lucky to be in the unit.  Whores like you don't belong in the Army!" The woman broke away and ran immediately to her supervisor to report her experience as "sexual harassment."

Questions:  What is the responsibility of the commanding officer in this situation?  What should the resolution of this case be?

CASE-4

A female air traffic controller alleged that an Army pilot referred to her by an inappropriate term of endearment during a conversation over UHF.  The commanding officer of the pilot’s unit reviewed the UHF tape and found that the pilot had indeed referred to the air traffic controller as "Honey."

Questions:   Was this pilot being professional?  Does using an informal means of address recognize the professional achievement of the subordinate?  Would the pilot feel his authority diminished if his commands were acknowledged, "Sure, doll?"

CASE 5

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

Questions:  What action(s) should be taken?  How would you handle the objection of African-American soldiers to the display of the Confederate battle flag?

ANSWER KEY

CASE 1
Question:  This is an example of which of the following: (a) Proper utilization without discrimination; (b) Improper utilization without discrimination; (c) Discrimination, but proper utilization; or (d) Discrimination and improper utilization.

Answer:  (d.) This is a clear case of discrimination based on gender and stereotyping of sexual roles; it is also improper utilization of personnel based on assignment and MOS qualification.

CASE 2
Questions:   Has the senior officer made the same impression with all of his coworkers?  Has he treated, or has he implied, that he sees them all as equally deserving of respect?  Has the senior officer contributed to, or detracted from, the cohesiveness and esprit of this unit?

Discussion Points: The senior officer has displayed a common form of insensitivity.  In trying to show that he is "one of the gang," he has shown only that he is "one of the boys." He has alienated a portion of the staff by his implied approval of a disparaging stereotype about women.  Ingrained attitudes and behaviors are reinforced by this type of conduct.  Would the jokes have been any more appropriate if no women were present.   If that were the case, how would the men present interpret how the senior officer felt about women, in general, or about his commitment to the Army's sexual harassment policy?  The answer is of course, that the jokes would have no more appropriate if only men had been present.  The jokes are totally inappropriate in a military work environment, regardless of who is present.  Another point to address is how both the female and the male officers should have told the senior officer that his jokes were inappropriate.  If is a responsibility we all share to identify behavior that is inappropriate or offensive.

CASE 3

Questions:  What is the responsibility of the commanding officer in this situation?  What should the resolution of this case be?

Discussion Points: The commanding officer needs to get to the bottom of this through a thorough investigation.  Once the facts become known, the commander will be able to address the underlying issues.  This case study is a good example of why racism and sexual harassment cannot be tolerated in our Army.  It tears our organization apart by pitting us against ourselves.  It destroys our unit cohesion.  The female sergeant clearly violated the Army’s equal opportunity policy with her racist remarks.  The male staff sergeant, although understandably angry, reacted inappropriately with derogatory sexual remarks which could meet the definition of sexual harassment.  The UCMJ has several articles that address this sort of conduct, from Provoking Speech to Assault Consummated by a Battery.  What is probably needed here, however, are not UCMJ actions, but a serious commitment by the unit and those concerned to come to grips with what the Army expects of all the members of this organization, and that is to learn to treat all our people with equal respect and dignity.

CASE-4
Questions:   Was this pilot being professional?  Does using an informal means of address recognize the professional achievement of the subordinate?  Would the pilot feel his authority diminished if his commands were acknowledged, "Sure, doll?"

Discussion Points:  Professionalism is a two-way street.  Every officer and enlisted soldier has the right to be addressed according to his or her rank and authority.  Just as an officer would be justifiably offended by informal address, sloppy means of address to enlisted personnel degrades their hard earned professional status.  This is not a sexual harassment issue, this is a professionalism issue.

CASE 5
Questions:  What action(s) should be taken?  How would you handle the objection of African-American soldiers to the display of the Confederate battle flag?

Answer:  Conduct an EO class on cultural awareness and its affects on unit cohesion.  In the meantime, if the commander determines that any flag, poster or symbol is adversely affecting the good order, discipline or morale, he or she may order that item to be taken down.  The commander does not have to order a blanket ban on all such displays.

Materials Required:
Practical Exercise #10-1

Time Required:
15 to 30 minutes
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