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1 April 2004



MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT:  1st Engineer Brigade Equal Opportunity Plan

1.  This memorandum establishes policy for the Equal Opportunity Plan (EOP) for all personnel assigned or attached to the 1st Engineer Brigade.  All members of this brigade are responsible to support this EOP and to ensure its success.

2.  To accomplish the Army's mission, we must all preserve a high state of discipline and good order.  This goal demands an environment that assures equal opportunity for every member of this brigade, regardless of race, religion, gender, national origin and color.  The Equal Opportunity Plan is one of the directives that outline positive steps that leaders make in the 1st Engineer Brigade.

3.  The Equal Opportunity Plan is a leadership tool to assist commanders and supervisors in assuring the professional growth of all brigade members based on merit, individual potential and capabilities.  This plan not only identifies areas of interest for commanders and supervisors, but also outlines monitoring systems that help ensure a healthy equal opportunity climate.

4.  All members of 1st Engineer Brigade must exhibit this positive and professional attitude in order to achieve fair treatment for all personnel.

Encls











PAUL W. KELLY














COL, EN














Commanding

DISTRIBUTION:

ALL ORGANIZATIONS

1ST ENGINEER BRIGADE WEB PAGE

TABLE OF CONTENTS

Chapter 1






















   3

Policy and Guidance

CHAPTER 2





















   7
Assessment and Reporting

CHAPTER 3





















   9

Equal Opportunity Action Plan

APPENDIX A





















 10

Equal Opportunity Goals

APPENDIX B





















 19

Reporting Requirement List

APPENDIX C





















 21

Complaint Processing Checklist (Commanders and Directors)

APPENDIX D





















 23

Racial and Ethnic Code Reporting Guide

APPENDIX E





















 24

Representation Index (RI)

CHAPTER 1

Policy and Guidance

1.1.  Purpose.  This document presents the 1st Engineer Brigade Equal Opportunity Plan.  It sets forth goals, responsibilities and policies that ensure equal opportunity and treatment based solely on merit and performance for all 1st Engineer Brigade personnel.

1.2.  Scope.  This plan is a personnel management document and fulfills a specific Department of the Army requirement that brigade level commanders develop and publish a comprehensive Equal Opportunity Plan.  The EOP implements requirements outlined AR 600-20, paragraph 6-13, DA Pam 600-26, TRADOC Reg 600-11, paragraph l-4d, and Fort Leonard Wood Equal Opportunity Plan dated 20 March 1995.

1.3.  Applicability.  The provisions of this plan apply to:



a.  All military personnel of the Active and Reserve Armed Forces, attached or assigned for duty or training within the brigade.



b.  All civilian supervisors and employees assigned or attached to this brigade.



c.  Units attached to this brigade, addressed as tenant units.

1.4.  Explanation of Abbreviations and Terms.  See Section II of Glossary in AR 600-20, TRADOC Reg 600-11.

1.5.  Objectives.  Objectives of the 1st Engineer Brigade EOP are:



a.  Use equal opportunity actions in the management system by placing the responsibility for equal opportunity into the hands of commanders and supervisors.



b.  Correct structural imbalances, eliminate personal and institutional discrimination, and assure opportunities for upward mobility for all qualified personnel.



c.  Provide the opportunity and encourage the growth and effective use of all 1st Engineer Brigade personnel and facilitate interpersonal and intergroup relations.



d.  Provide a mechanism to assess the 1st Engineer Brigade Equal Opportunity (EO) Program.

1.6.  Principles.



a.  The chain of command is the primary and preferred channel for correcting and/or eliminating discriminatory practices and for communicating equal opportunity matters.



b.  Equal opportunity actions are actions that take positive steps to identify and correct existing and potential discrepancies and inequities.



c.  Commanders and supervisors must take action to provide supplemental training and education which individuals may require in order to meet established standards.  Standards levels will be commensurate with the missions of the 1st Engineer Brigade.

1.7.  Policy.  It is the policy of 1st Engineer Brigade to provide an environment assuring equal opportunity and fair treatment to all brigade members and their families regardless of race, religion, color, national origin or gender.

1.8.  Responsibilities.



a.  Brigade Commander:





(1)  The Brigade Commander is the Equal Opportunity Officer for this command.





(2)  Approves the 1st Engineer Brigade Equal Opportunity Plan.



b.  1st Engineer Brigade Staff:





(1)  Has staff responsibility for all EO matters falling within their areas of functional responsibility.





(2)  Is the proponent for respective actions directed in Chapter 2 of this plan.





(3)  Has responsibility for appropriate EOP goals and reports explained in Chapter 2 of this document.





(4)  Monitors subject areas for which they have control (see chapter 3, pg. 16-23).



d.  Subordinate Commanders:





(1)  Actively seek identification of obstacles to EO.





(2)  Initiate actions to remove detriments to EO.





(3)  Ensure compliance with EO directives from higher headquarters.





(4)  Establish a policy on each the following:  complaint procedures, equal opportunity, sexual harassment, open door, consideration of others and improper relationships.  Post all policies in an appropriate area where all unit personnel can read them.





(5)  Ensure all unit personnel know EO complaint procedures and know who their Equal Opportunity Representative is.





(6)  Schedule and conduct Equal Opportunity training lAW TRADOC Reg 600-11, AR 600-20, and FLW EOP.





(7)  Ensure newly assigned personnel attend post level Prevention of Sexual Harassment class within 30 days of arrival.





(8)  Will prohibit military personnel from engaging in or participating in any activities that adversely affects good order and discipline or morale of the unit, or poses a threat to health, safety, and security of military personnel.



e.  Brigade Equal Opportunity Advisor:





(1)  Has general staff responsibility for all plans, policies and programs pertaining to the 1st Engineer Brigade EO Program.





(2)  Acts as principal advisor to the Brigade Commander on EO matters.





(3)  Implements Fort Leonard Wood and 1st Engineer Brigade EO policies, programs, and procedures.





(4)  Conducts EO inspections of subordinate commands as part of the Organizational Inspection Program (OIP).





(5)  Develops, coordinates and monitors the implementation of the EOP for the brigade.

1.9.  References.



a.  DOD Directive 1100.15, The Department of Defense Equal Opportunity Program.



b.  AR 600-20, Chapter 4-12, Extremist Organizations, and Chapter 6, Equal Opportunity Program in the Army.



c.  DA Pam 600-26, The Department of the Army Equal Opportunity Plan



d.  TRADOC Suppl 1 to AR 600-20



e.  TRADOC Reg 600-11, TRADOC Equal Opportunity Plan



f.  Fort Leonard Wood Equal Opportunity Plan

CHAPTER 2

ASSESSMENT AND REPORTING

2.1.  Measurement.  Measurement is an essential element of the equal opportunity action plan.  Measurement identifies EO trends, shows deviations from Army standards, highlights progress made in improving EO, and aids the commander in development of an EO plan of action.



a.  Staff proponents will use the representation index as a measurement technique in this EOP.  A condensed explanation of this technique is at Appendix D.



b.  Other assessment tools.





(1)  Subjective assessment.  Subjective assessment includes interpretation of serious incident reports, inspector general reports, volume and nature of congressional complaints, staff visits, perceptual surveys and feedback received during EO training sessions.





(2)  Other measurement tools.  These include other assessment tools in use or generated from contractual research efforts (i.e., command climate surveys, MEOCS).

2.2  Reporting Requirements.



a.  Each Battalion will present the following data (by rank, gender, and ethnic category):





(1)  Awards:  AAM, ARCOM, MSM





(2)  POSH:  List of all newly arrived Soldiers that have attended the Prevention of Sexual Harassment training within the first 30 days of assignment. Training must be annotated on their individual training records POSH sheet. Biannual training for all members must be annotated on their individual POSH sheets.





(3)  UCMJ Statistics:  Summary, special and general court martial.  Summary, Company and Field Grade Articles 15 for permanent and IET Soldiers.





(4)  Discharges:  Drug and alcohol, other than honorable, honorable, dishonorable, bad conduct and entry level separations.





(5)  EO Complaints:  Commanders will forward Formal complaints to the Bde EOA and informal complaints resulting in a 15-6 investigation.  The unit EOR will report Informal complaints to the Bde EOA either by email or orally within twenty-four hours.





(6)  EOR:  Equal Opportunity Representatives that have successfully completed the 80 hour EORC.  Commanders will choose the unit EORs and at a minimum hold the rank of E6.



b.  Quarterly Review:





(1)  HHC and Battalions will submit the previous listed reports to the Brigade S-l at the end of each quarter or as required.





(2)  The Bde EOA will conduct statistical analysis, graphic representation and consolidation of the reports.





(3)  The Brigade Commander, Brigade CSM Brigade EOA, Brigade Adjutant, Battalion Commanders and their Equal Opportunity Representatives (EOR) will meet quarterly to discuss trends, areas of concern and corrective actions.

CHAPTER 3

EQUAL OPPORTUNITY ACTION PLAN

3.1.  General.  This chapter contains the Equal Opportunity Plan (EOP) goals.

3.2.  Format.  An explanation of the format elements contained in the EOP is as follows:



a.  Goal.  The commander’s intent and desired endstate.



b.  Background.  The background is a description of a situation identified as a condition or method of operation within the scope of a given organization.  The background should reflect facts and, if available, statistical data.



c.  Objectives and Milestones





(1)  Objectives and milestones are a timetable to facilitate management effort.  They are not ceilings, nor are they base figures reached at the expense of requisite qualifications.  In equal opportunity efforts, objectives are not quotas.





(2)  Objectives should be realistic and attainable with "good faith" effort, time phased, measurable and within the span of control or responsibility of the commander who will sign the EOP.





(3)  Objectives responsibilities and accountability for equal opportunity and goals will be with the command or proponents with the resources and authority to control or influence the outcome of specific equal opportunity .



d.  Timetable and reporting schedule.  The timetable and reporting schedule may use fiscal year or calendar year requirements for its timetable.  The reporting schedules are expressed in quarters.  The timetable and report schedule is a primary management tool for the EOP. 



e.  Proponent.  The proponent block must reflect a specific agency designated for each EOP goal.  That agency must logically have the inherent responsibility for that goal described in an applicable directive.

3.3.  Goals.  The goals of the 1st Engineer Brigade EOP are contained in Appendix A.

APPENDIX A

Equal Opportunity Goals

SUBJECT:  AWARDS (AAM, ARCOM, MSM)

NUMBER:  001

GOAL

Ensure that Soldiers receive awards based solely on merit and performance.

BACKGROUND
Due to current policies and procedures in submitting and subsequent processing of awards, biased manipulation of the process is possible.  In past Fiscal Years, certain ethnic groups and females have historically been over and under represented in receiving awards according to population demographics.

TIMETABLE AND REPORTING SCHEDULE
OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Collect and report data and compare 






Quarterly

the number of awards given to the demographics

of the brigade in separate graph and tabular form.

2.  Evaluate and report data for significant 





Quarterly

disproportionate representation according 

to brigade's demographics.

PROPONENT

1st Engineer Brigade S-l and all Battalion S-1s

SUBJECT:  PREVENTION OF SEXUAL HARASSMENT (POSH)

NUMBER:  002

GOAL

Ensure 100% of all newly assigned personnel receive POSH training within 30 days of arrival.  Ensure all members receive biannual POSH training.  Clearly define sexual harassment and train all Soldiers on how to effectively deal with acts and complaints of sexual harassment.  Document POSH training in individual training records.

BACKGROUND

Many personnel arrive at their units and have not attended POSH training and do not understand what sexual harassment is.  It is the policy of the Commanding General that all personnel will attend the training within the first 30 days of arrival to Fort Leonard Wood.  AR 600-20 further states POSH training will be conducted two out of four quarters of training.

TIMETABLE AND REPORTING SCHEDULE

OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Collect and report data given by the post





Weekly

EO in the event that Soldiers misses a scheduled 

POSH class.

2.  All newly assigned permanent party will receive 



Weekly

POSH training within 30 days of arrival.

3.  All Soldiers who do not attend POSH within 30 days will reply by endorsement to the Bde EOA with an explanation.  The EOA will report all non-attendees to the commander at the monthly Command and Staff.

PROPONENT

1st Engineer Brigade EOA and all Battalion EORs

SUBJECT:  MILITARY JUSTICE ACTIONS NONJUDICIAL PUNISHMENT

NUMBER:  003

GOAL

Report, identify and evaluate nonjudicial punishment data for disproportionate representation by race, ethnic group or gender.  In addition, suggest appropriate corrective action.

BACKGROUND

Commanders impose nonjudicial punishment to correct, educate and reform offenders when the imposing commander determines a Soldier cannot benefit from less stringent measures.  Commanders at all levels must be sensitive and exercise unbiased treatment through the UCMJ process.

TIMETABLE AND REPORTING SCHEDULE
OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Review and assemble reports of nonjudicial




Monthly

punishment submitted by units.

2.  Compare numbers of instances of nonjudicial




Quarterly

punishment with the expected numbers based 

upon representation in the brigade population 

of persons of various racial and ethnic groups

and both genders.

3.  Report data to assess overall representation 




Quarterly

of the brigade in four separate graph and tabular

formats.



a.  Trainee summary grade nonjudicial 

punishment.



b.  Trainee company grade nonjudicial 

punishment.



c.  Trainee field grade nonjudicial punishment.



d.  Permanent party summary grade nonjudicial 

punishment.



e.  Permanent party company grade nonjudicial

punishment.



f.  Permanent party field grade nonjudicial 

punishment.

4.  Coordinate with commanders to examine  




Quarterly

thoroughly causes for over representation of certain

ethnic trainees.  In addition, implement a corrective 

program to adjust over representation of those 

trainees/PP identified.

PROPONENT

1st Engineer Brigade S-l and all Battalion S-1s (Legal Clerks)

SUBJECT:  ENTRY LEVEL SEPARATION (ELS)

NUMBER:  004

GOAL

Commanders will apply entry-level separation policies equitably among ethnic, racial and gender groups.

BACKGROUND

Entry Level separations rates are an area of concern.  Over representation of certain ethnic males and white females occurred in past fiscal years.  All other groups were at or under their expected rate.

TIMETABLE AND REPORTING SCHEDULE

OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Monitor and report the demographic 






Quarterly

representation of entry level separations in 

separate graph and tabular form.

2.  Evaluate data for significant disproportionate




Quarterly

representation.

PROPONENT

1st Engineer Brigade S-l and all Battalion S-1s

SUBJECT:  PERMANENT PARTY DISCHARGES

NUMBER:  005

GOAL

Commanders will apply separation policies for less than Honorable Discharges equitably among ethnic, racial and gender groups.

BACKGROUND
Less than Honorable separation rates are an area of concern.  Minorities were over-represented in past Fiscal Years.  Commanders at all levels must be sensitive and exercise unbiased treatment through the separation process.

TIMETABLE AND REPORTING SCHEDULE
OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Monitor and report the demographic 






Quarterly

representation of separations by ethnic group 

and gender.

2.  Identify and evaluate data for significant





Quarterly

disproportionate representation.

3.  Compare the percentage on minorities and 




Quarterly

women in the permanent party with the number

of discharges.

PROPONENT

1st Engineer Brigade S-l and all Battalion S-1s

SUBJECT:  EQUAL OPPORTUNITY COMPLAINTS (FORMAL & INFORMAL)

NUMBER:  006

GOAL

Ensure that all Soldiers are familiar with the procedures in redress grievances and that complaints are quickly and fairly solved at the lowest level.

BACKGROUND

lAW AR 600-20, PARA 6-8, commanders will ensure that Soldiers are fully aware of procedures for obtaining redress of complaints including those against members of the chain of command.  In the past, Soldiers did not know how to process such grievances.  Units did not post procedures and Soldiers were going out of the units to process complaints.

TIMETABLE AND REPORTING SCHEDULE
OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Ensure that the procedures are in writing and




Daily

posted in a location accessible to all Soldiers.

2.  Resolve complaints fairly and as quickly as




Daily

Possible at the lowest appropriate level.

3.  Report formal and informal complaints, in writing


Monthly

to Bde EOA.  EOA will review complaints lAW AR 600-20.

PROPONENT

1st Engineer Brigade S-l and all Battalion S-1s

SUBJECT:  EQUAL OPPORTUNITY REPRESENTATIVES COURSE (EORC)

NUMBER:  007

GOAL

Ensure that each unit has a trained Equal Opportunity Representative (EOR).  EOR will have successfully completed the post 80 hour EOR Course. EOR will complete online refresher training semi annually.

BACKGROUND

lAW AR 600-20, para 6-6, units should have a trained EOR.  Soldiers transition steadily, leaving units without trained EORs.  EO complaints and training, in the past, was not done properly.  EORs could not fully assist their commanders in managing their EO programs, due to their lack of training.

TIMETABLE AND REPORTING SCHEDULE

OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Collect and report data and compare the 





Quarterly

number of EORs within the brigade.

2.  Maintain a list of all trained EORs at the Bn.




Monthly

Report to the Bde EOA monthly any changes in EORs 

and identify any training needs.  Submit online refresher

training certificates to BDE EOA.

3.  Evaluate and report data for significant 





Semi-

disproportionate representation according 





Annually

to brigade's demographics.

PROPONENT

1st Engineer Brigade S-l and all Battalion S-1s (Brigade EOA and Battalion EORs)

SUBJECT:  EQUAL OPPORTUNITY REPRESENTATIVES OF THE QUARTER PROGRAM

NUMBER:  008

GOAL

To select one Brigade EOR from the Battalions, to represent the Brigade in the Post EOR of the quarter Board.

BACKGROUND

In accordance with Post policy to begin to recognize the efforts made by Equal Opportunity Representatives the Post Commander has begun a recognition program for the top EOR on post during each Quarter.

TIMETABLE AND REPORTING SCHEDULE

OBJECTIVES and MILESTONES







FY 04




FY 05

1.  Battalions Evaluate and recognize the  





Monthly

out standing EOR for their Battalion monthly.

2.  Battalions submit Battalion EOR representative



Quarterly

name for Brigade EOR of the Quarter Board to the 

Brigade Equal Opportunity Advisor on the last day 

of the first month in the quarter

3.  Brigade EOA Evaluate and submit recommendation


Quarterly

to Brigade CSM for the Brigade EOR of the quarter

NLT the end of the second month of the quarter

4.  Brigade EOA submit Brigade nominee for Post EOR


Quarterly 

of the Quarter to Post Equal Opportunity office NLT the 

first week of the last month of the quarter.

PROPONENT

1st Engineer Brigade EOA and CSM

APPENDIX B

Reporting Requirement List

	STAFF OFFICE
	SUBJECT AREA
	REPORT REQ.
	REMARKS

	Bn PAC/Bn EOR
	1.  Unit Personnel Strengths
	Yes, Quarterly
	TRADOC Req

	
	a.  Race and ethnic population, and gender by rank
	
	

	
	b.  Company Commanders
	
	

	
	c.  1SG
	
	

	
	d.  CSM
	
	

	
	
	
	

	
	2.  Reenlistment
	Yes, Quarterly
	TRADOC Req

	
	a.  First Term
	
	

	
	b.  Mid-term
	
	

	
	c.  Careerist
	
	

	
	d.  Barred
	
	

	
	
	
	

	
	3.  Promotions (Excluding those on standing lists)
	Yes, Quarterly
	TRADOC Req

	
	a.  E4 to E5
	
	

	
	b.  E5 to E6
	
	

	
	
	
	

	
	4.  Awards (AAM, ARCOM, MSM)
	Yes, Quarterly 
	Post Req

	
	
	
	

	
	5.  Military Justice
	Yes, Quarterly
	TRADOC Req

	
	a.  Honorable Separation
	
	

	
	b.  General Discharges
	
	

	
	c.  Other than Honorable Discharges
	
	

	
	d.  BCDs
	
	

	
	e.  Dishonorable Discharges
	
	

	
	f.  Courts Martial
	
	

	
	g.  Article 15 (Summary, Co. and FG)
	
	

	
	
	
	

	
	6.  EO Rep. Course (EORC)
	Yes, Quarterly
	Post Req

	
	a.  All Bn and Co commanders will monitor their units for Soldiers that need to attend the 80 hour EORC, and complete online refresher training
	
	

	
	b.  Maintain 100% level of school trained EORs
	
	

	
	
	
	

	STAFF OFFICE
	SUBJECT AREA
	REPORT REQ.
	REMARKS

	
	7.  Complaints
	Yes, Quarterly
	TRADOC Req

	
	a.  Commanders will send Soldiers and civilians wishing to file normal EO complaints to the Bde EOA
	
	

	
	b.  Informal complaints will be handled at the lowest command level possible
	
	

	
	c.  All complaints will be resolved in a timely manner
	
	

	
	d.  Informal complaints will be reported verbally or via email to the Bde EOA
	
	

	
	
	
	

	
	8.  Prevention of Sexual Harassment (POSH)
	Yes, Quarterly
	Post Req

	
	a.  All newly assigned personnel will receive POSH training within 30 days of arrival to FLW
	
	

	
	b.  Bde EOA will notify Brigade CSM of personnel who fail to attend within 30 days
	
	


APPENDIX C

Complaint Processing Checklist Commanders/Directors

Sample Format

This checklist outlines the steps required in processing complaints for illegal discrimination based in race color religion, gender, national origin, or sexual harassment.

STEP



ACTION BY





DESCRIPTION OF ACTION

1.




EOA







Receives complaint.

2.




EOA







Determines if the complaint has















exhausted the chain of command.

3.




EOA







Counsel individuals to determine if















he/she can substantiate and is willing















to present his/her allegation.

4.




EOA







Assist the individual on preparing















his/her report.

5.




EOA/EOR






Counsel individual on possible courses















of action.

6.




EOA/EOR






Recommend to the complainant his/her















chain of command is the first















step.

7.




EOA/EOR






Refer individual to his/her immediate















commander.

8.




EOA/EOR






Inform the complainant's immediate















commander that you have talked to the















individual and have referred him/her















back to the commander.

9.




CDR







Arrange an appointment with complainant















and discuss allegation and immediate















action.

10.




CDR







Conduct a fact finding inquiry to















substantiate or refute the















allegation/complaint.  Notify the GCMA















within 72hrs IAW AR 600-20.

11.




CDR







Commanders will take the following actions















if the allegation is true and are within the















commander's jurisdiction:
















a.  Action required formal investigation

















1.  Refer to the appropriate 

















investigation.

















2.  Based on findings, take 

















appropriate action.
















b.  Action required informal 
















investigation:  Take appropriate action.

12.




CDR







Take the following action if allegation















is true and are outside immediate 















commander's jurisdiction:
















a.  Refer individual to higher 
















commander.
















b.  Commanders will inform the Soldier 
















if an allegation cannot solve at their 
















level and what will happen next.
















c.  Monitor disposition and complainant 
















informed.

13.




EOA







Inform complainant of commander's course















of action.

14.




EOA







Inform the commander of recommendation















made to the individual.

15.




EOA







Monitor complainant for corrective action or















disposition.

APPENDIX D

Ethnic Code Reporting Guide

DATA CODE:



MEANING OF CODE








RACE


1






WHITE (Not of Hispanic Origin).





W









A person having origins in any of the









original peoples of Europe, North Africa 









or the Middle East.



2






BLACK (Not of Hispanic Origin).





B









A person having origins in any of the original 









peoples of Africa.


3






HISPANIC.  A person having origins in any



H









of the original peoples of Mexico, Puerto Rico,









Cuba, Central or South America or of other Spanish 









Cultures, regardless of race.


4 






AMERICAN Indian or Alaskan Native.  A person

N









having origins in the original peoples of 









North America.


5






ASIAN or Pacific Islander.  A person having 


A









origins in any of the original peoples of the 









Far East, Southeast Asia, the Indian subcontinent









or the Pacific islands.  This area includes China, 









India, Japan, Korea, the Philippine Islands and Somoa.


6






OTHER.  A member of an ethnic group not 



O









mentioned above.

Proponents will report all information required by subject areas in accordance with AR 600-20.  Proponents will use this guide in order to avoid double counting of racial and ethnic group statistics.

APPENDIX E

Representation Index (RI)
Representation indices are used to measure changes in what happens to individual as a result of normal functions of the system.  The use of RIs is to identify and provide valuable insights of institutional practices that are operating to the disadvantage of a particular group of people.  The RI does not determine causes nor does it imply any intent to discriminate; rather, the RI measures the effects of what is or what has occurred.  Its value lies in examination.

Calculation.  To derive RIs from a comparison of the actual number and the expected number of people in a particular situation, e.g., those selected, promoted, assigned, etc.  Use the following formula to develop the RI:

Representation Index Actual Number X
100 - 100 = % over or under representation.






    Expected Number

Example.  The following results of a hypothetical promotion selection board illustrate the RI in use:

Promotion E-4 to E-5 (Males)









Considered Eligible


Selected


Selection rate

White







750




425





56.7%


Black

(b)





160


(f)

60





37.5%


Hispanic






60




10





16.7%


Asian







30




5





16.7%


Native







0




0





0.0%


Other/Unknown





0




0





0.0%


Total

(a)





1000

(d)

500

From this source data, the RI can be computed by following the procedure outlined below:


Step 1:  Find the total number of Soldiers considered eligible.


(a)


1000


Step 2:  Find total number of group (i.e., black males) eligible.

(b)


160


Step 3:  Determine the expected percentage = b/a = 160/1000 = 

(c)


16


Step 4:  Total number selected = 








(d)


500


Step 5:  Expected number of black males = .16 x 500 = 



(e)


80


Step 6:  Actual number of blacks selected =






(f)


60


Step 7:  Representation Index = (f/e x 100) - 100 = (60/80 x 100) - 100 = -25%

The resultant percentage means there is an under-representation of blacks in this selection board by 25%.  The percentage does not say anything about what caused the difference.  Leaders will collect and analyze data from different points in time so they may discern trends and arrive at conclusions regarding institutional discrimination.  The goal is to arrive at that point where the RI approaches zero.  The RI would have been zero, for example, if the selection rate for blacks had been 80.  But, through chance alone, the RI will usually fall on either side of the baseline.  Commanders, staff and managers will scrutinize the high values (+ or -) at different data points that usually highlight problem areas.
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