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AFFIRMATIVE ACTION
LESSON OBJECTIVES
LEVEL
MEASURE

A. Describe military Affirmative Action 
Comprehension
Written

B. Describe the military Affirmative Action Plan Process
Comprehension
Written

C. Identify Affirmative Action reporting categories 
Knowledge
Written

D. Discuss Affirmative Action law with regards to goals and quotas
Comprehension
Written

E. Participate in an Affirmative Action debate
Application
ISDE

SUPPORT MATERIAL AND GUIDANCE

Lesson Focus

Gain understanding into the concept of affirmative actions and its importance to the military.  Recall key terms associated with this concept.  Be able to explain the characteristics of military affirmative actions plans.  As an EOA you will be called on to plan and carry out affirmative action.  Further, explain how the military Affirmative Action Plan (AAP) is used as a management tool and how it assists the commander to overcome discriminatory treatment.  

Student Contributions

Take notes and ask questions to clarify information taught in lecture so that you may actively participate in small group discussions and exercises.  Use the information provided to participate in a debate. 

Student Instructional Material

Notetaking Guide

Instructional Method

Lecture (1 Hr 30 Min)

Practical Exercise (3 Hrs)

SUPPORT MATERIAL AND GUIDANCE (Cont)
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NOTETAKING GUIDE

A. MILITARY AFFIRMATIVE ACTION

1. Definition of Affirmative Action

Methods used to achieve the objectives of the EO program.  Processes, activities, and systems designed to identify, eliminate, and prevent unlawful discriminatory treatment as it affects the recruitment, training, assignments, utilization, promotion and retention of military personnel.

2. Justification for Affirmative Action

a. Disparate treatment

(1) Treating a person or persons different than other persons or groups of persons.

(2) This is pure and simple discrimination.

b. Disparate impact
(1) Someone (or group) is treated the same as someone else.  

(2) However, the effect of the treatment is unequal.

3. Development of Affirmative Action in the Military

a. Executive Order 8002 (1941)

b. Executive Order 9981 (1948)

c. Executive Order 10925 (1961)

d. Civil Rights Act (1964)

e. Executive Order 11246 (1965)

f. DoD Human Goals Program (1969)

g. DoD Directive 1100.15 (1976)

h. DoD Directive 1350.2 (1987)

B. MILITARY AFFIRMATIVE ACTION PLANS (AAP)

1. Definition of Affirmative Action Plan

Service and or component document that may contain initiatives, processes, systems, activities, objectives, goals, and milestones that have been established to achieve the objectives of the EO program.  The AAP is a management tool intended to assist in overcoming the effects of discriminatory treatment as it affects equal opportunity, upward mobility, and the quality of life for military personnel.

2. Affirmative Action Plan Development Process

a. Information and guidance are formulated by Defense Equal Opportunity Council (DEOC) and passed through the DoD to each Service’s headquarters for action.

b. Each Service looks at its own unique needs, takes input from DoD, and passes this information (or order) to the major commands.

c. Major commands take this information, assess areas under the ten AAP reporting categories (below), determine if there are problems, and plan long-range goals.  They try to predict areas that may need attention before problems arise, and pass all this, along with data to support it, to the subordinate commands in the form of an AAP.

d. The AAP is forwarded to DoD along with a Military Equal Opportunity Assessment (MEOA) (DD Form 2509).  The annual assessment covers the previous fiscal year and is sent to the ASD(FM&P).  It displays and analyzes, by reporting category, the data collected in the DD Form 2509.  The report, designed to measure affirmative action initiatives and effects, provides rationale for establishing or updating an AAP, as well as creating milestones or new goals. 

C. AFFIRMATIVE ACTION PLAN REPORTING CATEGORIES

One of the ten categories included in Service and/or Component AAPs, for which annual assessments are required from the Services in the manner prescribed by this DoD Instruction 1350.3 Affirmative Action Planning and Assessment Process.  These ten are the minimum reporting requirements but the Services may add additional categories as they deem appropriate.

1. Recruiting and/or Accessions

a. Enlisted, Non-prior service, Prior service (not re-enlistments).

b. Officer (Commissioned), (ROTC), Service Academy, Officer Candidate or Training School (OCS or OTS), Non-line and/or direct commission, Enlisted commissioning program., Professional Branches (Legal, Chaplain and Medical), Other Service-unique programs.

c. Officer (Warrant) - as applicable, assessed separately by Service and/or, Component, Flight training programs, (due to small numbers).

2. Composition

a. Defense Manpower Data Center will compile a computer-generated quarterly and forward it through the ASD(FM&P) to each of the Military Services. 

b. Report displays force composition by the following four subjects for each Service, and/or Component, and the DoD:

(1) Commissioned Officer 

(2) Warrant Officer (if applicable)

(3) Enlisted

(4) Total

3. Promotions  

a. Assessments shall be made of promotions that result from a centralized Service-wide selection process. 

b. Promotions include O-4 through O-6 and E-7 through E-9.

c. Promotions shall be assessed based on the date of selection, not the date of promotion. 

4. Professional Military Education

a. This assessment category does not include the Legal, Medical or Chaplain professional education systems. 

b. Pertains to the general category of professional military education. 

5. Separations - Assessments include only those separations that are involuntary.  List actual numbers of involuntary separations that are dishonorable discharges, bad conduct discharges, or otherwise under other than honorable conditions.

6. Augmentation and/or Retention

a. Augmentation is defined as a process by which officers of the reserve components are transferred to regular components of a Service for purposes of serving on active duty.  Augmentation reports will be submitted only by the active components.

b. Retention shall list the actual numbers retained. 

7. Assignments

a. Assessments shall be made of those billets that are defined as career enhancing by the Service rendering the report. 

b. Prepared on the subjects of commanding officer and deputy or assistant commanding officer billets of specific pay grades selected by the Services, as a minimum.

c. Services may also wish to consider joint duty assignments as meeting the criteria in this category.  Senior enlisted assignments within a pay grade should likewise be considered for assessment as a subject in the MEOA.

8. Discrimination and/or Sexual Harassment Complaints

a. Assessments shall be made for those complaints of discrimination that surface through official channels. 

b. Services must make those efforts necessary to ensure that complaints are captured (consolidated) from the various entry points where they are initially registered (e.g., Chaplain, Judge Advocate General (JAG), Inspector General (IG), Equal Opportunity (EO), official hotline(s), Uniform Code of Military Justice (UCMJ) Article 138).

c. Discrimination - including race, ethnicity, sex (excluding sexual harassment), national origin, religion, and age (if applicable).

d. Sexual Harassment (as defined in DoD Directive 1350.2, reference (a)).

9. Utilization of Skills

a. Assessments in this category shall be made separately for officer and enlisted.

b. At least five areas in which one or more minority groups (regardless of gender) or in which most women are under or overrepresented must be included.

10.  Discipline

a. Assessments shall include nonjudicial and judicial punishments. 

b. All types of courts-martial resulting in conviction may be consolidated on one form. 

D. AFFIRMATIVE ACTION LAW

1. Affirmative Action Goals

a.  A realistic, attainable or planning target units try to obtain.

b.  A goal is nothing more than a target number.

c.  Most people do not have a problem with goals.

d. Goals are legal.

2. Affirmative Action Quotas 

a. A definite number, proportion, or range required of all subordinate units.

b. Unlawful unless imposed by court order.

Practical Note: Supervisors should always consult with a legal advisor prior to making personnel decisions (favorable or unfavorable) based on race, gender, color, national origin or religion.  Personnel decisions, besides religious accommodation, based on the aforementioned categories are normally illegal.
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