FIRST DUTY STATION 

LESSON PLAN

(REVISION DATE 10 May 04)

PART I

COVERSHEET

LESSON TITLE:
First Duty Station Orientation (FDS)  

INSTRUCTOR:

TEACHING METHOD:
Informal lecture/Guided discussion

REFERENCES:  AFPD 36-27, Social Actions, 3 Sep 93; AFI 36-2706, Military Equal Opportunity (MEO) and Treatment Program, 1 Dec 96; AFI 36-2903, Dress and Appearance of Air Force Personnel, 8 Jun 98; DoDD 1350.2, Department of Defense Military Equal Opportunity Program, 18 Aug 95; DoDD 1300.17, Accommodations of Religious Practices Within the Military Services, 3 Feb 98; AFR 40-713, Equal Employment Opportunity (EEO) and Affirmative Employment Program (AEP), Jun 86; Human Goals Proclamation, 24 Jul 98; AFI 36-1201, Discrimination Complaints, 25 Jul 94; DoDD 1325.6, Guidelines for Handling Dissident and Protest Activities Among Members of the Armed Forces, 1 Oct 96; AFI 51-903, Dissident and Protest Activities, 1 Feb 98;  Booklet, United States Air Force Core Values, 1 Jan 97; The Challenge of Becoming an Effective Diversity Practitioner, Souder, Betances and Associates,  27 Jan 04; Breaking Through: The Making of Minority Executives in Corporate America,  David A. Thomas and John J. Gabarro, 1999; Beyond Race and Gender:   Unleashing the Power of Your Total Work Force by Managing Diversity, R. Roosevelt Thomas Jr 1991; Implementing Diversity, Marilyn Loden, 1 Aug 95; Generations At Work, Ron Zemke, Claire Rains, Bob Filipczak, Jan 00; American Government and Politics Today, Barbara Bardes, Mack Shelley, Steffan Schmidt, 2004;  Strangers to These Shores, Vincent Parrillo, 2003; United States Air Force Strategic Plan, 2003 Annual Report To Stakeholders; Diversity in Our air Force (Letter), SECAF and CSAF, 3 Mar 2004; AFI 36-3401, Air Force Mentoring, Jun 00; The Nature of Prejudice, Gordon Allport, 1958; Webster’s New Collegiate Dictionary, Third College Edition, 1988. OMB Directive 15, Revisions to the Standards for the Classification of Federal Data on Race and Ethnicity, 1997, OMB Bulletin 00-2 (Amending OMB Directive 15), 2000.
INSTRUCTIONAL AIDS:
Handout and slides

TIME:  4 hours

PART IA

COURSE OBJECTIVE:  The objective of this course is for each participant to comprehend that awareness of and involvement in positive human relations and diversity initiatives are mission imperatives. 

SAMPLES OF BEHAVIOR:

1. Outline events leading to Air Force’s current approach to EO policy and diversity initiatives.  Main Point (MPT) 1 

2. Identify how contemporary MEO/EEO issues can affect mission readiness.  (MPT 1)  

3. State Department of Defense policy EO and Air Force policy on EO and diversity.  (MPT 1)

4. Explain how communication, listening, perception, and prejudice can influence the working, social, and living environment.  (MPT 2)

5. Give examples regarding the origins of prejudice.  (MPT 2)

6. Identify discrimination, unlawful discrimination, and sexual harassment. (MPT 3)

7. Explain MEO/EEO complaint process.  (MPT 4) 

8. Summarize the importance of diversity and its positive impact on mission accomplishment. (MPT 5)

9. Explain how barriers negatively impact the principles of diversity/EO.

10. Predict how human relations issues on/off base effect mission accomplishment. (MPT 6)

11. Distinguish between the multiple roles and responsibilities in creating and maintaining a positive EO environment. (MPT 7)

PART IB

ORGANIZATIONAL PATTERN:
Topical

STRATEGY:
This course begins with a short 5 minute introduction by the instructor preparing participants for the four hour program, relating it to their needs and interests.  MPT 1 begins with the instructor giving a historical review of the Air Force’s approach to Equal Opportunity and diversity.  Keep in mind that this MPT establishes the foundation for meeting the course objective and will be taught predominately using the informal lecture method.  It is important to differentiate between the issues and events that led up to the establishment of the EO program and the resulting diversity initiatives of the Air Force. Next, in MPT 2, the instructor will proceed to give an explanation of the primary source of human relations problems: communication, listening, perceptions, and prejudice.  You will cover the following influences/barriers to the living, working, and social environments: communication, perception, prejudice, and generational changes.  You should relate each of these areas to diversity and how it influences individuals and the mission. This MPT should be covered through the guided discussion method.  In MPT 3 the attention of the participants will then be directed toward identifying discrimination, unlawful discrimination, and sexual harassment and its impact on the individual and the mission.    Instructors should extract examples from the sexual harassment definition and limit the use of scenarios in this block of instruction.  This MPT will be covered using a combination of informal lecture and guided discussion.  Attention should be given to the amount of time allotted for this MPT and instructors should limit the use of guided discussion in this area.  During MPT 4, the instructor will discuss the MEO/EEO complaint processes with students.  The goal of this MPT is for students to gain a basic understanding of the complaint process but not to the extent that they become intimately familiar with each step of complaint processing procedures.  .   This MPT will be covered through the informal lecture method.    In MPT 5, the instructor will discuss the benefits of diversity as a mission imperative and identify the demographic realities affecting the Air Force mission.  During this MPT, instructors will clearly relay the relationship between EO as a compliance issue and diversity as an initiative for maximizing the talents of all members to successfully achieve the Air Force mission.  The instructor will then lead a small group discussion on the contributions of diversity to America and the Air Force.  This MPT will be covered using a combination of informal lecture and guided discussion.  Next, in MPT 6, the instructor will introduce participants to human relations issues on/off base as they impact mission accomplishment.  The instructor will discuss the general effect of local human relation issues on mission readiness.  The instructor will use an overview of the results of the WCAC, UCA, and other trend data to aid participants in understanding the local human relations climate.  This MPT will be covered through the informal lecture method.  During MPT 7, the instructor will then have students discuss multiple roles and responsibilities in creating and maintaining a positive EO and diverse environment.  Additionally students will discuss the importance of mentoring by understanding the mentor/mentee relationship and the value of diversity in the mentorship process.  Following this, the instructor will summarize the entire program, highlighting important points made throughout the lesson, remotivate, and close.

LESSON OUTLINE

OBJECTIVE/MAIN POINTS:

The objective of this course is for each participant to comprehend that awareness of and involvement in positive human relations and diversity initiatives are mission imperatives. 

1.  (K) Events leading to Department of Defense (DoD) and current Air Force approach to EO policy and diversity initiatives.   

a.  Past and present events leading to Air Force efforts in EO/EEO and diversity 

b.  Contemporary EO issues and future diversity challenges

c.  Department of Defense policy on EO 

d.  Air Force/installation policy on EO and diversity initiative  

2.  (C) Communication, perceptions, and prejudice can influence the working, social, and living environment.

a.
Communication

b. Perception

c. Prejudice

       d. Review generational changes  

3.  (C) Unlawful discrimination and sexual harassment negative impact on the individual and the mission.

a.
Definitions/examples of discrimination and unlawful discrimination


(1)  Discrimination 

     (2)  Unlawful discrimination (military)

     (3)  Prohibited discrimination (civilian)

     (4)  Protected categories

     (5)  Examples of unlawful discrimination (military/civilian) 

b.  Definition of sexual harassment and examples

c.  Impact on individual and the mission

4.  (C) Military Equal Opportunity (MEO)/Equal Employment Opportunity complaints. 

a.
MEO Informal complaints

b.
MEO Formal complaints

c.  EEO Informal complaints

d.  EEO Formal complaints

5.  (C) The benefits of diversity as a mission imperative. 

a. Air Force Definition of diversity 

b. Relationship between EO and diversity

c. Demographic realities affecting the Air Force mission 


d. Contributions of diversity to America and our mission 

6.  (C) Human Relations issues on/off base effect mission readiness.

a. General effects of local human relations issues on mission readiness

b. Wing Climate Assessment and other trends

7.  (C) Multiple roles and responsibilities in creating and maintaining a positive EO and diverse environment.

a. Individual’s Role 

b. Victim’s Role

c. Friend/Coworker’s Role 

d. Supervisor’s Role 

e. Commander’s Role

f. Mentoring 

g. Respect

TEACHING PLAN

INTRODUCTION (5 Min)
ATTENTION:  Introduce instructor and welcome students to base/course.

MOTIVATION:  Explain how the course will enhance interpersonal skills, minimize human relations problems and garner an appreciation of diversity and its positive impact on mission accomplishment.

OVERVIEW:  Review main points.
TRANSITION:  Let’s begin by taking a look at events that lead to the current Air Force approach to Equal Opportunity and diversity.

DEVELOPMENT

I. (K) Events leading to Department of Defense (DoD) and current Air Force approach to EO policy and diversity initiatives. (20 Min)

A.  Past and present events leading to Air Force efforts in EO/EEO and diversity

1. Events (EEO/EO):

a.  Civilian: racial confrontations/disturbances and Civil Rights Movement, i.e., Detroit, New York, Los Angeles, Cincinnati etc.

b.  Military: disruptive events/racial disturbances on many military installations, i.e., Travis, Minot, Camp Lejune, Kitty Hawk, Ft Bragg, Aberdeen, Air Force Academy, Kelly AFB, etc.

2.  Reaction (EEO/EO):

a.  Federal government: Civil Rights Act of 1964

b.  DoD: Human Goals Proclamation, 1998 

c. Military: Executive Order 9980/81, DRRI established, 1971, created

    MEO career field, 1973

d.  Military Equal Opportunity Assessment Program (MEOA), DODI 1350.3

e.  DoD Equal Opportunity  Program DoDD 1100.15, 1976

f.  Executive Order 11478, 1969

3.  Contemporary EO Events:

a.   Anita Hill/Clarence Thomas, Rodney King, O. J. Simpson Trial Verdict, and Jaspar, Texas, profiling, immigration policy, 9-11 impact on the U.S. etc.

b.  Military  Capts and Lt Cols, class action suit - discrimination in promotions/RIFs, Women in Combat, grenade fragging incident (Kuwait) extremist group activities (Fort Bragg) etc.

4. Diversity Initiative:

a. ACC/CC briefed diversity issues at CORONA Fall 2001

· Air Force senior leaders tasked to read Breaking Through: The Making of Minority Executives in Corporate America  

b. Spring 02, Minority Officer Accessions and Development Summit

c. SAF/MR briefed diversity at CORONA Fall 02

· Secretary of the Air Force, Force Sustainment and Equal Opportunity(SAF/MRE)has overall program responsibility

· Air Staff directed a review of all AF lesson plans for diversity content

· SAF/MRE visited MAJCOMs to assess diversity initiatives

· Air Staff convened a “Train the trainer” diversity course in Jan 04

INSTRUCTOR NOTE:  These are only a few of examples of contemporary events, instructors should ensure continuous research on contemporary issues.

B.  Contemporary EO issues and future diversity challenges  

1.  Demographic shifts and its impact in the military

a. According to the U.S. Census Bureau, the U.S. population demographics have shifted to reflect the America’s growing diversity

US                                               2000


  2050

Population 
1. White                                      69%                                  53%

2. Black/African American         13%                                  13%

3. Hispanic/Latino                       13%                                   24%

4. Asian/Pacific Islander and Native Hawaiian or Other Pacific Islander (combined)                                     4%                                     9%

5. American Indian/Alaska Native

                                                        1%                                    1%   

                 b. Mission related issues in view of demographic changes (military/civilian)

1. Shrinking workforce – Size of military and civilian workforce 

2.  Fewer white males – Drop in birth rate among Caucasians

3. Growth/changing roles of women - Women constitute 52% of population

4. Work/family issues – Single parent, same sex, dual income, and blended 

5. Heritage/interest/generational group awareness – Culture/values/Gen X 

                                                                                     vs. baby boomers

6. Foreign-born workers – Currently over 1 million people a year immigrate 

                                            to the United States

7. Aging workforce – Between 1990 and 2050 20% of the US population 

                                    will be 65-84 years old

8.  People with disabilities – Americans with  

                                                 Disabilities Act 1990, Civil 

                                                 Rights Act of 1964, Rehabilitation Act 1973

                                                 *(9.4% of 139,000 Air Force Civilian 

                                                 Employees represent this group)

* As of Feb 04

NOTE:  Hispanic is not considered a racial classification according to OMB directive 15.  Instructors will review all aspects of OMB 15 and review and be familiar with the  2000 Census Report prior to teaching this block of instruction.

http://www.census.gov/
http://clinton4.nara.gov/OMB/fedreg/ombdir15.html
http://clinton4.nara.gov/OMB/bulletins/b00-02.html
http://www.afpc.randolph.af.mil/pubaffairs/release/2003/02/racecodes.htm
http://www.afpc.randolph.af.mil/pubaffairs/release/2003/08/RaceCodes.htm
INSTRUCTOR NOTE:  Use “assessing the impact of demographic realities exercise” to help students understand the impact.

2.  Speaking a language other than English in the Workplace

a. Due to demographic shifts the use of languages other than English has increased in the workplace 

b. Because of the speculated increase in groups with diverse backgrounds, there is a possibility that conflict in the duty section may result due to members communicating more frequently in languages other than English.   The operational language of the Air Force is English and Air Force personnel must maintain sufficient proficiency in English to perform their duties.  Commanders may require Air Force personnel to use English only when such use is clearly necessary and proper for the performance of military duties.  Accordingly, commanders, supervisors and managers at all levels must not require the use of English for personal communications which are unrelated to military functions.  

3.    Extremist Group  

a.  Extremist Group – A group that supports supremacist causes or attempts to create unlawful discrimination, based on race, color, sex, national origin, or religion; advocates the use of force/violence or otherwise engages in the effort to deprive an individual(s) of their Civil Rights.  

b.  DoD policy prohibits service members from actively participating in Extremist group activity. (Explain DoDD 1325.6 policy)

c.  IAW AFI 51-903, commanders must preserve the service member’s right of expression, to the maximum extent possible, consistent with good order, discipline, and national security

INSTRUCTOR NOTE:  Exercise caution when labeling organizations as “hate groups”.  Groups must meet all of the above criteria to be considered a “hate group”.  There are no approved Air Force or DoD listings of hate groups.  

C.  Department of Defense policy on EO IAW DoD 1350.2: Promote an environment free from personal, social, or institutional barriers that prevent service members from rising to the highest level of responsibility possible.  Members shall be evaluated only by individual merit, fitness, and capability. 

D.  Air Force/installation policy on EO and diversity initiative 

1. The Air Force will conduct its affairs free from unlawful discrimination and sexual harassment.  It provides equal opportunity and treatment for all members irrespective of color, national origin, race, religion, or sex, (including age and disability for civilians)except as prescribed by statute or policy.  (IAW AFPD 36-27)  

2. Highlight of Installation Equal Opportunity policy. 

3. Diversity is a performance based leadership strategy, employed by the Air Force and its leadership to leverage the unique qualities of all our members.  These qualities include, but are not limited to racial, ethnic, cultural, gender, religion/spiritual, education, language, problem-solving, life experiences and attitudinal skills sets, thought.  In essence, diversity is strategy for achieving mission excellences. (SECAF Roche)

TRANSITION:

II. (C) Communication, perceptions, and prejudice can influence the working, social, and living environment   (40 mins)

A.  Communication

1.  Definition - The transmission of information, ideas, attitudes or emotions from one person to another, by conveying those ideas through written or spoken symbols or other verbal or non-verbal signs

2.  Communication model (Sender - Message/Symbol - Receiver - Feedback) 

3.  Effective communications can influence the working, social, and living environment  (Provide examples)

4. Verbal/non-verbal symbols can influence the working, social, and living environment in positive and negative ways (Provide examples)

B.  Perceptions

1.  Definition - A person’s immediate experience of other persons or objects gained through the sense organs, and somewhat modified by the perceiver’s personal characteristics and by societal influences

2.  Provide examples of how perceptions can influence the working, social, and living environment in positive and negative ways  

C.  Prejudice

1.  Definition - A judgment against, or an opinion contrary to, anything without just grounds or sufficient knowledge

2.  Stereotyping - categorizing people in a fixed or general pattern which may lead to making invalid assumptions regarding the particular group and member of the group (Provide examples)

3.  Origin of prejudice  (Allport’s model)

a.  Childhood fears

b.  Authoritarian parents

c.  Parental attitudes

d.  Media

INSTRUCTOR NOTE:  Relate the above examples to Allport’s model of prejudice.  Emphasis should be placed on helping students understand how group conflict affects prejudice.  A discussion of the Sharif study should be used.  The instructor must be familiar with this concept to accomplish this objective.  

D.   Review generational changes

1. Explain why generations of people learned to view the world differently and how their perspective world views, values and lifestyles are likely to impact a diverse workplace.

2. Compare and contrast the different value beliefs and lifestyles of Veterans, Boomers, Generation X’ers and Nexters. 

Veterans - 1922-1943 - dedication, hard work, patience and conformity, consistently and uniformity, logic vs. magic, conservative spenders, believe in law and order

Boomers - 1943 - 1960 -  optimism, team orientation, personal gratification, and person growth. Personality - seek immediate gratification, promotes equality, lead unfulfilling relationships

Gen X - 1960-1980   think globally, balance informal, self reliant, general personality - go around authority, avoid the limelight.  More to life than work.  Do not play politics

Nexter - 1980-2000 - optimism, civic duty, achievement, morality, general personality - moving towards the veterans’ personality

TRANSITION:

III. (C) Unlawful Discrimination and Sexual Harassment negatively impact on the individual and                 the mission (30 mins)

A.  Definition of discrimination and unlawful discrimination 

1.  Webster’s Definition of Discrimination - The act of discriminating, or distinguishing differences.  
2.  Definition of Unlawful Discrimination (Military) - Includes discrimination on the basis of color, national origin, race, religion, or sex, that is not authorized by law or regulation, IAW AFI 36 -2706. 

3.  Definition of Prohibited  Discrimination (Civilian) - An prohibited employment practice that occurs when an employer fails or refuses to hire, discharge, or otherwise discriminates against any individual with respect to compensation, terms, conditions, or privileges of employment because of race, color, religion, sex, national origin, age, reprisal, physical, or mental disability... IAW AFI 36-1201.

4.  Protected Categories (Military/Civilian):

a.  Age (Civilian Only)

b.  Color

c.  National Origin

d.  Race

e.  Religion

f.  Sex

g. Disability (Civilian Only)

5.  Examples of unlawful discrimination (Military and Civilian)

TRANSITION:

B.  Definition of Sexual Harassment and Examples

Definition - A form of sex discrimination that involves unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature, constitute sexual harassment when:

Submission to such conduct is made either explicitly or implicitly a term or condition of a person’s job, pay, or career; or (quid pro quo harassment).

Submission to or rejection of such conduct by a person is used as a basis for career or employment decisions affecting that person; or (quid pro quo harassment).

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

This definition emphasizes that workplace conduct to be actionable as “abusive work environment” harassment, need not result in concrete psychological harm to the victim, but rather need only be so severe or pervasive that a reasonable person would perceive, and the victim does perceive, the work environment as hostile or offensive.  (“Workplace” is an expansive term for military members and may include conduct on or off duty, 24 hours a day.)  Any person in a supervisory or command position who uses or condones any form of sexual behavior to control, influence, or affect the career, pay, or job of a military member or civilian employee is engaging in sexual harassment.  Similarly, any military member 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 IAW AFI 36-2706. 

Note:  Instructors should have a thorough understanding of same sex sexual harassment.  Instructors should become familiar with the landmark decision by the US Supreme Court in Oncale v. Sundowner offshore Services, Inc.1998.
Additional Note:  Instructors should stress that there is a difference between sexual assault and sexual harassment.  Sexual assault is not an EO issue, but a law enforcement issue.  Anyone who feels they’ve been assaulted should contact security forces, local authorities or  911 immediately.  

C.  Impact on individual and mission

INTERIM SUMMARY:

TRANSITION:

IV. (C) Military Equal Opportunity (MEO) Formal/Informal Complaints (20 mins)

A.  MEO Informal Complaint - Means for active duty military members, family members, and retirees to informally resolve unlawful discrimination and sexual harassment complaints prior to filing formal complaints

Address concern with alleged offender, coworker, chain of command, etc.

B.  MEO Formal Complaint: Means for military members, family members, and retirees to present allegations of unlawful discrimination and sexual harassment

1.  Processing complaints through chain of command is encouraged

2.  MEO Complaint Clarification Process

3.  Legal Review

4.  Commander’s corrective action(s), when appropriate

INSTRUCTOR NOTE:  EEO should provide MEO with a complaint processing checklist for civilian employees.  

V. (C) Benefits of diversity as a mission imperative (55 Min)

A. Definition of diversity:  Performance-based leadership strategy, employed by the Air Force and its leadership to leverage the unique qualities of all our members.  These qualities include, but are not limited to, racial, ethnic, cultural, gender, religious/spiritual, educational, language, problem-solving, life experiences and attitudinal skill sets.  In essence, diversity is a strategy for achieving mission excellence.  

B. Impact of Barriers to Diversity

C. Relationship between EO and diversity

D. Demographic reality affecting Air Force mission

E. Contribution of diversity to America and our mission

TRANSITION:

VI. (C)  Human Relations issues on/off-base impact on mission accomplishment (10 mins)

A. General effect of local human relations issues on mission readiness

B. Wing Climate Assessment and other trends

INSTRUCTOR NOTE:  Use this area to discuss, EOTIs, 1271s, and complaint trend data

TRANSITION:

VII. (C)  Multiple Roles and Responsibilities in Creating and Maintaining a Positive

Equal Opportunity and diverse environment (10 min)

A.  Individual’s Role 

B.  Victim’s Role

C.  Friend/Coworker’s Role 

D.  Supervisor’s Role 

F. Commander’s Role

G. Mentoring

H. Respect (foundation of equality)

TRANSITION:

CONCLUSION  (10 mins)

FINAL SUMMARY:

REMOTIVATION:

CLOSURE:

FIRST DUTY STATION 

COURSE CRITIQUE
Instructor:  ________________________________________
Date:  _______________

Please give us your feedback on this course.  We will use your responses to help us improve the quality of the course.  Please circle the number which corresponds to your choice.  

1.  How well did this course help you understand that diversity impacts communication, listening, perceptions, and prejudices?

Very Poor

1
2
3
4
5
Outstanding

2.  How well did this course help you understand that communication, listening, perceptions, and prejudice influence the working, social and living environment?

           Very Poor
        
1
2
3
4
5
Outstanding

3.  How well did this course help you understand the difference between prejudice, discrimination and diversity?

Very Poor

1
2
3
4
5
Outstanding

4.  How well did this course help you understand the definitions of unlawful discrimination, sexual harassment and diversity?

Very Poor

1
2
3
4
5
Outstanding

5.  How well did the course help you understand how human relations and diversity issues affect the mission?

Very Poor

1
2
3
4
5
Outstanding

6.  How well did the course help you understand the multiple roles and responsibilities as they relate to equal opportunity and diversity?

Very Poor

1
2
3
4
5
Outstanding

7.  How do you rate the instructor’s presentation of the information?

Very Poor

1
2
3
4
5
Outstanding

8.   How could we improve the next First Duty Station class?  Please write comments below:

______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
37
15

