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WING-Z (600-20a)                                                                                 1 June 2001

MEMORANDUM FOR Equal Opportunity Representatives (EORs)

SUBJECT:  Human Relations and Equal Opportunity (HR/EO)

1.  You have been appointed as an Equal Opportunity Representative for your unit.  As an EOR, you share in the important mission of Human Relations Readiness within the Wisconsin Army National Guard.  All soldiers must be provided the opportunity to contribute to and progress within the WIARNG based on their skills and abilities.  I recognize that race, gender and ethnic profiles differ greatly throughout the state and that any organization comprised of people will be subject to stresses from human differences.  It is my expectation that, as an EOR, you will assist all WIARNG members in recognizing and appreciating our human differences, as well as helping us to create and maintain an environment that will maximize the personal and professional growth of all unit members.

2.   My vision for you, the Equal Opportunity Representative, is to provide a vital link in the WIARNG.  I extend to you my encouragement, support and gratitude in fulfilling your mission as Unit Equal Opportunity Representative, and hope that this handbook will be a useful resource toward accomplishing your goal.







JAMES G. BLANEY







Major General, WIARNG







The Adjutant General


WING-ZA (600-20a)







1 June 2001

MEMORANDUM FOR Equal Opportunity Representatives (EORs)

SUBJECT:  Human Relations and Equal Opportunity (HR/EO)

1.  It is Army and National Guard policy that all personnel, without regard to race, color, sex, religion, or national origin, will be afforded equal opportunity and treatment.  It is also important for Wisconsin Army National Guard human relations readiness that we maintain reasonable and consistent standards for the professional development, education, and promotion opportunities for all WIARNG soldiers.

2.  Our Commanders have the ultimate responsibility for the development and execution of an equal opportunity program for his/her organization.  You have been appointed by your Commander as the Unit Equal Opportunity Representative (EOR) to assist in administering his/her EO program.

3.  All personnel, officer and enlisted, are required to participate in EO activities.  The intent of the EO program is to promote organizational effectiveness through positive relationships and communications within the unit.  You are the Commander’s resource in delivering an effective EO program.  You, the EOR, are specially trained to provide EO training and to advise unit soldiers and the Commander in EO matters.

4.  Congratulations on your appointment as your unit’s EOR.  Be assured that you are a strategic link in WIARNG human relations readiness.

FOR THE ADJUTANT GENERAL:







KERRY G. DENSON







Brigadier General, WIARNG







Deputy Adjutant General - Army

                

  

PRIVACY ACT NOTICE

Personal information contained in this publication is subject to the Privacy Action of 1974 and will be subject to protection from unwarranted disclosure.  Personal information contained in this publication will be used only for official purposes by Commanders and Equal Opportunity Staff.

                

  



This handbook has been published to assist you, the Equal Opportunity Representative (EOR).  Included in the handbook are definitions, goals, objectives, and guidelines.  In addition, you will find information on EO resource material, lesson plans, and command considerations to assist you in providing training and managing your commander’s EO program.  EORs must maintain a working relationship with their Equal Opportunity Advisor (EOA) located at their Major Command Headquarters.  The EO staff at the Adjutant General’s office are also available to assist you.  Feel free to contact me or my staff members.  Our names and telephone numbers are listed in Appendix A.







JUAN J. FLORES







MAJ, MS, WIARNG







EO Staff Officer

                

  



The Equal Opportunity Representative (EOR) is a valuable asset for the delivery of an effective EO program.  The EOR’s primary responsibility is to assist the Commander with his/her EO program and to conduct EO training at detachment, company, or equivalent, level.  This is one of the reasons that NGR 600-21 and WIARNG Reg 600-22 require that the unit-level, appointed, EOR be a minimum grade of E5.  Remember, the EO program is the Commander’s program and contributes significantly to overall human relations readiness and unit effectiveness.  


The Commander is assisted in the implementation and delivery of the EO program by the EOR.  For this reason, it is extremely important that the EOR brief the Commander regarding the goals of the DOD, Army, National Guard, and WIARNG EO program.  


It is equally important that the EOR have direct access to the Commander, at all times.  The mission of the EOR is to keep the Commander advised of EO matters and the climate of Human Relations within the unit.  The EOR assists the unit commander with ordering and conducting the Military Equal Opportunity Climate Survey (MEOCS).  See Appendix H (page 36) of this handbook.


The EOR should keep the EO section of their major command advised of EO training activities and concerns.  EORs are encouraged to seek assistance and guidance from their major command EOAs regarding the command’s EO objectives.
                

  



The racial tensions and civil disorder of the late 1960s found their way into the United States Army and were the catalyst for Race Relations and Equal Opportunity programs.  Early in the development of HR/EO, our mission was to aid the Commander in dealing with discord (or even disorder) within the organization.  Early techniques to combat racial tensions included:

· Unit “rap sessions” - to air grievances

· Supplementary communications channels between senior Cdrs and junior enlisted members

· Programs for educating the general military population on minority cultures

· Many education and awareness programs were designed to promote awareness and harmony

This was, indeed, a period of spontaneous reaction.


The second stage in the evolution of Equal Opportunity, was the Affirmative Action stage.  Formal affirmative action plans were written and command emphasis was placed on efforts to have military demographics reflect that of society.  There were efforts to assure equitable distribution of promotions, awards, school quotas, etc.  The affirmative action phase reflected a certain degree of “backlash” as whites objected to what was perceived as unfair actions accomplished to upgrade the status of racial minorities.  Also during the Affirmative Action phase, the issue of sexism and the matter of gender-related concerns expanded the EO umbrella.  In some respects, the issue of sexism opened an area of entirely new concerns of injustice and discrimination.


A third stage of EO was the organizational development phase.  Equal Opportunity isn’t only for minorities and women.  Rather, fair and equal promotion administration is good for all soldiers.  A good awards and decorations program is not just good for some soldiers in an organization - it’s good for the unit, as a whole.  Organizational development infers that effective MOS training for all members of the unit is good for the individual soldier and enhances the productivity of the unit.  Organizational development reflects that the principles of fair and equal treatment are no longer applicable to just selected groups of soldiers, but are basic to everyday operations of every organization.  A positive productive environment is a cornerstone to mission accomplishment.

                

  


Currently, EO is viewed as one tool to assure “Human Relations Readiness”.  Contemporary issues such as substance abuse, sexual harassment, leadership skills, stress and interpersonal relations have impact on training, effectiveness, and unit harmony - all components of overall readiness.  



The Wisconsin Army National Guard (WIARNG) EO program has paralleled the Army’s EO evolution.  Our EO program, although maintaining and monitoring an Affirmative Action Plan, is a dynamic effort that prepares WIARNG members to deliver unit level EO guidance and training.  It develops and disseminates training packages and command information related to organizational issues.  The Adjutant General, the Deputy Adjutant General, and subordinate levels of leadership establish and support equal opportunity policy.




Throughout American history, minorities have played important roles within the military.  From the Revolutionary War to the administration of Harry S. Truman, minorities fought, nursed and died in combat without receiving adequate recognition and protection.  President Truman signed into law, Executive order 9981 in 1948.  This act, in itself, did not insure total equality, racial harmony, or a totally integrated military.  Subsequent Presidents and military leaders acknowledged that racial dis-harmony was a major influence that prevented overall military effectiveness. 


In American society, racial unrest peaked during the 1960’s.  The military, much like society in general, was rocked by violent demonstrations and open discord.  Motivated to develop harmony and unity among troops, several important developments occurred.  The Theus Report (1970) defined race relations in terms of educational needs, indicating among other things, that ignorance among races and cultures, as well as a lack of mutual understanding created an environment of suspicion and mistrust.  A provocative and emphatic response by the Department of Defense was the establishment in June 1971 of the Defense Race Relations Institute (DRRI) located at Patrick Air Force Base (AFB), Florida.


DRRI was established as a joint forces institute to focus on improving race relations.  Initially, the educational program at DRRI focused upon society rather than the military specifically.  The years between 1971 and 1977 reflected diminishing violence and gradual improvement in racial attitudes throughout society.  Yet, race-related tensions within the military reported by Commanders effected a change in curriculum charted by the DOD,  In 1977, to meet current service needs, DRRI emphasized skill training, as well as awareness training, and directed that all training have a military application.  Instruction was expanded to include:  racism, sexism, anti-Semitism, cross-cultural programs and institutional discrimination.  During the restructuring of curriculum, DRRI also changed its name to the Defense Equal Opportunity Management Institute (DEOMI).  The thrust of DEOMI curriculum was, and is, focused on the development of positive human relations and it’s importance to the military.  Furthermore, the curriculum highlights organizational effectiveness concepts and positive communication skills as essential elements of a modern Army.  To date, DEOMI has graduated thousands of men and women trained to implement Human Relations and Equal Opportunity doctrine and practice in all of the branches of service.


To safeguard that which has already been established, and further promote Equal Opportunity, special requirements exist.  AR 600-20 describes the Army’s Equal Opportunity focus, and NGR 600-21 refines this focus for the Army National Guard.  It is the responsibility of every commander to lead and manage an effective Equal Opportunity Program within his/her own command.

               

  



Commanders, at all levels, are responsible for the development and implementation of an Equal Opportunity Program.  The Commander is the Equal Opportunity Officer for his/her unit.  The Commander has the assistance of staff members to help manage the EO Program.  The EO Staff Officer or NCO should have direct access to the Commander at all times, and the basic criteria for placement of an HR/EO office within the organizational structure is in a location where the office may be most effective and accessible.  NGR 600-21 directs that staff personnel with primary duty of Human Relations and Equal Opportunity be assigned as “Equal Opportunity Advisors (EOAs) at State Headquarters and all O-6 commands.  STARC TDA positions were attached to the major commands in the mid-1980s for the purpose of assigning EOAs.  The following commands will have at least one EOA (CPT or E7 or higher) assigned as primary duty:


HQ STARC


HQ 32d Inf Bde


HQ 57th FA Bde

HQ 64th Troop Command


HQ 264th Engr Gp

HQ 426th Rgmt (Tng)

The Equal Opportunity Advisor is the primary assistant to the Commander in the development and supervision of Human Relations and Equal Opportunity matters.  The EOA (officer and/or NCO) is the focal point for, but not the sole operator of, EO matters at staff level.  The EOA also advises and assists other staff officers in carrying out their EO responsibilities.  In additional to their normal functions, the follows staff positions have special EO responsibilities:

· G-1, S-1, AG Off:  Will include equal opportunity concepts in all other personnel-oriented programs.   Assures that all personnel management and administrative programs and services are conducted in conformance with command and EO policies.

· G-3, S-3:  Coordinates EO training.  Specific questions on current EO policies and doctrine will be referred to the WIARNG State EO office.

· IG:  Inspects EO activities and, if required, investigates EO procedures.

A Current EO staffing list is included in Appendix A.

                

  



· Advise and assist the Commander, other staff and subordinate Commanders on EO matters.

· Assist the Commander in the development, implementation and administration of the command EO program.

· Attend DEOMI Equal Opportunity Advisor course to become SSI qualified.  EOAs will attend the three-week Reserve Component (RC) resident course.  The EOA qualification training also includes a pre-resident phase with instructional materials being completed at home.  The pre-resident coursework is required to be completed prior to attendance at the resident course.  EOAs must complete the training within 18 months of being assigned as the EOA.

· Develop and publish the command Affirmative Action Plan (AAP) - required at major command level - from input received from other staff and assess progress toward achieving AAP goals.

· Conduct command/staff level training annually.

· Train and assist Equal Opportunity Representatives (EORs) in conducting unit level EO training.  Provide resources to unit EORs for training.  Assist EORs with processing EO complaints.

· Conduct or assist with other relevant training (i.e. Cdr conferences, WMA, Sr NCO conferences, etc.).  

· Equal Opportunity Councils, while not required by NGR 600-21 or WIARNG Reg 600-22, are encouraged at the Battalion level to serve as a forum for EO concerns.  Councils may identify areas that require attention, positive practices that should be continued, practices that would enhance unit effectiveness and morale, or other EO trends.  

· Council members should consist of a cross-section of grades, ages, gender, minority groups and levels of responsibility.  

· Councils should meet at least semi-annually and be on-call as the need arises.

· A recorder should be assigned to prepare minutes.  Copies of minutes will be reviewed by the Commander and forwarded to the EOA at the major command.  They will be retained in the EO program binder at Battalion and major command level.  

· the EOA for the command will be an advisory member of the Battalion council, but does not serve as chairperson.  

· Council meetings should be regularly publicized and copies of minutes posted to unit bulletin boards.  

                

  


· NGR 600-21 and WIARNG Reg 600-22 direct that an Equal Opportunity Representative (EOR) - grade E5 or higher -  be assigned, as additional duty, at unit level.  The EOR’s responsibilities include assisting the unit commander with his/her EO program, conducting required EO training, and advising unit members and the Commander on the EO process.

· The EOR receives initial training and refresher training annually.  

· EORs are supported by their major command EOA and the HQ WIARNG EO staff. 

· EORs conduct unit-level training as follows:

· A minimum of two hours of EO specific training annually.  The two hours do not need to be consecutive, however the following requirements must be met:



One hour must be training in the prevention of sexual harassment (POSH)



One hour may be EO training on any subject - tailored to the unit’s needs
· Assist the Commander with delivering the required Title VI briefing (see Appendix G).

· Assist and advise the unit commander in ordering and conducting the Military Equal Opportunity Climate Survey (MEOCS).  See Appendix H, page 36, of this handbook.

                

  


· Meet with your Commander to discuss your role and responsibilities and the relation to unit effectiveness.

· Meet with the training officer or NCO to ensure that required EO training is included in the yearly training plan.  This must be done no later than April or May of the preceding training year.

· Consider your unit’s mission and time constraints in selecting alternatives for training.

· Assure entire unit participation.

· Consider a training system that rotates sections - so that other training is not disrupted.

· Consult with your Cdr and major command EOA to select a topic appropriate for your unit.

· Research the topic and prepare for the training.  This handbook provides a list of resources available at the State level and a sample lesson plan.

· Training that utilizes group participation is more successful than other types (i.e. lecture).  Appropriate videos are also effective when used in conjunction with group participation.

· Practice prior to conducting the training

· Military appearance and bearing are always important.

· The training presentation should include:

· An introductory statement or activity that develops interest and motivation.

· A well-structured delivery.

· A summary of highlights or points of emphasis.

· An attempt to develop a relationship between the topic presented and the personal needs of the audience.

· A training evaluation (critique).

· The EOR will prepare an after-action report of the training including a copy of the lesson plan, a roster of participants, a summary of the evaluations., and any personal comments or suggestions about the training.  See Appendix C, page 23, of this handbook.

· A copy of the after-action report will be forwarded to the major command EOA.  The EOR should also out-brief the Commander on the training.

                

  


Wisconsin Army National Guard Equal Opportunity Advisors (EOAs) 


Equal Opportunity Staff Officers


MAJ Juan J. Flores – WIARNG HR/EO 


MAJ Berlye S. Middleton - EOA

xxxxxxxx Drive  
      Staff Officer


xxxxxxxx Street
  Staff Officer

Madison, WI 53704





Eau Claire, WI 53703

608-xxx-xxxx (home)




715-xxx-xxxx (home)

608-xxx-xxxx (work)





715-xxx-xxxx (work)

florejj@dhfs.state.wi.us 




bsmsbh@yahoo.com 


State Equal Employment Manager





CW4 Lynn M. Ryan - EOA





WING-HR-EO





Wisconsin Army National Guard





P.O. Box 8111





Madison, WI 53708-8111





608-242-3702 (office)





lynn.ryan@wi.ngb.army.mil
The Equal Opportunity Section at the Adjutant General’s Office is part of the Human Resources Directorate.  Written and telephonic contact may be made by contacting one of the above officers or as follows:

ATTN:  WING-HR-EO

Wisconsin Army National Guard

P.O. Box 8111

Madison, WI 53708-8111

608-242-3570 (during drill periods, only)

608-242-3702 (during the normal work week)

                

  

EQUAL OPPORTUNITY ADVISORS



CW4 Douglas A. Alfke

                 
The Equal Opportunity section at

xxxxxxxx 





the 32d Inf Bde HQ may be

Jackson, WI 53037




contacted as follows:


414-xxx-xxxx (work)

dalfke@fs.fed.us






HQ, 32d Inf Bde






ATTN:  HR/EO

8 Madison Blvd. Camp Williams

Camp Douglas, WI 54618-5002

608-427-1498



SFC Charles G. Milliren - EOA

xxxxxxxx Ave.

Owen, WI 54460

715-xxx-xxxx (home)

The Equal Opportunity Section at the

HQ 264th Engr Gp, ATTN:  HR/EO

264th Engr Gp may be contacted as:  

2811 E Park Ave.








Chippewa Falls, WI 54729-3506








715-726-9666






 

     VACANT        - EOA




The 57th FA Bde HR/EO section







     

may be contacted as follows:






HQ 57th FA Bde, ATTN:  HR/EO

    




4108 N. Richards St.









Milwaukee, WI 53212-1055









414-961-6665











SFC Jennifer Alfred
- EOA 






xxxxxxxx Lane

  



Madison, WI 53716

  



608-xxx-xxxx (h)

  



608-xxx-xxxxx (w)










hmalfred@tds.net

The 64th Trp Cmd HR/EO section may be contacted as follows:


HQ 64th Trp Cmd, ATTN:  HR/EO


2402 Bowman St.


Madison, WI 53704-4125


608-242-3843 DSN 724-3843



     Equal Opportunity Advisor



The 426th Rgmt EOA  

     CPT Richard Morehouse



may be contacted as follows:

     90 S. 10th Ave.





     Ft McCoy, WI 54656-5169



HQ 426th Rgmt ATTN:  EOA

     608-388-9930 (w)




90 S. 10th Ave.

     richard.morehouse@wi.ngb.army.mil 


Ft McCoy, WI 54656-5169









608-388-9930

Please report any changes to EOA assignments to WING-HR-EO, P.O. Box 8111, Madison, WI 53708-8111, or by telephone to CW4 Ryan at 608-242-3702 or DSN 724-3702
                

  


Equal Opportunity Representatives (EORs)

HQ STARC (-)

2400 Wright St. Madison WI 53704

608-242-3580

SSG Roxanne Bengal & SGT Donna Burnham
Det 3 HQ STARC (RRM)

2400 Wright St. Madison WI 53704

608-242-3806

       (vacant)

232d Pers Svcs Det

2400 Wright St. Madison WI 53704

608-242-3481

SPC Adam Damato & SPC Jessica Schutz
13th Med Det

1420 Wright St. Madison WI 53704

MAJ Steve Holman    SGT James Dachel    



132d Army Band

2400 Wright St. Madison WI 53704

608-242-3490

SSG Keith Miland





HHC 32d Inf Bde

1420 Wright St., Madison WI 53704

608-242-3196

SGT Dirk A. Wichgers   SFC Cephus Norwood


  1-120th FA Bn 

HHB (-) 1-120th FA Bn

1710 2nd Ave S. Wis Rapids WI 54495

715-423-5560

                      (vacant)
Det 1 HHB 1-120th FA Bn

1949 Spindt Dr Waupaca WI 54981

715-258-0299

SGT Ben Schmeckpeper

Btry A & Det 1, 1-120th FA Bn

319 W. 29th St Marshfield WI 54449

715-384-8336

SGT Samual Hayes     SGT Marty Bever
Btry B 1-120th FA Bn

201 Industrial Ct Clintonville WI 54929

715-823-2661

SGT Kevin Johnson

Btry C 1-120th FA Bn

3116 Jefferson St Stevens Point WI 54481

715-345-5301

SGT John Strand
Svc Btry 1-120th FA Bn

411 W 18th St Neillsville WI 54456

715-743-2732

SGT Kevin Ehlers  CPL Ronald Jones


  173d Engr Bn

HHC 173d Engr Bn

910 Oak Forest Dr Onalaska WI 54650

608-789-4604      SFC Mark Ellenz
Co A 173d Engr Bn

910 Oak Forest Dr Onalaska WI 54650

608-789-4606   LT Brian Hackner

Co B 173d Engr Bn

1730 North Ln Eau Claire WI 54703

715-839-1511

SGT Thomas Flanigan
Co C & Det 1, 173d Engr Bn

999 South Blvd Baraboo WI 53913

608-356-5550    SSG Dean Kowalke   

SGT Matthew Sargent      PFC Jeremiah Jesse



   2-127th Inf Bn

HQ 2-127th Inf Bn

2801 W 2nd St Appleton WI 54914

920-832-2712

SFC Bruce Jagodinsky
HHC 2-127th Inf Bn

2801 W. 2nd St Appleton WI 54914

920-832-2714

     (vacant)

Co A 2-127th Inf Bn

420 Bark River Dr. Fort Atkinson WI 53538

920-563-4977    SSG Timothy Smith
Co B 2-127th Inf Bn

800 N Military Ave Green Bay WI 54303

920-492-5792     SGT Timmy Benz

Co C 2-127th Inf Bn

796 Sullivan Dr Fond du lac WI 54935

920-929-3979    Cpl Michael Koch
Co D & Det 1, 2-127th Inf Bn

880 W State St Hartford WI 53027

920-673-4900     SPC Nathan Moldenhauer



Co E 2-127th Inf Bn

1700 River Dr Watertown WI 53094

920-261-0993      SGT Kurt Lindemann  

   1-128th Inf Bn

HHC(-) 1-128th Inf Bn

1730 North Ln Eau Claire WI 54703

715-839-3819              (vacant)
Det 1 HHC 1-128th Inf Bn

549 S Dewey Ave Reedsburg WI 53959

608-524-4411          SSG Charles Spencer

Co A 1-128th Inf Bn

315 28th Ave W Menomonie WI 54751

715-232-1652

SGT Kevan Brackee & SSG Richard Baier
Co B 1-128th Inf Bn

1245 Wall St New Richmond WI 54017

715-246-4365

SFC Joel Rothbauer

Co C 1-128th Inf Bn

307 E Barker St Rice Lake WI 54868

715-234-4511                             (vacant)    
Co D 1-128th Inf Bn

1350 E Wilson Ave Arcadia WI 54612

608-323-3248         SSG James Adank

Co E 1-128th Inf Bn     715-425-3516

815 W. Division St River Falls WI 54022

1LT Cecil Spivey     SSG Paul Kurzweg



   132d FS Battalion
HHD 132d Spt Bn

2402 Bowman St Madison WI 53704

608-242-3858

    (vacant)
Co A 132d Spt Bn

11 Palmer Dr Janesville WI 53545

608-758-6098

SGT Lois Johnson

Co B(-) 132d Spt Bn

2425 W Wisconsin St Portage WI 53901

608-742-2288

SGT Neal M. John    SGT Jeffrey M. Barrix


Det 1 Co B 132d Spt Bn

919 Division St Mauston WI 53948

608-847-6620

SGT Jeffrey Adolf      

Det 2 Co B 132d Spt Bn

2402 Bowman St Madison WI 53704

608-242-3866

SGT Mark Wilhite
Co C 132d Spt Bn

4108 N Richards St Milwaukee WI 53212

414-961-8644

SPC Dewitt Edward



   1-632d AR Bn
HHC 1-632d AR Bn

833 S 17th Ave Wausau WI 54401

715-845-1011         SSG Debra Denissen
Co A 1-632d AR Bn

106 Memorial Dr Merrill WI 54452

715-536-6323          SGT Gerald Hull

Co B 1-632d AR Bn

720 Amron Ave Antigo WI 54409

715-623-3994        SPC Eric Berg
Co C 1-632d AR Bn

PO Box 424, Marinette WI 54143

715-732-2718         SGT Terry O’Brien

Co D 1-632d AR Bn

1000 Jackson St Mosinee WI 54455

715-693-2830               SGT Dennis Stachewicz





HHB (-) 57th FA Bde

4108 N Richards St Milwaukee WI 53212

414-961-8634

SFC Dwayne Mcalister   CPT Michele Carter
Det 1 HHB 57th FA Bde

2225 Sandy Bay Rd Two Rivers WI 54241

920-794-7521

   (vacant)


   1-121st FA Bn

HHB 1-121st FA Bn

4108 N Richards St Milwaukee WI 53212

414-961-8609

SSG Matthew Weber  SSG Patrick Watson
Btry A 1-121st FA Bn

4108 N Richards St Milwaukee WI 53212

414-961-8612

SGT Reginald Lawrence

Btry B & Det 1, 1-121st FA Bn

625 Sunset Dr Plymouth WI 53073

920-892-8316    SGT Mark Bolwerk
Btry C 1-121st FA Bn

W237 N5678 Maple Ave Sussex WI 53089

262-246-6591      SGT Andrew Jones


   1-126th FA Bn

HHB 1-126th FA Bn

4200 43rd Ave Kenosha WI 53144

262-653-6843  SFC Joseph Chapa
Btry A(-) 1-126th FA Bn

952 Universal Blvd Whitewater WI 53190

262-472-1448          SSG Rudy Rivera

Btry B 1-126th FA Bn

8520 W. Howell Ave Oak Creek WI 53154

414-762-9340   LT James Perada
Btry C 1-126th FA Bn

700 24th St Racine WI 53403

262-638-7571        SSG Mark Simon


Svc Btry 1-126th FA Bn

240 W Wisconsin St Burlington WI 53105

262-763-7800    SPC Adam Zuniga




64th Troop Command

1420 Wright St Madison WI 53704

608-242-3975   
HHC 332d Spt Det

147 Memorial Dr Berlin WI 54923

920-361-0474          CPT Jane Pelzel

64th Support Ctr

1130 30th St Monroe WI 53566

608-325-4322             SGM Stephen Peterson
32d MP Co (-)

4108 N Richards St Milwaukee WI 53212

414-961-8636    (vacant)

Det 1 32d MP Co

1420 Wright St Madison WI 53704

608-242-3973   SSG Bradley Lawler
Co B 118th Med Bn

311 Walton Ave Waukesha WI 53186

262-542-1355 

SSG Toni Remillard    CPL Cheri Fisher


832d Med Co

125 Chopper Dr West Bend WI 53095

262-334-9154

CW4 Brett Temme       SGT James Hutchinson III


   732d Maint Bn

HHD 732d Maint Bn

520 Mill St Tomah WI 54660

608-372-5434

CPT Jelora Coman     SGT Dorothy Tasker     
107th Maint Co (-)

602 E Division St Sparta WI 54656

608-269-2776

SGT Ronald Burnham       SPC Dallas Hanvey

Det 1 107th Maint Co

600 Dyson St Viroqua WI 54665

608-637-7539

SGT Michael Froh  SGT Vicky Hull
1157th Trans Co

1415 Armory Pl Oshkosh WI 54901

920-424-2439

1LT Rebecca Gena

1158th Trans Co (-)

520 Mill St Tomah WI 54660

608-372-5543        SPC James Albers
Det 1 1158th Trans Co

2700 Kennedy Dr Beloit WI 53511

608-364-2924       SSG Kim Bulluck




Det 2 1158th Trans Co

441 Hwy 54W Black River Falls, WI 54615

715-284-2813

SSG Rhonda Klink &  SGT Barbara Risch


  1-147th Avn Bn

HHC 1-147th Avn Bn

1954 Pearson St Madison WI 53704

608-242-3888                        

CSM Jeffrey Janke
Co A 1-147th Avn Bn

1954 Pearson St Madison WI 53704

608-242-3787

MSG Ron Brown & CW3 Philip Jennings

Co C 1-147th Avn Bn

1954 Pearson St Madison WI 53704

608-242-3892

SSG Chris Nygaard
Co D 1-147th Avn Bn

1954 Pearson St Madison WI 53704

608-242-3894

MSG Marc Joyal





HHC 264th Engr Gp

2811 E park Ave Chippewa Falls WI 54729

715-726-9565

MAJ Connie Schauer, MSG Kent Wabrowetz

& SSG Charles Munich 
229th Engr Co (-) & Det 1 229th Engr Co

Rt 4 Box 690 Prairie du Chien WI 53821

608-326-2613

SSG Thomas Neuhaus

106th Engr Team

420 S Sanborne Ave Ashland WI 54806

715-682-6044

SPC Allan Clark
829 Engr Det

1350 Peebles Dr Richland Center WI 53581

608-647-6521

SGT Penny Kalous & SPC Matthew Nankee


  724th Engr Bn

HHC 724th Engr Bn

32 N 21st St Superior WI 54880

715-392-7871

SGT Jason Porter & SPC Matthew Lee
Co A(-) 724th Engr Bn

630 Jensen Dr Medford WI 54451

715-748-2546

SFC Dale Brunner 

Co B(-) 724th Engr Bn

721 Main St Hayward WI 54843

715-634-2414

SGT Kelvin Carlson
Det 1 Co B 724th Engr Bn

624 E Maple St Spooner WI 54801

715-635-3592

SGT David Ingalls  & SGT Thomas Brabec

Co C & Det 1, 724th Engr Bn

215 Armory Rd Tomahawk WI 54487

715-453-3353

SSG William Clough





HQ 426th Rgmt

90 S 10th Ave Ft McCoy WI 54656

608-388-9930

SSG Chryshanda Porter
1st Bn 426th Rgmt

608-388-9943

  (vacant)

2d Bn 426th Rgmt

608-388-9940

  (vacant)



Please report any changes to EOA assignments to WING-HR-EO, P.O. Box 8111, Madison, WI 53708-8111, or by telephone to CW4 Ryan at 608-242-3702 or DSN 724-3702



SAMPLE LESSON PLAN FORMAT


Lesson Plan

(Reproduce for Use at Unit Level)










          (Unit)
Title of Training:

Name of Presenter:  

Date Training Conducted:

       Time Required for Training:

Materials Needed to Conduct Training: (Video tape, handouts, guest speaker, etc.)


LESSON OBJECTIVE:  What is the purpose of the training?
BODY:  What is the information you plan to present?

SUMMARY:  Did the information presented achieve the objective.  Explain.  How long

 did the training actually take?
REFERENCES:  List the sources or references used to conduct the training.

REMEMBER to attached a copy of the class roster.  The Unit Readiness NCO will also need a 

copy of the roster.  Keep this lesson plan and class roster on file in your EO Binder.  Forward a 

copy of this lesson plan, with roster, to your Major Command Equal Opportunity Advisor (EOA).

CLASS ROSTER
(Reproduce for use at Unit Level)











               UNIT
TITLE OF CLASS

DATE:  ________________

INSTRUCTOR: ________________________


ATTENDEES


PRINTED NAME


     RANK


SIGNATURE






























Remember to attach a copy of this roster to your lesson plan and provide a copy to your Unit Readiness NCO

SAMPLE CRITIQUE
(Reproduce for use at Unit Level)


EQUAL OPPORTUNITY (EO)

TRAINING

After Action Report and Critique


(Subject)

(Date)









        Strongly   

         Strongly







       
        Agree              Agree             Disagree
1.  I believe that Equal Opportunity (EO) training
           1_____2_____3_____4_____5

     
and awareness are important and have impact for

    
 both my military and civilian lives.








        Strongly   

           Strongly








         Agree                Agree            Disagree

2.  The content of this training was adequate and timely. 
1_____2_____3_____4_____5








         Strongly                                    Strongly

           
 

             
        Agree                 Agree             Disagree

3.  I believe that this training will enhance communication 
1_____2_____3_____4_____5

    
 between soldiers and assist us in accomplishing our 

    
 mission.

         Strongly 

           Strongly

4.  In my unit, I believe that the EO training should 
         Agree                Agree            Disagree
   

     
focus on other or additional subject areas.


1_____2_____3_____4_____5

Suggestions:















         

5.  Please use the space below for additional comments.  Your input is valuable to planning future

training.  Thank you.







TRAINING MATERIAL
Equal Opportunity training packages consist of discussion-oriented instruction.  They may be used, along with an appropriate video, to satisfy the two-hour annual required for unit-level training.  Commanders are responsible to ensure that the mandatory training is conducted and are urged to utilize their Equal Opportunity Representative(s) (EOR’s) as qualified instructors for training.  The below listed material is available to assist Commanders.  Requests for training material should be directed to WING-HR-EO, P.O. Box 8111, Madison, WI 53708-8111, 608-242-3702.  

DA Pam 350-20, dated 30 August 1993 (with change 1, dated 12 June 1994), Unit Equal Opportunity Training Guide.  This publication offers a comprehensive guide to provide formal HR/EO training at the unit level.  Instruction is focused on equality, prevention of sexual harassment, and discrimination.  Training aides, in the form of sample overhead slides are included in this pamphlet.  Unit EORs may order this publication through their unit publications manager.


Contemporary review of the issues and

behaviors involved with these concepts.  Several videos are available for loan:


“Sexual Harassment; Recognition and Correction” (25 minutes, 1993)


“Sexual Harassment; Situations for Discussion” (25 minutes, 1995)


“STOP Sexual Harassment” (30 minutes, 1993)


“How Far Is Too Far?” (18 minutes, 1992)


“Dangerous Propositions” (25 minutes, 1996)


“Beyond Sexual Harassment” (15 minutes, 1995)


“The Issue is Respect” (28 minutes, 1992)


“Managements New Responsibilities” (29 minutes, 1992)


“The Sex Wars” (30 minutes-from 1997 “Dateline” program)

      

      This videotape offers an opportunity to enhance 

awareness of Native American customs and culture.  The video, “The Indian Way” (life and customs of the Lac du Flambeau) is 58 minutes in length.


Videos available for loan:




“Making Diversity Work” (23 minutes, 1993)




“Understanding Different Cultural Values and Styles” (30 minutes, 1992)




“The Future is Now – Celebrating Diversity” (20 minutes, 1992)




“Understanding our Biases and Assumptions” (23 minutes, 1992)




“A Class Divided” (1 hour, 1993)




“Lets Talk Diversity” (23 minutes, 1997) with discussion




“Managing a Diverse Workplace” 




“Diversity Unplugged” (a 4-hour training package)



        Offers videos and accompanying written training material in a 

variety of diversity subjects (“On the Threshold of Change”, “Gender and Sexual Orientation - Work Place Issues”, Race, Ethnicity, Language & Religion - Work Place Issues”, and “Age & Physical Ability - Work Place Issues”).  


Printed materials containing many activities 

designed to train participants in dealing constructively with the changing workplace and to create an awareness on how differences can impact our environment.


A comprehensive training program (1997) designed to 

explore issues related to a workforce that mixes men and women of various racial and cultural backgrounds.  The entire program is designed as a four-hour block.  However, various portions may be extracted to be used as one or two-hour programs.


    This is the most current (1998) Army training initiative

that includes an accompanying training guide providing sample lesson plans of some contemporary subjects.  A copy of this material is contained in your EOR Binder.


This group-interaction technique is an excellent tool 

for problem identification and problem solving.  An important advantage of this technique is that it allows and encourages participation of all members within the group.  In addition, it gives every member an equal opportunity to contribute and control the highly verbal participant from monopolizing the discussion.  Finally, it is a highly structured technique that yields a great amount of information in a relatively short period of time.  A step-by-step lesson plan is provided to facilitate this process.

  

This is a 15-minute video that presents a 

workplace scenario (a bio-lab) as follows:


Slowly, problems arise when the communication between the lab supervisor and his assistants becomes weighed down in non-verbal misunderstanding, cultural differences of expressions, idioms and slang, technical jargon, and finally speech accents.


Major culprits in communication barriers are explored when three lab technicians engage in a project.  The supervisor was taught English as  second language, and does not understand various informal communication expressions.  Both lab assistants misunderstand numerous messages from the supervisor and use “non-verbal politeness” to avoid feeling less intelligent.  None of them ask questions of each other when, clearly, all three feel inadequate as the “receiver” of communication.









      This 1999/2000 program is designed as a 16-hour training program using small groups.  It can be customized for an 8-hour or 4-hour program.  The various videos may be used as “stand-alone” 15 to 30-minute training tools.



SAMPLE TITLE VI BRIEFING for UNITS
In accordance with Title VI of the Civil Rights Act of 1964, no person in the United States shall, on the grounds of race, color, or national origin, be excluded from participation in; be denied the benefits of, or be otherwise subjected to discrimination under any program or activity receiving Federal financial assistance.

The military discrimination complaints process pertains to Wisconsin Army National Guard traditional and AGR soldiers.  Individuals are encouraged to use their chain of command channels for redress (resolution) of complaints of discrimination.  Commanders will ensure that procedures for obtaining redress of complaints are in writing and posted where soldiers have access to them - unobstructed on unit bulletin boards.

Any person or persons who believe that they are subjected to illegal discrimination may file a complaint in accordance with NGR 600-22, dated 30 March 2001.  Where a group of individuals have the same complaints, the action may be incorporated into one complaint.

A complaint must be filed not later than 180 days from the date of the alleged incident(s) and should be filed with the respective commander at unit level.  If the commander is the alleged discriminator, the complaint should be filed with the next higher level of command.

The Wisconsin National Guard operates under a non-discriminatory basis, in compliance with Title VI of the Civil Rights Act of 1964.  Any person who believes that he or she has been discriminated against on the basis of race, color, national origin, religion, or gender may proceed as follows:

A complaint may be expressed verbally, but must be followed up in writing (on NGB Form 333) in a clear and concise manner to report date/time of incidents and name/rank of alleged violator, not later than 180 days from the alleged incident.  Complaints can be presented to the Equal Opportunity Advisors at major commands, the Equal Opportunity Representative at units, the commander, the Equal Opportunity Section at State Headquarters, the SEEM, the IG, or a JAG.  Any complaint will, however, be referred to the appropriate level of command for inquiry and resolution.



ETHNIC OBSERVANCES CALENDAR

DATE


SIGNIFICANCE
15 Jan

Dr. Martin Luther King Jr. Birthday

Feb


African American (Black) History Month

Mar


Women’s History Month

5 May


Cinco De Mayo (commemorates Mexican independence from 

Spain and France)

May


Asian/Pacific Heritage Month

26 Aug

Women’s Equality Day (passage of the 19th Amendment)

15 Sep-15 Oct
Hispanic Heritage Month (honors the contributions made to history, 

heritage and culture of the U.S. by Hispanic Americans)

18 Sep

Rosh Hashanah (Jewish New Year)

27 Sep`

Yom Kippur

4th Friday in Sep
Native American (American Indian/Alaskan Native) Day

Nov


Native American Indian Heritage Month



DISCRIMINATION COMPLAINTS

1.  The military chain of command is the primary channel for identifying and correcting discriminatory practices in the WIARNG.  

    a.  The chain of command is responsible for resolving discrimination complaints involving race, color, national origin, religion, and gender.  If attempts at resolution at unit level fail, the complaining soldier may proceed, through command channels, to the National Guard Bureau for a final decision on their complaint.  

    b.  Unit Equal Opportunity Representatives (EORs) must be familiar with the complaint procedures of NGR 600-22.  EORs will advise any soldier desiring to make a complaint, on the correct complaint procedures, and assist them with completing the complaint form (NGB Form 333).  EORs will also advise their unit commander on complaint procedures.

    c.  Equal Opportunity Advisors (EOAs) are formally trained to advise commanders regarding discrimination complaint bases, issues, merits, validity, and processing in accordance with NGR 600-22, dated 30 March 2001.

    d.  Within the chain of command, commanders will conduct inquiries into complaints of discrimination, in sufficient detail to assure fairness, justice, and equity.  Records of commander decisions regarding complaints must be adequate to document the inquiry process, record the decision, and stand alone in any appeal process.  

    e.  Commanders will report the numbers and types of discrimination complaints processed to the Major Command EOA no later than 30 September, annually.

2.  Complaint procedures.

    a.  NGR 600-22 dated 30 March 2001, will be followed for processing all military complaints of discrimination.  Any member of the WIARNG or applicant for membership in the WIARNG, believing him/herself to be a victim of prohibited discrimination under The Title VI of the Civil Rights Act of 1964, may file a discrimination complaint.  An informal complaint may be initially submitted orally, but will be follow-up on NGB Form 333 no later than 180 days from the date of the alleged discrimination.  The complaint must identify the type, date, and act of discrimination, the alleged discriminating official, and the correction action requested.

    b.  The informal complaint will be filed with the lowest level commander.  If this commander is the alleged discriminating official, the complaint will be filed at the next higher command level.  If an individual initially submits their complaint at the Adjutant General or NGB level, it will be referred back down to the lowest appropriate level of command, for initial inquiry and attempts at resolution.  Applicants for membership in the WIARNG may file complaints with the WIARNG recruiting and retention manager, any command level, or the WIARNG Equal Opportunity Office.  


    c.  Processing procedures:

(1)  The lowest appropriate level of command will initiate an inquiry to determine the facts and issues of the complaint.  He/she will make every appropriate attempt to resolve the complaint at that level.  

· If the complaint is resolved to the satisfaction of the complaining soldier, the NGB Form 333 will be so annotated and the case file forwarded to the major command EOA.  The major command EOA will forward a copy of the case file to the SEEM.  The case is closed.

(2)  If the complaint is unresolved at the lowest level, the complaining soldier must make a decision if he/she wishes to pursue the complaint to the next command level.  

· If the soldier wishes to pursue the complaint, the NGB Form 333 will be changed to reflect a formal complaint (the “formal” box will be checked in the upper right corner of page one of the NGB Form 333).  The complaint then proceeds to the next level of command for inquiry and resolution attempts.  

· This level of command will contact the SEEM to report receipt of a formal complaint.

· The SEEM will provide the commander with an official NGB case file number and additional instructions for processing the complaint.

· If the complaining soldier does not wish to pursue the complaint, the NGB Form 333 will be so annotated and forwarded to the major command EOA.  The major command EOA will forward a copy of the case file to the SEEM.  The complaint will be administratively closed.


(3)  The level of command receiving the formal complaint will conduct an investigation/inquiry into the complaint and attempt resolution with the complaining soldier.

(4)  If the complaint remains unresolved, the complaining soldier must continue to decide whether he/she wishes to pursue the complaint through each successive level of command.  Each level of command will follow the procedures of (2) & (3) above and will document the specific actions taken to review the facts and attempt resolution.  If appropriate, commanders at each level of command may order an additional inquiry/investigation.

(5)  If the complaint proceeds through the chain of command unresolved to The Adjutant General, the TAG will review the chain of command inquiries, attempts at resolution, and order a formal investigation into the complaint, if warranted.  The investigation will result in a recommended finding of whether or not discrimination occurred and any recommended corrective actions.  


(6)  Regardless of The Adjutant General’s findings on the complaint, the entire case file will be forwarded to NGB-EO for final review and decision.










MILITARY EQUAL OPPORTUNITY CLIMATE SURVEY (MEOCS)

Survey Description

The Defense Equal Opportunity Management Institute (DEOMI) developed MEOCS as a tool for commanders to assess the equal opportunity (EO) and organizational climate of their units.  It has been demonstrated to be reliable and valid for the purpose intended.  MEOCS is best used as part of an overall “ASSESS – PLAN – IMPLEMENT – EVALUATE (APIE) strategy of organizational development.  It is administered only by request of the commander of a military unit and the results are confidential, to the commander.  The standard MEOCS consists of several sections, as described below:

Basic Unit Equal Opportunity Factors.  This section measures perceptions of the organization’s members about conditions within the unit in the following areas:


Organizational Factors.  This section of the survey looks at commitment to the Service and organization, perceived work group effectiveness and job satisfaction within the unit.

Modified Racial Attitudes and Perceptions (MRAPS) Factors.  MRAPS items measure three broader attitudinal factors (based on the total military environment):



Survey Administration

MEOCS Requests.  DEOMI sends the survey only upon the request of an organization’s commander.  The commander must sign the request form and mail or FAX the form to DEOMI.

If the command wants separate analyses for organizational sub-units (e.g. companies, battalions) special requirements must be coordinated with DEOMI.  Sub-unit analyses go only to the sub-unit commanders.  The battalion or major command commander will receive roll-up results for all sub-units.

Assessment Reports.  Once the organization completes the survey, the commander returns the responses to DEOMI for statistical analysis.  Within 10 duty days, DEOMI will send an assessment package – comprised of statistical analysis and narrative interpretation – directly to the commander.  If the commander requested organizational sub-unit reports, DEOMI will send them directly to the sub-unit commander.  DEOMI will not send reports to anyone but the commander of the organization assessed.

Versions of MEOCS.  To meet the needs of organizations with various demographics, DEOMI has developed several versions of the survey.  DEOMI has a much larger database and more extensive analysis programs for the standard versions.  However, the newer versions may work better in a particular ARNG unit.  The table below describes the various versions:



For more information on the MEOCS, contact DEOMI, Directorate of Research, at DSN 854-2675 or commercial 407-494-2675.  Fax number is DSN 854-4116 or commercial 407-494-4116.  The DEOMI Web Site also offers much information on the MEOCS and EO programs. www.pafb.af.mil  (select “tenant organizations” then select “DEOMI”).
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A “Climate Survey” is required to be conducted by new Commanders within 180 days of assuming command.  The MEOCS is an excellent tool to use for this survey.  Other survey tools may also be used.  





The dynamics of human attitudes and behavior directly affect organizational effectiveness and, thus, mission accomplishment.








Headquarters, Wisconsin Army National Guard





Headquarters, 32d Infantry Brigade





Headquarters, 264th Engineer Group





Headquarters, 57th Field Artillery Brigade





Headquarters, 64th Troop Command





Headquarters, 426th Regiment





HQ STARC





32d INFANTRY BRIGADE





57th FIELD ARTILLERY BRIGADE





64th TROOP COMMAND





264th ENGR GROUP





426th REGIMENT (LDR)





Sexual Harassment / Discrimination





Native American Awareness





Diversity





The Diversity Series





50 Activities for Diversity





Diversity Unplugged





Consideration of Others 





The Nominal Group Process





“Bridges, You Know What I Mean?”





ANG Workforce Diversity Education Initiative





NOTE:  The same level of command that processed the informal complaint will not process the formal complaint.





The military complaint process is managed by the State Equal Employment Manager (SEEM).  Unit EORs should contact their Major Command EOA for assistance on complaints.  EORs, EOAs, and soldiers may also contact the SEEM at 608-242-3702 with questions on complaints processing.
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Commanders, EOR’s and EOA’s are reminded that if once a complaint reaches the “formal” stage, the SEEM’s office must be contacted.





WISCONSIN ARMY NATIONAL GUARD





 





Handbook





Insert NGB Form 333


on this and next


4 pages





Sexual harassment and discrimination


Differential command behavior toward minorities and women


Positive equal opportunity behaviors


Overt racist/sexual behaviors


“Reverse” discrimination (preferential treatment of minorities or women)





Discrimination against minorities and women, in general


“Reverse” discrimination, in general


Attitudes toward racial separatism





Commandant


DEOMI/DR (MEOCS)


740 O’Malley Road, MS 9121


Patrick AFB, FL 32925-3399





	Version				Normally Requested When





Standard MEOCS (standard or			The unit has at least 100 people and has military,  


male-only versions) (124 items)			civilian or mixed demographics with typical racial/


						Gender diversity.





MEOCS-EEO (equal employment		A unit has a large population of civilian employees


opportunity version – civilians) (132 items)	and the commander wants expanded assessment


						of EEO and organizational factors.





MEOCS-LITE (less intensive, truncated 		The commander desires a shorter survey with less version) (94 items)				reactance on the part of unit members.





SUEOCS (small unit version) (107 items)	A unit has fewer than 50 members or there is little						Racial/gender diversity in a unit of any size.	





insert


MEOCS


request


form
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