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SECNAV | NSTRUCTI ON 5350. 16A

From Secretary of the Navy

Subj: EQUAL OPPORTUNITY (EO) W TH N THE DEPARTMENT OF THE
NAVY ( DON)

Ref : (a) DOD Directive 1350.2 of 18 Aug 95
(b) DON Di scrimnation Conplaints Manual of 12 Mar 03
(c) EECC Managenent Directive 110
(d) EECC Managenent Directive 715
(e) OPNAVI NST 5354. 1E
(f) MCO P5354. 1D
(g) Uniform Code of MIlitary Justice (UCMI)
(h) DOD Instruction 1100.16 of 14 Aug 89
(i) SECNAVI NST 5800.11B
(j) OPNAVI NST 3100. 6G
(k) SECNAV M 5214.1

Encl: (1) Equal Opportunity Definitions
(2) Equal Opportunity in Of-base Housi ng Gui dance
(3) Departnment of the Navy Policy on MIlitary Equal
Qpportunity Conpl ai nt Processing
(4) Mlitary Equal Opportunity Assessnent Reporting
Requi renent s

1. Purpose. To inplenent the Departnent of the Navy (DON)
policy on Equal Opportunity (EO, assign related
responsibilities, and assign all duties stipulated in reference

(a).

2. Cancellation. SECNAVI NST 5350. 14, SECNAVI NST 5350. 16, and
SECNAVI NST 5354. 1.

3. Applicability. This instruction applies to all DON mlitary
personnel , Regul ar and Reserve; Naval Acadeny and Reserve

O ficer Training Corps Mdshipnen; and Reservists perform ng
active or inactive duty or engaging in any activity related to
the performance of Departnent of Defense (DOD) Reserve duty or
function. Givilian Equal Enploynent Opportunity (EEO policy
gui dance and rel ated assi gnnent of responsibilities are
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contained in references (b) through (d). This instruction also
applies to off-base housing and fair housing enforcenent.

4. Background. The DON' s ability to performits mssion at
home and abroad is directly related to the fair and equitable
treatnment of its service nmenbers. Sailors and Marines,

regardl ess of race, religion, color, gender, or national origin,
will be treated with dignity and respect and be assured that
they are a val ued nenber of the Navy/Marine Corps team It is
the intent of this instruction to provide gui dance on EO
matters.

5. Discussion. Sailors and Marines are our nost precious
resource. |In order to ensure m ssion readi ness, we nust
overconme any prejudicial bias or stereotypes that inpede our
cohesi veness, canaraderie, or norale. Such behavior is contrary
to DON Core Val ues of Honor, Courage, and Conm tnment and shal

not be tolerated. Unlawful discrimnation underm nes and
dimnishes a unit’s ability to function in an effective manner.
Di scrimnation destroys nenbers’ confidence and trust in their
service and erodes a unit’'s cohesi on and conbat readi ness.

Every menber of the DON nust be afforded an equal opportunity to
become a productive, contributing nmenber of the Navy/ Mri ne

Cor ps team

6. Definition and Terns. EO and other related definitions are
contained in enclosure (1).

7. Policy. It is DON policy that:

a. Unlawful discrimnation based on race, religion, color,
gender, or national origin is strictly prohibited and wll not
be tol erated.

b. No conmander or supervisor nay, by act, word, deed, or
om ssion, condone or ignore unlawful discrimnation.
Commanders, commandi ng officers (COs) and officers in charge
(A Cs) are responsi ble and accountable for enforcing the policy
agai nst unl awf ul di scrim nation.

c. It is the responsibility of every Sailor and Marine to
ensure that unlawful discrimnation does not occur in any form
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at any level. Every servicenenber has the responsibility to
make the appropriate authorities aware of each violation of this
policy.

d. Commanders or individuals in supervisory positions are
responsible for ensuring that all mlitary personnel receive EO
training annually per references (e) and (f).

e. Heritage cerenoni es and observances conducted w thin DON
organi zati ons or conmands nust conply with this policy and
references (e) and (f).

f. Al formal/informal EO conplaints nust be handl ed per
references (a), (e) and (f).

g. Commanders shall ensure that a mandatory Fitness Report
or Enlisted Evaluation comment is nmade in the record of any
servi cemenber who has been found guilty by a court martial or
ot her court of conpetent jurisdiction or who has received
nonj udi ci al puni shnent based on comm ssion of a crimnal offense
i nvol vi ng unl awful discrimnation agai nst anot her person based
on race, religion, color, gender, or national origin.

h. Commanders nust al so ensure that mlitary personnel and
their famlies receive fair and equitable treatnent both on and
of f base. Discrimnatory practices detected by DON civilian and

mlitary personnel shall be reported to the proper authorities
for appropriate action.

i. Commanders shall take actions to overcone discrimnation
in off-base housing and to inpose off-limts sanctions in
housi ng cases, as required by enclosure (2) and reference (h).
In cases of discrimnations involving places of public
accommodation outside mlitary installations, off-limts
sanctions may be inposed through the cogni zant Arned Forces
Di sciplinary Control Board (AFDCB)

j. Reprisals against any victimor wtness of
discrimnation are strictly prohibited per enclosure (3).

8. EO Conpl ai nt Processing.

a. CGCs nust be infornmed inmediately, usually within 24
hours, of any allegation of unlawful discrimnation or EO
conplaint in their command. Informal conplaints will be handled

3
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t hrough the Informal Resolution System (I RS) and forma
conplaints will be fully investigated to determine if the case
is substantiated or unsubstantiated. Anyone who has been

di scri m nated agai nst, observed an act of unlaw ul

di scrim nation or whose conmmand believes may have been

di scrimnated against will be considered to be a victimor

Wi t ness.

b. These incidents nust be reported to the appropriate
authorities in the chain of command. Formal conpl aints of
di scrim nati on and sexual harassnent nust be reported by SI TREP
or OPREP per references (e), (f) and (j) via the Speci al
I nci dent Reporting System

c. Formal EO conplaints shall be processed in accordance
with enclosure (3). Per reference (a), if a case is appealed to
the general court-martial authority (GCMA), the GCMVA shal
ensure that the conplaint is reviewed for |egal sufficiency. In
the event that the conplaint is further appeal ed, the Secretary
of the Navy (SECNAV) or his designee shall nake the final
determ nation

9. Accountability and Enforcenent. The policies detailed in
paragraph 7 apply to the conduct of all DON mlitary personnel.
Any violation, attenpted violation or solicitation of another to
violate these policies is subject to appropriate disciplinary
action.

10. Assignnent of Responsibility. The Assistant Secretary of
t he Navy (Manpower and Reserve Affairs) (ASN (M&RA)) is
responsi ble for the overall execution of the EO program its
adm ni stration and supervision, and shall keep the Secretary of
t he Navy (SECNAV) and the Under SECNAV i nformed of progress and
any significant issues.

11. Action. The Chief of Naval Operations (CNO and Commandant
of the Marine Corps (CMC) shall:

a. Inplement these policies within their existing EO
instructions. These changes should take place within 180 days
fromdate of issuance.



SECNAVI NST 5350. 16A
18 Decenber 2006

b. Notify ASN (M&RA) of any substantive changes to Service
policies not |ess than 30 days prior to inplenentation of those
changes.

c. Initiate required changes in coordination with ASN
(M&RA) to anmend any regul ation or practice that serves as an
obstacle to providing EO in off-base housing.

d. Ensure that this policy is covered in detail during al
entry-level training for both enlisted and officer accession
progr ans.

e. Ensure that information on the conplaints process and EO
w Il also be published in command Pl ans of the Day, in prom nent
| ocations and that every command in the DON has a current copy
of the conmplaint formand their respective Equal Qpportunity
Manual .

f. Provide annual training and updates on EO in
Professional Mlitary Education (PME) courses, general mlitary
training (GVIN, |eadership training, comrander’s courses, troop
information prograns, and at all organizational |evels.

g. Submt an annual MIlitary Equal Opportunity Assessnent
for the period ending 30 Septenber to the Under Secretary of
Def ense (Personnel & Readiness) (USD (P&R)) via the chain of
command to arrive no later than 1 February of the follow ng year
and provide SECNAV with an annual briefing of the results by 1
June. This assessnent and briefing shall include information
contai ned in enclosure (4).

Note: This assessnent is currently not required by reference
(a) until further guidance on race/ethnic codes is determ ned by
the Ofice of the Secretary of Defense, but tracking of this
data is still required.
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12. Report. Synbol DD P&R (A) 1760(5350) is assigned to the
reporting requirenment contained in paragraph 11g, enclosure (4)
and in accordance with reference (k).

(g an

Iiam A. Navas) Jr.
Assi stant Secretahy of the Navy
(Manpower and Reserve Affairs)

Di stribution:
El ectronic only via Navy Directives Wb site
http://neds.daps.dla.ml/
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EQUAL OPPORTUNI TY (EO) DEFI NI TI ONS

1. Conplaint. An allegation of unlawful discrimnation based
on race, religion, color, ethnicity, gender, or national origin.

a. Informal Resolution System (IRS). A systemfor
resol ving Equal Opportunity/ Sexual Harassnment conplaints at the
| onest possible level in the chain of conmand.

b. Informal Conplaint. Allegation of unlawful
di scrimnation or sexual harassnent, nmade either orally or in
witing that is not submtted as a formal conplaint.

c. Formal Conplaint. Allegation of unlawful discrimnation
of sexual harassnment that is submtted in witing to the
authority designated for receipt of such conplaints in Service
i npl ementi ng regul ati ons.

2. Conplainant. A servicenenber who submts allegations of
unl awf ul di scrimnation

3. Equal OQpportunity (EQ). The right of all persons to
participate in, and benefit from prograns and activities for
which they are qualified. These prograns and activities shal
be free fromsocial, personal, or institutional barriers that
prevent people fromrising to the highest |evel of

responsi bility possible. Persons shall be eval uated on

i ndividual nerit, fitness, and capability, regardl ess of race,
religion, color, gender, or national origin.

4. Equal Opportunity (EQ Cdinmate Assessnent. Determning the
“heal th” and functioning effectiveness of an organi zati on by
exam ni ng such factors as norale, teamwork, and conmuni cati on.
This is acconplished through sone or all of the foll ow ng:
group and/or individual interviews, observations, surveys or
guestionnaires, and review of records and reports.

5. Ethnic Goup. A group socially distinguished or set apart
by others and/or by itself, primarily on the basis of

culture or nationality characteristics. Exanple: H spanic — A
person having origins in any of the original peoples of Mxico,
Puerto Rico, Cuba, Central or South Anerica or of other Spanish
cultures, regardl ess of race.

Encl osure (1)
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6. Legal Sufficiency Review. A review of an investigation into
a formal conplaint of unlawful discrimnation or sexua
harassnment to determ ne whet her:

a. The investigation conplies with all applicable | egal and
admni strative requirenents.

b. The investigation adequately addresses the matters
conpl ai ned of .

c. The evidence supports the findings of the investigating
of ficer or board.

d. The concl usions and recommendati ons of the investigating
of ficer or board are consistent with the findings.

e. Any errors or irregularities exist, and, if so, their
| egal effects if any.

7. National Oigin. An individual’s or ancestor’s place of
origin. Also applies to a person who has physical, cultural, or
i nguistic characteristics of a national group.

8. Protected Communication. Any lawful comunication to a
Menber of Congress or an Inspector General (1GQG. A

communi cation by a nenber of the Arnmed Forces to a Menber of
Congress, an Inspector Ceneral (1GQ, any nenber of a Departnent
of Defense (DOD) audit, inspection, investigation, or |aw

enf orcenent organi zation, or to any other person or organization
(i ncluding any person or organization in the chain of command)
desi gnat ed pursuant to regul ations or other established

adm ni strative procedures to receive such conmuni cati ons.
Maki ng a conplaint or disclosing information that the nenber
reasonably believes constitutes evidence of a violation of |aw
or regulation (including a | aw or regul ati on prohibiting sexual
harassnment or unlawful discrimnation), gross m snmanagenent, a
gross waste of funds, an abuse of authority, or a substanti al
and specific danger to public health or safety. Wi stlebl ower
protections are defined in 10 U. S.C. 1034.

9. Race. A division of human beings identified by the
possession of traits that are transm ssi ble by descent and that
are sufficient to characterize persons possessing these traits
as a distinctive human genotype.

2 Encl osure (1)
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10. Race Codes. A division of human bei ngs that possesses
traits that are transm ssible by descent and that are sufficient
to characterize as a distinctive human type.

Note: Mre information on race and ethnic codes can be found in
the Ofice of Managenent and Budget (QOVB) Provisional QGuidance
on the Inplenentation of the 1997 Standards for Federal Data on
Race and Ethnicity. The race categories and standard data item
codes to use for reporting are:

a. Anerican Indian or Al askan Native. A person having
origins in the original peoples of North and South Anerica
(i ncluding Central Anerica).

b. Asian. A person having origins in any of the original
peopl es of the Far East, Southeast Asia, or Indian subcontinent.
This area includes Canbodia, China, India, Japan, Korea,

Mal aysi a, Paki stan, Philippine Islands, Thailand, and Vi et nam

c. Black or African Anerican. A person having origins in
any of the original peoples of Africa.

d. Native Hawaiian or other Pacific Islander. A person
having origins in any of the original peoples of Hawaii, Guam
Sanpba, or other Pacific I|slands.

e. Wite. A person having origins in any of the origina
peopl es of Europe, North Africa, or the Mddle East.

11. Religion. A personal set or institutional system of
attitudes, noral, or ethical beliefs, and practices that are
held with the strength of traditional religious views,
characterized by ardor and faith, and generally evi denced

t hrough specific religious observances.

12. Reprisal. Taking or threatening an unfavorabl e personne
action or wthholding or threatening to withhold a favorable

personnel action, or any other act of retaliation, against a

mlitary nenber for naking or preparing a protected

conmuni cati on

13. Senior Diversity Council. The senior executive |evel

deci si on-maki ng body that provides advice and counsel to
Secretary of Defense (SECDEF) and Deputy SECDEF on all DOD EQ
Equal Enpl oynent Opportunity (EEO), and diversity matters. DON

3 Encl osure (1)
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will utilize the Force Managenent Oversight Council to provide
updates to this body.

14. Sexual Harassnment. A form of gender discrimnation that
i nvol ves unwel cone sexual advances, requests for sexual favors,
and/ or other verbal or physical conduct of a sexual nature when:

a. Subm ssion to such conduct is made either explicitly or
inmplicitly a termof condition of a person’s job, pay or career,
or;

b. Subm ssion to or rejection of such conduct by a person
is used as a basis for career or enploynent decisions affecting
t hat person, or;

c. Such conduct has the purpose or effect of unreasonably
interfering wwth an individual’s work performance or creates an
intimdating, hostile, or offensive working environnent.

Note: This definition enphasizes that workplace conduct, to be
actionabl e as “abusi ve work environnment” harassnent, need not
result in concrete psychol ogical harmto the victim but rather
need only be so severe or pervasive that a reasonabl e person
woul d perceive, and the victimdoes perceive, the work
environnent as hostile or offensive. (“Wrkplace” is an
expansive termfor mlitary menbers 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 mlitary menber or civilian enployee is engaging in sexual
harassnment. Simlarly, any mlitary menber or civilian enployee
who nmakes del i berate or repeated unwel cone verbal comments,
gestures, or physical contact of a sexual nature in the

wor kpl ace is al so engagi ng i n sexual harassnent.

15. Unlawful Discrimnation. D scrimnation on the basis of
race, religion, color, gender, or national origin that is not
ot herwi se aut horized by |aw or regul ation.

4 Encl osure (1)
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EQUAL OPPORTUNI TY I N OFF- BASE HOUSI NG GUI DANCE

DON is commtted to ensuring fair and equitable treatnent for
all personnel in obtaining off-base housing. Discrimnatory
of f-base practices directed agai nst servi cenenbers and their

famlies are contrary to DON Equal Qpportunity (EO policy.

1. Commanding O ficers and housing offices wll:

a. Monitor off-base housing conditions to ensure that
discrimnatory practices are identified and pronptly addressed.

b. Establish procedures for pronpt (normally within three
wor ki ng days of initiation of a conplaint) and thorough review
of of f-base housing discrimnation conplaints by housing
referral office personnel, EO staff, and |legal staff, as
appropri ate.

c. Take proactive neasures to inprove, to the nmaxi num
extent possible, the surrounding community’s EO climte.

d. Forward all substantiated housing discrimnation
conplaints and investigations to Commander, Navy Personnel
Command ( COWNAVPERSCOM) (PERS- 670) or Conmandant of the Marine
Corps (CMC) (Code MHE) within 45 days fromthe date the original
conplaint is filed. A sanple letter report of off-base housing
di scrimnation is included.

2. The reporting requirenent in paragraph 4d is exenpt from
reports control.

Encl osure (2)
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SAVPLE LETTER REPORTI NG SUBSTANTI ATED
OFF- BASE HOUSI NG DI SCRI M NATI ON

5350
Ser XXX/ xx
Dat e

( FOR NAVY ACTI VI TI ES)

From Commanding O ficer, Naval Station, Charleston

To: Commander, Navy Personnel Command ( PERS-670)

(FOR MARI NE CORPS ACTI VI TI ES)
From Commanding O ficer, Quantico Marine Corps Base
To: Commandant of the Marine Corps (Code MHE)

Subj: DI SCRI M NATI ON | N OFF- BASE HOUSI NG
Ref : (a) SECNAVI NST 5350. 16A

Encl: (1) Of-Base Housing Discrimnation Report
Subm tted by M\ Davy Jones of 14 June 05
(2) Investigation Conducted by Housing Ofice, Legal
O fice, or Equal Opportunity O fice

1. As directed in reference (a), this letter reports the
resolution of racial discrimnation submtted to Naval Station
Charleston. A summary of the conplaint(s) followm(s): MWL Davy
Jones, USN, 123-45-6789, a white mal e was deni ed housing by Ms.
Jane Doe, a white fermale | andlord of Pine View Apartnents in
Charl eston, South Carolina. Ms. Doe offered MM Jones an
apartnent for $900.00 per nonth, while the market rate for the
apartnment, as verified by command personnel, was $575. 00 per
month. Discrimnation was verified when Ms. Doe cited the

hi gher nonthly rent for another white Sailor, but cited the

| ower rate for two black verifiers.

2. Point of contact for this matter is LT Joe Jones, Legal
O ficer, DSN 580-1234.

G P. BURDELL
Copy to:

| SIC
TYCOM

2 Encl osure (2)
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DEPARTMENT OF THE NAVY (DON) PCLICY ON M LI TARY
EQUAL OPPORTUNI TY (EO COVPLAI NT PROCESSI NG

DON is conmmtted to ensuring that mlitary nmenbers are afforded

a fair and effective EO conplaint process. |n support of this
conmi t ment :

1. Al reported incidents of unlawful discrimnation and sexual
harassment will be investigated and resol ved at the

| owest appropriate level. The DON Informal Resolution System
NAVPERS 15620, serves as the nodel for informal conplaint
handling. Conplaints should be resolved informally whenever
possi bl e; however, there is no requirenent to attenpt inform
resolution prior to filing a formal conpl aint.

2. A conplaint should be made within 60 days of the offending
incident, or in the case of a series of incidents, within 60
days of the nost recent incident. Conmanders may accept

conpl aints beyond this tineframe if, in their judgnent,

ci rcunstances warrant.

3. Conplaints will be investigated and resolved within 60 days
of filing the conplaint. |In the case of conplaints filed by an
i nactive Reservist or in which an inactive Reservist is the

subj ect of the conplaint (a “Reserve conplaint”), resolution of
formal conpl aints should be completed within 120 days of filing.

4. A witten conplaint form provided by each service as
outlined in references (e) and (f) wll be used for initiating
and processing formal conplaints of discrimnation and sexual
harassnment. The formw Il docunent all steps of the

i nvestigation and resol ution process, and will contain, at a
m nimum the foll owng el enents:

a. A summary of the conplaint, including date submtted and
remedy requested by the conpl ai nant.

b. Referral to counseling and support services.
c. Arecord of the investigative process, including
commencenent and conpl etion dates, findings and recommendati ons,

and acknow edgenent of receipt of investigation findings and
recommendat i ons by conpl ai nant and subj ect(s) of the conplaint.

Encl osure (3)
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d. A record of action taken to resolve the conplaint by the
chai n of command.

e. A Dblock in which the conpl ainant or the subject of the
conpl aint can request appeal of the conmand decision to higher
authority. A separate block in which either the conpl ai nant or
t he subject of the conplaint may request a final appeal to
SECNAV via the GCMA. I nvoking the appeal option should require
no further application or docunentation by the conpl ai nant or
t he subject of the conplaint.

f. A record of command followup with the conplainant 30 to
45 days from conpletion of renedial action on the conplaint. 1In
the case of a Reserve conplaint, follow up should extend through
a m ni mum peri od of one year followi ng conflict resolution.
Command followup will include a determ nation of conplai nant
satisfaction wwth the effectiveness of corrective action,
timeliness, present conmand climte, and a check to ensure
reprisal did not occur.

5. While submssion of a witten EO conplaint is the preferred
method of filing a formal conpl aint, servicenenbers may instead
file a UCMIJ, article 138 conplaint against their CO or Navy

Regul ations, article 1150 conpl ai nt agai nst a superior (other than
their CO. Additionally, all servicenenbers have the right to
conmuni cate with the Inspector CGeneral and nmenbers of Congress.

6. Either the conpl ainant or the subject of the conplaint may
appeal the decision on a formal conplaint. There are two |evels
of appeal, neither automatic. Each appeal nust be affirmatively
requested by either the conplainant or the subject of the
conplaint. In addition to the conplaint form docunentation,
such as statenents of w tnesses, personnel record entries, etc.,
that may be hel pful in resolving an appeal nmay be submtted to
the appellate authority by the party requesting the appeal.

a. The first appeal of a decision on a formal conplaint
will be to the first commander in the chain of command wth
general court martial authority (GCMA). This appeal should be
requested within seven days of the notice of the decision on the
formal conpl ai nt.

b. If a further appeal is requested, the final resolution
of an appeal on a formal conplaint will rest with SECNAV or his

2 Encl osure (3)
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desi gnee. Once requested, the GCMA will forward the conpl ai nt
and all docunents pertinent to the conplaint to SECNAV, via the
O fice of the Judge Advocate General, for final review. In
processing this final appeal, the procedures applicable to the
SECNAV review of UCMI, article 138 conplaints, as detailed in
Chapter 111 of the Manual of the Judge Advocate General
(JAGVMAN), shall be used in so far as practicable. This fina
appeal should be requested within 30 days of receipt of the
GCMA' s decision on the initial appeal. An appeal requested
after 30 days, may be returned as untinely, unless unusual

ci rcunstances justify the del ay.

c. An appeal may be submtted on any | egal or equitable
grounds based upon a perception that existing DOD or DON
regul ations were incorrectly applied in the particul ar case,
that facts were ignored or weighed correctly, that renedial
action ordered by a commander was insufficient under the
ci rcunst ances, or on any other good faith basis.

d. Both the initial and the final appellate authority may
determ ne whether the initial conplaint and/or the appeal were
made in good faith, and if not, to take appropriate corrective
measures, including punitive ones.

7. Commanders will ensure that their comand cli mte does not

tolerate acts of reprisal, intimdation or further acts of
discrimnation in response to the filing of a formal or infornmal
EO conplaint, and will take imedi ate action to stop, identify

and prevent all forns of reprisal within their conmand.

8. If a senior-subordinate relationship exists between the
conpl ai nant and the subject(s) of the conplaint, comanders
will, when possible, relocate one or both parties, w thout
prejudi ce, during the course of the investigation. |If the

subj ect of the conplaint is the conmander, and their notivation
in a particular situation could be legitimately called into
guestion (as in the case of witing the conplainant’s personnel
eval uation), a commander shoul d consi der recusing thensel ves and
requesting an appropriate reporting senior to fulfill their
responsibilities.

9. If the discrimnation/harassnent investigation finds the
conplaint is substantiated, and the subject of the conplaint is
t he conpl ai nant’ s supervi sor, the commander may renove the
subject fromtheir supervisory role as operational requirenents

3 Encl osure (3)
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necessitate. In such an event, the conplainant will be noved
only at their request. Transfer of the parties involved shal
not be considered by the commander to be a resolution of the
conpl ai nt.

10. If the investigation finds the conplaint is

unsubstanti ated, the conmander will nonitor potential reprisals
by checking on work center climte and ensuring performance
appr ai sal s docunent job performance accurately (i.e., downgrades
shal | be supported by witten counseling and not related to the
conpl ai nt).

11. Admnistrative investigations will be conducted by the
| ocal command, as appropriate. Reprisal investigations wll
normal |y be handl ed at the next higher level in the chain of
comand.

12. The conpl ai nant and subject of the conplaint will be

provi ded with feedback throughout the investigation and

resol ution process. The conpl ai nant and subject of the
conplaint will receive a copy of the conplaint formeach tinme
information is added to it and upon their request receive a copy
of the investigating officer’s final report, consistent with the
Privacy Act.

4 Encl osure (3)
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M LI TARY EQUAL OPPORTUNI TY ASSESSMENT ( MEQA) REPORTI NG
REQUI REMENTS

Each DOD conponent shall submt an annual Mlitary Equal
Qpportunity Assessnent (MEQA) for the period ending 30 Septenber
to USD (P&R) no later than 1 February of the follow ng year.

The report shall include the follow ng information:

a. An executive summary, providing an overall assessnent of
each DOD conponent’s EO Prograns.

b. An assessnent of diversity in the follow ng ten
categories shall be nmade an enclosure to the report. The
assessnment in each category should include quantitative data in
the basic race and/or ethnic classifications for officers and
enl i sted personnel broken down by gender.

(1) Recruiting and/or accessions.

(2) Conposition.

(3) Pronotions.

(4) Professional MIlitary Education/ GWI.

(5) Separations.

(6) Augnentation and/or Retention.

(7) Assignnents.

(8) Discrimnation and/or Sexual Harassnent Conpl aints.
(9) Uilization of Skills.

(10) Discipline.

c. These requirenents are further explained in reference (a).

Encl osure (4)



