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Information line


Spotlight on Fort Bragg Equal Employment Opportunity Counselors
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[image: image4.wmf]Ms. Brenda Colbert and Ms. Rhonda R. Brimfield were recognized in December 2002 for their demonstrated expertise and unwavering professionalism in supporting the EEO program goals.  They received an individual cash award, the Garrison Commander’s Coin, and a certificate of achievement for their outstanding contributions to the Fort Bragg Equal Employment (EEO) program.  They have served as a collateral duty EEO counselor for Fort Bragg from June 2000 to present.  They have conducted numerous inquires into sensitive and complex allegations of discrimination filed by employees in the workforce.  Their expertise and dedication has contributed to the high-resolution rate of complaints at Fort Bragg.  They are exemplary ambassadors for equal opportunity at Fort Bragg.  Ms. Colbert is assigned to US Army Garrison, Readiness Business Center as a Management Analyst.  Ms. Brimfield is assigned to USAJFK Special Warfare Center and School, 1ST Special Warfare Training Group 

(ABN), 1ST Battalion, S1/S4 as a Report of Survey Assistant. 
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Brenda and Rhonda from the entire EEO Staff for a job well done!!!!

National African American History Month 2003

The national theme selected by the Association for the Study of African American Life and History for 2003 observance is “The Souls of Black Folk:  Centennial Reflections.”

The 2003 theme focuses on the 1903 book of essays on race relations, The Souls of Black Folk, published by Dr. William Edward Burghardt (W.E.B.) DuBois, the first African American to receive a PhD from Harvard and a 20th Century philosopher.  The theme calls for a review of progress and challenges to racial harmony in America one hundred years after Dr. DuBois’ publication.

African-American/Black History Month Upcoming Events:

5 February 2003 –

 0930-1100 – USAJFKSWCS Auditorium

Let My People Go – The Trials of Bondage in words of Master and Slave

Presented by the Touring Theatre Ensemble of NC

Performance Highlights

1999 – National Archives, Washington, DC

1998 – National Public Radio

Presented throughout NC, Virginia and Washington, DC

Hosted by:

United States Army Civil Affairs and Psychological Operations Command (Airborne)

13 February 2003 –

1130-1300 – Womack Army Medical Center – Weaver Auditorium

African American Odyssey

“The Souls of Black Folk”

Celebrate African-American/Black History Month

Guest Speaker

Dorothy Redford (Somerset Place)

AFRICAN AMERICAN/BLACK HISTORY MONTHS EVENTS SPONSORED BY THE TRIPLE NICKEL

555 (Triple Nickel Display Dates)

February 3-7, 2003 (Main PX)
February 10-14, 2003 (Mini Mall)
February 17-21, 2003 (South PX) 
February 24-28, 2003 (Womack)

Story by SFC Kevin L. Robinson 
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When the all-black 555th Parachute Infantry Company, remembered by many as the "Triple Nickel," arrived at Fort Benning, Ga., for airborne training in December 1943, it marked a significant milestone for Black Americans in the combat arms. 
     Retired Col. Porcher L. Taylor recently asked a couple of soldiers if they'd ever heard of a unit called the "Triple Nickel." "Yeah, that's the MP company over here," the soldiers said, referring to the recently inactivated 555th MP Co. at Fort Lee, Va. 
     Taylor, 69, couldn't help but chuckle at the innocent case of mistaken military identity. "They didn't know. So, I took time to tell them something about it, and they were real interested," he said. 
     For Taylor and the almost 1,000 members of the 555th Parachute Infantry Association, the nickname bears witness to a legacy of the first black airborne unit, the 555th Parachute Inf. Bn. 
     "It's a part of history that really needs to be told," said Taylor, a Petersburg, Va., native and member of the Tri-Cities Chapter, one of 26 555th PIA chapters. 
     "The 'Triple Nickel' was born during a time of complete segregation here in this country and it has survived to what it is today," he said. 
     Swapping war stories and strolling down memory lane, association members met recently at Fort Lee to discuss changes in the organization and to maintain their "airborne camaraderie." 
     The "Triple Nickel" began its trek into airborne history Dec. 19, 1943, as the 555th PI Co. 
     Almost a year later, the unit became a battalion and included riggers, jumpmasters, pathfinders and communications soldiers. 
     The 555th PIB didn't deploy overseas during World War II. It was mobilized to fight a threat closer to home as "smokejumpers," airborne firefighters. 
     Under this mission, soldiers made more than 1,000 jumps, fighting forest fires in Oregon and California, some [image: image7.jpg]


of which were started by Japanese incendiary balloons. 
     In December 1947 the 555th was redesignated as the 505th Airborne Infantry Regiment and assigned to the 82nd Abn. Division. 
     Members of the original "Triple Nickel" went into combat during the Korean War, joining such other airborne units as the 2nd Ranger Co. and the 187th Abn. Combat Team. 
     The association keeps busy today handing out annual scholarships to college students, donations to local Department of Veterans Affairs hospitals and to black history museums, said retired Lt. Col. John T. Boyd Jr., a past president of the Tri-Cities Chapter. 
     "Airborne has always been an elite unit of the Army," said Boyd, a 52-year-old Vietnam veteran from Richmond. "During World War II, the African-American soldier wasn't allowed to serve in an elite unit. So, a gentleman began to train 16 soldiers using the same techniques he observed from the training of white troops. 
"Since the blacks were being trained anyway, an idea came [image: image8.png]


about to see if they could jump. During that time the thinking was that blacks wouldn't actually jump," Boyd said. "After their training, they proved they could do it. Once they were integrated into the 82nd Airborne (and later the 101st Abn. Div.), they served in combat from Korea through Operation Desert Storm." 
     As more attention is focused on the exploits of black soldiers in World War II, especially through the awarding of seven Medals of Honor last year, Boyd and others in the 555th PIA feel the time is right for the public to embrace their legacy, too. 
     As a teenager, retired Lt. Col. John Edward McNeil Sr. saw Fort Bragg's first group of black airborne soldiers when they attended his church in Fayetteville, N.C. 
     "They had on those highly shined boots and those crisp, starched olive drab uniforms and those glider patches on their caps. I made up my mind, right after high school, that I wanted to be one of those guys," said McNeil, 64, who served eight years as an enlisted paratrooper before becoming an officer, first in the Signal Corps and later in military intelligence. 
     "Every black paratrooper can say he is standing on the shoulders of those 16 men who graduated in the original class of paratroopers, and we should never forget it."
How Reprisal Is Defined…

The wording of the Title VII ban against discrimination, which is used for virtually every federal and state EEO statute, and is very specific: “It shall be an unlawful employment practice for an employer to discriminate against any of (their) employees or applicants for employment ... because (they have) opposed any practice made unlawful ... by this title, or because (they have) made a charge, testified, assisted, or participated in any manner in an investigation proceeding or hearing under this title.” (Section 704(a), Title VII, Civil Rights Act of 1964).  

Unintentional Reprisal…

Many, if not all, employees are now aware that the Title VII prohibition against reprisal is more than a shield, it can also be a potential sword used against employers. 

Termination cases may be the most expensive type of discrimination lawsuits to lose, but reprisal cases are the hardest to live with.
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The employee who filed the charge or lawsuit is still with you, which puts you in a no-win situation.  Acutely aware that you may be very angry, the person will now be extremely sensitive to your every action and will watch for the smallest change in your behavior.

Government agencies may investigate retaliation charges more vigorously than race or sex discrimination complaints, because the right to protest against discrimination does not mean much unless freedom from reprisal or retaliation is guaranteed.  Making it still tougher is the fact that, like the employee, the government agency investigators and the courts may expect management to be angry about such accusations.   Since experience shows that attempts to “get even” with accusing employees may be well disguised; they may be more inclined to examine closely any evidence that would otherwise be considered weak or inadequate.  Add a supervisor’s or manager’s natural feelings of anger or defensiveness, and it is not surprising that reprisal charges may have more merit than the original charge.

What To Do…

Here’s the best way to behave after you learn that a charge has been filed:

* Act as though nothing is different.  The employee may test you by asking, “Did you know I filed a charge?” just to get your reaction. The best thing to do in these cases is to indicate that you and your organization respect the employee’s right to file a charge. You might say something noncommittal such as, “I’ll be interested to see the outcome.”

*Reassure the employee that the charge will not affect their working relationship with you or the agency.   Explain that, if they ever feel they are being treated unfairly, they should continue to feel free to come to you and work the problem out.  Make a note of your comments for your records.

*Avoid being drawn into any kind of discussion about the complaint or its validity.  If the employee asks you about it, stress that it is your position and the agency’s that anyone has a right to complain about discrimination and that such complaints will not affect their employment status in any way.

*Remain neutral. If, while an investigation or lawsuit is underway, the employee comes to you saying they’ve had a change of heart about the filing of the charge, being a witness, etc. remain neutral.  You may advise the individual that they have a right to withdraw the charge or complaint, adding that, “It’s your personal choice and the agency respects your right to proceed or not as you wish.  In any event, your decision won’t affect your employment relationship with the agency.”

13 “Don’ts” of Reprisal…

1.  Don’t terminate or discipline an employee for filing a charge.  This is the most obvious reprisal and therefore the easiest to avoid.

2.  Don’t threaten the complaining employee.  For example, do not suggest, “You’ve got no future here,”or “You’ll get yours.”

3.  Don’t assign more unfavorable tasks or duties than was normal for the employee previous to filing the charge, or than are currently normal for other employees.  Keep the employee’s job the same unless they complain about having to do a disproportionate share of the undesirable work.

4.  Don’t give the employee a bad performance review after the charge is filed when previous evaluations were good.  If performance has deteriorated, write a complete explanation of how it has changed, don’t just check a box.

5.  Don’t fail to give a raise otherwise due, such as a seniority raise.

6.  Don’t deny a promotion for which the employee was in line.  Supervisors sometimes mistakenly think there’s no way to prove that the denial of a promotion is connected with the earlier filing of a charge.  But the fact is it can be proven in a number of ways:  by comments the supervisor has made to others about the employee before the charge was filed; past promises of raises or promotion, promises made to the employee upon being hired; the pattern of positive documentation; performance appraisals, etc.

7.  Don’t refuse to communicate with the employee.  Avoiding normal contact; even saying hello in a different manner may all be construed as reprisal – even if the supervisor is avoiding the employee because of the feeling that, “anything I say might get me into trouble.”

8.  Don’t over supervise – unless you can document reasons for doing it.

9.  Don’t suddenly enforce work rules previously un-enforced or loosely enforced.

10.  Don’t encourage other employees to shun the person who has filed a charge.

11.  Don’t make jokes or comments about anything related to race, sex, etc., to show you have no bias.  These may be read out in court in a monotone where they will sound anything but humorous.

12.  Don’t moralize or tell employees you are disappointed with them for filing a charge. Saying, “We had great hopes for you” or “You had a great future here,” indicates that your evaluation of their work has changed as a result of the charge; that is discriminatory and unlawful.

13.  Don’t criticize the employee for filing the charge.

If You Are Provoked…

Typical strategies calculated to provoke you to reprisal (or just get even with the agency for perceived wrongs) include: long periods of absence; sloppy or poor work; contrived complaints –“The desk is too low,” “The bathroom is too far,” “You’re always watching me”– spending much of the day talking, trying to gain support for their case from others, complaints that co-workers have turned cold to them (which may be true).  

Since you have work to do, but fear that any action you take may result in a reprisal charge, you’re on the spot.  The best thing to do is document the problem behavior.  Share the memorandum with the employee before putting it in their Official Personnel File and give a copy to personnel or the appropriate supervisor. Apply progressive discipline as you would normally.  


Remember that filing a charge or lawsuit is not necessarily an attack on you.  Often, the charge is filed in reaction to agency policies and guidelines or agency instructions to supervisors, rather than from animosity toward the supervisor, personally.

Finally, it is simply more practical to ignore a charge of discrimination, even one filed specifically against you, than to take it personally.  Reprisal not only results in additional investigations and lawsuits, it weakens your side of the case on the original charge as well.

Original Signed
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PATRICIA L. CRAIN


Director, Equal Employment Opportunity











Personal opinions in articles published in this Information Line are not necessarily those of the Equal Employment Opportunity office or the Army.  Articles are published to reflect the opinions and varied differences that exist within our society and the federal workforce.
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