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715-01 PART E 

 FY15 EXECUTIVE SUMMARY 

 

US Army Europe (USAREUR) Mission Statement  

 

USAREUR trains and leads Army Forces in support of the US European Command and 

Headquarters, Department of the Army by: 

 Training and preparing full spectrum capable forces for global employment  

 Strengthening alliances and building partner capacity and capability  

 Providing Army Service Component Command and Title 10 support 

 Continually seeking to improve the readiness and quality of life of our Soldiers, Army 

Families and Civilian workforce 

Introduction 

Lieutenant General Frederick B. (Ben) Hodges commands USAREUR, headquartered in 

Wiesbaden, Germany.  USAREUR maintains a force of military, civilian, and host nation 

employees throughout Europe and the Middle East.  Individuals are employed in multiple career 

fields from complex engineering professions to technical support ranging in grades from the 

Senior Executive Service to junior General Schedule and Wage Grades. USAREUR activities are 

located in a variety of locations in Europe and the Middle East including Germany, Italy, 

Belgium, the Netherlands, Romania, Bulgaria, Turkey, Kosovo, Bosnia, Iraq, Afghanistan, and 

others. 

As a forward based land component, USAREUR demonstrates national resolve and strategic 

leadership by assuring stability and security, and leading joint and combined forces in support of 

the Combatant Commander.  USAREUR support of Overseas Contingency Operations and 

global rebasing and restructuring initiatives, while ensuring continuous emphasis on theater 

security requirements which span a 91-country area of responsibility, has presented significant 

work force challenges in managing personnel. 

With ongoing Army transformation, increased demands on organizations, and wide-ranging 

employee expectations, it is imperative that USAREUR strategically position itself to recruit, 

attract, develop, advance, and retain a high quality, diverse workforce capable of delivering 

exceptional mission support services. The ability of USAREUR to provide services and meet the 

complex needs of our population is dependent upon the dedicated leadership of senior 

commanders, directors, managers, supervisors, and the committed hard work and contributions 

of the valuable men and women of USAREUR. 
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The USAREUR leadership fully supports the readiness of our Army and the Army's 

transformation while simultaneously providing the best quality of life possible for our Soldiers, 

Civilians and their Families.  The Model Equal Employment Opportunity (EEO) Program (Equal 

Employment Opportunity Commission (EEOC) Management Directive (MD) 715) complies 

with the tenets of the President’s Management Agenda to reform and rethink workforce planning 

and restructuring as a part of strategically managing our human capital.  Under the guidelines of 

the MD 715, USAREUR regularly examines employment policies and practices to identify and 

remove barriers that impede free and open competition in the workplace for all employees. 

Compliance is observed through demonstrated commitment from USAREUR leadership, 

integration of EEO into USAREUR’s strategic mission, management and program 

accountability, proactive prevention of unlawful discrimination, efficiency, responsiveness, and 

legal compliance. 

Under LTG Frederick B. (Ben) Hodges’ direction and leadership, USAREUR is committed to 

the principles of EEO. Commanders, directors, managers, supervisors, and EEO officials 

involved in the personnel management process share responsibility for the successful 

implementation of a Model EEO program.  EEO goals and objectives include, but are not limited 

to eradicating the perception of discrimination in hiring practices, awards, discipline, 

assignments, resolving conflicts, and training and development. The USAREUR EEO policy 

statement is dated 15 December 2014 and posted at 

http://www.eur.army.mil/g1/content/Programs/EEO/index.html. 

The command has accomplished a number of initiatives in support of EEO in the workforce 

during FY 15.  Individual initiative highlights follow: 

 -   USAREUR uses USAJOBS to post vacancy announcements on-line. The link is 

provided to the US Department of Veterans Affairs (DVA), the Office of Personnel Management 

(OPM), and service organizations to assist with the recruitment and employment process. 

Women, individuals with disabilities (IWD) and disabled veterans interested in employment with 

USAREUR submit their resumes for positions filled through an automated referral system.   

  -  USAREUR partners with education centers in Europe, the Army Community Service 

(ACS), and colleges and universities to provide information on employment and development 

programs. By partnering with these organizations, information is disseminated to a wider 

audience, ensuring greater possibilities for future employment opportunities, training, and 

networking for minorities, women, IWD, and disabled veterans. USAREUR networks with 

various veterans’ organizations in Europe to provide information on employment opportunities, 

transition assistance, how to apply for jobs, working and living in Europe, writing resumes, 

interviewing techniques, etc.  

 

http://www.eur.army.mil/g1/content/Programs/EEO/index.html
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The Army in Europe maintains a vast number of services and resources in support of its diverse 

workforce and their family members to include American Forces Network (AFN) (television and 

radio programs), recreation centers throughout Europe, social services, self-help organizations 

such as Alcoholics Anonymous, arts and crafts, auto skills centers, Boy and Girl Scouts, various 

religious services/churches, child development centers, child and youth services, clubs, grocery 

stores, shopping centers, community centers, community support groups, counseling 

centers/services, crisis hotlines, schools, education centers/colleges, educational and 

developmental intervention services, family advocacy services, child care, family support 

centers, fitness centers, flexible work hours, health care facilities, legal assistance, libraries, 

movie theaters, new parent support programs, outdoor recreation services, skills development 

centers, sports shops, tax preparation, and youth activities among others mentioned in this 

summary.  

Transition assistance offices in Europe provide information on the Disabled Transition 

Assistance Program (DTAP). This is an integral component of transition assistance that involves 

intervention on behalf of service members who may be released because of a disability or who 

believe they have a disability qualifying them for the Veterans Administration Vocational 

Rehabilitation and Employment Program. The goal of DTAP is to encourage and assist 

potentially eligible service members in making informed decisions about the Veterans Affairs’ 

(VA's) Vocational Rehabilitation and Employment Program. It is also intended to facilitate the 

expeditious delivery of vocational rehabilitation services to eligible persons by assisting them in 

filling out applications for vocational rehabilitation benefits. 

Commanders, senior executives and managers are involved in all phases of recruiting and 

establishing processes for recruiting and retaining a high-quality workforce. USAREUR tasks 

commanders to link outreach and other diversity efforts to the performance of managers and 

supervisors.   

USAREUR implements the US Army Reasonable Accommodation Policy which provides the 

reasonable accommodation procedures for individual/veteran applicants for employment and for 

employees with disabilities. A link to the Army regulation is included on the USAREUR 

website. Also, the Americans with Disabilities Amendment Act (ADA) became effective             

January 30, 2009. This law constitutes the first legislative change to the nation’s landmark 

disability statute, the ADA of 1990.  The Disability Work Group (Staff Judge Advocate, 

Management Employee Relations and EEO) have the responsibility of formulating 

recommendations designed to enhance and refocus federal disability employment plans, and 

review all reasonable accommodation requests.   

USAREUR's Ready and Resilient (R2) campaign integrates and synchronizes those programs 

and services which improve the readiness and resilience of the USAREUR Team - Soldiers, DA 

civilians and Family members.  The Army defines "readiness" as the ability to accomplish 

http://myarmybenefits.us.army.mil/Home/Benefit_Library/Federal_Benefits_Page/Disabled_Transition_Assistance_Program_(DTAP).html
http://myarmybenefits.us.army.mil/Home/Benefit_Library/Federal_Benefits_Page/Disabled_Transition_Assistance_Program_(DTAP).html
http://www.vba.va.gov/bln/vre/index.htm
http://www.vba.va.gov/bln/vre/index.htm
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assigned tasks or missions and "resilience" as the ability to grow and thrive in the face of 

challenges and bounce back from adversity.  R2 creates a holistic, collaborative, and coherent 

approach to increasing individual and unit readiness and resilience by promoting resiliency 

building skills and positive behaviors.  Consistent with these efforts, leaders at all levels, with 

emphasis on junior leaders, must get to know their personnel individually and understand both 

the personal and professional stressors affecting them.  Doing so will assist leaders in the early 

identification of risk factors and enable them to encourage help-seeking behavior.  Finally, 

USAREUR's R2 campaign seeks to enhance and sustain a command climate of trust and 

accountability in which the USAREUR Team can grow both professionally and personally. 

Civilians provide expertise and continuity in all facets of the organization including, operations, 

human resources, resource management, logistics, intelligence, information technology, public 

affairs, and legal affairs. Impending Army directed manpower reductions for USAREUR will 

severely impact the Civilian workforce's ability to support the mission effectively and efficiently. 

In the spring of 2015, USAREUR G1 Civilian Personnel Directorate began developing 

USAREUR's strategic human capital management plan to address this.  It will be critical to 

maximize human performance, build cohesive teams, and improve and thrive in a changing, 

complex environment. A base plan is expected to be published in early 2016 and will address 

workforce challenges and set the conditions for a high-performing, professionally developed and 

engaged Civilian workforce ready to successfully support its mission. 

The annual “State of the EEO Program” report is posted on the USAREUR web-page 

http://www.eur.army.mil/g1/content/Programs/EEO/docs/MD-715.pdf.  Supervisors and 

managers may access the report and obtain information on employment goals and the need to 

enhance advancement and training opportunities for minorities, women, and IWD/disabled 

veterans. 

USAREUR collaborates with the following organizations that provide a variety of services to 

individuals, women, IWD and disabled veterans:   

 - The Financial Readiness Group provides personal financial readiness and consumer 

affairs prevention and education programs for Soldiers, reserve components, Department of 

Army (DA) civilians and military/civilian family members. 

 - Civilian Human Resources Agency (CHRA) – Europe, manages all aspects of the 

human resources life-cycle, from recruiting to retirement through the CPACs located throughout 

Europe. 

The Installation Management Command-Europe (IMCOM-E) provides traditional Base 

Operations (BASOPS) functions to include: EEO complaints processing, mediation, EEO, Anti-

Harassment and No FEAR training, Special Emphasis Program Management, and conducting 

Facility Assessment Surveys.   

http://www.eur.army.mil/g1/content/Programs/EEO/docs/MD-715.pdf
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USAREUR EEO Mission Statement 

The EEO administers and implements an effective EEO Program to achieve and maintain 

equality of opportunity throughout all phases of employment and promotes a discrimination free 

work environment through education and technical assistance. 

The EEO Program is a Special Staff function under G1. There is a permanent full-time staff of 

two: an EEO Director, GS-14, and an EEO Specialist, GS-13.  The EEO Office formulates 

policy and provides guidance, direction, and support to USAREUR units.  

USAREUR Model Program Summary 

USAREUR conducts its FY15 self-assessment against the MD 715 “Six Essential Elements” of 

the Model EEO program by comparing FY14 data with the current state of the organization to 

determine FY15 accomplishments. Elements assessed were:   

 -  Demonstrated Commitment from the Leadership 

 -  Integration of EEO into USAREUR’s Strategic Mission 

 -  Management and Program Accountability 

 -  Proactive Prevention of Unlawful Discrimination 

 -  Efficiency 

 -  Responsiveness and Legal Compliance.   

Annual assessments of the six essential elements, to include identifying strengths and 

weaknesses and making corrections where warranted, are conducted to ensure employees, 

customers and applicants for employment serviced by the USAREUR EEO Office receive 

services consistent with the tenets of the Model EEO Program.  

Data Source Tools 

Data contained in this report were extracted from the Defense Civilian Personnel Database 

System (DCPDS) and the Complaints Tracking System (iComplaints).  Data reflect all 

permanent and temporary Appropriated Fund employees, with the exception of foreign local 

national employees.  Due to the broad scope of the Army, the National Civilian Labor Force 

(NCLF) statistics are used for comparisons.  For this reporting cycle, the NCLF is based on the 

2006-2010 American Community Survey Equal Employment Opportunity Tabulation (EEO 

Tabulation) and 2010 Census data. Although the NCLF statistics are used for comparisons, the 

Federal Information Processing Standards (FIPS) code used in this report is 8840 (Washington 

DC, Northern Virginia, Maryland and Eastern West Virginia) because there is no “national” 

FIPS.  
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Summary Analysis of the Workforce 

As of September 30, 2015, USAREUR’s total workforce of 1578 civilian employees represents a 

5.10% increase as compared to 1507 civilians in FY 2014.  The USAREUR civilian workforce is 

76% Male and 24% Female. The participation rate of Women continues to be less than expected 

based upon the National Civilian Labor Force (NCLF) of 48.14%.  With the exception of 

Hispanic Men and Women, Black or African American Women, and Asian Women, the 

participation rates for all other groups by Ethnicity and Race Identification are above or similar 

to the NCLF.  

As of September 30, 2015, the number of employees who self-identified disabilities in the total 

workforce was 156, which represents 10% of the total civilian workforce. Of those IWDs, four 

(4) (.25%) are Individuals with Targeted Disabilities (IWTDs) classified as a subset of 

individuals who have a reportable disability. The criteria EEOC uses to select the nine 

disabilities categorized as “targeted disabilities” includes the severity of the disability (physical 

or mental), the feasibility of recruitment, and the availability of workforce data for this group. 

The .25% participation rate of IWTDs is significantly below the DOD and Federal goal of 2% 

and therefore continues to be an area targeted for improvement. The USAREUR EEO Office 

launched a Command Campaign Plan and managed the Command workforce re-survey of 

Voluntary Self-Identification of Disability, Race and Ethnicity during 3rd and 4th Quarter,          

FY 2015.  The goal was to assess and report annual comparative changes to data and 

demographics of civilians as mandated by HQDA (Office of the DASA, Diversity and 

Leadership).  Information has been annotated in the Annual Command EEO Program Progress 

MD 715 Report.  An analysis of the Voluntary Self-Identification of Disability, Race and 

Ethnicity survey’s result reflected minimal change.  

The USAREUR EEO Office surveyed the Clay Kaserne workforce to gather information on 

requirements for accommodation, designated handicap parking spaces, and/or facility 

accessibility. This information resulted in execution of several facility accessibility projects as 

well as providing innovative accommodations to ensure employees were able to successfully 

fulfill the duty requirements of their positions.  A significant achievement for USAREUR was 

obtaining command approval, with funding, for construction of an elevator to access two major 

buildings (Mission Command Control Center (MCC) and the Combined Operation and 

Intelligence Center (COIC).  The elevator will provide physical accessibility to employees, 

applicants and customers with mobility impairments who found the steps leading up into the 

building insurmountable. 
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In 2013, prior to issuance of the AR Directive 2015-37 (Breastfeeding and Lactation Support 

Policy), the USAREUR command established two nursing stations on Clay Kaserne. 

The USAREUR workforce is diverse and includes more than 87 occupational series of the 638 

occupational series in DOD.  EEOC Table A6-1 (Participation Rates for Major Occupations) 

reflects the top five major occupations by most populous series as follows: 1) Miscellaneous 

Administrative and Program (0301), 2) Information Technology Management (2210), 3) 

Logistics Management (0346), Miscellaneous Clerk Assistant (0303) and 5) Management and 

Program Analysis (0343).  

The number of USAREUR civilian employees in the top five major occupations totals 844, 

which are 53% of the total workforce. However, the breakdown of Army civilian employees in 

the required EEOC FED 9 occupational groups shows that 57% are classified by the US Census 

Bureau as “Officials and Managers” or “Professionals.”  As defined by the EEOC, these are 

occupations requiring administrative and managerial personnel who develop and implement 

broad policies or in the case of “Professionals” require a college degree.  A breakdown of the 

Army civilian USAREUR workforce in the nine categories is as follows in Figure 1.  

         

Figure 1 – Workforce FED 9 Categories 

 

FED9 Description Number of Employees Percentage 

Officials and managers 898 56.91% 

Professionals 435 27.57% 

Technicians 57 3.61% 

Sales Workers 5 0.32% 

Administrative support workers 146 9.25% 

Craft workers 6 0.38% 

Operatives 23 1.46% 

Service workers 8 0.51% 

Total 1578 100.00% 

 
There is 1 Senior Executive Service employee, comprising 0.07% (1) of the total civilian 

workforce.  
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Figure 2 General Schedule (GS) by Ethnicity and Race Identification (ERI) and Grade Grouping 
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White 59.58% 65.17% 80.39%

Black 23.97% 20.45% 7.67%

Hispanic 2.05% 3.13% 5.39%

Asian 3.42% 2.56% 1.42%

Native Hawaiian/Pacific Islander 0.68% 0.76% 0.00%

American Indian/Alaska Native 0.68% 0.57% 0.28%

Two or more races 8.21% 5.80% 4.54%
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Figure 3 depicts the percentage of civilian employees relative to the general national Civilian 

Labor Force (CLF) by gender.  The percentage of White Women, Black Women, Hispanic Men 

and Women are below the CLF.  Black Men exceed the CLF; the representation of other EEO 

groups is generally consistent with the CLF.  

Figure 3   General Schedule (GS) by Gender and Grade Grouping 

 
 
 

 

Model EEO Program Summary 

 

Element A:  Demonstrated Commitment from Agency Leadership      

Strengths:  

LTG Frederick B. (Ben) Hodges was appointed as the Commanding General of USAREUR.   He 

assumed command on November 5, 2014.  He actively, personally supports all EEO programs 

and is committed to a Model EEO Program.  

EEO Staffing – EEO Office is staffed with an EEO Director and an EEO Specialist. 

The Commander provides sufficient budget support in order to accomplish the EEO mission. 

USAREUR posts and disseminates EEO policy and information through various forums. Further, 

in addition to the USAREUR websites that have been developed, garrison installation EEO 
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offices have likewise developed websites for posting of EEO policies and program information 

providing EEO services to serviced USAREUR activities.  Policy letters are also posted on 

official bulletin boards, readily accessible to respective workforces.  

Managers and supervisors are evaluated on their commitment to EEO policies and principles, 

including their efforts to communicate and ensure adherence to same. They seek early dispute 

resolution; promptly address accommodation requests; and, ensure EEO-related training 

requirements are met. 

Staff members of the USAREUR EEO Office brief the Commander, the Chief of Staff, senior 

leaders, Human Resources Working Group on the EEO Program annually and as warranted by 

pressing EEO actions/requirements. The briefings include information on the IWD program 

issues, accommodations, survey results of facility activities, complaints activities, mediation 

process resulting in mandating corrective action and removal of employment barriers.   

The EEO Director serves on the USAREUR Incentive Awards Review Board (IARB), Sexual 

Harassment/Assault Response Program (SHARP) Committee, and assists with paneling of award 

nominations under the Equal Opportunity Office. Through the USAREUR IARB administrator’s 

efforts, there is greater dissemination of information regarding the request for nominations for 

numerous EEO awards that is distributed across the Command via e-mail and contact with 

leadership. 

A significant accomplishment was the approval and funding to install a new elevator to service 

employees with mobility impairments at the site of two command buildings for USAREUR and 

the Clay Kaserne population.  

FY 14 MD-715 Report briefed to USAREUR Commanding General. 

USAREUR Commander actively, personally supports all EEO programs. 

Commander provides sufficient budget support in order to accomplish the EEO mission. 

EEO Policy statements are current and posted. US Army Europe posts and disseminates EEO 

policy and information through various forums. All IMCOM-E garrisons post and disseminate 

information on EEO. Policy letters are placed in public folders on USAREUR and Garrison 

websites.   
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Deficiency:  

Facility Accessibility Survey of USAREUR Activities and Clay Kaserne. USAREUR continues 

to ensure the physical layout and design of the structure at Clay Kaserne where the command is 

located meets accessibility requirements.  Command should be mindful of the obligation to 

ensure that the physical structures and facilities comply with the requirements of the 

Architectural Barriers Act (42 U.S.C. § 4151 ET seq) and relevant titles of the ADA, as well as 

DOD implementing guidance, to ensure full accessibility for IWD. There are buildings and areas 

that are not in compliance. 

For this reporting cycle, the Army EEO, Anti-Harassment and No FEAR Act Training course 

completion reflects 93% non-supervisors and 78% of supervisors completed the mandatory 

annual training.   The US Army requirement is 100%. 

Essential Element B: Integration of EEO into the Strategic Mission     

Strengths:   

USAREUR leadership demonstrates a firm commitment to the equality of opportunity for all 

employees and applicants for employment. The EEO program is organized and structured to 

maintain a workplace free from discrimination in any of the agency’s policies, procedures or 

practices. EEO program officials have the required qualifications to execute the duties and 

responsibilities of the position.  

The EEO Office within USAREUR is fully staffed and funded to ensure successful operation. 

The staff is supported with the IWD Program function to include management/supervisors 

providing reasonable accommodations, encouraging the mediation and the interactive 

communication process, and removal of physical barriers reported or discovered through 

facilities accessibility surveys.  

EEO, Civilian Human Resources, and Equal Opportunity (EO) officials continually collaborate 

on improving processes and procedures for identifying and conducting strategic actions related to 

reasonable accommodations, promoting interactive communications, and mediation of 

complaints at the lowest level possible to resolve workplace conflicts/misunderstandings,  

ultimately to positively establish, maintain, and sustain mutual satisfying  and rewarding 

professional and personal relationships in the workplace. 

EEO officials are included in discussions and decisions regarding recruitment strategies, vacancy 

projections, succession planning, selections for training and career development and other 

employment issues. 
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Deficiencies:   

EEO is not under the direct supervision of the agency head as directed by 29 CFR Section 

1515.102(b) (4)25. The USAREUR EEO Director is rated by the Assistant Deputy Chief of Staff 

G-1. This item will be addressed to command during the US Army Manpower Analysis Agency 

development and validation of new EEO Manpower Model for Command HQs Study.  Initial 

briefing to HQDA EEO Board of Directors was on December10, 2014 (telephonic conference).  

Additional guidance is expected. 

Corrective Measure:  

This matter has been discussed with the Commanding General during each of the fiscal year   

MD 715 State of the Agency briefings. The placement of the EEO Director under the USAREUR 

G1, is working effectively. The USAREUR Director of EEO programs has access to the CG 

when and as quickly as warranted to discuss information on current EEO issues and personnel 

actions/decisions affecting the workforce.  EEO also provides information for the quarterly Pre-

Command Course for brigade commanders and command sergeants major.   

Essential Element C:  Management and Program Accountability       

Strengths:   

EEO manager has regularly scheduled meetings with Commanders and Directors. 

Managers and supervisors are rated on performance objectives and contributing factors that 

support EEO program goals and objectives. The success of the EEO program depends on its 

leaders. Managers and supervisors are evaluated on their commitment to EEO policies and 

principles, including their efforts to communicate, seek early dispute resolution; promptly 

address accommodation requests; and, ensure EEO-related training requirements are met. 

The EEO Director serves on the USAREUR IARB, SHARP Committee, Exceptional Family 

Member Executive Committee and the Working Group Committee.  The HQ DA EEO Awards 

program was supported this fiscal year with submission of USAREUR nominations for 

consideration. Through the USAREUR IARB administrator’s efforts, there is greater 

dissemination of information regarding the request for nominations for numerous EEO awards 

that is distributed across the Command via e-mail and contact with leadership.  EEO actively 

encourages submission of awards nominations to managers/supervisors. 
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Deficiencies:   

Recently constructed MCC lacks main entrance access in accordance with American Disability 

Act.  Employees/visitors with walking distance disabilities/impairments would have to negotiate 

36 steps in order to reach the main entrance.    

Corrective Measure:  

USAREUR EEO and the Relocation Task Force facilitated additional handicap parking spaces 

near the MCC building that allows direct access to the elevator inside the building near the 

relatively unused back entrance. This temporary solution is being offered to IWDs. It is 

anticipated that the construction of an elevator near bottom level of the main entrance to the 

MCC elevator will be completed by late-2016.  Funds have been committed to meet this critical 

need. 

Essential Element D:  Proactive Prevention         

Strengths: 

Trend analysis of the workforce is conducted in areas such as:  selections, promotions, 

accessions, losses, awards, discipline, performance ratings, and, training by areas such as race, 

national origin, gender, age, grade and disability.   

EEO has a complaint tracking and monitoring system that identifies the issues and bases of 

complaints, names of the parties, and other information to analyze complaint activity. Managers 

and supervisors are required to participate in Alternative Dispute Resolution, if the agency 

determines it appropriate and the complainant elects to participate.   

ACS Employment Readiness Program conducts monthly family employment seminar classes on 

job opportunities across Germany and includes tips on how to interview, dress appropriately, 

prepare resumes and apply for the jobs. ACS also hosts quarterly Community Job Fairs for 

participation by local and national prospective employees.  

Essential Element E:  Efficiency             

Strengths:   

With the DA complaints tracking system (iComplaints), the USAREUR EEO has been able to 

monitor the timely processing of complaints filed against USAREUR organizations and address 

delays (to include investigations) directly with servicing EEO Offices, the Investigations and 

Resolutions Division (IRD), or EEOC.  EEO discrimination complaint investigators from IRD 

are DoD Civilian Personnel Management Service assets not under the supervision of DA EEO 

Officers. It is sometimes difficult, therefore, to ensure that investigations are conducted in a 

timely manner and reports received within the 180-day timeframe. Servicing EEO offices are  
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performing EEO complaints management, including counseling. We have reviewed in particular 

the availability of EEO counselors (DA-trained and certified) and refresher training that is being 

conducted for counselors (an EEOC requirement), the use of ADR/mediation in both the 

informal and formal stages of the process, and data input into the iComplaints data system.  

EEO Office assists servicing EEO offices by identifying appropriate management officials for 

participation as ADR/mediation resolution authorities.   

In FY 16, USAREUR will be funding a DEOMI Mediation class to increase the number of 

trained mediators.  As employees move to new positions or return to the CONUS position, a 

critical and continual need for new mediators arises. 

Essential Element F: Responsiveness and Legal Compliance        

Strengths:  

The responsibility for support of the EEO Program rests with all members of USAREUR. This is 

articulated in the Commander's policy and is reflected in EEO critical elements of all civilian and 

military supervisors and managers.  

The EEO Office closely monitors the processing of all EEO complaints filed against USAREUR 

organizations throughout the Army through the iComplaints data system. Continued interface 

with servicing EEO Offices on provides an additional opportunity to evaluate the USAREUR 

complaint activity and the timely processing of complaints. 

The USAREUR EEO utilizes the i-Complaints system to track pre-complaints and formal 

complaints.  The tracking system provides information on accountability, compliance, and 

timeliness of complaint processing.  

FY15 USAREUR EEO COMPLAINTS PROCESSING PROGRAM 

 

The number of formal complaints filed against USAREUR (HQ, 21st TSC, and JMTC)  

decreased in FY 2015; representing a continuous decline of formal complaints over the past three 

years (9 in FY 2015 as compared to 10 in FY 2014 and 12 in FY 2013).  The overall number of 

employees filing complaints continues to be very low, less than 1%.  The following chart 

indicates that non-sexual harassment and disciplinary action are the two top issues in 

USAREUR.  The top bases alleged for discrimination, include: race, national origin, age, 

disability (physical or mental), and reprisal.  The percentages are based on 9 complaints.  The 

issues and bases claimed are often multiple in each complaint.  In other words 44% of the 9 

complaints involved harassment, 33% of the 9 complaints involved disciplinary action, etc. 

 

 

 



EEOC FORM 
U.S. Equal Employment Opportunity Commission 

 
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT 

15 
 

FIGURE 5. Top Issues and Bases within the 9 Formal Complaints Filed in FY15 

 

TOP ISSUES 

# OF 

COMPLAINTS 

CONTAINING 

ISSUE 

# OF 

COMPLAINANTS 

RASING ISSUE 

% OF 

COMPLAINTS  

CONTAINING 

ISSUE 

Harassment (Non-

Sexual) 4 4 44% 

Evaluation/Appraisal 1 1 11% 

Assignment of Duties 2 2 22% 

Non-Selection 2 2 22% 

Disciplinary Action 3 3 33% 

Termination 1 1 11% 

 

 

TOP BASES 

# OF 

COMPLAINTS 

CONTAINING 

BASIS 

# OF 

COMPLAINANTS 

ALLEGING 

BASIS 

% OF 

COMPLAINTS 

CONTAINING 

BASIS 

Race 2 2 22% 

Age 1 1 11% 

Disability 5 5 55% 

Reprisal 4 3 33% 

National Origin 1 1 11% 

 

There were no findings of discrimination against USAREUR in the past four years.   

Disability remained the most common bases followed by reprisal, and race.   
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