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GENERAL ACCOUNTING OFFICE 
REPORT TO THE 
SECRETARY OF DEFENSE 

DIGEST ------ 

WHY THE REVIEW WAS MADE 

GAO wanted to determine If the 
Department of Defense (DOD) was tak- 
lng actlons to achjeve equal oppor- 
tunity for clvillan and mllltary 
personnel. GAO vlslted 20 mllltary 
conrnands and lnstallatlons during 
January 1971 through March 1972 
From April 1972 through March 7973 
GAO monitored equal opportunity mat- 
ters at the headquarters level 
(See p. 7 ) 

Background 

Executive Order No 71478, dated Au- 
gust 8, 1969, reaffirmed the Govern- 
ment's policy to provide equal op- 
portunity in Federal employment to 
all persons regardless of race, 
color, religion, sex, or national 
origin Many of the policies in the 
order were enacted into law in the 
Equal Employment Opportunity Act of 
1972 

The Office of the Secretary of De- 
fense (OSD) is responsible for over- 
all direction of equal opportunity. 
This generally encompasses providing 
policy and program analysis, develop- 
ment, and recommendations Imp7 e- 
mentatlon 1s delegated to the Secre- 
taries of the military departments. 

OBSERVATIONS AND CONCLUSIONS 

Organzzatzon and zmptementatzon 

M%Zl..tary 

Most installations GAO visited had 

STATUS OF EQUAL OPPORTUNITY IN THE 
MILITARY DEPARTMENTS 
Department of Defense B-178300 

some form or elements of an equal 
opportunity program Most did not 
have forma7 plans-of-action and 
their programs generally appeared to 
be 

--too broad in scope, 

--vaguely implemented, 

--lacking sufficient definition, and 

--not coordinated among the various 
DOD components 

Persons responsible for the programs 
generally performed these duties 1 n 
addition to other responsibility 
(See P 8 > 

Recordkeeping of complaints of dls- 
crimination was generally incomplete 
and could not be meaningfully 
analyzed (See p 9 ) 

CzvzZzan 

The civilian equal opportunity pro- 
grams were impeded by the same fac- 
tors as the military programs 
They consisted primarily of coun- 
selors and advisory committees 
serving for that particular purpose 

Recrmztzng and employment 

M%Zl.ta.YJlJ 

At the 20 lnstallatlons GAO visited, 
the proportion of mlnorTtles ranged 
from zero to 3.5 percent of total 
officers and from 6 8 to 18 7 per- 
cent of total enlisted men 

Tear Sheet Upon removal the report 
cover date should be noted hereon 



All the services were IncreasIng em- 
phasis on recruiting minorities 

Some were using minority recrultlng 
teams to attract prospective minority 
enlistees 

Additional efforts included placing 
Reserve Officer Training Corps (ROTC) 
and Junior ROTC detachments at pre- 
dominantly minority colleges and 
schools, Scholarships also were of- 
fered minority and poor students 
(See pp 13 and 14 ) 

Women zn servwe 

Women in the military services have 
been llmlted to a few specialties, 
such as medicine, administration, 
supply, and communlcatlons Other 
specialties were restricted because 
they involved combat or were used In 
isolated areas 

At the installations GAO visited, 
the proportion of women ranged from 
1 to 10.7 percent of total officers 
and from 3 2 to 8 2 percent of total 
enlisted personnel 

As of April 1972 the services were 
dl rected to eliminate unnecessary 
dlstlnctlons in regulations applying 
to women Subsequently, the special- 
ties open to women were Increased 
from 35 to 81 percent of the total 
(See p 15 ) 

Czv,z Zzan 

As of May 31, 1972, mlnorlties made 
up 16 8 percent of total DOD employ- 
ment 

Each service had started to employ 
an equitable representation of minor- 
ities There were lndlcatlons, how- 
ever, that hiring of minorities has 
been hampered by 

--preferential treatment of employ- 

ees affected by reductions 1i-1 
force, ,- 

--lack of mlnorltles on errlployment 
registers, and 

--generally low rating of minorities 
on registers (See p 15 ) 

Mzlztur~ dustwe 

There were indications that mlnorl- 
ties received relatively nigher per- 
centages of punlshmen-r;s There were 
no indications that inequities ex- 
isted in the degree of punishment 
imposed for slmllar offenses 

In April 1972 a special task force 
began evaluating the military JUS- 
Lice system In November 1972, it 
made about 100 recomnendatlons con- 
cerning primarily military JustIce 
but also Including equal opportunity 
As of January 1973, OSD was studying 
the recommendations (See p 17 ) 

At the installations GAO visited, 
records of punishment and discipline 
were not maintained 1 n such a manner 
that analyses could be made with re- 
spect to minorities. Interviews in- 
dicated that a maJority of the in- 
terviewees believed there was equal- 
ity in military Justice, but many 
of the mlnorltles reported feelings 
of inequity (See pp 18 and 19 ) 

More information appears needed in 
order to evaluate military Justice 
The special task force also has sug- 
gested the establishment of common 
data to study and monitor military 
Justice and equal OppOrtUnlty 

Off-base housz~ 

In 1967 a DOD survey showed that 
22 percent of the managers of rental 
housing near mlhtary installations 
had given assurance of no discrimina- 
tlon toward mlnorltles 
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In August 1968 DOD required landlords 
to sign wrltten pledges of nondls- 
crlmlnatlon toward military personnel 
or have their facllltles placed "off 
limits" (sanctioned) and restrlcted 
from rental by military personnel 

On February 28, 1973, DOD issued re- 
vised detailed instructIons to pro- 
mote more equity in off-base hous- 
ing (See p 20 ) 

NatzonaZ Guard and 
Mzlztary Reserve Forces 

On the basis of available data, ml- 
nority particlpatlon in the National 
Guard and Military Reserve Forces 
was below that of the regular mill- 
tary services. OSD had directed the 
services to include equal opportunity 
ObJectives and timetables for the 
Reserve and Guard (See p 21 ) 

RECOMiWNDATIONS OR SUGGESTIONS 

The Secretary of Defense should re- 
quire the mllltary services to 

--Establish full-time civilian and 
military equal opportunity officers 
that have direct access to organl- 
zatlon commanders or a higher au- 
thority (See p. 11 ) 

--Maintain records on the frequency, 
nature, and disposition of com- 
plaints of dlscrlmlnatlon received 
through all complaint channels. 
(See p 11 ) 

AGENCY ACTIOlJS 

Deputy Assistant Secretary (Equal 
Opportunity) officials informally 
commented on the draft report and 
generally agreed that the condltlons 
described have existed (See p 11 ) 

These officials advised that OSD had 
required the military services to 
prepare equal opportunity affirmative 
action plans, including specific ob- 
Jectlves and timetables The initial 
plans were being reviewed for ade- 
quacy as of March 1, 1973 Other 
specific actions concerning military 
Justice, off-base housing, and Guard 
and Reserve Forces were expected to 
be fully operational by June 30, 
1973 GAO plans to follow up on 
these actions at a later date (See 
p 19, 20, and 21 ) 

The officials did not fully concur 
with GAO's proposals to establish 
equal opportunity officers with dl- 
rect access to organlzatlon command- 
ers and to maintain dlscrlmlnatlon 
complaint records 

Deputy Assistant Secretary (Equal 
Opportunity) officials believe that 
equal opportunity efforts snould be an 
integral part of the coirpllander's re- 
sponslbilitles with maximum use of 
the command chain Also, they stated 
that there are no plans to require 
special records of equal opportunity 
complaints, except for those dealing 
with unfair housing. (See p 11 ) 

Jear Sheet 
3 



CHAPTER 1 

INTRODUCTION 

The policy of the U S Government 1s to provide equal 
opportunity in Federal employment for all persons, regard- 
less of race, color, religion, sex, or national origin Non- 
dlscrlmlnatlon in Federal employment has been supported by 
all recent Presidents and reafflrmed in a number of execu- 
tive orders Executive Order 11478, dated August 8, 1969, 
set forth broad guldellnes for achlevlng equal opportunity 
within the Federal Government, and all department and agency 
heads were directed to insure nondlscrlmlnatlon 

Much of Executive Order No 11478 was enacted into law by 
the Equal Employment Opportunity Act of 1972 Th1.s act also 
charges the Civil Service Commlsslon with the responslblllty 
for - ---- 

--revlewlng and approving annually national and regional 
equal employment opportunity plans submitted by each 
department and agency and 

--reviewing and evaluating, at least semiannually, agency 
operations of equal opportunity programs and publlshlng 
progress reports 

In addltlon, departments’ and agencies’ equal employment 
opportunity plans are required to include training and educa- 
tion programs for employees, a description of quallf lcatlons 
of those responsible for equal employment opportunity, and 
the allocation of personnel and resources to carry out equal 
employment opportunity programs 

The Department of Defense (DOD) had committed itself to a 
policy of nondlscrlmlnatlon and equal opportunity for both 
military and clvlllan personnel as early as 1963 and has ex- 
pressed this policy In numerous regulations and dlrectlves 
since that time The basic regulation governing equal oppor- 
tunlty 1s DOD directive 1100 15 Issued In December 1970 

This dlrectlve reddflned the scope and dlmenslons of equal 
opportunity and encouraged commanders to 

--Insure that the policy of equal-opportunity 1s under- 
stood at all levels of olganlzatlon, 
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--establish and malntaln afflrmatlve programs that 
identify deflclencles and provide a means of correcting 
them, 

--provide uniform reporting systems to measure results, 

--consider leadership In successful equal opportunity 
programs as a crlterlon for promotion of military and 
clvlllan offlclals, and 

--impose effective sanctions for noncompliance against 
offlclals who fall to produce satisfactory results 

In addltlon to command emphasis on equal opportunity, 
DOD instituted an educational program in race relations On 
June 24, 1971, DOD established the Defense Race Relations 
Institute to help resolve military racial problems Com- 
mlssloned and noncommlssloned officers receive lntenslfled 
tralnlng and return to their units to Instruct other mill- 
tary personnel in race relations 

Considerable attention has been directed to equal oppor- 
tunity In DOD Besides internal studies conducted by DOD 
and the mllltary services, external groups from both 
Government and the private sector have looked at various 
aspects of DOD's program for equal opportunity The Blue 
Ribbon Defense Panel reported on various DOD programs in 
July 1970 and stated that they lacked central coordlnatlon 
and were designed for reaction rather than action In addl- 
tion, responslblllty for implementing these programs was 
condemned for being so diffused as to prove Ineffective in 
some areas. 

A special subcommittee of the House Committee on Armed 
Services was appointed to investigate disturbances at mill- 
tary lnstallatlons and to determine their reasons and what 
could be done to prevent them Special interest groups, 
such as the National Association for the Advancement of 
Colored People and the Congressional Black Caucus, also have 
looked into military racial problems. 

Some studies of equal opportunity in DOD indicated that, 
although higher echelons of authority seemed sincere In their 
efforts and have instructed that programs be established to 
combat r aclsm, lmplementatlon at the working level has been 
slow or lacking. As stated by the Blue Ribbon Defense Panel, 
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“Effective lmplementatlon of the equal opportunity 
program * * * can only be secured through personal 
and continued lnterventlon by the Secretary, to 
the extent that all personnel of the Department 
become conscious of his scrutiny of the progress 
at all levels ” 

We revlewed actions taken by DOD to achieve equal 
opportunity for both clvlllan and mllltary personnel and 
directed special attention to the staffing and management of 
these programs. Vlslts were made to 20 military commands 
and lnstallatlons from January 1971 through March 1972. (See 
app. I ) During the period April 1972 through March 1973, 
we monitored equal opportunity at the headquarters level 
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CHAPTER 2 

EQUAL OPPORTUNITY 

ORGANIZATION AND IMPLEMENTATION 

Military 

The AssIstant Secretary of Defense (Manpower and Reserve 
Affairs) has overall responslblllty for DOD-wide programs 
to insure equal opportunity for mllltary and clvlllan per- 
s onne 1 The Deputy Assistant Secretary of Defense for Equal 
Opportunity has been delegated responslblllty for provldlng 
policy and program analysis, development, and recommendations 

The Deputy Assistant Secretary of Defense for Equal 
Opportunity had established directorates for equal opportunity 
in three primary areas--clvlllan personnel, military per- 
sonnel, and off-base housing-- but 
little staff support. 

there appeared to be very 
We were informed that the Deputy 

Assistant Secretary of Defense had no deflnltlzed long-range 
plans. The staff was lnvolired prlmarlly in race relations 
and In field vlslts to racially troubled mllltary lnstalla- 
tlons rather than providing overall direction 

sible 
The Secretaries of the military departments are respon- 

for equal opportunity within their organlzatlons, 
Policy responslbllltles have been delegated to staff asslst- 
ants in the offices of the Secretaries Army and Air Force 
deputy chiefs of staff for personnel and the Chief of Naval 
Operations (the Bureau of Naval Personnel and Commandant of 
the Marine Corps) have been primarily responsible for ample- 
mentation 

None bf the services required commands and lnstallatlons 
to assign an officer with the necessary background, training, 
and independence to function on a full-time basis We found 
that most lnstallatlons had appointed race relations offl- 
cers, equal opportunity officers, or human relations councils 
to hear grievances of mlnorltles and advlse installation 
commanders on equal opportunity problems. Local commanders 
developed their own programs and decided the extent the 
councils and equal opportunity officers were used The 
councils were called by different names, met at different 
command levels, and membershlp was voluntary ln some and 
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required in others. Their effectiveness varied not only 
between services but also between lnstallatlons wlthln the 
same service, 

The chain of command and lnstallatlon Inspectors General 
have been traditional channels for complaints and many com- 
plaints are still made through them These channels have 
been supplemented with equal opportunity councils, mllltary 
nondlscrlmlnatory affairs officers, special assistants for 
minority affairs, or “open door” pollcles of commanding of- 
ficers 

Available records were generally Incomplete and did not 
Include complaints filed through all channels available. 
For instance, the Army required that records be malntalned 
to provide a means for analyzing types and numbers of com- 
plaints received However, one equal opportunity officer 
stated that, although he malntalned records on complaints he 
received, he was not aware of complaints fxled through other 
channels Another offlclal told us he was not aware of any 
Army recordkeeplng provlslons and did not malntaln records 
legardlng complaints of dlscrlmlnatlon 

Generally, the services had not required the develop- 
ment of formal plans-of-action at either malor or Installa- 
tion command levels Only one activity we visited had a 
structured plan for equal opportunity Some offlclals stated 
that equal opportunity was provided for in regulations and 
dlrectlves and that specific plans-of-actlon therefore were 
not required 

ClVlllan 

Executive Order No 11478, issued in August 1969, required 
that the Clvll Service Commlsslon Issue regulations as neces- 
sary to Insure compliance with the order and assume responsl- 
blllty for reviewing and evaluating agency operations. In 
May 1970, the Clvll Service Commlsslon issued guidelines 
which required agencies to adopt an agencywlde plan-of- 
actlon to further equal employment opportunity for all em- 
ployees. In addition, plans-of-actlon were to be developed 
for organlzatlonal segments wlthln these agencies, as neces- 
sary, to Insure effective actlon at all levels. 
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Equal employment opportunity plans-of-action were to be 
reviewed and revised at least annually to maintain relevancy 
and all revlslons were required to be submltted to the Clvll 
Service Commission. Plans were to spell out specific programs 
for each area with established target dates for accompllsh- 
ment . 

Installations we visited generally had developed plans- 
of-action for crvlllan employees, but few had specific ob- 
Jectlves and timetables to measure progress We also found 
that in most instances equal employment opportunity officers 
or those responsible for equal opportunity programs were 
performing their duties on a collateral basis Generally the 
clvlllan personnel officials were monltorlng and evaluating 
equal opportunity efforts 

Clvlllan organlzatlons also were required to appoint 
equal employment opportunity counselors These counselors 
were separated from the normal complalnt processes so that 
they could function informally and attempt to resolve problems 
before they became formal complaints 

All activities we visited had established advisory 
committees to review equal opportunity programs and make 
recommendations to the equal employment opportunity officer 
or commanding officer The composltlon of the committees 
varied from base to base, but all included some clvlllans 

Conclusions 

We believe that lack of specific plans-of-action con- 
trlbuted to programs that were 

--too broad in scope, 
--vaguely implemented, 
--lacking sufficient definition, and 
--not coordinated among the various DOD components 

Also, more complete recordkeeping of complaints would make 
possible meaningful analyses of aspects such as the frequency 
of similar complaints in order to identify particularly 
troublesome areas, whether complaints are being satisfied, 
and whether complaints are being settled in a timely manner 
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Rccommendatlons to the Secretary of Defense 

We recommend that lnstallatlons be required to have 
full-time clvlllan and mllltary equal opportunity officers 
that have direct access to organlzatlon commanders or a 
higher authority. AddItionally, all actlvltles should 
maintain records on the frequency, nature, and dlsposltlon 
of complaints of dlscrlmlnatlon received through all complall 
channels. 

It 

Agency comments 

In informal comments on our draft report, Deputy Asslst- 
ant Secretary (Equal Opportunity) offlclals indicated that 
they generally agreed that the condltlons described above 
have existed The Director for Equal Opportunity substan- 
tiated many of our observations In a July 28, 1972, trip re- 
port on the management of equal opportunity programs In the 
Paclflc Command 

We were informed that the Office of the Secretary of 
Defense (OSD) had required the military services to prepare 
equal opportunity affirmative action plans, including specl- 
flc objectives and timetables. The initial plans were being 
reviewed for adequacy as of March 1, 1973 All the mill- 
tary services had been directed to formalize, in their man- 
power manning documents, full-time equal opportunity staff 
personnel and submit their plans to OSD for approval Further, 
a detailed plan was being implemented to provide for maxlmum 
DOD-wide publicity concerning the equal opportunity program 
in all its facets, 

However, Deputy Assistant Secretary (Equal Opportunity) 
offlclals expressed a belief that equal opportunity efforts 
should be managed as an integral part of the commander’s 
responslbllltles with maximum use of the command chain 
Also, they stated that there are no plans to require special 
records of equal opportunity complaints, except for those 
dealing with unfair housing 
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RECRUITING AND EMPLOYMENT 

Military 

At the lnstallatlons we vlslted, the percent of mlnorlty 
officers, most of whom were black, ranged from zero to 
3 5 percent of total officers and the percent of mlnorlty 
enllsted men ranged from 6 8 to 18 7 percent of total en- 
listed personnel Each service had programs to recruit and 
retain minority personnel In both the enllsted and officer 
ranks. Most efforts were directed toward recrultlng blacks. 

The Navy was the only service which did not have black 
enlisted personnel approximating the national black popula- 
tlon The most obvious lack of blacks for all services was 
in the officer ranks Although there has been an increase 
In the number of black officers over the past 10 years, 
blacks continue to make up less than 1 percent of the 2 top 
officer grades 

Employment opportunltles for college-educated blacks in 
the clvlllan sector have attracted blacks away from the 
services. Because of this, the mllltary departments have 
instituted various programs to Increase the mlnorltles In 
the mllltary and have establlshed obJectives for these 
programs. 

All services had Increased emphasis on recrultlng mlnor- 
ities The Army and Navy were using black recrultlng teams 
or individual black recruiters to reach prospective enllstees 
by vlsltlng predominantly black colleges and unlversltles 
The Navy had fllled approximately 10 percent of 2,400 re- 
crultlng billets with blacks, and a proposal had been made 
to increase the number of minority recruiters to 15 percent 
of total spaces 

Black graduates from the service academies in 1971 were 
only a small portlon of the total graduates Blacks con- 
stituted only 3 percent of freshman cadets In school year 
1971-72 ObJectives had been establlshed by the Air Force 
and Navy regarding black enrollment at their service aca- 
demies The Air Force had established an obJectlve of 
6 percent blacks to be graduated by 1978 compared with 
1 3 percent In 1971 The Navy was expecting to have a 
10 percent black enrollment at the Naval Academy by the same 
year We did not find slmllar obJectives in the Army 
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The Reserve Officer Training Corps (ROTC), a mayor 
source of officers, appeared to be an effective way to re- 
crult minorities Despite a general decline in overall en- 
rollment In ROTC, there has been an increase in the ratlo 
of mlnorlty partlclpatlon, especially for blacks Most of 
this increase can be attributed to the military services 
placing more ROTC units in predominantly black colleges and 
unlversitles 

Although all military departments have increased the 
number of ROTC units at predominantly black lnstltutlons, 
the number of black students In ROTC still accounts for a 
relatively small part of total enrollment, as shown below, 
except for the Army which approaches the natlonal percentage 
of blacks of 11 1 percent 

Units at predominantly Percent of total 
black colleges 

1970-71 1971-72 
enrol lment 

1971-72 

Army 14 16 10 8 
Air Force 5 8 6 5 
Navy 1 3 3 5 

Offlclals from all three departments stated that efforts 
were being made to further increase the number of units at 
predominantly mlnorlty schools The Navy plans to increase 
such units from 5 1 percent to 10 percent of total ROTC 
units by 1975 

Each service, Including the Marine Corps, had Junior 
Reserve Officer Training Corps (Junior ROTC) programs at the 
high school level designed to develop confidence, pride, 
leadershlp, and self-esteem in cadets These cadets re- 
celved tralnlng in mllltary science as a supplement to normal 
academics and were ellglble for special privileges and pro- 
grams within the mllltary services As with senior ROTC, 
the mllltary services were striving to increase Junior ROTC 
units at predominantly mlnorlty schools 

In the Army a number of ROTC and Junior ROTC programs 
have been developed to provide special benefits to mlnorlty 
or economically disadvantaged students Normally each serv- 
Ice ldentlfled a special number of ROTC academic scholarships 
for award to qualified students All students were able to 
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compete for the majority of scholarships, but the Army set 
some aside for mlnorlty or economically disadvantaged youth. 

In school year 1971-72, the Arxny ROTC allotted 75 
3-year scholarships to those schools having the highest per- 
centage of students from famllles with aggregate annual In- 
comes of less than $6,000. Fifty-five scholarships were 
given to 10 predominantly black colleges and the remaining 
20 were awarded to 4 predominantly white schools 

The mllltary services required students to satisfy 
certain physical and educational requirements before enroll- 
ing in ROTC or as a prerequlslte for remaining in ROTC dur- 
ing the last 2 years of college. We were told that mlnorlty 
students , particularly blacks, generally had not scored well 
on some tests, p recludlng their entrance Into ROTC programs. 
Because of this, the Army, Navy, and Air Force were conduct- 
ing separate studies to ascertain whether there were any 
cultural biases in their tests that were disadvantageous to 
blacks, The Army and Air Force also had established pro- 
grams to enable some students who failed officer quallflca- 
tlon tests to remain in ROTC on a condltlonal basis 

Women in service 

During the time of our field visits, the Air Force was 
the only service to permit women in ROTC Army and Navy 
officials stated that requirements for women officers were 
met through officer candldate schools and there was no rea- 
son to open ROTC to them. However, the Secretary of the 
Navy subsequently announced that the Navy would open ROTC to 
women In school year 1972-73 Female partlclpatlon in 
Junior ROTC 1s prohibited by law, but the military services 
were Jointly preparing a legislative proposal to permit 
their partlclpatlon. 

Women in the military services generally have been 
limited to a few occupatyons, such as medicine, admlnlstra- 
tion, supply, and communlcatlons. According to offlclals 
from all services, most occupations were restricted because 
they were combat oriented or used at Isolated sites Air 
Force o-fflclals also advised us that the lack of facllltles 
at many bases restricted the number of women permitted to 
enlist. At the lnstallatlons we visited, women represented 
from 1 to 10.7 percent of total officers and 3 2 to 8 2 per- 
cent of total enlisted personnel 



As of April 1972, the services were dlrected to 
eliminate all unnecessary dlstlnctlons in regulations 
applying to women and, where appropriate, to recommend 
leglslatlon to ellmlnate any Inequities which are required 
by law. We were informed that the services, with the ex- 
ception of the Marine Corps, have opened all occupations to 
women, except those closely related to combat Previously, 
only 35 percent of all DOD Job specialties were open to 
women However, as of March 1, 1973, 81 percent of the 
total Job specialties were open to women We were further 
informed that the services have eliminated many lnequltles 
In officer training programs for women The law precludes 
asslgnlng Navy or Air Force women to combat aircraft crews 
or assigning Navy women to ships other than hospital or 
transport ships 

Civilian 

Civilian personnel offices at military installations 
have been actively seeking qualified employees from minority 
groups to provide an equitable representation of mlnorltles 
In the work force Programs include the establishment of 
minority hiring obJectives, the reduction of Job entrance 
grade levels, and vlslts to predominantly minority high 
schools and colleges to encourage application for Federal 
employment 

During calendar year 1970, when the services reduced 
their forces, mlnorlty group members fared well and in some 
instances their percentage of the work force increased 
However, we were advlsed that new hiring of mlnorltles at 
two locations had been hampered by (1) priority lists of 
former employees being given preference as Jobs opened, 
(2) a lack of mlnorltles on employment registers, and 
(3) the generally low ranking of mlnorltles on such 
registers 

The following table shows the mlnorlty and total 
employment between November 1970 and January 1971 at some 
lnstallatlons we visited 
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Fort Gordon, Georgia 
Fort Jackson, South 

Carolina 
Fort Leonard Wood, 

Mlssourl 
Naval Air Station, 

Quonset Point, 
Rhode Island 

Naval Air Statlon, 
Pensacola, Florlda 

Camp LeJ eune, North 
Carolina 

Scott Al-r Force Base, 
Illinois 

Offutt Air Force Base, 
Nebraska 

Total 
employment 

3,301 

2,242 

2,227 

Mlnorltles 

654 

657 

74 

Percent 
minority 

19.8 

29.3 

3.3 

3,987 102 2.5 

6,845 935 13.3 

2,506 706 28 2 

2,839 150 53 

1,826 145 7.9 

As shown In the table there were slgnlflcanf dlsparl- 
ties in the percentage of mlnorltles by lnstallatlons. As 
of May 31, 1972, mlnorltles made up 16.8 percent of total 
DOD employment. 

Although other actlvltles had set overall ob3ectlves 
for employing minorltles, Navy actlvltles had the most 
structured system, If a Navy actlvlty was located In an 
area where the recruitment population contalned more than 
5 percent of any mlnorlty group, the actlvlty was required 
to set obJectIves for mlnorlty hlrlng for each grade level 
which had 20 or more employees and In which the speclfled 
minority group represented less than 75 percent of the 
mlnorltles in the work force In the recruitment area This 
was an attempt to employ a percentage of minority members 
at each grade level approxlmatlng the percentage of mlnorlty 
members in the work force of the Furrounding area. 
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MILITARY JUSTICE 

The admlnls$ratlon of mllltary Justice has been cited 
as a maJor cause of racial disturbances In the past few 
years. 

In 1970 DOD studied dlsclpllnary actions taken against 
first-term servlcemen to determine whether blacks were be- 
lng charged with more offenses than their white counter- 
parts. The study was based on a sample of servlcemen from 
all branches of the mllltary services and concluded that 
blacks received a higher rate of nonJudicial punishments and 
courts-martial than did whites. There was no lndlcatlon 
that lnequltles existed in the degree of punishment imposed 
for like offenses 

On April 5, 1972, the Secretary of Defense establlshed 
the Task Force on the Admlnlstratlon of Mllltary Justice in 
the Armed Forces. It included mllltary personnel and civil- 
lans from both wlthln and outside Government. Briefly 
stated the task force was charged with the responslblllty to 

--Determlne the nature and extent of racial dlscrlmlna- 
tlon In the admlnlstratlon of military JustIce. 

--Assess the impact of factors contrlbutlng to dlspar- 
ate punishment. 

--Judge the impact of racially related practices on 
the admlnlstratlon of mllltary JustIce and respect 
for law 

--Recommend ways to strengthen mllltary Justice and 
“enhance the opportunity for equal Justice for every 
American service man and woman.” 

The task force report dated November 30, 1972, con- 
tained about 100 recommendations concerning primarily mill- 
tary Justice but also including equal opportunity As of 
January 1973, OSD was revlewlng and analyzing the recommenda- 
tions. 

At the time of our field vlslts, the Army and Air Force 
had made certain changes In the admlnlstratlon of mllltary 
Justice, partlcular&y in non]udlclal punishment For 
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example, Army regulations were changed to requlreythat (1) 
the accused be advised of his right to consult with a lawyer 
before accepting nonjudicial punishment, (2) punishment for 
those In grades E-5 and below be conspicuously posted on 
bulletin boards, and (3) punishment be Imposed in the 
presence of the accused. Air Force officials Informed us 
that all commanding officers were required to consult with 
the base Judge Advocate’s offlce before lnvoklng nonJudlcia1 
punishment They also indicated that military personnel 
were advised, before accepting nonJudicIal punishment, of 
their right to legal counsel. Personnel in the Navy’s 
Judge Advocate General’s Offlce informed us that Navy per- 
sonnel also were afforded the right to legal counsel before 
accepting nonJudicial punishment. 

Our field visits indicated that generally records of 
punishment and dlsclpllne were not maintained In a manner 
that permitted analyses regarding mlnorltles. Lack of a 
proper data base to sytematlcally monitor military Justice 
and equal opportunity was also recognized by the task force. 
It recommended that DOD 

“establish a uniform system for the collection 
of statlstlcal lnformatlon, by race, ethnic 
group and sex, in order to establish a common 
data base for studies and monltorlng ef- 
forts, especially In the areas of mllltary 
Justice, equal opportunity and personnel, and 
the DOD racsal code be modlfled to make the re- 
porting categories consistent with those of 
slmllar reporting systems of other governmental 
agencies. ” 

The task force also recommended that 

“Racial and ethnic identity codes be updated 
and a uniform system of data gathering be estab- 
lashed to acquire data on a racial and ethnic 
basis concerning the mllltary JustIce system 
and in other areas impacting on military Justice, 
such as promotions, job assignments and admlnls- 
tratlve discharges. ” 

We interviewed about 290 officers and enlisted person- 
nel concerning their attitudes toward mllltary Justice 
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?‘herr responses lndlcated that most majority and mlnorlty 
servicemen believed there was equality rn mllltary Justice 
Most of the feelings of lnequltles came from blacks We 
were not able to substantiate claims of dlscrlmlnatlon In 
mllltary Justice, nor was DOD. However, based on the re- 
sponses we received, apparently many blacks believed there 
was dlscrlmlnatlon In military Justice. 

Agency comments 

In commenting on our draft report, Deputy Assistant 
Secretary {Equal Opportunity) offlclals advised that as a 
result of recommendations made by the Task Force on the 
Admlnlstratlon of Mllltary Justlce In the Armed Forces, 
certain prellmlnary actions had been taken Final action 
was antlclpated by June 30, 1973, We are not making addl- 
tlonal recommendations at this time, however, we plan to 
follow up on the flnal OSD actions at a later date 
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OFF-BASE HOUSING 

DOD has been concerned with lnequalltles In off-base 
housing In 1967, DOD started to formalize its approach to 
equal opportunity In off-base housing by requlrlng a Coordl- 
nator for Equal Opportunity In Off-Base Housing within each 
mllltary service and OSD These coordinators were to assist, 
and maintain llalson with, lndlvldual lnstallatlons in coping 
with dlscrlmlnatlon In housing Concurrently, the Secretary 
of Defense directed that a natlonal survey of multlunlt 
rental facllltles near mllltary lnstallatlons be conducted 
to determine If such housing was equally available to all 
servicemen According to a DOD official, this survey showed 
that only 22 percent of the management of facllltles surveyed 
had pledged nondlscrlmlnatlon As a result, a campaign was 
initiated to persuade owners and landlords to open housing 
to all military personnel without dlscrlmlnatlon 

The fair housing provlslons of title VII of the act of 
April 11, 1968, Public Law 90-284, aided DOD In gaining 
pledges of nondlscrlmlnatlon from property owners and 
prompted DOD to require lnstallatlon commanders to establish 
offices to monitor off-base housing In August 1968, DOD 
required landlords to sign written pledges of nondlscrlmlna- 
tlon toward mllltary personnel or have their facllltles placed 
"off limitsl' (sanctioned) and restricted from rental by mill- 
tary personnel 

Each service establlshed regulations on processing 
complaints of dlscrlmlnatlon in housing which included guld- 
ante on flllng complaints with the Department of Housing and 
Urban Development and the Justice Department Also, DOD 
has supplied the Justlce Department with names of landlords 
who were unwllllng to sign nondlscrlmlnatlon pledges 

Agency comments 

Inequalltles In off-base houslng have continued to 
concern DOD. In comments on our draft report, we were ad- 
vised that on February 28, 1973, DOD issued revised, detailed 
lnstructlons In an effort to promote more equity In off-base 
housing The lnstructlons are expected to be fully operative 
by June 30, 1973 We plan to follow up on the lmplementatlon 
of the revised lnstructlons at a later date. 
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NA?IONAL GUARD AND MILITARY RESERVE FORCES 

Equal opportunity for military and clvlllan personnel 
In the National Guard and Mllltary Reserves 1s governed by 
most of the same regulations and dlrectlves as the regular 
military services Clvlllan employees of the Guard and Re- 
serve are covered by regulations of the Clvll Service Commls- 
slon 

The Guard and Reserves have In the past had lengthy 
waiting lists. However, reduced draft calls have ellmlnated 
these waiting lists To cope with this problem, recrultlng 
programs have been lntenslfled with emphasis placed on re- 
cruiting minorities 

We found very few formal equal opportunity programs In 
any of the Guard or Reserve organlzatlons. Programs were 
generally informal with inadequate staffing and little or no 
coordlnatlon with field actlvltles. Available statlstlcs 
showed that mlnorlty partlclpatlon was below that of the 
regular military services, 

Offlclals attributed low partlclpatlon of mlnorltles to 
(1) unattractive economic benefits, (2) lack of Job security 
and other benefits as compared to the regular services, 
(3) lack of knowledge about the organlzatlons, and (4) dls- 
tance of local units from minority communities. 

Several studies of recruitment and retention of blacks 
In the Guard and Reserves concluded that blacks were not 
aware of opportunltles available and that methods should be 
developed to inform them. 

Agency comments 

In comments on our draft report, we were advised that the 
Army affirmative action plan includes Reserve and National 
Guard obJectives and timetables. Further, the Navy and Air 
Force had been directed to emulate the Army plan. Once these 
plans are fully operational, we plan to evaluate their 
effectiveness 
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APPENDIX I 

MILITARY COMMANDS AND INSTALLATIONS 

AT WHICH REVIEW WAS CONDUCTED 

Fort Monroe, Vlrglnla 
Fort McPherson, Georgia 
Fort Gordon, Georgia 
Fort Jackson, South Carolina 
Fort Bragg, North Carolina 
Fort Leonard Wood, Missouri 
6th Naval District, Charleston, South Carolina 
Naval Air Station, Pensacola, Florida 
Naval Air Station, Marietta, Georgia 
Naval Air Statxon, Quonset Point, Rhode Island 
Atlantic Fleet, Norfolk, Virginia 
Camp Pendleton, Callfornla 
Camp Leleune, North Carolina 
Scott Air Force Base, Illlnols 
Offutt Air Force Base, Nebraska 
U,S Army, Europe 
U S Navy, Europe 
U S Air Force, Europe 
U S. Army, Okinawa 
U.S Marine Corps, Okinawa 
U S. Air Force, Okmawa 
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APPENDIX II 

PRINCIPAL OFFICIALS OF DOD AND MILITARY 

DEPARTMENTS RESPONSIBLE FOR ACTIVITIES DISCUSSED 

IN THIS REPORT 

Tenure of offlce 
From To 

DEPARTMENT OF DEFENSE 

SECRETARY OF DEFENSE 
Elliot L. Richardson 
Melvin R. Lalrd 

DEPUTY SECRETARY OF DEFENSE 
WIlllam P. Clements 
Kenneth Rush 
Vacant 
David Packard 

ASSISTANT SECRETARY OF DEFENSE 
(MANPOWER AND RESERVE AFFAIRS) 

Roger T. Kelley 
Vacant 
Alfred B. Fltt 

DEPUTY ASSISTANT SECRETARY 
(EQUAL OPPORTUNITY) 

Custls R. Smothers (acting) 
Donald L. Miller 
L. Howard Bennett (acting) 
Frank W. Render II 
L. Howard Bennett (acting) 
Jack Moskowltz 

Jan. 1973 Present 
Jan. 1969 Jan. 1973 

Jan. 1973 
Feb 1972 
Jan 1972 
Jan. 1969 

Present 
Jan 1973 
Feb. 1972 
Dec. 1971 

Mar. 1969 
Feb. 1969 
Nov. 1967 

Present 
Mar 1969 
Feb. 1969 

Feb. 1973 
Dec. 1971 
Sept. 1971 
June 1970 
May 1969 
Nov. 1965 

Present 
Jan 1973 
Nov. 1971 
Aug. 1971 
May 1970 
Apr. 1969 

DEPARTMENT OF THE ARMY 

SECRETARY OF THE ARMY 
Robert F. Froehlke 
Stanley R. Resor 

July 1971 
July 1965 

Present 
June 1971 
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APPLNDIX II 

Tenure of ofilce 
From To - 

DEPARTMENT OF THL ARMY (continued) 

ASSISTANT SECRETARY OF THE ARMY 
(MANPOWER AND RLSERVE AFFAIRS) 

Carl S Wallace Mar. 1973 
Hadlal A Hull May 1971 
Donald W. Srull (acting) Dee 1970 
Wllllam K. Brehm Apr. 1968 

CHIEF OF STAFF 
Gen Crelghton W Abrams Oct. 1972 
Gen. Bruce Palmer, Jr (acting) June 1972 
Gen. Wllllam C. Westmoreland July 1968 

DEPARTMENT OF THL NAVY 

Present 
Mar 1973 
May 1971 
Dee 1970 

Present 
Ott 1972 
June 1972 

SECRETARY OF THE NAVY 
John W. Warner May 1972 
John H. Chafee Jan. 1969 

ASSISTANT SECRETARY OF THE NAVY 
(MANPOWER AND RLSERVE AFFAIRS) 

James E Johnson June 1971 
Robert H Wllley (acting) APr 1971 
James D Hlttle Mar 1969 
Vacant Feb 1969 
Randolph S. Driver APr 1968 

CHIEF OF NAVAL OPERATIONS 
Adm. Elmo R. Zumwalt, Jr. July 1970 
Adm. Thomas H. Moorer Aug 1967 

COMMANDANT OF THE MARINE CORPS 
Gen Robert E. Cushman, Jr Jan. 1972 
Gen. Leonard F. Chapman, Jr Jan. 1968 

DLPARTMENT OF THE AIR FORCE 

Present 
May 1972 

Present 
June 1971 
Mar. 1971 
Mar 1969 
Jan 1969 

Present 
June 1970 

Present 
Dee 1971 

SECRETARY OF THE AIR FORCE 
Robert C. Seamans, Jr. 
Dr. Harold Brown 

Feb. 1969 Present 
Oct. 1965 Feb. 1969 
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APPENDIX II 

Tenure of offxce 
From To - 

DEPARTMENT OF THE AIR FORCE (continued) 

ASSISTANT SECRETARY OF THE AIR FORCE 
(MANPOWER AND RESERVE AFFAIRS) 

Richard J. Borda Oct. 1970 Present 
James P. Goode (acting) Apr. 1970 Oct. 1970 
Dr. Curtls W. Tarr June 1969 APr 1970 
James P. Goode (acting) Mar. 1969 June 1969 
J. William Doollttle Apr. 1968 Mar. 1969 

CHIEF OF STAFF 
Gen John D. Ryan 
Gen John P. McConnell 

Aug. 1969 Present 
Feb. 1965 July 1969 
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Copies of this report are avaIlable at a cost of $1 
from the U S General Accountrng Offlce, Room 6417, 
441 G Street, N W , Washington, D C 20548 Orders 
should be accompanied by a check or money order 
Please do not send cash 

When ordering a GAO report please use the B-Number, 
Date and Title, If avallable, to expedite fllllng your 
order 

Copies of GAO reports are provided without charge to 
Members of Congress, congressional committee staff 
members, Government offlclals, news media, college 
Ilbrarles, faculty members and students 
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