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R A CE  RELATION S PROGRAM AT FORT h ENNING
RACE RELATIONS COORDINATING GROUP

FORT BENN ING , GEORGIA 31905

PURPOSE

- To describe th ern Fort Beaning Race Relations Program.

- To suggest improveme nt, to that p rogram.

- To prov ide ideas on race relation, for other mi l it a ry  organizat ions .

- To suggest function, for fu l l - t ime  staff personnel  on an insta l l a t ion ’s Race Relation,  Coordinating
Group (RRCG) .

DEFINITIONS AND SCOPE

1. Inclosure 1 is a list of working definit ion ,  that we have found u seful  in study ing race and ethnic
relation, . At Fort Beaning , however , race relations means essentiall y the In teraction of blacks and
whites .  This is because all but a small perc entage  of our mi l i tary  and civilian community belong to
these two groups , and the c rux  of our rac ia l  problem is black-white fr ic t ion.

~~. During  I-he past year  at Fort h enning, t h er e  have been suggestions to change our program scope
f rom “ race relations ” to “h uman relat ions . “ We have rejected these suggest ions because: (1) human
relations is so al l- inclusive that select ion of specific missions and projects  would be exceeding ly
difficult;  (2) race relat ions in the A r m y  i~ sufficiently serious and complex enough to mer i t  concen-
trated effort;  and (3) even thoug h black-white relat ionships involve many general “human relations ”
facto r s, the crux of the probl em is the socially de f ined , un scienti fic f actor  of r ace wit h all it s
stereotypes and prejudicial misconceptions .

THE PROBLEM

This pape r discusses pr imar i ly  p rog rams  and suggest ions for dealing with race relations problems ,
ra ther  than giving a detailed descript ion of the problems themselves.  One excellent art icle on race
relations problems in the Army is “Briefing for Seminars  on Racial Ten,ion and Equal Opportunity. ”
by LTC James S. White , who is in c h . irge of Race Relations for the A r m y  with Deputy Chief of Staff .
Personnel. 1 This was compiled in 1969 af ter  LTC White ’s extensive , world-wide study of race
relations . Also useful i~ “Race in the Military: The Tarnished Sword, ” by David I. Coope r , J r . .
f rom The Retired Off icer .  February  1971. At Inclosure 2 a r e  several  books that we especially recom-
mend as descri ptions of the racial problems of the entire Amer ican  society.  These are  useful since .
in unders tanding race relat ions , we must think in t erms  of our en t i re  society.  In these r efer ences  we
find the following key words  and phrases  that help summar ize  the problem: prejudi . ’, misunderstand-
ing , pride and identity, impatience , lack of la teral  and ver t ical  communicat ions , d i s t r ust , signs and
symbols with racial overtones,  paranoia , d i sc r i mination , institutionalized r ac i sm , polarization ,
tension, and violence.

DEVELOPMENT OF THE FORT I3ENNING P R O G R A M

I. Extensive actions to improve ’ race relations here began shortl y alter MG Orwin Talbott became
Command ing General of the United States Army In fantry Center and Commandant of the Infantry School.
In Octobe r 1969, the Gene r al convened a so rb , of ad hoc , pout-Level seminars  to determine the extent
of racial problems at Fort Benning. —

— J_. 
~.. -~- .  . “T’~ . Discussions confirmed that the potential for

troubl e existed. Since that time a multifaceted program has been developed to not only eliminate
discriminat ion and other racial problems , but also to positively affect in terpersonal  relations between
blacks and whites.

‘m c i  to le t ter , CONARC , dated 4 November 1969, subject: Racial  Tension and Equal Opportunity and
Treatment of Military Personnel Seminars
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.~~. To help desi g n and superv i se  t he  po st ’s p rog ram , a f u l l — t im e  s taf f  was  Sc le’t’t e- d a nd placed unde r
the I n f an t r y  Ce ’n te ’ r ’s 1)1 r e c t o r  of Pt’ r sonnei  a nti C o mi a u n it y  Act ivi t  i . s  (DP CA),  Ce ,l. ’nel S. W - Haley ,
and di re c tly supervised by t h e  Equal Oppor tuni ty  O f f i c e r  (EOO), Mr. Robe-c t  Cal. - r .  In M a r c h  1970 ,
th e - sta ff began work and chose-  as its name ’ lii. ’ R a c e ’ ReL . ,t i on s  C o o r d in at i n g  Group,  or RRCG . 1he
o r i g inal t~ee - tnb t ’ r a  of t ie. - Group  we~ re ’ 1 LI’ Ia net ’s Jone s , 2 L I ’  W i l l i am  M ar sha l l , 2 1. 1’ j . ’hn I a Fond ,
SFC h a r r y  (i re t ’n , - m d  Sl’4 M i ch a e l l’e - . i r s o n . M AJ  C a r l  ~e-g. ’ i , Ch i e f  .‘f Me nt . .1  h y g iene ’ , gav e

ess i s t , m n e e’ to th e ’  Cunme .mn d in g  Gt ’n , ’r al and C oor d i n a t i n g  Group in  tb .  ~, , f l . e v , I j  V. ’

~ t t h e -  p r e . gr . e m .  .\ i i t~t h , -, ’ p i o n e e r  was  L F C  R i c h e r d  Mc ke e ’ , e e ’ i n i , e e n d e r  . 1 t ie .  4 t h  Un , ( .9th .-\ r  , i e , , r .
whe e t , r e u~~ht .t beeei t  a , i g n i f i c a n t  r e du c t i o n  iii r e e l - e l  t , -n s i e . n s  in hi,  un i t  by h i s  enl i g ht - ie . -.l l e a d er sh i p.
In i t i a l l y ,  our t i e _ t i n  e f f o r t  w .  d i r  ~ c t e d  ecu- c r d  ieep lei .ee nt a t ion of i emc ial ,. e’mina  rs at h , c t t a l i o n  an d
b r i gade l e v e l .  ‘th e R R (  ~C ,civ , 5e ’d uni t  coon e.en de ’r  s on d i sc  ~t s  $ ion topic s and proced ure  a and a t t e n d e d
ne. ’ st  of the s emina r s .  “c pest R a e ’ .’ Re i , t j e , n s  A d v is o r y  Counci l  ( R R A C )  was also for  iiied to ,,t ’t  a,  a
‘‘ think tank’’ on race r e lat ion , .

3 By Novembe ’ r 1970 , t he a e ’Ii e i f l , i  r a wer e  i i i  r l y well in s t i tu t i on al i zed  and the ’ C o o r d i n a t i n g  Group
had beg un to exp and the  p r og r am  beyond the sem i n a r s .  Dur ing  t h a t  month , tin ’ DPCA . EOO. and
RRCG , a long with two of our Infant ry  School i n s t r u c t o r s , .mtte ’nded tb. DA Race  Re lat ions  Conference-
tI - Fort  Monroe ’, Virgn ia .  At that t im , ’  and unt i l  June 1971 the ’ Group c o n s i s t e d  of CPT Alv in  B.
Stroud , CPT William A. R icha rds , IL T  Marsha l l ,  SSG John L. McNe’ill , and SP 4 Pearson.  The ’
Group presented a pape r on our p rogram and showed .i videotape of on.’ of our se m i n a r s .  The ’ Fort
h en n i n g  p ar t y  was impre ssed  wi th  the strong dete’ r mination of the Sec re t a ry  of t h e  A r m y ,  Stan le y R.
R esor . and , par t icularl y, wi th  DA’ s r a c e ’ r e la t ions  act ion office ’ r , LTC Same’s S. Wh ite . Sinc e the
DA Conference, we have been expanding and revising our p rogram , as described la ter  in the paper.

4. Leadership Aspects of Race Relations: Somewhat parallel ing the development of our p r o g r a m  for
the post ’s permanent  mili tary population was th e  adoption of race relations inst ruc t ion  for  stud ent s
at tend ing the Infantry School. MAJ Tyrone Fletcher end MAJ James Halt ’, of the school’ s Leadersh i p
Departme nt , were p r i m a r i l y responsible for desi gning the ’ four hours of ins t ruct ion , “Leade rshi p
As pects of Race Relations. “ During the past year , the Inf a nt r y School has tr ai ned ins t r ucto r s f r o m
other ser vice schools to te’a ch this sensitive class. Personnel  of the Leadership  D epar tment  a l so
designed a class and t ra ined i n s t r u c t o r s  for Basic Combat Training programs . These  successful
classes are ’ havi ng impact Army-wide .  Additional ly, MAJ Hales and MAJ Fletcher si gn i f ica ntl y con-
t r i b u t~ d to the plans for a Department  of Defense Race Relations Inst i tute  which will t r a i n  inst ruc tors
for an educationa l program for both civilian and mi l i t a ry  DOD personnel. Today, the ’ Infantry School
and othe r service schools are ’ striving to improve the race relations instruct ion , especially to include
time’ for the student s to learn  experientially throug h discussions or seminars .

5. “Leadership f~ 
Professionals :” This 7-hour block of instruction, also desi gned by the USAIS

Leadership Departme nt , consists of four hours on mature leadership, two hou rs on race relations ,
and one hour on drug abuse. The class has had immediate impact on our non-student population sinc e’
all unit and staff personnel , E-5 through 0-6, were r equired to attend. Portions of this instruction
are being adopted by the “Emerson Board” at Fort Bragg and should soon reach the rest of the ’ Army.

RACE RELATIONS SEMINARS IN MILITARY UNITS

1. Definitions :

a. With the rapid expansion of the Army ’s race relations p rograms , the t erm  seminar  has been
used to desi gnate almost any type of gathering that deal s with race relations. In this paper and in the
Fort Beaning program , we’ wish to be more specific with that term , in order to fu r t he r  develop the
seminar a. a means of improving race relations in military units.

b. A seminar is an unstructured discussion , in a relaxed atmosphere , in which eve r yone pr esent
may freely speak their  view s without fear  of reprisals or verbal abuse and in which a moderator  is
designated to enforce agreed upon procedures.  By unstructured~~ e mean without a formal  l~~~son plan
or ser ies  of events. The a tmosphere  of the session is one’ that e ’ncourages f rankness  and hone ’s(y.
A c i rcu lar  of non-classroom confi gura t ion  helps achieve’ this .  All in ter e s ted  pe’rsonne l a r e  invited to
attend and par t ic i pate in the discussion.  Procedures are ’ limited only by common rule ’s of cour tesy
and order.
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2. Goal’ and Functions of a Race’ Relations Se mii,ar ;

.i. To provide a forum in which subordinates of a mi l i ta ry  unit may present racial grievances and
e x p re s s  attitudes on race relations .

b. To educate par t i c i pants on aspee-t s of race relat ions by exposing each person to various learning
experiences and by encourag ing the ind ividual to lowe r his de fense  mechanisms and reevaluate his own
ideas

c. To encourage- a health y awareness  of and respect for cul tural  d i f ferences  between individual s
of d i f fer en t  races.

d. To encourage part Icipants  to identif y and c hange’ .mspe .ct s of their behavior which hinder good
race relation. .

e. To provide an additional, informal  communications channel for the collection or dissemination
of inforneat ion on race relations.

f. To g ive subordinate’s in a mi l i ta ry  uni t  the feeling of par t ic i pation or the actual participation in
decisions which affect the’ organization ’s r a ce  r e l a t ions .

I
NOTE: Although these goals a re  ambitious and diff icult  to achieve; the ’ir  vi gorous pursuit  is essential

if racial  tension is to be eliminated.

3. Participants: All unit personnel should be g iven the opportunity to attend race relations seminars.
The A r m y  leader should also realize that the people who need seminar e’xposure’ the most will probably
avoid the session, . To reach these  people’ and give’ the seminars  a representat ive cross sect ion of his
unit , th e commander will have to se lect  nonvolunte ’e’r par t ic i pants. At times the leader may find that
sessions without a cross section of the unit , such as seminars  consisting of only officers or NCO ’a , are
productive , to permit  the ma-ximum number of personnel In a unit to benefit  f rom the semina rs effi-
cie’ntty,  the group shoul d be’ as large  as practical for controlled discussion (usuall y a maximum of 7S).

4. Unit Level and Frequency:

a. Battalion-level seminars seem to be more’ efficient  and productive than others tried at higher
and lower levels, At these sessions , lower ranking par t ic i pants seem far  enough removed f rom their
immediate supervisors  to be candid , eve’n with the battalion commander present . Battalion resources
permi t  selection of a more effective moderator  who, because he is not in the same company as most
of the par t ic i pants , will be bet t er  able to gain their  confidence and establ ish his impart ia l i ty .  With
se min ars he ld .it this le vel post-wide , monitoring personnel ( e .g . , RRCG) can attend most sessions ,
whereas attendanc e .et company meetings would be’ impractical .

b. In determining the fr equene ’y of his seminars , the ~ commander  must wei gh many fac tors .
Ideally, the se minars  should reach everyone in the’ unit on a repet i t ive  basis. Howeve r , the unit work
load will restr ict  the” amount of time that can be de’vote ’d to Ib is e f fo r t .  An honest appraisal of the
level of racial tension must  also be weighed. Howeve r , experience shows that  rac ia l  tension, often
dormant and difficult to identif y, can develop very  quickly. In most TOE battalions , a schedule of
two seminars  per month has se ’.’med more’ appropr ia te .  In some of these units , the ’ battalion-leve l
se’sslons we re tuppleme’nted by company seminars , u sua l ly  held monthl y.

~~• Seminar Moderator:

a. The’ key man in a successful  race relations seminar  is the moderator .  Before each session
he should plan how to introduc e new top ics in c.ese d i s c us s i o n  lags or di gresses  f rom race  relations.
If he is using resource  personnel or mater ia ls , he’ should plan the ’ir use. During the session , he tr ies
to build up partici pants ’ self-confidenc e and encourages the coneme ’nts of those who are  reluctant to
speak . Duri ng controversies , h~’ keeps order  and tr ies  to pick out points of agreement between the

2 As a minimum , the seminars  should reach the unit ’s lea de r s h ip s t ruc tu re , influential mili tant s and
emergent  leaders f ron e  the soldiers ’ ranks.  —

U~ $klU l~~~~VMWith l UJU~
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arguing parties. Throug hout the seminary, he encoura ges partici pants to recomme nd solutions to the
problems rais.d. He also summar ize, res ult. and conclusion , for the Group . At the end , he insures
thpt th. session concludes on a positive note , with part icipant s leaving encouraged , not alienated. The
moderator would nor mally be respons ibl e for re porting the conclusions of the sessions and following
up on question s or complaints before the next seminar.

b. The moderator obviously must be open-m inded , tol erant, and imparti al . Previous experienc e
and Interest in group dynamics is desirable. In a m ilitar y setti ng, an officer se’ ’m. to be more
effective in a moderator role than is a soldier or NCO. Because of the req uirement for frequent
liaison with the battalion commander and staff , the moderator should work in the headquarters or
headquarter a company .

6. Content of the Seminars: In eac h session the moderato r should encourage discussion of in-unit
racial problems, e ince these have the greatest chance of being solved. However , in many sessions
th. discussion will dr i f t  to the surrounding civilian community or to societal issues. This will also
be productive since most racial teilsion results f rom the accumulation of experiences and grievances ,
bot h military and civilian. This latter reason also explains why moderator,  should inject discussion
topic s, even sensitive or emotional issue , for consideration of the group when partic ipation lags.  In
doing this , the skiiled moderator is not “s t i r r ing  up trouble , ” but ra ther  is t ry i ng to get at the under-
lying causes of the seeming ly ever-present racial tension.

7. Resources and AIds: The seminar moderator or commander should invite the par t ic i pation of
personnel well-versed in race relation. or human relation. , e.g. , members  of the post ’s Race ’
Relations Coordinating Group, chaplains, social worker., and psycholog ists.  The session would also
benefi t from visitors direct ly connected with a popular discussion topic , such as military and civilian
pol ice represent ative , or civilian realtors or bus inessmen. Movies on race rela tions are especially
productive in starting discussions. Books and magazines are another way to generate discussion on the
uncomfortable issues that divide the races.

$. Role of the Commander: Many commander s prefer to moderate their unit seminars. There are
several disadvanta ges of this , Simply by virtue of his powerful position , the commander will have
difficulty establishi ng his impartiality as moderator and his presenc e may overwhe lm partic ipants who
would otherwise speak up with complaints or at titudes. Thu s , the seminar may dev4op into a normal
“commander ’s call, ” which is useful, but which canno t achieve the most important goals of a seminar.
Additional ly, the commander has severe time limi tations . He cannot adequatel y plan and follow-up 51
seminar ., preview and utilize discussion aids, or attend moderator tr aining programs . A preferr ed
role for the commander would be listener and partici pant. Then could he benefit more from the
discussion and also review his own behavior and at ti tudes. The commander may prefe r to ente r --
ongoing semina r unnoticed or be on call for lively discussion segments.

UNIT RACE RELA TIONS PROGRAM

1. General:

a. The program describe d in this section uses a model a combat arms battalion and it. subordinate
companie. or batte ries. Most of the recom mendations are also valid for other small units and shoul d
be useful for bri gade and division command e ra.

b. Omitted from this section are the many techniques and principles of good leadershi p and
management , such as “Know your men , ” that contribute to high morale , job satisfacti on. and unit
.sprit . Tb... In turn, help reduc e interperso nal frictio n. racial or otherwise. Some leaders
bell.v. that these techniques are all that Is necessary to reduc e racial ten sion. In most Army un its
today, however, other action. are needed , pr imarily because most of the prime Ingredients of
rac ial tension are not formed strictl y by experience in that unit alone ,

2. Tb. most tn~~ortaxg aspect of th. program is the race relations seminars described separately in
the pr sviou. secti on. In th. descriptions of other aspects below, little me ntion is mad e of staff
r..pos.lbiifty for par ticula r acti ons . Ins tead of adding all of these to the duties of va’rtàu s staf f
oglc.rs , we r•comrne ~~ that ma ny of the act ions be assi gned to a person designated and tra ine d as

4



moderat e ,- t~ r the seminars. This par t - time race re lation, moderator and action officer  should
provide added continuity, aggres siveness, and commitment to the unit pro gram.

3. Adv-isory Council:

a. A second important a.pe~ t of the pro gram is a council to adv ise and a ssist the comma nder.
This function c annot effectively be served by the seminars. With it. const ant turno ve r of personnel
and its ins t ructur ed format , the seminar is often rep et it ive and lacki ng in specifIc conclusIons. The
commander cannot expect ve ry  many c onstr uct ive suggestions to come out of it. The council, on
the other hand , would have a permanent membership of carefully  selected personnel , generally
representin g all view. in the battalion, who could effectively discuss recommendations to hel p the
unit ’s rac e relations. We recommend that metnb .rshl p include at least black m d  white leader, f rom
the soldiers ranks , interested and key NCO ’s, a platoon leader, company commander , anJ appropriate
staff per sonn el. To get more complete feedback (toni the grass-roots , the commander may want one
•n lI st—d repr esent ati ve , elected or appoint ed , f r o m  each platoon in the ba t talion.

b. Pur pose of the Adv isory Council:

( 1) ProvIde a forum for the discussion and evaluation of the ~~~~~~~~~ racial problems and programs.

~Z) Act as informal Inform ation channe l between the commander and hi s soldiers.

(3) Supplement the semInars as a means of presentin g complaints and problems to the commander.

(4) Advise and assist the commander in any other ways as directed .

c . A properly planned Council , meeti ng reg u la r ly, shoul d provide the commander with bette r
feedback and recommendations than he could receive by attending all the unit ’s seminar. If this I.

= ach ieved , the commander should not feel compelled to attend every battalion-leve l seminar , but ra ther
should monitor the m as he doe s othe r unit act ivit ies.

4. liatt allon Mass Meeti ng: This Is a technique .uccessfuUy utilized in one post unit early in the L I
program. The goal oi the session was to expose the greatest  numbe r of personnel to race relation.
policies and Issues. The commander usua lly began the session wIth a statement of his policy and - -
commitment to end discrimination and lowe r ten.io~ . In some session s a movie was then used to
stimulate subsequent discussion. In others , the commander used a pane l , composed of spokesmen of
the black and white soldiers as well as some unit leaders . The panel discussed issues and ans wered
querie, from the aud ience. The commander moderated the meeting , closing it with a reaffirmation
of policy and a challenge to all attendees to evaluate their attitudes and behavior to insure they are f ree
from bias. These mass meetings in the 4th of the bQth Ar mor Battalion were very effective due pri-
mar ily to the leadersh ip of the comma nder, LTC Richard Mckee. Othe r un it. may find this technique
productive, especially afte r a serious racial Incident or when tension seems dangerously high and
there is a need to reach all personnel in a hurry. A varia tion of this techn ique is a meeting utilising a
guest speake r or a panel includi ng personnel outside the un it. Again soldiers should have the oppor-
tuni ty to isk question , or raise othe r racial issues . Carefull y planned , the mass meetin g is another
me ans for th . air ing of frustrations and anger in a contro lled envIronment . It also can achieve some
of the import an t goals of a seminar , while reachi ng a larger number of people.

?,. Conferences for Leader . : The selling point of this technique is that the unit leadership, compared
with the soldiers , has a longer retaina bility, more impact on unit effectiveness and is generally more
conducive to change. Thus , the productive return for effort expended can be greater than for seminars.
The restraini ng factor again is the time available to pull leaders awa y from their work si tes .  As a
minimum , leaders ehould be br iefed on and have an opportunity to discuss unit policies that affect race
relations. Also recommended is an educationa l effort us ing ftlms , books or military publications . In
this effort, the moderator again would be a valuable staff asset to the commander.

6. Rac e Relation. Classes: At Fort Benning , the only actual race relations classes which affect our
personne l are those given in basic Combat Train ing, in Army service school s, and as pa rt of ‘Leader-
shi p For Professiona ls. “ A more deceutraliaed educ ation program at batt alion level I. unlikely at th is
time, prima r ily because of the lack of a system for training qualified instructors. The real “gut s” of
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race relations Is not substantive mat t er  that could be wr i tt en  tub a tra inin g manual; rath er , I t I s  t heemotiona l conflicts that dc -mend a sens itive , hi g hly t r a lned  ins t ruc to r . Thu. , th .’ ed ucati onal  aspectsof race relations ar e likely to re- main ce ’n t r a l i g e~d .it in stallati on lev el , in s er v i c e  schools , and attraini ng cen t ers.

1. Racial Polar iaat j on:

a. E xtract from “R ace in the M i l i t a r ~~ The l’ arn ished sword” by i) .mvid I. Coope r , Jr .  (m el 3):

It Is natural and normal for people with s imi lar  i nt e r e s t s  to group .
In the mil i tary,  it could not be c onsidered a bno r mal for young blacks and
whites to have member s  of t h e i r  own r ac i a l  g ro ups a s  members  of t h e i r
In teres t  groups , t here is cons ider able  diffe ’re ’ne -e of in t e r e sts .

But when such grouping s evolve~ I n t t ~ r a c i a l  po la r i : a t ion  and a m a j o r
group i n t e r e s t  I, pr ote ’ c-t iu n f r o n t , o r the’ exc lusion or  p~-r  s”c u t ion of ,
o thers  beca use of a d i f f e re f l t  skin  color  • It t h r e at en s  not onl y miss  ion - 

-acco mplishment but th1’ integ r i t y  of th e ’ n t l i t s r  v s t ru c t u r e ’ and syst em.

On one hand , we 5cc’ blacks who expose themse- lve .s to h u r t  and
f ru s t rat i on  every t i m e they a rt ’ i n c On t a c t  wi th  whi t e S ., wi t h d r a w i ng in to
an env i ronment  which often supports ag g r e s s i v e -  .en t i - w h i l , - b e h av t~~r an d
gains  s t r e ngt h  out of uni ty  .mg a Ins t  dis cm - i t nt  n.m t ton. On the o ther  h.i nd ,
white ’s , confused by si gns , symb ols and slogans . t h r e - a t . ’ned hr ti m e ’
spec t r e  of cr oss  — r .mc Ia I as sault • upt i g ht ove’ r r u m o r s  of impending con -
frontatlon , wi thd raw f r o m  contact .  l’h~~r e ’ evo lve s an .‘n t i r e ’ “us ” and
‘‘them” syst .’ in; ‘‘our ’’ m u m  Ic and ‘the ’ ir ’ mus ic ; ‘‘ our ’’ c l u b  (~~r e’or ncr
of the club) and ‘‘ t heir ” club; “our ’’ p.m r t  of town and ‘‘ t he i r ’ t u r f .  In—
f r ingemi’nts — — o r a l , physical  or ideeml o g ic .tl - —how e’ve m- i nnoce’nt or we’ll —
meant , invite summ ary  re t r ibu t ion .  Me’mb er s  of e i ther  g r ou p  seen
assoc iating weth “then-i ” C~~e’ r ega rded  with suspicion and d i sda in , and
are  caustically  reminded (orally and /o r  physical ly) of th e - j r  al le g ia nce.

b. Small unit leaders have a responsibilit y t~~ hel p c u r b  rac i al polar izat ion .  Commn.e nders  shouldinsure’ that bar racks  bays , sectio n s of bays , cu bic les , and NCO rooms do not become’ se -gr e ’ga te’ej , i . e.all one racial group. This must be done ve ’r v covertl y without detection , othe rwise ’ a seve ’r e backlash ,especiall y f rom black soldiers . is likely to ensue ’. For example’ , unle’,s violenc e has erupted insegregated barrac ks , the company contmande.r and f i r s t  s er g e ’a nt , should not f o rc ibly move’ soldie’ t ot-NCO’. to achieve racial in te rmix ing . Ra ther , they should do it by pla nn e .d placement of incomingpersonne l into particular squads and part icular  se-ctl ons of tht ’ bar racks . The’ imp ortanc e’ of doing thisand doi ng it ri g ht canno t be overemphasised. Segre gated  ba r r acks  hel p pe’ rp e ’tuat e ’ r ac i a l  s tereotypes ,distrust , rumors , and violence. Even thoug h in tegra ted  ba r rack s  a re  not nece ssar i ly  a haven of r a c i a lharmony, they are a necessary pr erequis i te  to the’ lowering of tension .

c. Similar gcmels s ’on d be kept in mind for  reducing polar izat ion in mess ha l ls , clubs , etc -Ik wever , in this area  effective techniques are  more elusive ’. In this tness  hal l , a white platoon leadermig ht join a group of hi. black soldiers for coffee . Possibly . th ’  pre ’senc e’ of hi s whi te ’ face ’ amo ng theblacks might help combat the suspicions of othe r whites. In clubs , the most common technique’ Is the ’use of a variety of music and cntertainnn ’nt app ealing to ,tl l races.  But , as in the n-m ess hall , se ’gre’ga-tion in seating wilt .t iU likely be wid eespr e’ ad.

d. Unit function. , suc h as athletic and social events which require ’  r ac ia l  in t erming li ng and pro-mote unit e’sprit , can also hel p reduce pot arir at lon. Still , we’ need new Ideas on how to c ar r y  ove r toour everyday dealings the fleeting racial cooperation often achieved in these act ivi ties .  However , t h eyoung black soldiers may be increa s ing ly suspicious of this aspect of the ’ p rogram.  He’ knows tha twhites have t r ad it ionalt~. been courteous and p.etro lis ing ly respectfu l of black ath le ’t ~- .. and e ’n t e r t aj n ,’rs .Yet , thi’.e same whites have continued to support unequal e’ducation , ,lob d i s c r iminat ion , and po l i t icalim potenc y for blacks . Many young bl acks in the .-\ r my will consider ath le ’t ics , not .ms a w:a~ t~ p romote’racial ha r mony , but rather a. a way to improve their  work environment and demonst ra t e ’  a sup m ’r io r i l -over whites.
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S . Rl:~~~k V m s i t ’ * i t t ’, :  liii. is  d c t i m i c -~I a. the  ~‘, , s c i t~ , e el t ’ t _ m~ k m i i i  c c ’ m t , m t ’ c ’m tI ~ cs I~~emited ts si t (~~ns
e ths - r e ’ t i , c -v  . , i e ’ ,‘ t t c m i  s c c ’ m i  tn  l o t t e ,  . c m i k m m t g  .~~‘ i s t i c ’t  • \ . m ’ e e p ie’s ar e ’ c s ’m m u n a n d  amid sta ff sup~’r v i m e e t v

~~‘s mt  tons , s icr  K , . m e e d i t e r y  ~~‘i ic ‘ , amid c i  hc - t  s c  i s - c t  i t s  ~~t’s - tie ecic’*i cime t is . tila~ k v i s i b i l i t y  is tow
‘it. ,  r t i v  because’ of t h e ’ 5 i t m a l l  pc - i  c en t ag c - of 1.1 a~ K i I c e t t , ’~ ,,,iii, (about ~%) and captains (about 4%) cmi the

.‘t t t ,  c i-  cc ’ rp m , ,is e t c - l i  e m  the  io~ nu nebe ’ m’ ‘1 tei n Is, tat spe cta t i see l  ~ete ’S ’ s the l a t t e r  i .  due ’ to the Arn ie -
S c  i c c  t ic ’tl c I s c - m S  us lug ,

~ et t m u , i c - t e s t s  m s c ’ cc ’ s , ei tc t  e t r u ma n  c~~~ ’c ’ t m , - mu - e I ke black s~~idIe  I’ c e t t e ’Il sees
thi* LIlA C s  cm c V t c ( c t\c e that ;  I t )  he s alucs’i get  .itee.c,t tie the ’ A i ’any; (~

) the sys t  em is m ute by
l A h I t , - m t o t -  t he  t ’,’n , - t e t  of cc l ut e ’s . c c i t  It I t t i  I ,  u i t ~ ct ~ t om , ,  b l_ms km ; and ( i )  th e m y  s e’ni t s  i n sen s it iv e  to
~‘L cs K s  ansi t h ei r  ne’e d m  - lh g he ’ r c c , ,  ;‘il t i c  u s  p c - i  , , , c  t I c  t i le ’ t a. I.. of h tg h c - r he’,iei qu a r i e ’ i s  working  on

ie ’ s - t  i - cc  c i t  mmmc ’ li t . MC,” s c i c ’’ ic ’ mu , ,, m icl a c i  t n t  e, ’ m , .  I k ’cc c c c l , t h e ’ a i t t _ m i t  cmiii s o i t t a t _ mi t t i e’ r ‘ an a l s o
hel p h i m i e s c I t  i ii’ in i i  . i m t s t e ’ m  c i cm t l m t i e ’ct i cs r s omtne- i to  hi g he r c m s u i ’ i l l I t -  p o s it i o n s , c’ • t i - o l a l  th e  n ,5’t , ’i-
pc ’c ct  to  t Ic , - b el t  ,ette ’ n hs- .cct q u_ m m t e i  • r5 ’ a I i  m e t e d  eiegr e’e - • he’ ca n ret i - a c m e  pee’ ms ’iu es’l ~ct -  send iheac
t i - _ i  i m a tmig  c o n, ’ ,.- , t i c - c_m i t  in s u t  c- i t t _ m i  i i  cc Ka have  ama equal  c ’}’ps e m ’ i u n i t y  t o  t e e s c ~ mit , - sc ’idi ,’ r of the ’ mouth.
V i s t  t ’ i  I t t ’, C m  ii~~ c ’ i i a a p o r i . e m t t  c it  ~~nh t  i ’ u L d m c  ,- i t tc ’ns . p05Cc 1 * , pc~- t c r  I’ m • e’%s _ 

I

I ’ i c ’  f l e e t  lc ’ t t s  i c ’ s i t  te ’, tt~’ o t t  c e c i l  steady has de’*e’c ted i - m t  c c l  ci i sc  r i l ca l na t i eme  en pr s’f l tc ’t ions - ) -It ’we ’ve r ,
c’ n q ’ l m a m u t s  a i - c - c c - i c -  s s ’m l c m a e e ’ n ,  h a d  t I i c ~ pc - i - c - c - i c e - cl d i sc  a I h a u c t i a t I c t i a is  )u .t  is  p e m - i c ’um _m m l t _ - e t l c ’i’ I c ’t’ leacie ’r s

1, ’ ‘ I c ’ s ic ic l e ts ttt ,c l cit s~ t eat ta t ,e t  co m e , _m c ’m i t m a c . i n d ,  i s ht ’eilct s’ Ic ’s c i v  m n c ’ m i m t c ’ r the  p r o m otion my s te  i t t , cchic ii
i i l ~ leisle s Iii, ’ p r c ’e e s ic ’ma t~’r l i ie , , , - r c me g i c Su ~ c i c i c i  c s e ’ f l t a t m c ’mi c i ii  pm csmaio t ion i’c ’ _ m m c l s - le  c’ s’m , , b a t  ra i I . cc ’mac - e p —
lion ,‘t c i i  cc  t n t c n m t l o m t .  t h e’ c’s’m a a i e e _ tnd c t  mcc ii s : h a t e - s’pe’n s’ h,_ enne l s f o r  c om ’ip l  , tm m ats  and an e f f e c t  it ’ ,’ tu f t ’ r -

l i eu  • r s t e m i c .  I c’ tc l ~ ’ r 5 m a t t u s l  . i t . c ’ tct ’e’ K to  sli ce pelt the’ itotts ’eC that  blat-Ks incest work  teartle t’ than whit ece
i s’  be p r~’ m c,s ’i , ’el .

I t~ \ h t i t c c  I e u m m t s c - :  ~s t e ’r a t  ~‘t t i~ c i i  m t cmsl i e ’s a mi d  I i t t c ’r I l i_ml  que’r ce ’s u n i t s _ u t , ’ tha t  bl acks have a htg he’i-
I t i e  ,‘t ~l a sc ip i u n a r e -  Cct ceus  t b _ m i t  cc h i t c ’* - ike w-eve ’ t- • ccc ’ know 01 uc’ subs t ant ia l  evtde ’mc ce that  t h e — c  a r e ’

ug m i t ,  ant c t a t t e  rens  in the ’ typ e s  cci c ’t ie ’f l se’ c c ’mi ~ m i t j t t e ’ s l  hr • t sr m e ’mi t e uac e’s i m e t pc cs e’tl on n i emuber  of S
c l m t I e ’ i c - i - m t ra e, ’., the ’ t i t U s ’ t s its C’* tic r , t e ~ 5 n e _ m y  tc~ - chic ’ to -e hi ghe r r _ m t e ’  s cf  in fr ac’ t i o ns by blat- k s ; it mae -
be dde’ I s ’ s i t s ,  r m m i i i  n.a t mon t b _ m i  t a i n t s  i - c’s c’uaante’nd,*t ls ’n Out ec-heths’ r a Lilac K o f fen d er  should re ~’ s’ te -~’ a
ve ’r h_mi e’c’prctna nd , \ i - t i e  I c ’ I S , cci -  cent-  I i t t - c  r u  ~cl - Ne’Ithe ’ r t i c  t s ’r c_m n  be’ ac c u r a t e l y  de ’tern-iji ce’sl . If
tIc’ a’ ,’ m e .i h t i g iec  i’ i -_ i t ,’ e ’t cu t e  , c s t i s ’uis I ce- hi _a s-k . , at I s  }c m c ’ t ’ ,c t l i ’ , -  du e ’ len m n , s  r i ly  to t h e i r  f ru s t r a t i o n  and
cbs s c t t , t a s  l i on  w i t h  th e ’ s e t - t i c  c’ l’be s ’ t c  ,- a i i  r a e , -  r ” l c t t c ’m t s  p r o g r _ m m c i  hel ps deal w ith  that  t ,c c t 5 ’ m ’ -

5 r I Ci i i  f lat  mc ci ’  m i t  t It , ’ r c ’ p d —  I ing  s’t c c t t e m i 5 e ’ S m et _ ut -  t a k i ’ the  ( c ii Ieee tug fom ’nc : sit NCO finds a whit e  SOlcite ’ r
slec -j ’i ng in the ’ m itc ct o r  pool cc bc - mt he ’ shoul d b5 - pe’ i- for  m a t i n g  m tc ,cj nte ’,i,i m ie e’; the  Nt ’O ye i - i c_ t i l e -  r e’pr ineanel ce
the sc ’ lc l lc ’ r ;  thr s , m c t e  N(’e_~ f i n ds .c bl _ m~ K sc ’ldier s l c c ’~~ci f l g;  the ’ NCC’ c e ’cc ’ncnee’nds an A r t t ~~le I ”  t en the
n t _ m n ,  Pt’ r h_mp.  in th is  e as e’ th e ’ NCt 5 would ,mus t I ft  hi c _ m s  I t out  hr saying the soLdie r ce-as lazy, a mel —

c ’” m i i e ’,at or  m i s f i t  - tic .-em ay ea s e , ctencuya_ t~ de’ns sho uld tee’ -e t e ’r t  t s ’ dhscrj , -nlnatiec n in the re conimn end atleen s
t h e ’y rece ’ivr can who *hould be’ pemni s bed-

i i .  R, _ mc’i a l  Signs , Sy m i t t a t s i s  and Fpi th e t s :

a. i t i - i e k sc ’ieiie r ~ h_ mve c ’ t l e ’lt been e’r i t i c i c e d  for  t h e i r  use of the so cal led  “ t~lack t~~we’r ’’ salute
by white’s  whet eouc s ist c ’ r i t  a t h r e . e t e’n te tg  ge s t u r e  c ’r imtapprc ’pr iat e  in a mi l i t a ry  environment ,  I’c~ most
b lack . , i t  Is nae ’r ,- i c  -t g e s t u r e’ c ’i sc’l m s t , e r i t y  ,inel i c - c ognit ion.  I , e~ der s should regard it as no macor e
t h r  ~~i t c m i t m t g  t u t u  the  ‘peace ’’ s ’l ‘‘ t -Ic  te ’ r v ’’ si gn ,  The le’ .iele ’r cc Imc ’ t- r i t ic is e s  c’i’ t r i e s  to ban the u se  of
t b , - ., s y n a t x et s  wilt lose much r e spect  and r apport  with hIs tr oops . i’Ice san-ic ’ guidance gen era l ly holds
t s c i  posit’ i-s  em ’d s lo g eta s . I tent s l ike “Rl,is -k  P o w e r ” p o s h - a ’ s  ,and Confederate f lags  should be’ tolerated,
‘I t h e cceg h m i c i g -tm e - l ike  “K il l  Wh i t ey ’ .inet Kit Kicix Klan type t i tc ’a’itiat- e should be stro ngly discouraged.

‘- c - c - i ’ . al l  \~ i i , ’, -  lead,’ s should _ m V s ’IcI as sc - s i a t i , ’ma w ith  e i the r  type svmtibs ’l  - Sinc e it cciii  u sual ly be
init~ . i i t  p r  c c c l  t s~si _ ms ~‘r c c - bi t s ’ K eta’ pt~c —ec ha le - em ts t  sic ’ . t i~ ’e the ’ I e’,-idc ’ rs ‘ s- I _m i n t  of fa i  i-tat ’s,. and inepart ialir ’e’ -
t h~ - -t rma i ’ , -  i,’_m ,l ,  r cc t I l t  .c c ’s ’ I t t e s t c ’ r _ m t e’ II  ag 5 ’ma Iii, s i r  it _ e s  ye’ re  l i tt l e  c h_mmic’ e’ of “ye r s’ s’ltV inc im ~g hi s  blac k

- s th,c t he is _ eny t h t ng  tacit a l a s  1 5 1  RI g ht or cc-l ong, thit  is the cc -_ mv ii is.

1’ t h e  te ’.isl ,’ r s hs ’eilet not all  ow the ’ use s et  ,i btis Irc ’ t el - ins scie’h as spade . ni gger  , honkie’, pig, etc
rod ,ay ’s ie , i , t e ’r shea~ ld t et’og n*ae hat the word ‘e’~~ts’re ’cl ’ Is also considered offensive by the ras~mit _ i  ,~‘r t t y  ect ycaemu’ag bl _ mc’ki , the s, - ,us i t im e ’d l eade r  will  use “black” when it Is n e ces sa ry  t~~ i d ent i fy  that

m~.es c i t  gr oup . l’ta,’ t c ’r m t t  t ’s ’y ’’ I s  cciii ’ of t he’ ntcasl ot’fe’nsiye te r ms ~ c blas’k i,  Yet . some Art-ny leaders
t u s t i t e  i t s  c cant inuc’d ems , ’ by s av i ng th ai i t  Is ,e h_m~c It  of spe’c’e’h s ’i -  th_mt t h e e -  mean mao h a rm  by i t  , Suc’ h
l n .r n s i t m e - i t c  to t h e  feeli ngs of t ethers .hcsethi not be’ t , ’te ’r _ m t e’d by c’ c’ncnaanders .

~~~~~~~ ~~~~~~~~~~~ . 5 . -._..~~~,,-



a

Ia. Racial Comp laints ;

a, The chain of command is the pr imary  means for personnel to air complaInt s about equal
opportuni ty and treatme nt, Zn many cases, howeve r , the blac k soldier either encounters obstacles
or perceive s th. command stru cture as un interested and un respons ive. Sometimes the complaint s
are about leaders in the chain of command itself .  Complementing the conemicand channels incest be a
cred ible open-doo r policy. Tb. rac e r elations seminars are also an Import ant channe l for the air i n g
of complai nt s.

b. It goes w$~hout say ing that prompt and decisive action must be taken to resolve complaints.
Result , must be adequ ately dissemi nated . Lack of act ion, either actual or perceived by troops ,
causes bitterness and distrus t of the command struct u re.

c. Leaders must be sensit ive to patterns as well a. individual inst ances of discrimination It
may be that spec ific complaints from a particular unit or *bout a part icular policy are found to be

— invalid, based on an investi gation. However , if there are several complaints and general an imosity
about the sam, thing, then somethin g is wrong .

d, Often ii is difficult for black soldiers to gathe r facts and .tatencents to support a general
complains of discriminat ion. Th. burden of proof should not be on them, but on ike commander.
In itia lly, the leader should treat each complaint as valid , sinc e to the soldier il ls very real . Investi-
gat ion should then dete r mine the validi ty of the complaint.

e, Surveys of black troops indicate that their complaints seem to cluster  around areas in which
the discretion of their officers and NCO’. is greatest. In the Army, if the smal l unit leader wants
to cause difficulties for some group, he has the power to do so , if only by condemning them for mino r
deficiencies he overlooks in oth ers , The commander should be sensitive to the possibility of real or
even perceived discrim inat ion in this. discretionary area , like duty assignment s passes , and recoin-
mendatton..

13. Militants and £merient Leaders:

a. Eve ry organhsation will have individuals who emerge as spokesme n or leader s and who con-
•.qusnt *y have stro ng influence over others. Army leaders can identity those leaders among their
black a~d white soldiers , Zn a military unIt , vocal militants also have considerable influenc e ove r
peers , even if for no other reason than because of their vehemenc e and audac ity . Recognising the
power of these individuals, the commander should at least ident ify who they are ,  For an effective race
relations pr ogram , the commander should also bring these men into the powe r structure formaLl y (iii

fact , they already are in the str ucture , but possibly not in cooperat ion with the duly appointed lead ers).
Tb. leade r should stron gly encou r age and , if necessary, require these men to attend reg ular ly the
racial seminar.. H. should appoint to the Advisory Council those who are open-minded and want to
contribute to decisions affecting rac e relations. The commander and his subordinate leaders should
per iodically talk with these individuals about troop morale and reactions to command poLicies~
Additionally, be can check to se. how well inlor ncatto n i. being disseminated , Comma nders may find
It useful to appo int a black spokesman as his driver or enlisted assis tan t so that the y will have more
opportunity to receive direct feed back from the “gras s- roots. ” Leaders should use all these tech-
niqn.. only to improve intra -uni t communication., not to try to “control ” or neutr aliso the soldiers ’
leader , and spoke smen.

b. The benefits of this polic y ore similar to , but more prono unced than for other policies , such
as Soldie r s’ Council, In which subordinate personnel are formally brought int o the power str uc tu re.
~~~ective1y utilised, this policy .houldt

(1) Improv, the vertical flow of informat ion in the unit; help get compla ints rapidLy aired and
resolved ; help get ru mors identUied and cleared up.

(2) Increas , and improve the input to the commander on problems and pro grams affecting rac e
relatio n. .

(3) Reduce the troop.’ feelings of powerlessness and indIfference.
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(4) Improve the image of the commander and Army lea dershI p; promote an image of open-
mind edness .a nd concern (or the troops .

(5) Help combat ext rem is t  views on racia l  i ssue;  e n c o u r a g e  th~ controlled use of the enthusias m
of radical.  or militants.

c. Contrary to some obje ctions , it doe. ~~Ot necessar il y follow that this cooptation will cause the
sol diers ’ leade r or the nai l it ant to loose his position of influence. In any event , with hi gh personnel
turbulence , there will likely be new emergent  leader s and radicals every six months in the unit.

14. Communications: 
-

a. In a racial ly t ense unit , we usually find that blacks and whit es are int e rac t ing on the basis of
rumo r , assumption, custom. , misunders t and ing  and radi cal influences. The comman der must insure
that relevant facts are adequately disbeminated to prevent this .  A local example illustrate , this
situation. In one unit , black soldiers were very angry about the rumor that a black company com-
mander  was relieved because of his race. The bri gade comma nder heard about the rumo r and di, -
sem inated the correct  facts , comparing that commander ’s performance with tha t of others in the unit.
EmotIons quickly cooled. Complaint, about Project Transition selection are usua lly cleared up when
the commander can provide troops wi th the racial  breakdown of participants .

• b. An effective information program can help avoid these crises. In the program, the cri ter ia  ‘.

for success is what gets al l the way down to the soldier.  Unfortunately, the written word , if it

reaches him, is often not read~by the trooper. What is needed is an imag inative syste m in which all
the unit ’s leaders believe and participate. The system should also inc lude use of c ounc ils , seminars,
and othe r infor mal channels as previously mentioned. 4

15. Command Support: The key to the whole unit program is comma nd support. Some of the techniques
me ntioned above a re  Innovative and will be resis ted by conservative leaders.  The commander must
continual ly back the program ~nd get more subordinate  leaders actively involved (a it. In an enli ghtened
and committed manner , the commander must Lead the way.

RACE RELATIONS PROGRAM AT INSTALLATION LEVEL

1. General:

a. Support of th e unit program described previously should be the prime function of the race
relations program at installation level and at all headquarters above battalion level. Some of thi s
support directly affects the unit , such as the conduc t of t raining programs for semina r moderators.
Some aspects have wider Impact , such as the increased- stockag e of commissary Items preferred by
black customers . All combine to promote racial harmony and equal opportunity and t reatment .

b. The descriptions that follow combine what is now being done at Fort Beaning and what should be
done here and throug hout the military to improve race re lat ions. This section is a compilation of our
experiences on what can and should be done.

2. Responsibilities: Most of the staff work on the program is done by the post ’s Race Relations
Coordina ting Group. During monthl y meeting s with and in periodic memoranda to the Commandi ng
General , the Coordinating Group gives direct  feedback on all aspects of the race relati ons program and

its affect on post personnel. The Group also drafts race relations policy document s and statements
for the Commandi ng General . Howeve r , our procedure is not to consolidate all race relations efforts
under the RW.CG or Director of Personnel. Our goal I, the participation of all units , staffs , and
individuals In th e effort to improve race relations . The RRCG’s role in relationship to othe r staff s
officers mentioned below is generally one of coordination and assista nce.

3. RRCG Assistanc e to the Unit Race Relations Program

a. Working ful l- t ime on race relation. . the RRCG acquires the experience and expertise to adv ise
and assist unit leaders on all aspects of their prog ram. This is doj~e ,through staff visits, attendance
at uni t race relati ons activities , and other means suggested by commanders . The Coordinating Group
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sho uld recommend improvement s  in the cont ent and p roc edure . of r a c i a l  s em i n a r s . c o n f e r e nces  and
council meet ings .  Upon r e q u e s t  the G r o u p  can a ss i s t  with c lasses  or  o r i e n t a t i o n s  for  incon liog uni t
par sonnel.

b. The RRCG helps commanders  cvaluate  r ace  r e l a t i o n s  t echniques  and c o or d i n a t e - s the d i s s e - i ~:j na-
tion of these to other units.  The Group also develops new guidanc e and r e so u rc~- ~~. e te - r i a l  f o r  u ’.. i n
the field.

c. BeIng authorized f r equen t  meeting s wi th  the  CG, the RRCG can also  hi g h l i g ht uni t  p rob lems
and needs that require  post level command a t ten t i o n .  This convenient  channel  should not be~ abu ~,cd ,
however, if commanders perceive  the’ RRCG is un f air l y  p o r t r a y i n g  t h e i r  u n i t , then  they  will be

-
• reluctant to seek the Group ’s a s s i s t a nce.

d. The RRCG has a major func t ion  of p r o c e s s i n g  and dissemin . i ting to units  all ie iform ~it i o n  helpf ul
to their  race relations. Some in format ion  is put out in a f o r m  su i tab l e  for pos t ing  on the  b u l l et i n
board or handing out to troops. The bulk of the in fo rma t ion, howeve r , is sent to commander s  for
dissemination as they deem appropr ia te .  By establishing a policy binder  and f i l e  de s i g n a t i o n s  (USAIC
Circular 600-30), the’ Group has also helped the commande r o r g a n i z e  h i~ in f o r na at i . n.

4. Moderator Training:

a. The us’~ of a t ra ined moderator  is a p re requ i s i t e  for  a unit semina r to p rog re s s  beyond being
• me rel y a “gri pe ” session, command lectu re , or quest ion and ans we r p er iod.  Without  sonic t r a i n i ng ,

an appointed moderator will p r obabl y ha ve d i f f icu l ty  in i t ia t ing and control l ing disc ussion and p reven t ing
his personality f r o m  affecting hi~ funct ioning. Race  is an emotional s u bj e e . , po ten t i a l ly  explosive ;
the discussion leader needs all the group dynamics  t ra in ing  avai lable .

b. Lacking extensive behavioral  science e xp e r t i se  to conduct  m o der a t o r  t r a i n i ng  se s s i o n s , the
RRCG has relied extens ive ly upon the post hospital’ s Mental Health Consultation Service ( M}ICS). Of
great assistance ave been the post clinical  psycholog ist , CPT John L.eszlo , and t wo social w o r k e r s ,
SP5 Daryl  Connor and PFC T e r r y  Duke. They have conduc t seve ral t r a in ing  se ss ions  desi gned to

• teach potential moderators important  aspects of group  d yna mics and communica t ions  t h eo r y  espec i a l l y
as they appl y to race relat ions .  To date , the s e ss ions  have been 8 - lZ  hours  long. Plans a r e  being
made for a 5-day session , including extensive  input by the RRCG on rac ia l  i s s u es  and p r o g r a m s .

5. Seminar Techniques and Resources :

a. in support of unit programs and modera tor  t ra in ing ,  a new member  of the RR CG , IL T  Phi l li ,
C. Lyman, is preparing a handbook on race re la t ions  s e m i n a rs  for  commanders  and m o d e r a t o r s .  This

• will include suggestions on planning and conducting seminars , as well as the use of f i l m s  of videotape .
ILT Lyman has also contacted various civilian and mi l i ta ry  sources  in an e f fo r t  to expand our inventory
of films on race relations.  Screening of new fi lms is in process , and we hope to have recov’ tnendat ions
read y shortl y. Our experience is that films of the cal iber  of the recent ly pu rchased  “Black and Whi t e
Uptight ” are very useful in both educational and s emina r  p rograms .

b. Another  innvocation being considered is the attendance of c e r t a i n  i n f luent ia l  c i t i zens  of the ’
surround ing community at unit race relations seminars .  In such discussions , part icipants would
discuss off-post t reatment  of military personnel and various issues affecting rac e re la t ions  in the
surrounding comm unity. Out of such sess ions hopefully would come a “c ross f e r t i l i z a t i on” of mutual
benefit. The greatest difficulty in this program seems to be the p r e par a t i o n  of the civilians for  the
uncomfortable position they will be in at the seminars.

6. BattalIon and Brigade Commanders Meeti ng s:

a. These meetings have been convened quar te r l y by the CG, with key staff personnel  and the
RRCG attending . The purpose of the sessions was to d i s cus s  unit  race re la t ions  problems and
programs . Additionally, to help increase  the commanders’ awar eness of aspects  of race  r e l a t i ons ,
we have shown and discussed a videotape of a prod uctive semina r , a CBS News segment  on r ac i a l
problems in Europe and the movie “Black and White Upt ight. ” Probabl y because of the p re sence ’  of
the Commanding General, Comment, f rom commanders focused p r i m a r i l y  on positive aspec ts  of the
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prog ram ~“~d were  thus of limited value as evaluation. Howeve r , commanders  w e re  r e c ep t i v e  to
new ideas presented or discussed , as evidenced by subs’.’quent improvements  in most unit p rog rams .

b. Similar conferences would be useful  for unit NCO’s and company c o m m a n de r s .  These could
be held at each br i gade or central ized at post level.

7. Race Relations Advisory Counc il:

a. The post level Council has basically the same purposes as the unit councils.  The Di rec to r  of
Pers onnel acts as discussion leader and cha i rman  of the Council. The Commanding General  usual l y
atte nds at least par t  of each meeting . Other personnel for the Council are selected by heads of uni t s
and key staffs .  If the RRCG knows of someone who would be an asse t  to the Council, they  s u g ges t  to
the appropriate supervisor that the individual be se le c t ed .  We do not consider  Council m e m b e r s  as
act ual representa t ives  of the i r  unit or staff . Genera l l y, we arc  seeking a perceptive and concerned
person who can g ive us new ideas. We tell each membe r to f ami l i a r i ze  himself with the r ac e  r e l a t i ons
pro g r a m  and how it affects  his organization.  Since he is not an actual  r e p r e s e n t a t i v e, we do not
requi re him to r ep o r t  back to his organiza t ion  on Council find ings. This is done throug h normal  corn-
niand or information channels.

b. The  Council abou ld meet at least q u a r t e r l y .  The RRCG plans and hel ps conduct the meet ings
and is usuall y rcspon~ ible for follow-up actions . Part  ~f each meeting should be the upward flow of
information on unit problems , p r o g r a m s , and new ideas  for post level cons idera t ion .  The R R C G
and other staff off icers  should also use the Council to g e t  r eact ions  to proposed pro jec t s  and po l i c i e s .
Some meetings could be devoted entirel y to one as pect of the p rog r a m , such as off post housing dis-
cri mination. For this , the RRCG would invi t e’ the  par t ic i pation of the Housing Re f e r r a l  Office , a
representat ive of community ’s real estate board , and others  who could cont r ibute  to the d i scuss ion .

8. Resea rch :  If it has sufficient  academic expertise , the RRCG should conduct  r e s e a r c h  to l e a r n
more about the causes of race relations problems and t~ e’valuate the p r o g r a m ’s success  in a m o r e
exact way. Usually, however , the RRCG would be in the role of providing assis tance and coordinating
for more expert consultants. To date , our  r e s e a r c h  experienc e has been mainly with surveys of
soldiers ’ att itudes about race relations . ‘A nother function of the Group would be to make recommend a-
tions on the subsequent utilization of re search  findings. - •

9. Chaplai n: In recognitidn of the importance of the uflit chaplain in help ing race relations , a human
relations workshop was held for all chaplains on post. A membe r of the RRCG also attended. As the
ove r all program progresses , chaplains should be brought into a more active role both in the units
and at post level.

• 10. Provost Marshal: In increas ing black visibility, we ha ve been he lped by a completed Depar tment
of the Army project which increased to 12. 5% the percentage of blacks in mil i tary police enlisted
career  fields. To improve the racial awareness of our mili tary police , race relations seminars  a r e
held regularly in the MP companies. The Provost Marshal  also processes complai nts about t rea tment
of soldiers by civilian police. Most complaints , as in the civilian community itself , have been f r o m
blacks against the predominately white police force .  Police brutali ty was one of the explosive issue’.
in recent civil disturbances in Columbus and appears to be a continuing i r r i t a nt.

11. Inspector General: The Inspector General , as on e of the ’ soldier ’s a l tern at lyc s  to the command
channel, has extensive impact on race relations . A year ago this impact was negative because of the
low confidence soldiers have in the IC. As recommended by the RRCG, the IG then appointed two young
captains , one bl~ ck and one white , to act as ombudsmen for post soldiers. Their miss ion is to handle ’
~~~~~~~~~~~~ complaints and requests for assistance. This augmentation seems to be improving the image
and credibility of the 1G.

12. LIbrar ies, Commissary ,  PX and Concessions: A year  ago these’ fac i l i t ies  were  the subject of - -

complaints about the lac k of items general ly p re fe r r ed  by black cus tomers .  DA action solved some of
the problems. However , local action , sometimes under the advice of the RRCG, was necessa ry  to
complete the task. We arc continually sensitive to complaint s in these areas  and gcne ’ra ll y find

• deficiencies easy to correct.  Post barbers and beauticians have attended several  workshops to te ach
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them about the styling and t rea tment  of Negro ha i r .  However , this still does not insure equall y skilled
t rea tment  of blacks ’ hair .  A great help would be a black barbe r and beautician in each shop around
post.

13. Post Clubs: Little progress  has been made’ at post level in our attempts to reduce rac ial  polar iza-
tion In NCO club branches. For several  months , bands were rotated around the annexes to eliminate
the informal designation of one branch as the “soul” club and another as the “country and western”
club. Although the schedule was widely publicized , members  did not follow their  favorite band s to
other club annexes. Club patronage decrea sed , and financ i al louse ’ , increased. An experiment with
disc-jockeys playing the most popular records of all types of music had little effect. The clubs are
now back to their usual schedule. To help In sure  that at all annexes courteous treatment I. given to
club members, regardless of race , the club custodian has instituted a t ra ining p rogram, including
race relations, for waitresses and bar tenders .

14. Infantry Museum: As a result  qf complaints f rom black career is ts  and recommendation, by the
RR CG, the Infant ry Museum has recentl y increased Its representat ion of minority group soldiers. A
temporary exhibit on the 24th Infantry Reg iment is now being dis played. One Negro mannequin is
being used in the Ai rborne  exhibit and another is on order .  Research  is underway for a disp lay on
black Medal of Hono r winners. Plans for exhibits in the new Infantry Museum will take int o account
the contributions and heritage of minority groups in the A r m y .

15. Modern Volunteer Army Program: As this p rogram removes unnecessary  i r r i t an t s  to the soldier ,
improves his life style and generall y betters the Army,  the effect on race relations is and should
continue to be favorable.  Also important  to the racial s i tuat ion Is the recru i tment  of blacks , espe-
ciall y those with officer potential , to a serv ice career .  The RRCG has had some input into the pro-
motional activities of VOLAR, However , we see the key to recruitment being the elimination of pre-
judice and discrimination in the service - in essence , the achieve ment of the goals of our entire
race relat ions program,

16. Off-Post Housing Discrimination: A. the result of an RRCG recommendation, the post ’s Housing
Referra l  Office recently took special steps to uncover covert off -post housing discrimination. For a

• 60-day pe riod special briefings were g iven to all personnel processing through the office. This
briefing encouraged the ind ividual to watch for and repor t  situations in which he ( 1) was denied the
opportunity to rent  vacant housing, (2) was subject to sudden unexplained raises in rent , or (3) was
shown only housing in a racially distinctive residential section (e. g . ,  predominantly black area). No
complaint, of housing discrimination were reported. We recognise that racial discrimination in
housing continues to exist and off-post residential areas remain segregated. What is needed is more
imag inative and aggressive measures  to uncover the cleverly disguised discrimination.

17. Off-Post Tre .ttment: With “off-limits ” authority now delegated to the Commanding General,
soldiers are being encouraged more than eve r to submit complaints if they have been subjected to
racial discrimination In the surrounding communit ies. However , the number of specific complaints
which can be investigated remains  low. One reason for this is the soldier ’, continuing dis t rust  of the
system or his lack of motivation to “hassle” with making a complaint. Thus , we need to keep s t ress ing
our concern and sincerity. Another reason is that much of the discrimination is covert~ yet , we can
still do something about these , if soldier , come forward with them.

18. Communjt~ Relations:

a. Military assistance to the community in the area of race relations has take n several forms.
Two men active in our post program are citizens of Columbus and serve on racial advisory councils
downtown. Several mUitary  people inc luding two from the RRCG have done volunteer work at an
assistanc e clinic called the Open Door Community Center. Post personnel also assisted in the planning
and Initial conduc t of racial seminars for local city government officials.

b. During the period of high racial tension in the surrounding community in May and Sune 197 1 .
the Commanding General formed an ad hoc advisory body Including some unit and staff personnel, the
DPCA and RRCG. The group for mally met three time s to discus, the various crises faci ng city
officials and the impact of the tension on the post. At all times the conccn.us of the group was that
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7
the mili tary should keep a “low profile , ” but communicate ’  to key officials  our recommendat ions
and concern. Thi. action seemed to be quit e effective and should be ee nttnued if the need a r i s e s  again .

19. Infantry Schoolt

a. As mentioned ear l ie r , the Leader sh ip Depar tment  g ives a two-h ou r  class on race re la t ions ,
as part of “Leadership for Professionals , ” to all post Leader s  E-5 through 0-6. This ha . had a
favorable impact on post race re lations.

b. During the past year the RRCG has assis ted t h ’  School in several ways. It ha ,  suggested
improvements to race relat ions c lasses  for leaders and r ec ru i t s .  Duri ng tr a in in g  p rograms for  rac e’
relation, instructors , it has hel ped plan and par t ic i pated in sensi t ivi ty t ra ining sessions. The Group
has also brIefed the potential ins t ructors  on the post p r o g ram  and p ar t i c ipated in discussions on rac ia l
issues.

20. Civilian Education Program: The t ra in ing  division of the Civilian Personnel Office I. stud ying an
RRCG suggestion on a race relations education program for civil ian employee. . This sugge ‘tion was
the result of many soldiers ’ complaints about the’ racial insens itivity of civilian supervisors  and
civilians who have frequent  contact with troops.

21. Information Officer: The Information Officer , with assis tanc e’ f rom the  RRC G, pe r forms several
on-going measures  which help improve race relations . He publicizes A r m y  policy and local policy
on equal opportunity and t rea tment .  Ho prepares  command information top ics to s t ress  the positive’
aspects of the rac e relations program. Ho insures adequate coverage of minority group contributions
to the service.  The Information Officer also has an act ive role in many of the post activi t ies cited
previousl y, Including VO 1.AR, advisory councils , and community relation., .

RAC l~ RELATIONS COORDINATING GROUP

I. Gene ral l

a. If one agrees that the Army has a ser ious racial problem and that the program outlined here
can proba bly help lower racial  ton.ion, then the next questi on is how to implement the actions. Some

• say that the existi ng organization can do it - that there  is no need to Crea t e  a sp ec ia l  staff office. A
weakness in this ar gume nt is the lack of success in this approach over the las t  several  years .  More’
importantly, we feel that complexity and seriousness of racial  problems requires full-time personnel ,
at least for several y e a r s  until the necessary  procedures and individual sensit ivity are built into the
Array syst ’~m.

b. At Fort Benning we were able to find five people who we thought would be effective work ing
full-time on race relations . The naming of the Group wac a rb i tr a ry ,  but now seems descri ptiv e. The

-
• general concept and nami ng of the Group Is likely to be adopted by other posts in the Army,  since it is

part of the Modern Volunteer Army Master Plan (Annex I)).

2. Misslon of the RRCG:

a. Advise the Command ing General and the Direc tor  of Personnel and Community Activitie, of
the Infantry Center on the ca uses of racial tension and assist with programs to improve race re lations
among post personnel.

b. Advise and assist  post units and staffs in efforts to promote rac ial harmon y.

3. Functions:

a. The many functions of tht . RRCG are  covered in the preceding desc ription of ti’e overall pro-
gram. Genera lly, th e Group is the p r imary  staff action office for measures wh ich dt ~ct1y affect race
relations , It also acts as a post ’ level ombudsman f ’ r  black and other minori ty soldiers , as well as
an advocate for the equal opp ortunit y and treatment of all personnel. On occasions , mamber. of the
Coordinati ng Group act as personnel staff officer . , educator s , discu ssion leader. , information
specialist. , social work er s , Investi gators , researchers , and management consulta nt.. I 

-
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b. Th~’ Group is a fu l l— t im e ’  f or u m  for the ’ d i scuss ion  of problems and p r o g r a m s .  ft Is an open-door for  new ide.i, and eva 1u,~t Ions. It is al so  a c e n t r a l  c lear ing hou se for a l l  ty pes  of in f or n t at l on  ofuse’ in our p rog ram s  and , upon request , p r ogr . sn i s  of o ther  o rgan izat ions .

4. Per sonne ’ l Qualif icat ion, :

a. Ge’ne’rally . our goal is a nn Ll tL v .ee lal mixture  of o f f i ce rs  and soldiers  of various r anks .  A.mu ch a a pos a fble, e ’,ic h pe rson  a hould p U S S  e s  a soici ,  exp er t i s e , expe’ r ience ’ • a b i l i ty ,  and ink’ l e s t  inhuman re la t ions , prefere ’ab iy r i c e  re ’latj ej n , , At l e a s t  one’ person shou ld h , , ve  po s t -g r adua t e  work inSoc iology or psychology, ‘gai n p r efe ’r a bly c n ip h i ,  I r ing r a c e  relat ions . l”o r a l a rg e  Ar my post , the’OIC of the’ group should b~’ a major .

• b. The Group must  h ..ve a c o t i t t a i n at i on  of v ie•wpo ints m d  backg rounds.  Some menther s  must be -:able to es tabl ish  r apport  with  young blacks  and white’, in order  to ga the r  “gr a s s - r o o ts ” informat ion.Thi. role would normal l y be fi l led by a young l ie utenant , NCO, or low r anki ng s o l d ie r .  Equa ll yimportant  a re  members wi th several  year s  service  who have ’ a gr i ’atei ’ unders tand i ng of the A r m y  andthe at t i t udes of its olde ’r ca ree’ris t s .  In o ther  words , all s ides of the pr oble ’rn should be rt ’pi ’ese ’ntedin the ’ Group. Only with th is  balanced membersh i p can the RRCG effect iv el y in i t i a t e  and supervis eprogr .e nta  specificall y des igned to cope with race ’ r e la t ions  in the A r m y .

5. Selection of Personnel:

.s. Some of the ’ p ersonnel  for the Group may be identified throug h normal  AG channels , alt houghsome desired char . ,e ’ tcr i s tj c s  will not be’ on fo rms , but r a t h er  must come’ out in in terviews.  The postthat is just s tar t ing  an RRCG will probably have to assi gn personnel g radua l ly, as the y are  identif ied.Mc’rnbers al read y on th e  Group  may ident ify good prospec t s  d u r i n g  t h e i r  v i s i t s  to post units .  Pro-spective mc i --t i e r s  should be abl e to stay with  the ’ Group at l , ’ast  twelve month s .

I 
b. Some ca reer  office ’ r a or NCO’s who sho w h igh po ten t i a l  for  the ,iob may expre ’s s r es e rv a t i on sabout being assi gned because ’ of the s t igma a bout this type of job. The’ D i r e ct o r  of Per somae’l can  hel pthe Individual by a s su r ing  him of the’ imp ortance of the job and e’fl~1)h ~,s I r ing t h a t  the  as si gnment willnot be det r im ent al to h i s  ca r e - cr .  It is ideal if qualified per sonne’i do volunteer for  the ’ job , but it isnot necessary .  Our experienc e 1-,as been that  once an ind i vidual learns  n~or ~’ about the race r elat ions ,he becomes interested and committed.

OBSTACLES TO A SUCCESSFUL P1~OGRAM

I. Many obstacles to the smie ’c , s s  of .m race ’  re lat ions p r o g r a m  a l read y h ,ey e been mentioned throug hout• this paper . The ’ more ’ ge’ne ’r , m l  p rob lems  ci ted  below a l e ’  of ., magni tude’ th at can  ea s i l y  subvert ourefforts.

2. “Don ’t Stir 9~ Trouble: Many leaders  will misunel i ’r ,tand the efforts  to lower r ac i a l  tens ion.They wUl see the program as onl y st i r r i n g  up soldIers , especially when on the surface  a unit st’e’msquiet. They wilt misunders tand ni e ’, m s t l r e s  desi gned to Frevent  ou tb reaks  of tension. Our missionshould not be to keep soldIers quiet  and “in t h e i r  place . “ but r athe ’ r to e l i m i na t e  degrading t r ea tment.,nd unequal opportunity.  In the’ process ~t( un co v m ’r ing  probl ems , people will get “s t i r red  up. ” But ,gone a re  days when whites  could deb ate what p r i v i l eges  and ri g hts  should be’ g r an t e d  to blacks . Thereis no longer the ’ option for  A m e r i c an  le ’ade ’r s to conduct  . .f f . , ir s  as u sual .  Violence has already erupted• In both the civilian and m i l i t a r y  communi t ies .  A5 we make he’adway in e ’i iminat in g d i sc r imina t ion  andprejudIce, t hen  we will have less turbu le ’nee ’ . David Coope r quote ’s a young Marine ’  as saying,  °Toomany people’ think thi s th in g  e .mn h, wai t ed  out mo d t h .,t it wil l  soon be mint  juleps on the verandah  again.
• We ll , no way. “

3. Unbalanced VIew of the Problem;

a. Some whites think of them.e ’lves as having no r , ,c , ’. When they say “race ” they mean b lack s,A “race ” problem mean s a problem with the ’ blacks. R.m ci a i viole’nce or a racial assault means it was
• committed by a black. Conseqtse ’ntiy, they blame r a c i a l  problems p r i ma r i ly  on blacks althoug h theywill occasionally admit to blamin g ove r tly prej udiced whites like’ members of the’ Ku Klux Klan.  Wemust alt share the blame’ and the burden for .m solution, Who in th i s  coun t ry  can say that he has done

-
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all he could to insure equal opportunity and t reatment  for all? It is meaningless to say, “I have never
discriminated, “ or “I used to be prejudiced , but sinc e’ l came into the Army,  all that has changed.
More whites need to discard their  pretens e and share in solutions.

b. Because of the tendency to view race relations as a black proble m, there  is also a tendency
to be predominately concerned with attitudes of blacks . However , whites ’ att i tudes concerning race
relations are important  and must be considered , since any action which ignores 87% of the A r m y  is
out of balanc e.

4. Para noia and Cont r i ved Grie vances:

a. Complicating racial problems is the fact that some complaints f rom blacks a rc  th resu l t  of
misunderstandings or false perceptions. These grievances may be the product of a pa ra noia that  the

• black man could understandably develop while growing up in America.  He expects unfair t reatment,
especially in an organizat ion like the Army that Is controlled predominantl y by whites. This concept
must be understood when discussing race relations. It is another example of why we must view the V

problem in the context of the entire society. ~

b. A smaller number of grievances come f r o m  a minority of blacks who arc seeking preferen t ia l
t re atment or just want to “mess with” the system.  This fu r ther  complicates the problem , es pecia lly
when it alienates whites who are seeking solutions.

5. Hiding the Problem: As in any organization , we ha ve a tendency to hide negative aspects of our
• a rea of responsibility , since this reflects poorl y on ourselves. A r m y  commanders need to encourage
• subo rdinate leaders to be candid with race problem. Hiding the problem can make it worse. Sinc e

the cause, of racial tension are distributed throug hout society, the leader should not feel or be jud ged
personally responsible for overt manifestations of problems .

6,. Low Prestige: An obstacle to getting more careerists actively involved in the race relations
• program is the low prestige of equal opportunity and treatment work. Additionally, few people would

• regard it as enhancing to a military career .  Thus , there seems to be very  few career is t s  interested
in full-time Work in this area. These attitudes also hinder the effectiveness of groups like the RRCG.
Members of the Coordinating Group may be seen as people with a “hang-up ” on race relations or as
careeris t,  frustrated because they were put in a “dead end ” job.

7. Resistance to Attitude Chang e: Most race relations problems are caused basicall y by individual
attitudes , distorted by prejudice , stereotypes , and paranoia. Racial harmony will evolve only after
changes in individual attitudes. Even though it is so important , attitud e change is not a practical
goal for Army programs. Attitudes develop ove r many years and must be changed voluntarily by the
individual. Intensive sensitivity training and other sophisti cated measures can speed the process.
However , this seems to be too expensive and impractical even to be done for  ca reeris t ,  in key positions .

• Yet , in an aggressively executed race relations program , at service schools and in units , we can
change behavior and create an environment conducive to positive attitude change.

8. “It 1. not the Army ’s Fault”: Some leaders re si s t  devoting more r esources  to improving rac e
relations on the basis that society is to blame and the Army cannot change society. As one unit
seminar report put it , “Because racial prejudic e is carr ied into the service f rom civilian life , it is
not the A r m y ’s fault. ” Who is to blame is not the issue. Racial tension is detr imental  to troop morale
and consequently affects fig hting efficienc y (it will also severely hamper  the successful accomplishment
of civi l disturbance missions . ) As a Commanders Call article stated , “To ignor e racial host i l i ty on
the grounds thatcommanders are not social eng ineers is to d is regard  the commander ’s t r aditi onal
responsibility for insuring the welfare and morale of his troops , and for keeping them ready to per form -

•

all ass igned missions . ”

3Commanders should road Black ~~~ by Cobbs and Grier  for an excelle ’nt discussion of black paranoia.
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9. Apat hyj At Fort Benning. overt racial tension has decline d over the past year. Hopefully, this
is the trend Army -wide. Howeve r , there is danger that the subsidin g of overt violenc e will cause the
race relations program to loose steam before it Is ful ly implemented and institutionalized. Assuming
that tension will cont inue to plague society especially in urban areas , we can expect that the Army
will also be plagued by black frustration and paranoia and white insensitivity and bias . If the program
Is not fully Implemented, tens ion will probably continue to rise and fall In the years to come . The
Implementation of an effective program will be difficult enough, even with a committed majority of
Army commanders. If we become apathetic or think the problem has passed , then the task will be
Impossible.

THE FUTURE

Personal Note : One year ago a contemporary was told about our work on the R,RCG, his response
was “How did you get stuck in that?” Today, we find some of our peers rending Soul on Ice or telling
us about how they became interested in race relations as company commanders in Europe. We hesitate
to call this a trend , but it is encouraging.

So where do we go from here? Obviousl y, the recommendation of this paper is the implementation
of the described program which is the result of the tact eighteen months of experimentati on. Once
implemented the program should be evaluated, revised , and lessons learned passed on to others.
Supporting the ins tallation programs should be a great emphasis by service schools on equipping leaders
with the knowledge to cope with race relations problems and supe rvise programs . Officers in advance
courses and senior service schools should not only receive classes, but also participate in intensive • 

-
discussion groups and awareness sessions. NCO’s must be reached by both unit and school programs.

The Army can no longer pus h racial problems down the hail to the Equal Opportunity Officer or
expect that a few people can come up with the solutions. We need more active participation by more
leaders. We need to getafl of the leadership to cross the line from being part of the problem to being
part of the solution, We must have a better understanding of the young soldiers, black and white, who
are products of our Amer ican society. We must not try to strip them of their Identity and fit them
into an olive drab mold.

The Army has great potential to improve race relations; at every stage In the development of race
relations in America, the military has led the way and it must continue to exemplify the best of
America ’s traditions , With enough commitment from enough people , we can go a long way toward
achieving racial harmony, increase our effectiveness and set an example for other Ins titutions in our
society.

Fort Benning, Georgia
Zl July 1971
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INITION OF TER MS

1. Human Relations; interpersonal beha vior which facilitate, or hinders mutua l understanding andcooperation In pursuing common goals and which affect,  interpersonal f ric t ion caused by real orima ginary d iffer ences. Hu man relations In this f rame of reference  deals with a stud y of basic hum anfactors which are  Influenced by heredity and environment and form the basis f o r  f r i c t ion  and/orhar mony in interaction between peoples of a.ll ra ces , culture s and social strata.

.~l. Rice. A human group tha t sociall y defines itself and/or is socially defined by other groups onthe basis of p~yiical character is t ics ,  i. e. , skin color, hair , skull, facial fea tures , etc. In t u r n ,• people may Incorrectly bel ieve that these physical characteris t ics  are  int r ins ica l ly  re lated to moral ,intellectual, and othe r nonphyslcal attr ibutes or abilities , such as ambition , cleanliness, dependa-bility, and I nnate intelligence . In the c ontemporary United States some- commonl y recognized major• racial groups are white., blacks . chicano s, American Indians , and Japanese Americans . Ofdecreasing importance today is the supposedly scientific definition of race: the v~ r 1ous divisions ofthe human species each group having in common certa in  hereditary  characteristics such as skin color , -skull shape , bone s t ructure , etc. Anthropolog ists  have devised d ifferent  classif icat ion sche me s tha trange from three (Caucasian, Negro , and Mongoloid) to more than forty races. These schemesbecome Imprecise when applied to hi ghly mobile , plura l i s t ic  populations , as In the United States ,made up of mIllIon, of people with mixed backgrounds. An example of the unscientific nature of thehereditary or genetic schemes: the- offspring of a black and a white is socially considered a Negro ,unless he can “pass for white. ” As a categorization of people , race has no object ive meaning

L 

independent of its social definition.

3. Race Relations: The relationships between groups and :nembers of groups that have been sociall ydefined as races on the basis of p~yslca1 cr it er i a .

4. RacIsm: The belief tha t organic , genetically t ransmitted physical and biological differences
• (whether real or Ima gined) between human groups are intrinsicall y associated with the presence orabsenc e of certain socially relevant abilities or characterist ics , hence that such differences a r ta leg itimate basis of offensive distinctions between groups socially defined as races . S

5. Ethnic Group : A group of peopl e socially dist inguished primari ly on the basis of cu l tura l  c rite r ia(e. g. , language, life style, relig ion, mores , national ori gin , etc .J  Examples a re ’ Ita l Ian-Amer icans ,• Puerto Rican. , and Jewish-Americans, The social definition often includes stereotype , and mis-conceptions about the attitudes and behavior of the group.

6. Minority Groupi A classification of people who because of their numerically smaller size andeconomic , racial or cultural characterist ics , a re  usually separated (voluntarily or involuntaril y)from other, in a society for separate and frequentl y unequal treatment, and who therefore regard• themselves as objects of collective discrimination. The existenc e of a minority group implies theexistence of a dominant group with higher social status and/or greater  privilege,. ?sftnority s ta t uscarr ies with it exclusion from full participation in the l ife of the culture.

Prepared By: Race Relati ons Coordinati ng Group
Fort Benning, Georg ia 3)905

SOerive d from Race and Racisrn~ by Pierre van der Berghe.
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COMMA ND ER’S RECOMMEND ED READING LIST

The- following reading list contains those ’ books that  the -  Race Relat ions  Coordinating Group considers
tha most informative in the .ir e~.. of rac e’ relations; however , the reader must understand tha t  these
books do not give hard and fast . tnswe-r s to th e - problems in i .te’ e- relations , t h ey  onl y show the forms
,,nd background to these problems with some general  advice on how to comba t them. Realizing the
demand s placed upon the command er s ’ time ’ i t  is re - com mended that  the books be read in the order
given , wi th  special e’ mphasis placed upon the Kerne -r  Commission Report .

I .  Kerner , Otto , Chn~n . ,  Re -p ort of the - National Adv i so ry  Commission on Civi l Disor ders,  US
Government , t968 . 

k

The conclusion of th is  commission , .‘r ~~.,t~’d t o inve s t i ga t e  the’ ca use’, behind the urban  riots of
1967 , wa s that  “~~~r nat ion is moving t ow ard  two ~o c t e -t ( ,’s , one black , one white — sepa r a t e  and
unequ.tt . “ -rhi~ r e-p or t  should have the ’ p r ime ’ cons id er at ion  of the ’  co m m an d er  since it exp lains
the reasons for a g rea t  deal of the- I r  t t~~, t  r a t  ion that  the’ blacks in this coun t ry  feel , the reasons
tha t it tak e’s .m violent for in , but t i  the ’ am, ’ t i me’ dis spells th e~ fea r ,  tha t such outbursts  art ’
anything more than spent ane~ous ou tburs t. .

.~~. Silb erman , Charles , Cr i si s  In ltl a e’k h it ,’ Vint a~~’ Press , I’164.

Consid, ’re ’d ,t class  Ic in the ’ ar t . ,  of se ’cio tog~- , Sithe r man shows the th~’ ‘‘Black probl e.m” in
t h i s  country is actual l y p a r t  of an o v t r . , L I  p rob lem , .e problem composed of black and whi te-s .

a-
• 3. Crier . Wil l i am H. & Cobb, . Pr ic e  M. , ,ck I~~j 1~~ t i .t nt .’m !3ooks . 1Q6$.

A psyc hoLog ical study of the ’ blae -k I i m , e n  in • -~ m e - n e - ., whIch d t s c  n b c ’, the ’ emotional conflicts and
dcsper ati on which he’ fec’), , the r es ult t ’ t  . t l i v i n g  t’~~n i t a , t of s l av e -n y .  OneS of the~ important
points broug ht out by this book it .  the pa r , Ino i . ,  li- on , w h i t ’ Im ni , ,n v blacks suffer , even when sue -h
feelIng s are not just if ied.

4. Malcolm X , The rn Autobiograp h y ‘1 Malcolm X. Gr t ’v ,  Press , 1’) ,4 .

A vivid descr i ption of what it lee-is l ik t ’  to be’ .~ black man in A m e r i c a , Malcolm X de -se ribes
his relations with E li j ah Muhammad and the’ ltl.te’ k Muslims , and why they totally reject
anything connected with white cu l tu r e - .

S~ Fanon, Frant a , The Wretched of the E a r t h ,  Grove Pre ’as , ) ‘) (~3~

A black psychiat r is t  who served with the’ French Forces in Indo-China and Al g e r ia , Fanon
expresses his be-tie -f t h at  the ‘ colored r ae - i’, of the ’ world a r t - oppressed by the white races ”
and that the only way to comba t th i s  oppression i. th roug h the u se’ of violence’ by the’ 3d world
movement.

6. Cleaver , Eldridge , Soul on Ice, Dell Publishing Company, 1968.

• An autobiography by one- of the, leader s  of th ~ Black Panther Party, th is  book should be’ re ’ad
with care. While ’ it is one’ of the ’ most volatile ’ .i nd popular of the books by black aut hor, , it is

• not the- definitive stateme’nt on the ’ c a u s e s  ,,nd so lu t ions  to the prob le ’n-m s of blacks In An ie ’r ica .

7. Brown, Claude- , Manchild in th e ’  Promise ’d Land, Signet Books , 1965.

The’ autho r , who grew up In Har lem , at tempt s to t~- ll how it le’,’ls to grow up in a ghetto .
knowing th*t there is almost no e’ht we- of e’ver t ’sc -ap ing, of e-ver f inding a better  life ’.

8. Baldwin, James , Notes of Native Son, Ilantani Pr ,’,, , 1~)S 5.

Baldwin, a highly art iculate’ black w r i t e r , exa mine-s An~e’r ica and the’ race situation , wi th
special emphasis on the black at t i tude -  toward tin ’ whites in thei r strugg le’ for survival  in so
host ile’ environm ent.

U’ICLOSURE~~
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