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he National Reconnaissance Office (NRO) is committed
to being a model equal opportunity employer for the
Federal Government.
Six elements
a model program: demonstrated
commitment from the organization's leadership; integration of
Equal
(EEO) into the organization's
and program accountability;
rwc,,,rt,,,p nrr"""ntuU"\ of unlawful
and
<"v,pnc'<:<:'

and legal LVIllV.llcll

Military Equal Opportunity (MEO)
Complaint Process ..................................................... 23
23

Sexual Assault... "'''''''''''''''''''' 26

MEO Informal Complaint

MEO Program Appeals

Process", '" ""'" '" '" '" "" '" "",,24

Process", ""'" '" ""'" '" ""'" "",26

MEO Formal Complaint

Formal MEO Complaint

Process", '" '"'''' '" "" "'" '"'''''' 25

Appeals:, ""'" '" ""'" '" ""'" "",27

MEO complaint process:

Reprisal" """"" """"" '" ""'"'' 26

Contact Information .................................................. 28
References ................................................................. 29

Fre'gnancy and Genetic Information;
Equal Opportunity in all personnel employment
programs, management nr"rhrp<: and decisions. These
include, but are not limited to, recruitment, hiring, merit
promotion, trallstE~r, n~aS:Slgnm
and career
development, benefits, and ,",pr,,,,.;,,,,,,,
U Uj,HW'5

Zero tolerance for "Tn,r I<' 1'>1 ",'P harassment and
discrimination.
of such behavior will be
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if substantiated, appropriate

actions will be taken; and
Zero tolerance for reprisal
member who engages in activity nr"tprtp,rl
the civil rights statutes. This includes exercising individual
rights under the law, opposing discriminatory practices, or
utilizing the equal
complaint process.
The organization's policy is to adhere to the provisions of Federal
EEO laws and regulations; to provide
opportunity in
employment for all persons; to prohibit discrimination on the basis
of the
include: Race, Religion,

in the EEO processes.
discrimination and/or for
Organization written policy and Executive Orders also protect
from discrimination on the basis of other (';1j'pO',-".,
such
as, sexual orientation and status as a
apply to all NRO employees, civilian and military,
and applicants for employment. Independent contractors and other
,...,."t"'f'to,rl under the circumstances outlined in the
Commission's

n individual who believes that he or she has been
or harassed on the basis of Race,
National Origin, Age (40 and over),
must contact
Genetic Information, or
to the NRO's Office of Equal Employment
nr,nn,,.h'milc\f and Diversity
(OEEO&DM) within
45 calendar days of the date of either the
discriminatory
"""1(i,'ni- the effective date of an
discriminatory personnel
action, or when an employee learns or should have learned that the
discriminatory matter or personnel action occurred. Under certain
limited circumstances this period may be extended at the discretion of
the Director, OEEO&DM (D/OEEO&DM).
At the initial COIJ.m,e11Ln session, the EEO counselor will work
the
The
with the O'O',',p\,pl1 individual to
counselor shall advise the
individual in writing of his
or her rights and responsibilities under Federal EEO laws and
regulations, including the
to a relJreSel1tatI of his or her
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choosing and the
to :lnnn'\Tn1
pre-complaint process.

in the informal /

In
cases, the counselor will offer the aggrieved individual
the opportunity to
mediation through the
Resolution (ADR) program, as an
alternative to the traditional EEO process (See ADR).
individual chooses the EEO informal/ nr,p-r'nn,nll:lll,t
If the
process in lieu of ADI{, the counselor will work with the individual
and their management to resolve the
If no resolution is
the counselor and aggrieved
obtained within 30 calendar
individual may mutually extend the process for up to an additional
60
and continue to seek resolution.
If no mutually
resolution is reached
the
informal process or ADR, the EEO counselor will issue the
individual a Notice of Right to File a Formal
of Discrimination. Upon
individual wishes to continue in the EEO formal LUllliJ.L<Ul
he or she must file a formal complaint in
OEEO&DM within 15 calendar days.

the procedures for pn)cE~sslng
With minor
of discrimination based on Age (40 and over) are the same as for
those complaints based on any other Federally-protected EEO
<",,,tpCHW" To pursue an
discrimination
the ",,..ern,p,,,',,
individual must be at least 40 years of age at the time of the
action. The
Discrimination in
Act
does not require a strict adherence to the Title VII processes
your
under
described above. For more information
the ADEA,
contact an EEO counselor/investigator.

Alternative Dispute Resolution (ADR) is an informal method
of
workplace disputes through mediation. The most
important ADR program requirement is fairness. Generally, an ADR

program is fair if it is
confidential, enforceable
the
(if an aglreem(~nt is reached), and led by a neutral person, like
a certified mediator, who has no personal interest in the dispute. A
mediator is trained to
people who have disagreements talk to
or wrong or
each other. The mediator does not decide who is
issue a decision. Instead, the mediator helps the parties work out
their own solutions to their

During the informal EEO pre-complaint process, the EEO counselor
may
ADR as a resolution method. In order for mediation to
occur, both
must agree to try mediation. If the parties agree
is automatically extended to
to mediate the dispute, EEO
90 calendar days. The mediation session
with the mediator
LU::,~UIlJlll~ the process and :In'nAlPrin(Y any questions either
may have. Each
an opportunity to present his or her
viewpoint on the
A discussion, facilitated by the mediator,
follows the opening statements. The mediator may also call for
private meetings or caucuses with each of the parties to clarify issues
and discuss any topics of a sensitive nature that one
may not
have disclosed
the opening statements or only wishes to share
with the mediator. Joint discussion continues after these caucuses
until agreement is reached on the issues, or until the parties agree that
no resolution is possible at that time.

Mediation is a confidentiat non-judicial process.
Successful mediation offers fast and informal settlement of
the dispute and avoids lengthy and unnecessary litigation.
Rather than leaving the decision to a third party, such as
an EEOC AJ, mediation gives the opportunity to reach an
agreement that works for the disputant and the agency.
Settlement
secured
mediation are
binding and do not constitute an admission of any violation
of laws enforced
the EEOC.
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If no mutually acceptable resolution is achieved
the EEO counselor will issue the
individual a Notice of
Right to File a Formal Complaint of Discrimination. Upon
of
this notice, if the 0"0""'''''''''' individual wishes to continue in the EEO
formal complaint process, he or she must file a formal complaint in
with the D/OEEO&DM within 15 calendar

The results of discrimination investigations will be recorded in
1H'·':;"',","""",.:; files to be maintained by the D/OEEO&DM.
The D/OEEO&DM will release lTH,,,,,,iCH,,,h

/ complaint information
concerning an employee only on a strict need-to-know basis and
to a written request. Persons who may be allowed access to
this information include:
officials who are
and / or
appropriate
and remedial actions;

Upon
of a formal complaint of discrimination, the
organization will issue to the aggrieved individual a report regarding
the informal/
process and the D/OEEO&DM will
determine whether to accept all or part of the case into the formal
process for
Reasons for
a case are
in Title 29 of the Code of Federal Regulations Part 1614.107. An
individual whose case is dismissed by the
can
appeal the dismissal to the EEOC.
If the case is accepted into the formal process, the D/OEEO&DM
will
an impartial EEO
who will
an
investigation and issue a report of investigation within 180 calendar
(plus 30
for file sanitization /
unless
in
to an extension
Amendments to the complaint or the
may result in an automatic extension
period in accordance with Federal regulations.
Upon completion of the
a copy of the ",·,.:;o,u".a"".:;
file will be provided to the aggrieved individual and his or her EEO
or attorney.

The General Counselor
Other
the D/OEEO&DM.

",,,,unpp'

and

officials as determined

aen"".,p" individual
a hearing, the AJ will review
the
report and have the opportunity to request further
investigation and details. During the
process, both the
individual and the organization will have an opportunity
to conduct
or documentation to
schedules and conducts a

render a decision that will be forwarded to the
and the
organization ""'~""\"

O'O',',p"p(1

individual

If the
individual does not
a
a FAD will be
issued by the D/OEEO&DM based upon the facts contained in the
",·,.:;o,u",a"".:; report.

When the investigation is complete, the D/OEEO&DM will conclude
the formal process by adviSing the aggrieved individual of the right
to choose between a hearing before an EEOC Administrative Judge
(An, or a Final Agency Decision (FAD) from the organization stating
whether or not discrimination has occurred. The D/OEEO&DM will
also notify the
individual of the right to appeal a FAD to
the EEOC.

If the
individual is dissatisfied with the FAD, the
individual has the
to file an appeal with the EEOC Office of
Federal
(OFO) or the
individual may file a civil
action in U.s. District Court. If the
individual appeals to
the EEOC OFO and is dissatisfied with its decision, the aggrieved
individual may still file a civil action,
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The EEOC regulations set forth nrlV'Prillr<'" for the processing of
may
class complaints of discrimination. The class complaints
be used
individuals who believe that
to a class of
individuals which has been discriminated
because of Race,
Religion, Color, Sex, National
(40 and over), or Disability.

group of past or

a "class" is defined as a
that

nr,p<:c'nt

personnel policy or
that the organization has the authority
to rescind or modify and that discriminates
the group on the
basis of their common Race,
Color, Sex, National
(40 and over), or
The "class
is defined as an
employee who believes that he or she has been discriminated
in common with other persons
situated, and who files
a
on behalf of the entire group. A "class complaint" is
defined as a written complaint of discrimination filed on behalf of a
class by the agent.
The class complaint must

the

The class is so
members of the class are

by the

TheNFA

There are questions of fact common to the
Claims of the
the class; and
An

of the class are typical of the claims of
or his or her

ongress enacted the No FEAR Act (NFA) on 15 Oct 2002,
Law 107-174 effective 1 Oct 2003)

rpl~r"""Ynh

will

to:

Be accountable for violations of antidiscrimination and
whistleblower protection laws;
Train employees about the
and remedies available to
them under the laws applicable to
Prevent and reduce discrimination; and

The EEOC
class LVIUI-'''UI of discrimination
is
detailed and has been summarized here
For more information, please contact an EEO
at the OEEO&DM.

Act more expeditiously to resolve
administrative
when appropriate.
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A Federal agency cannot discriminate
of
with
to the terms, L""".aU""",
employment on the basis of race, color,
sex, national
age,
marital status, or political affiliation.

Federal agencies can not effectively operate if
~n(X\'l'\." or tolerate discrimination.
Federal
cannot retaliate for court
or settlements
relating to discrimination and whistleblower laws
the claimant or other employees with reductions in compensation,
benefits, or workforce to pay for such judgments or settlements.
must ensure managers have adequate
in 11lCll'''"F;1l
a diverse HTrW"'Cr.,r""
resolution, and communication skills.
unfounded

rl1crlr,l1n
actions
of, managers accused of

discrimination.

Federal Employee Discrimination and Retaliation: Federal ag(:nC'les
must repay the Department of Treasury's judgment fund for
judgments, awards, and settlements reached at Federal District
Court, out of their own operating
Federal
must
notify
former
for Federal
employment of the
available to them under
Federal
whistleblower
and retaliation
laws.

EEO Complaint Data Disclosure: The NFA
each Federal
agency to
on its public Web site, summary statistical data
relating to Federal EEO complaints filed with the agency.

you from discrimination based on
Antidiscrimination laws
Race, Color,
National Origin,
(40 and
over), Pregnancy, and Genetic Information concerning the terms and
conditions of employment in relationship to:
Hiring, promotion, pay, leave, awards, training,
and terminations;
for disability and religious reasonable
accommodations, unless doing so would impose an undue
hardship on the
and
Workplace harassment or the creation of a hostile
work environment.
The Equal
Act (EPA) of 1963, as amended, prohibits paying
different wages and salaries on the basis of sex for
similar work. An ,,,;r.Ynp""f"l individual does not have to file an
administrative UJllllJlClll before
a lawsuit under the EPA.
If an
individual wants to file an administrative
it will be processed like Title VII of the Civil Rights Act complaints
based on sex.
Act of 1964, as
Title VII of the Civil
and sex
discrimination based on: race, color, national origin,
(sexual harassment,
discrimination, and pregnancy
discrimination are considered forms of sex discrimination). While
not covered under Title VII, sexual orientation is a prohibited basis of
discrimination under Executive Order 13087, issued May 1998.
Religious Accommodation: In addition to protection against
discrimination because of religion, Title VII of the Civil Rights
Act also establishes the agency's duty to provide reasonable
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accommodation for an employee's
beliefs, unless doing so
would impose an undue hardship on the employer.
The

Discrimination Act is an amendment to Title VII of the
Act of 1964. Discrimination on the basis of pregnancy,
childbirth, or related medical conditions constitutes unlawful sex
discrimination under Title VII. Women affected by pregnancy or
related conditions must be treated in the same manner as other
or
with similar abilities or limitations.
The Age Discrimination in Employment Act (ADEA) of 1967, as
amended, prohibits discrimination in all
of employment
persons 40 years and older. The ADEA also pnJtects
errlDl()VE~es. age 40 years and older, from employment actions based
"t~'rp,,,h'T'~'" or
associated with age.
The Rehabilitation Act of 1973, as amended, prohibits discrimination
qualified individuals with disabilities in the Federal
It also
to make reasonable
accommodations to
uauut::u individuals with disabilities.
The Americans with Disabilities Act of 1990 (ADA) prohibits
labor unions from
disabilities in job application procedures,
advancement,
and other terms, conditions, and
privileges of employment.
The ADA Amendments Act of 2008
of
changes to the definition of
Americans with Disabilities Act (ADA).

under the

The Genetic Information Nondiscrimination Act of 2008 (GINA)
prohibits
information discrimination in employment.

Antidiscrimination laws prohibit retaliation (reprisal)
individuals who oppose discrimination or
in an
employment discrimination proceeding. Retaliation is discrimination
based on a person's prior EEO
for filing a complaint
of
for opposing
practices; or for
in any
of administrative or
proceeding
under antidiscrimination laws. Individuals who believe
have
been subjected to retaliation regarding discrimination must follow
EEO discrimination complaint procedures.

If a
alleges discrimination based on marital status or
political affiliation, she or he may file a written complaint with the
u.s. Office of
Counsel (OSC). In the alternative (or in some

cases, in addition), the LVIHVl<Ul
element's administrative or
if such
and are available.

Under
each Federal agency retains the
where
appropriate, to discipline a Federal employee who has engaged in
discriminatory or
conduct, up to and including removal.
However, if OSC has initiated an
under 5 U.s.c. §
1214, Federal
from the Special Counsel
among other activities,
in

in the NFA alters
to violate the
accused of discrimination.
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or
who has been
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The OSC defines a whistleblower, according to the Whistleblower
Protection Act (WPA), 5 U.S.c. § 2302 (b )(8), as an employee, former
employee, or contractor who provides protected disclosures she or he
believes evidences fraud, waste, or abuse in the form of:
Violations of law, rule, or regulation;

to you, contact:

Office of
Counsel (OSC)
1730 M Street, N.W., Suite 218
Washington, DC 20036-4505
800-572-2249, 202-254-3640, or
800-877-8339 (Federal Relay Service)

Gross mismanagement;
Gross waste of funds;
Abuse of authority; or
Substantial and specific

If you want to make a protected disclosure under the WPA to OSC,
and it has been determined that the aforementioned c>v,~"r,hrm do not

to public health or

Pursuant to 5 USc. § 2302(b)(8), a Federal agency cannot retaliate
an employee or applicant because she or he exercises her or
his rights under the WI'A

If you believe you have been subjected to retaliation for
a
protected disclosure under WPA, and it has been determined that
the aforementioned exceptions do not apply to you, you may file a
complaint with OSC at:

A Federal employee with authority to
direct others to
recommend, or approve any personnel action must not use that
authority to take or fail to take, or threaten to take or fail to take,
a personnel action
an employee or applicant because of
whistleblower disclosure of the aforementioned forms of
waste, or abuse, EXCEPT:

Office of SpeCial Counsel (OSC)
1730 M Street, NW, Suite 218
Washington, DC 20036-4505
800-872-9855,202-653-7188, or
800-877-8339 (Federal Relay Service)

may not disclose information
prohibited by law and if such information is
required under Executive Order to be kept secret in the
affairs.
interest of national defense or the conduct of
excluded from coverage under the
WPA include those in various l1lLC111t',CllLC agencies.
To determine whether you are
covered under
the WPA,
consult with the NRO Office of Equal
Employment Opportunity and Diversity Management
wW'U"'.LJl'H or the NRO Office of General Counsel (OGC).

of Defense Directive 7050.6, Military Whistleblower
Protection, is the authority and governs policy and responsibility
for whistleblower protection of military
Among other
the policy
members of the Armed Forces from
or
,."...,to.+o'; communication.
lin-prt."" the DoD and agency In<:nprt,.r General Offices
process whistleblower complaints from
personneL
)",-"",.j,.",,,,t
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Pursuant to Title II of the No FEAR Act, each Federal agency must
complete No FEAR Act training no less than every two years. The
No FEAR Act training requirement applies to Federal government
or
Tool.

laws cover all
who believe they have
based on the nrr.tp,--tP'; ":ltpC;(W'""
Sex,
Genetic Information, or
includes provisions for government and contractor
to
in the informal and formal EEO complaint processes. In
the OEEO&DM encourages contractors to counsel with NRO
EEO counselors
of discrimination
However, aU contractor
into the formal Federal EEO process;
criteria
to determine
Moreover, contractors must meet
employment criteria beyond the
for :l(,('prot""""
into the formal EEO process. The EEOC and the Federal courts have
to the
rule that
"U\.... """'UA.Hy file a formal complaint
a
ex,:e\:ltlcms are
as follows:
ex-errml'c)VE!es. or job
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The work performed
the worker is part of the regular
business of the agency;

Two
contractor

in the formal EEO

The worker is not engaged in
or

process remain open to

The agency provides the worker with benefits such as
insurance, leave or worker's rnlmr,pn

First, when complainants believe that their
- the contractor
- has been
in the
harassment or
the contractor with the Fairfax
or other appropriate local Office
of Human Rights.

The worker is considered an
of the agency for tax
purposes
is, the agency withholds
state, and
Social
taxes);

U i ' ' '..i H H H

is determined to be a
of the contractor
Federal
and
the EEOC will allow the complaint to proceed beyond the dismissal
Federal
are considered to be joint employers of
the contractor employee whenever the
control the means
and manner of the worker's job performance. This determination
requires consideration of all aspects of the worker's
with
the agency. Factors
that a worker is in an
relationship with an agency, which might render the agency a
" include the following:
The agency has the
the worker

to control when,
the job;

The work does not

a

The agency supplies the

revoke

The worker and the agency believe that they are
employer-employee relationship.

an

This list is not exhaustive; not all or even a majority of the listed
criteria need to be met. Rather, the determination must be based
on all of the circumstances in the
of whether the
refer to it as an
relationship or as an independent contractor relationship.

level of skill or
materials, and equipment;

of the NRO has on several occasions emphasized the
NRO philosophy that we are one team united behind our
mission, and that the entire work force - staff and contractor must function
and without fear of harassment,
discrimination or intimidation. To this
the NRO has several
from the formal EEO process
contractor
CUL'~LUh

between the agency and

UH u.UH5

The agency has the
worker;

The agency can discharge the worker (for
and/or

and how

The work is pertorrnled on the
There is a '-'"
the worker;

own distinct

to

The agency sets the hours of work and the duration of the

The worker is paid by the hour,
the
cost of
a

rather than

The worker does not hire and pay assistants;

Every NRO facility has WVATs that actively l1";t:"Ul".dlt: any and all
complaints of violence in the work place. Anyone
or
m;:,,'nllna a violent or potentially violent act (or the threat of a violent
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act) should
Human Capital (OSHC),
NRO Grievance Officer I Ombudsman, or emergency
response personnel.
..... rr;.<ITf-'<Tw

LA..' ' ' ' - ' ' - ' ' ' ' ' .

on any
The Office of Inspector General (OIG)
number of subjects focusing around fraud, waste and abuse, and the
proper conduct of NRO activities. If you suspect or know of any
to NRO programs, contracts, or funds that appears to
notify the OIG.
violate the law or standards of ethical conduct,

The NRO Ombudsman is available to anyone to
informal
for employees and managers on
counseling, advice, and
workplace concerns that do not fall under another complaint process;
facilitates the Alternate
Resolution program; and processes
that do not fall under the EEO process.
harassment

When harassment, discrimination, or intimidation rises to the level
that security is
or the alleged misconduct reflects poorly on
an NRO employee's judgment or reliability, the Director of Security
and
may address the issue and act

NRO senior
may conduct
whenever needed
to investigate situations that affect the NRO work force and
mission performance.

If an mCIer'enaeI contractor is dissatisfied with the internal
NRO processes available for redress of an incident involving
discrimination, harassment or intimidation, the following external
channels may also be available to the contractor employee, depending
on the circumstances:

The contractor employee may approach his employer with
a claim that the
has breached its PITlnl,mTlm
contract with
or that the Government has breached its
contract with the contractor. In the latter case, the contractor
may intercede on the contractor
behalf to
petition the Government for redress via the contracting
process.
officer and the contract

The contractor employee may approach the EEOC or the
Government agency with a request for mediation. In most
cases, the EEOC will be
to provide a mediator to
at a
assist the
in discussing the situation and
resolution acceptable to all.

The contractor employee may elect to file a claim
the Government under the Federal Tort Claims Act.
Available civil remedies might
circumstances, claims based in tre.SDC1SS.
nuisance,
conversion (theft), defamation, or
intentional infliction of emotional
H".LU'U.",

The contractor employee may file charges with the local
police, depending on the
of the
harassment
or intimidation.
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Contractor employees at the NRO have several courses of action
available to pursue in the event they believe they have been
subjected to harassment, discrimination or intimidation by
Government employees. They may approach the Office of
"""np,,, and
the Office of
mter-mteHlge~nce, or the
Ombudsman. Other cham1els are available outside of the NRO.
For more information on the EEO complaint process, please contact
OEEO&DM on extension 2561.

All

to pursue complaint resolution
(MEO) program when

of command. Two unlawful discrimination complaint processes
exist within the MEO program for military personnel: Informal and
Formal. The following information applies to both processes.

Is a means for military members (Active, Reserve, and
Guard),
and retirees to present ""'Ol'."uv,
of unlawful discrimination on the basis of Race, "'l.eJll)',lUl
Sex, or National
(to include
sexual harassment);
from the
does not include third
complaints;

The

Informs the "nnrclnrl" level in the r'nl"rln,I";"n""Y,, and
offender's chain of command. The
does not provide confidentiality to the
strives to protect his or her
and
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Addresses
that fall within the scope of the MEO
program. The MEO program does not
outside of the bases cited previously. It also cannot
complaints relative to non-military employment. The
OEEO&DM staff is
for
the "nl'Ornnri::>tp
of the
referrals for issues that fall outside the
MEO program.
members who ","",vawv>
action (including
process may file a
Inspector General (IG) or their Service's IG, as applicable.

The formal complaint process is as follows:
Complainants must lodge formal complaints not more
than 60 calendar
after the alleged offense occurred.
The D/OEEO&DM may waive time limits based on
sufficient
The D/OEEO&DM decides whether or not to accept
a formal military complaint based on the areas of
responsibility set out by
and directives.
The counselor assists the complainant in
the allegation(s).

Complainants may choose any combination of the following options:
Request assistance from the chain of command. This avenue
is
encouraged, but not mandatory.
or write to the offending person. Advise him or
her of the offensive
and the
including a
offenses will result in a formal
clear message that
Request co-worker intervention.
,.,,,,,,",,",,,, in the ADR process with a certified mediator.
If the complainant cannot achieve resolution through the informal

process, she or he may opt to file a formal complaint. No time limit
However, resolution is more
exists to file an informal MEO
probable and effective when issues are addressed as
occur.

The counselor briefs the
offender's commander or service rp"r",,,p"nb
nature and
of the

of the

The
and descriptive information is
protected to the gn~at,est extent 1."""""/<'"
The counselor conducts a complaint clarification. This
process includes, but is not limited to, interviewing
witnesses (of complainant and alleged offender), and
gathering information from statements,
or records
relevant to the complaint.
The Chief of MEO determines whether discrimination
clarifica Hon.
occurred based on the
The MEO appointed attorney In the OGC conducts a
review of the case.
The commander or senior
takes action as needed, debriefs
or actual offender
on complaint outcome, and informs him or her of the
appeal process.
The counselor / tn"p<;:,t1o·"tt'Or debriefs the
on the outcome of the complaint, and advises him or
her of the
process.
may be briefed
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on corrective measures, but will not be briefed on
disciplinary actions, unless these actions are a matter of
public record.
The counselor /
with the
complainant within 30 calendar days to evaluate whether
or not
has occurred and to ensure that corrective
measures were effective in eliminating the discrimination.

Every military member has the right to work in an environment free
from both unlawful discrimination and any form of
The
OEEO&DM
refers any military member who believes
an informal or
,....,.,~tC>"+,,,ri communication, to the IG's
office.

The OEEO&DM does not address or handle
of sexual
assault. Sexual assault is
different than sexual
or any other
of unlawful Ul1,LLllllll
in cases of any
sexual
the counselor
immediately refers the complainant to the "nnr"nlci",fp Sexual Assault
1<0,0""'"<''' Coordinator
if the complainant discloses
aH'cM,nHJ"" of unlawful discrimination or sexual harassment.

process under the MEO informal complaint
is no
process for offenders.
may
the disposition of an informal
The sole appeal mechanism available to
complainants under the MEO informal complaint process is
the
right to file a formal complaint.

Complainants can appeal
of no discrimination;
offenders can appeal findings of discrimination. Retirees and
members may not appeal the
of a
military
formal
filed under the MEO program.
must submit aVI-,,,aw through OEEO&DM to the
lowest appropriate level of command authorized to decide
the appeal within 30 calendar
after notification of the
case outcome.

"'+'I-'''Ha.'''''

Appeal procedures provide for referral to an appropriate
court martial convening authority.
The OEEO&DM will ensure the appeal
receives a
rr",nr,I"lr" copy of the case
and forwards it to the
authority's servicing Staff Judge Advocate for a legal review
prior to action on the appeal.
authorities will issue a written decision on the
and OEEO&DM will deliver the written
decision to the appellant.
Appellants dissatisfied with the
calendar days from
of the
leveL

The OEEO&DM staff does not make a determination of
unlawful discrimination pursuant to the informal complaint
process. Any disposition of a commander-directed

decision have 30
decision to elevate

Subsequent and final appeal procedures must be submitted in
the OEEO&DM and end at the level of the ,.",c,nn,nr1

level of command channels.

Approved for Release: 2018/02/27 C051 09225

Approved for Release: 2018/02/27 C051 09225

Federal Sector
Code of liederal '''<::i">cuaWJU,,

Title 29

Act, 29 U.S. Code

Age Discrimination in
§621

(b)(3)

Pay Act, 29 USC §206(d)
Rehabilitation Act of 1973 as

29 USC

Notification and Federal Antidiscrimination and Retaliation
act of 2002 (No FEAR

(b)(3)

Executive Order 13087, Further Amendment to Executive
Order 11478
28
1998
Executive Order 13152, Further Amendment to Executive
Order 11478 (Status as a Parent), 2 May 2000

(b)(3)

Commission website:
ee(

Department of Defense Directives

ee(

NRO Policies and Procedures

ee(
ee(

eec
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