TEAM MARINE 

INSTRUCTOR GUIDE
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After this lecture and without reference the student will be able to complete the following with no less than 70% accuracy on a written test.

	LESSON OBJECTIVES
	LEVEL

	A. Improve our ability to work together
	Knowledge

	B. Understand how each Marine brings strength to the Corps
	Comprehension

	C. Learn how to avoid prejudicial treatment and discrimination
	Comprehension

	D. Improve and encourage communication 
	Comprehension


SUPPORT MATERIAL AND GUIDANCE

Lesson Focus 

We all know what it takes to become Marines and all of us have proven that we have what it takes.  We earned the title United States Marine when we completed our initial training at Parris Island, San Diego, and Quantico.  Some of the luggage we brought with us to our initial training was not the kind we could put away in storage back of our minds as they took a back seat to the process of molding us into Marines.  We came away from Recruit Training, OCS and PLC as different individuals than when we arrived.  That training had a profound affect on us and we will never forget it.

Student Contributions

Take notes and ask questions to clarify material discussed in the lecture.  Demonstrate an understanding of Marine Corps core values and leadership standards that support equal opportunity.

Instructional Method

Lecture (1Hr) 
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	EXPECTATIONS OF MARINES

· To be part of our Corps vision

· To receive honest feedback

· To be treated professionally and respectfully

· To be valued as unique individuals

· To be fully accepted as a Marine


DISCUSSION POINT:  Basic training was a place that focused on making us Marines without regard to our differences in background, personal beliefs or values.  We became part of a team.  As Team members we have many things in common:  our experiences in boot camp or OCS; our Marine Corps traditions and heritage; and our expectations as Marines.  As Marines:


a.  We expect to be part of our Corps’ vision - to actively contribute to the Team and to be recognized for our contributions.  We expect to be judged fairly and to be recognized and rewarded for our performance.


b.  We expect to receive honest feedback on our performance and to be given solid direction to improve ourselves.  We expect the opportunity to develop our abilities and to be allowed and encouraged to gain personal and professional development throughout training and education.


c.  We expect to be treated professionally and respectfully by other members of our team.  We expect to have open and effective communication amongst ourselves.  We want to know if we unintentionally offend someone so that we won’t do it again.


d.  We expect to be valued as unique individuals.  We all make contributions to our Corps and we want our importance as individuals to be recognized and appreciated.


e.  We all belong to the Marine Corps Team and expect to be fully accepted as Marines.
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	OVERVIEW

· Differences
· Perceptions

· Stereotypes

· Bias  

· Prejudicial Treatment

· Discrimination

· Racism    



1.  OVERVIEW:  Each Marine is a little different from the next and each of us offers something unique to the Corps.  We all want to play on the same team and be given the same opportunity to excel.  We have varied races and ethnicities.  We come from every region of the United States and from other countries.  Our parents are rich, middle class, or poor.  This is to illustrate that we come from varied backgrounds with different beliefs and upbringing.  These all contribute to making us who we are.  We are the individuals in the TEAM.  Yet, we also have similarities.  We are Marines.  We have a combination of cultures, ages, talents, and abilities.  When we bring all of these differences together and integrate them into our organization we create a unity, a cohesion.  This Team is a synergistic organization where the whole is greater than the sum of its parts.  We are part of something bigger than ourselves.  We joined to Corps to fulfill our expectation of being a Marine - to have the opportunity to perform to our full potential regardless of our age, gender, race, ethnic group or background.


People are different.  Each of us develops our own personal beliefs about people who are different from us.  These beliefs are partially based on our perceptions of others and on stereotypes we have learned or heard about certain groups of people.  We have biases for or against certain groups.  This happens in all of us.  Bias itself doesn’t hurt teamwork.  But when we act on those biases or allow them to affect our decision making process and then we treat others differently because of them, we have crossed the line from acceptable conduct to prejudicial treatment, discrimination or even racism.  That is when teamwork suffers.  We must learn to manage our biases, put them into perspective so we can eliminate those things that diminish our ability to work as a team.

TRANSITION:  Let’s start with a discussion of teamwork.  Each of us knows that teamwork is necessary to win.  We do not all play the same position, but without the contribution of everyone on the team, the team’s effectiveness suffers and we may lose the game or simply not be ready to play.
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	TEAMWORK

· Working together to achieve common goals

· Recognize individual achievement

· Teacher/scholar relationship

· Capitalize on strengths, improve on weaknesses




2.  TEAMWORK

a.  Teamwork depends on individuals working together to achieve a common goal.  Everyone has a role - everyone contributes.  A football team succeeds if its coaches can put together the right combination of individuals, guide them in the right direction so they can play up to their full potential, and then use all team members at the right time and in the right position.  Individuals cannot play up to their full potential if they are not coached properly, are made to sit on the bench all the time, or made to feel that their contribution does not count.  

(Maybe an example of how women are put in to admin jobs instead of their own MOS )


b.  The same holds true for the Marine Corps.  The success of our Marines, the success of our unit, and the success of the Marine Corps as a whole, depends on our ability, as leaders, to guide our Marines in the right direction so they can achieve their full potential.  We must ensure that we provide all Marines the same opportunity to play on the team.  Their potential, and our success, will be limited if they think they will always be sitting on the bench.


c.  General Lejeune described the proper relationship between leaders and subordinates as one similar to teachers and scholars.  But we must be more; we must be role models and mentors.  As leaders, we are held to a higher standard than our subordinates.  We must provide support and resources to our Marines and encourage them to succeed.  We train our people to win as a team - not as individual superstars.  This doesn’t mean discounting individuals or setting aside our cultural differences.   Rather, it means valuing our team members for who they are and for what they can contribute.  To do this we must capitalize on the strengths of each individual and help improve any areas of weakness.  Our Core Values guide us to do this.
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	CORE VALUES

· HONOR
· COURAGE
· COMMITMENT



Marine Corps Core Values- Honor, Courage,  Commitment 
(SHOW PPT SLIDE #6)   The Commandant’s Guidance 
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d.  The Commandant’s message is clear; Leadership is, as General Lejeune states, “the eternal spirit which has animated our Corps from generation to generation.”  It is our leaders – from our most junior, especially our noncommissioned officers, through the entire chain of command – who have kept the Corps successful and victorious.  Their sense of responsibility is the cornerstone of our hard-earned successes.  We will continue to develop leaders who, given mission-type orders and commander’s intent, can think on their feet, act independently, and succeed.  In the future, as today, leaders will continue to instill stamina and toughness in each individual while simultaneously reinforcing character that values honor, courage, and commitment in taking care of our fellow Marines – including treating each other with dignity and respect.  We will reward action that is guided by informed boldness and audacity.  And, we will kindle a preference for responsive decision-making with room for errors and mistakes, while countering any institutional prejudices that punish initiative and undermine our war fighting capacity.

TRANSITION:  We all carry pieces of personal baggage, or bias, that we’ve accumulated over our lifetime - whether it’s been taught or we just picked it up.  We can’t just wave a magic wand and say that there will be no more bias, no more prejudice, no more discrimination.  It just won’t happen.  Most people don’t intentionally do things to hurt other people.  However, the fact remains that prejudicial treatment or discrimination, whether intentional or not, is hurting Marines and our Corps.  We must make ourselves aware of our own biases and then learn to manage them to prevent prejudicial treatment and discrimination.  The first step is to understand how we are each unique and different from the next Marine.

(SHOW PPT SLIDE #7)
	                                   DIFFERENCES

· Age
· Gender
· Race
· Ethnic group & background
· Religion



3.  DIFFERENCES

a.  As individuals we are all different.  We’re different because of our:



(1)  Age.  When we were born determines a lot about how we think of others and about life in general.  Those who grew up in the fifties and sixties can have a very different outlook on life than those who were born after Vietnam.  We must recognize that age and lifestyle differences exist, but that they are not necessarily bad.  We must learn to use these differences in experiences to benefit our Team.



(2)  Gender.  Whether we are male or female obviously has a major impact on how we view life and how we might react to a given situation.  We must focus not on the differences of the sexes, but on the abilities of the individual.



(3)  Race.  The color of our skin, how we are treated and what we have been taught throughout our lives because of it, plays a significant role in how we view ourselves and others.  Once again, we need to look beyond the barriers of race and treat everyone fairly and with respect.



(4)  Ethnic group and background.  This category includes several differences, which affect our personal beliefs and values.  Ethnic heritage, family traditions, societal background, religion, financial status, and language contribute to our makeup as individuals.  We have to learn to understand these differences and find a way to use what is good to benefit our Team. 



(5)  Religion.  The Department of Defense places a high value on the rights of Service members of the Armed Forces to observe the tenets of their respective religions.  As leaders, we should accommodate Service member's religious practices as long as mission effectiveness is not impaired. 


b.  All of these differences - age, gender, race, ethnic group, background and religion - play a part in the way we view and practice life.  They are reflected in our personal beliefs and values, how we walk and talk, what we say to each other, and what we think is funny among many other things.

TRANSITION:  All of these differences can affect our perceptions of others.
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	PERCEPTIONS

· Belief that something is true
· Mental image formed through observation

· Tendency to overlook facts which do not support our beliefs

· Can affect an individual or a unit


4.  PERCEPTIONS

a.  A perception is a belief that something, although not based on all the facts, is true.  It is a mental image formed through observation and is frequently based on our experiences, however limited they may be.  We tend to fill in gaps of what we see with our assumptions of how an individual of a particular group act.


b.  A perception is also the tendency to overlook facts, which do not support our beliefs.  Sometimes perceptions are wrong.  For example, several Marines notice that a male Sergeant in the command has been seen walking out of a female Lance Corporal’s room at the barracks after working hours.  They have seen the two of them together on other occasions both in and out of uniform.  On some days they are out performing PT together.  Rumors start that something is going on between the two of them.  These Marines have overlooked facts that did not support this assumption like, the LCpl failed room inspection two times in the last month.  The Sergeant is likely inspecting her room to make sure that she is keeping it squared away.  Also, they failed to remember that the LCpl has had problems keeping up on the Company physical training lately, falling back from the formation during the run.  With these things in mind, could these Marines come to different conclusions?  Perhaps the LCpl needed to be motivated to put in some extra time on the running trail to get back to her former degree of fitness.  


As you can see, this was a misperception.  In this case, a lot of problems could have been overcome if the individual would have looked at the evidence from the past.  This was overlooked because it did not fit in to the context of the current situation.  


c.  Here is an example of how perceptions can affect an individual and unit.

An Asian-American Major is selected for promotion.  Many of his peers, especially those who were not selected, discuss their perception that he was selected because he’s Asian.  Even though that’s not true, soon the word is spread throughout the unit and the Marine is no longer treated with the respect he deserves.


d.  Discussions like these can lead to a widespread belief that false perceptions are true.  In this case, a false belief that promotions of minorities are based on a quota system.  It is critical that when we discover perceptions that are wrong, we take action to correct them.  Not only can perceptions hurt an individual, they can also increase tension in a unit.  They can have a negative impact on readiness.
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	PERCEPTION

· Check perceptions for accuracy
· False perceptions must be corrected

· Unit readiness impacted

· Think before you act





e.  Inaccurate perceptions can happen to all of us.  We might not even realize ours are causing problems.  But, we must be aware that what we do and say does affect others.  We must think before we act.  This is especially true when we are in leadership positions.  Our junior Marines look to us for leadership.  They believe that what we say is the truth and is based on facts.  When we have false perceptions, when we perpetuate rumors, we create in those we lead a skewed idea of the truth.  Just like in an inspection where we must be squared away as we inspect because a Marine is inspected one time, the inspector is inspected every time.  That is the same with our behavior and words.  It is looked at and listened to by every Marine that sees us or comes in to contact with us every day.  We need to examine our own behavior.

TRANSITION:  We have seen that perceptions can be wrong and misleading mental images of others.  If perceptions are not corrected they can lead to stereotypes.
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	STEREOTYPES

· Perceptions about groups of people

· Narrow, judgmental, and rigid

· Use to justify our beliefs about others

· Are always harmful


5.  STEREOTYPES

a.  Stereotypes involve perceptions about groups of people.  Stereotypes can be positive - Marines are brave - or negative - used care salesmen are dishonest and fast-talking.  Stereotypes tend to be narrow, judgmental, and rigid and are often used to justify our beliefs about others.  We all know some stereotypes.  They exist for all groups of people.


b.  Stereotypes may be based on any difference that we see in others.  We have all heard them before.  If a white Marine wears a cowboy hat, is he or she automatically a redneck?  What about a black Marine who wears African tribal clothing?  Is he or she a separatist?  We make assumptions based on someone’s manner of dress, fit those assumptions into our ideas of what things should be.  These are stereotypes.


c.  Most of us realize that these are only stereotypes and that they do not really represent the majority of the people in that group.  Yet, many times they are in the back of our mind when we deal with others.  If that happens, we can end up treating our Marines and others differently without even realizing it.


d.  Do not let that happen.  Don’t fall into the trap of repeating stereotypes, even seemingly positive ones like “your people are great athletes or are good at math.”  It sends the wrong signal, and it can affect the way you think of others.  This all goes back to the assumptions you made based on those stereotypes.  

TRANSITION:  When we continuously reinforce stereotypes, we may actually begin seeing people only that way.  The end result is the development of biases against others.
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	BIAS

· Unreasonable and unfair distortion of judgment

· Major cause of personal bias is not understanding why people are different

· Can impact on an individual or a unit


6.  BIAS

a.  Bias is an unreasonable or unfair distortion of judgment in favor of or against a person or thing; for example, taking a dislike to someone because of the color of their skin or because they speak with an accent or are of the opposite sex.  Biases can be based on many things.  The key point is that biases are unreasonable, unfounded, and unfair.  A major cause for personal bias is that we don’t understand why people are different from ourselves.


b.  That is what we are focusing on today:  differences in people and how we sometimes allow those differences, and our biases toward them, get in the way of being reasonable and fair.  This may prevent us from seeing the unique value an individual brings to the Corps.


c.  Here is an example of how a personal bias can hurt an individual and unit:


Lt Jones checks in to a new unit.  While walking around meeting the Marines in the section, Lt Jones notices a poster of Malcolm X in Cpl Smith’s area.  The lieutenant immediately assumes things about Cpl Smith based solely on the poster being displayed.  “Cpl Smith must be one of those radical blacks who will yell discrimination every time something doesn’t go his way.  I‘ll have to be really careful with him because I don’t want 
to deal with any discrimination issue.”


d.  If Lt Jones had talked to Cpl Smith about the poster, Cpl Smith would have explained that he admired the courage and commitment of Malcolm X in doing what he felt was right, and that displaying the poster motivates him to strive to do his best in all he does, whether it is the PFT or any other aspect of being a Marine.  To him, Malcolm X has always been a positive symbol of his African-American heritage.  Had he talked to others in the unit, Lt Jones would have found out that Cpl Smith is always ready to help his fellow Marines and that he is a very important part of the unit.


e.  Instead, without even saying a word to Cpl Smith, Lt Jones allowed his personal biases to get in the way of being an effective leader.  he probably isn’t even aware of his bias and doesn’t realize that he isn’t treating all Marines with the dignity and respect they deserve.  Because of this, Cpl. Smith might not be treated fairly, and as a result, the unit could suffer.  


f.  You can also be biased in favor of someone.  Here is an example of how bias can affect fitness reports and even careers:


  A company commander has two outstanding platoon commanders.  Both joined the unit at the same time and achieved the same outstanding results.  However, they are different in their backgrounds.  Lt Smith is from the South.  Lt Jones is from the Midwest, just like the company commander.  In fact, Lt Jones attended the same college and was a member of the same fraternity as the CO.  The CO and Lt Jones often discuss their common experiences.  When it is time to write fitness reports, the CO rates both officers as outstanding.  The CO believes it is a close call, but rates Lt Jones as #1.  What the CO may have done, without realizing it, was allow his common background with Lt Jones to affect his decision-making  process and bias his decision.  He might have rated Lt Jones better because of their similar backgrounds.
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	IMPACT OF BIAS

· Individuals treated unfairly
· Detracts from effective leadership

· Affects decision making

· Be aware of personal bias




g.  This can happen to any number of experiences or backgrounds.  Consider the career implications to the other Marine if this continues.  Simply because of a reporting senior’s personal bias, he may not be augmented, selected for school, or promoted.  The real tragedy is that the reporting senior may not even realize the consequences of his decision.
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	FINAL FILTER

· Why did I choose this option
· Is my choice fair to all stakeholders

· Does my decision violate any laws or regulations

· If everyone followed my example would the effect be favorable

· Do I need to modify my decision based on my above responses




h.  All of us must be aware of situations like this when it comes time for us to write fitness reports or assign pro and con marks.  We must increase our awareness of our own biases and recognize their possible impact on our Marines and our units.  A great way to become aware is to have a final filter, an ethical decision making process that lets us evaluate the decisions we have made and ensure that we have not let any of our biases enter in to that process.  When we have made that evaluation then we decide if we must modify our decisions based on the answers to those questions.


TRANSITION:  Allowing our biases to affect the way we deal with people can result in prejudicial treatment.
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	PREJUDICIAL TREATMENT

· When bias affects our ability to judge and treat others fairly
· In response to long-held personal beliefs

· Results in unfair treatment and impacts on teamwork



7.  PREJUDICIAL TREATMENT

a.  Prejudicial treatment occurs when biases become so strong that they affect how we judge and treat others.  Many times this is a conscious event - we know we are doing it, it is intentional.  When we allow prejudice to influence our actions towards others, we are exhibiting prejudicial treatment.  Just like we can be biased for or against an individual.  We may not even realize we are doing it because our actions can be in response to long-held personal beliefs.  But prejudicial treatment, whether for or against someone, is wrong.  It always gets in the way of fairness and teamwork.  

EXAMPLE:   


  A female LCpl checks in to a heavy equipment platoon as a forklift operator.  The platoon commander sends her back to the company office and tells the first sergeant to find her an administrative job because everybody knows that women cannot operate heavy equipment.  The first sergeant informs the platoon commander that he has worked with the LCpl before and she was had received nothing but praise for her abilities not  only with forklifts but with all different types of heavy equipment.  

The platoon commander really believed that women could not do that job.  If the first sergeant had not intervened, the LCpl would have been denied the opportunity to work in her MOS an, therefore, might not have been competitive for promotion.  The unit would have been deprived of the skills this Marine had to offer, the Marine Corps would have lost money on training her only for her to be used in another unrelated field.  No one wins in this situation.

TRANSITION:  Prejudicial treatment is a form of discrimination.
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	DISCRIMINATION

· Denies equal treatment because of differences
· Actions based on age, gender, race, ethnic group, or background

· Unacceptable conduct



8.  DISCRIMINATION

a.  Discrimination occurs when someone is denied equal treatment because they are different.  It can be seen in job assignments or other actions based on age, gender, race, religion, ethnic group or background.  For example:



(1)  A Jewish Marine is assigned duty on Christmas day simply because it isn’t a Jewish holiday.



(2)  A female Corporal is not assigned as the Company Guide because she is a woman.


b.  More subtle types of discrimination are harder to recognize but much more widespread.  Here is an example:


  Two black SNCO’s are overheard saying, “There’s just something wrong with the new  Mexican kid.  I don’t know what it is, but I’m not going to let him work on anything important unless an NCO watches him.”  He’s the only new join who requires direct supervision and is the only Hispanic in the section.


c.  This situation may or may not be discrimination.  The SNCO’s may believe this Marine needs supervision because he is inexperienced.  But it is also possible that the fact he is Hispanic might have triggered some hidden bias, which leads the SNCO to think Hispanics need to be watched more closely.  Regardless of what was meant by the conversation, there is also a very real danger that someone who overhears this conversation may take it at face value, seeing that these two SNCO’s have a prejudice against Hispanics.  A chain of events could then occur where the story, probably distorted, gets back to the subject of the conversation.  He then feels discriminated against, rumor control could even distort it into something even worse and now not only does this Marine suffer, so does the rest of the command.  Being aware of these type of attitudes toward others will help you keep it in check, making sure you apply that final filter which will help you decide what the correct course of action is, how it affects you, the other person, the organization and the Marine Corps as a whole.

TRANSITION:  Remember, whether actual or misconstrued, discrimination hurts everyone involved.  This is especially true if people believe racism is involved.
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	RACISM

· Belief that some races are superior and others are inferior
· Extreme form of prejudice

· Denies respect to others because of their race

· Impacts on the individual and the unit



9.  RACISM

a.  Racism is the belief that some races are superior and others are inferior.  It is an extreme form of prejudice, which can break down a unit quickly.  It prevents all members of the unit from being treated fairly.  it can be seen when people are denied respect because of their race, and can take the form of racial slurs, racially motivated assaults, and hate crimes.


b.  For example:


  How many of us have ever laughed at a racial or ethnic joke?  You know, the type of joke that uses terms like spook, honkey, spic, wetback, or jap.  Whites tell jokes about 
blacks, blacks tell jokes about Hispanics, Hispanics tell jokes about Asians, and Asians tell jokes about whites.  And why not?  Nobody gets hurt, and besides, it’s just a joke.  Jokes that promote racism DO HURT.  They hurt individual Marines, they hurt the   morale of the unit, and they hurt our ability to function as a Team.  When an organization 
  is divided in any way, no matter the root of it, it will not be as effective.  When that divide is based on race, gender, ethnicity, or religion, we lose the cohesion that we have 
worked so hard to build in our Corps, and our unit.  

TRANSITION:  When discrimination and racism exist, those affected cannot concentrate on their jobs and spend too much of their time frustrated and worried over these issues.  Most of us probably do not realize that the mere fact of being different can add stress to the everyday life of many Marines.
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	ADDED STRESS

· Anxiety felt by members of a specific group
· Belief that an individual represents all members of the group

· Singling out people due to differences contributes to added stress



10.  ADDED STRESS

a.  Added stress can be defined as the anxiety felt by some members of a specific group when they are placed into a larger group that is different.  This especially evident when they feel compelled to achieve high standards because they are representing all members of their own group.


b.  For example:   A white lieutenant is the only Marine at an Army contracting class.  He had good grades in school, but always struggled with math.  he is concerned about the contracting class because he knows that he is representing the Marine Corps.  He feels that the Marine Corps expects all Marines to do well at other service schools. I he doesn’t finish near the top, he will be remembered as the lieutenant who just did’ measure up.  He can’t wait to graduate and get back to his unit where there isn’t any added stress from being different.  


c.  Consider another case, only this time the added stress is a daily norm, and the differences don’t go away because school ends.


  A black lieutenant has established a reputation for diligence and professionalism.  Growing up, his parents told him that he had to work twice as hard as anyone else just to be seen as an equal.  He is the only black officer in his battalion.  He feels that he is always on display and if he makes a mistake people will feel that blacks don’t measure up.  He feels a tremendous responsibility not only to the Marines of his battalion, but also to the African-American community.


d.  Remember the white lieutenant?  His added stress ended when he rejoined his unit.  The black lieutenant carries this stress daily.


e.  The example of the added stress felt by the black lieutenant can easily be applied to many different groups within the Marine Corps.  For example, Hispanics, women, Native-Americans, Asian Americans or individuals of any other group that is different may face added stress similar to that felt by the black lieutenant.


f.  If we single out people because of their differences, we contribute to added stress.  It is wrong to say things like:  “You’re really an outstanding woman Marine.” or “You’re the best black officer I’ve worked with.”, because we wouldn’t say “You’re an outstanding male Marine or best white officer I’ve worked with.”  The same holds true if we use the term “dark green” or “light green” Marine.  We need to recognize people simply for who they are and what they do.  Sgt Major of the Marine Corps, Sgt Major McMichael made this crystal clear in his memo 01-00.  He said, “ This is not what our Corps is about.  We are not about color; we simply are a Corps of Marines.”  When we take these terms, and others like them, out of our vocabulary, we remove another obstacle to our unit cohesion, this in turn contributes to our readiness and our ability to continue to be the world’s finest fighting force.

TRANSITION:  We have seen some examples of how personal biases can lead to stereotyping, prejudice, discrimination, and racism and how they can hurt the unit’s ability to work as a team.  How can we keep that from happening?  The answer is that we must take responsibility for our own actions, look at ourselves to understand what our biases are and then manage them.  We must communicate with all members of the Team.  We must listen when others speak in order to hear and understand what they are saying.  By effectively communicating with each other, we will ensure that we are all treated with the dignity and respect we deserve.  Communication is not only the key to the success of the team, it is also the key to managing bias.  As a Team, we should attempt to learn the different cultures, traditions, and beliefs of our team members.  Each year, we have designated months for different groups.  Black history month, women’s history month, and so forth.  These events were designed to open up the doors to people different from you.  To let you see where they come from, their history, traditions, culture.  We get a chance to see some of the contributions made by different groups that do not always get the publicity they deserve.  It is as much about celebrating your own history and culture as it is about sharing it with others to open their eyes to the background of the person next to you.
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	CORRECTIVE ACTION

· Inspect Yourself
· Ask questions

· Be a role model

· Communicate



11.  CORRECTIVE ACTION

a.  As we have said, all of us have biases.  But we don’t have to act on those biases and treat others unfairly.  We must not allow ourselves to cross over the line that leads to prejudicial treatment and discrimination.  We must learn to identify our biases and keep them in the proper perspective.  


b.  Here are some steps to help us do that.



(1)  Inspect yourself.  Look at yourself and see if you are influenced or act on perceptions, stereotypes, or biases.  If you do, ask yourself what you can do to manage these biases to ensure that teamwork and mission accomplishment do not suffer.



(2)  Ask questions.  If you are not sure of what offends others and what does not, ASK.  Don’t be afraid to learn about other groups of people.  Some times it can be difficult to know whether a person prefers to be called African-American or Black.  Some prefer one or the other and some prefer neither.  If you ask, then you will know.



(3)  Be a role model.  Learn what is offensive to others and don’t do it.  Realize that if we offend people or fail to correct others, our Marines may believe that conduct is acceptable.  We must be committed to being the role models for our Marines, setting the example for others to follow.  Remember, they look to us as their guide and emulate us in many ways.  Make sure that the example you set is the one you want others to follow.  



(4)  Communicate.  Teamwork requires honest and open communication between all members of the Team.  We have to be able to talk about our perceptions, about stereotypes, and about our own biases, no matter how sensitive these subjects are.  If we cannot talk about them, we may very well end up in conflicts with others.  If that happens, we have to be able to resolve them before they break down our ability to work as a Team.  One tool we can use is the Informal Resolution System, which encourages each of us to resolve conflict at the lowest possible level, between the individuals directly involved.  See your Equal Opportunity representative if you want a booklet on the IRS after class.
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	SUMMARY

· Manage personal bias
· Correct actions of others

· Take responsibility

· Judge individuals on their merits 

· Communicate!



SUMMARY:  We have identified some of our differences - age, gender, race, ethnic group, and background.  We have seen how these differences can lead to false perceptions, stereotypes, personal biases and eventually to prejudicial treatment and discrimination or racism.  Sometimes we must set aside our personal views if we are to succeed as Marines.  We have also seen that if we don’t take responsibility for our own actions and learn to manage our biases; don’t correct the action of others; or don’t communicate effectively, we hurt our Marines, our unit, and our Corps.

(SHOW PPT SLIDE #20)
	What color is Honor?

What religion is Courage?

What race is Commitment?


CONCLUSION:  We must learn to capitalize on the unique capabilities and talents that each Marine brings to our Corps.  When you can do this you may be surprised at who your self-starters are.  When the talents of each Marine are recognized and everyone is your unit is allowed to fully develop, the capabilities of the individual Marines will allow themselves to strengthen your unit.  The key to take responsibility for your actions and ensure that others take responsibility for theirs.  Only then will we be able to ensure our Marines can feel they are truly accepted as a member of the Marine Corps Team. 
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THE COMMANDANT’S EQUAL OPPORTUNITY STATEMENT

Since 1775 the Marine Corps has been America’s fighting force of
choice. We have earned this distinction by winning battles
where Marines succeeded by trusting
and depending upon each other at
critical moments on the battlefield.

This trust is instilled in Marines
from the earliest moment we begin
training. It is no secret that our
Corps succeeds as the individual
Marine succeeds. Every leader must
therefore create an environment that
molds individual Marines into a unit.
Every level of leadership must afford
the individual Marine the opportunity
to be successful by creating an
environment that fosters trust, unit
cohesion, and victory on the field of
battle.

Leaders will instill the stamina and toughness in each
individual Marine while creating an environment that values
honor, integrity and caring for their fellow Marines. This
desirable environment, free of prejudice, disrespect, and
mistrust, exists when we treat each other with dignity and
respect. Therefore, I charge every member of our Corps to hold
each other accountable for adherence to these standards.

I will not tolerate behavior inconsistent with our core values
of honor, courage, and commitment. Commitment to equal
opportunity enhances unit cohesion and our war-fighting
superiority. Most importantly, those individual differences
brought together at boot camp and OCS and molded into a common
heritage as America’s Marines, will make us better and stronger
as we continue to win our country’s battles at home and abroad.

S

M. W. Hagee
General, U.S. Ma e Corps
Commandant of the Marine Corps







