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Introduction
The College is committed to the concept and practice of equal opportunity and affirmative action in all aspects of
employment and education. This Affirmative Action Plan is designed to satisfy the College’s Equal Employment
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Opportunity/Affirmative Action responsibilities under Executive Order 11246, as amended, Title VII of the Civil Rights
Act of 1964, Section 503 of the Rehabilitation Act of 1973, Section 4212 of the Vietnam Veterans Readjustment
Assistance Act of 1974, various state of Wisconsin statues and codes and various other related rules and regulations.
In developing and implementing this plan, the College has undertaken an analysis of its policies and practices with a
view toward enhancing equal employment opportunity without regard to any status protected by applicable state or
federal law. This plan is adopted in reliance on the Equal Employment Opportunity Commission’s Affirmative Action
Guidelines as well as those of the Office of Federal Contract and Compliance Programs. This Affirmative Action Plan
does not create any rights for any person or entity, and is not developed nor intended to be used as a vehicle to sanction
the unlawful discriminatory treatment of any group or individual.
Sincerely,

Kaylen M. Betzig
President, Waukesha County Technical College

Equal Opportunity/Affirmative Action Goals
July 1, 2019-June 30, 2024

Waukesha County Technical College (WCTC) is committed to the Wisconsin Technical College System (WTCS) Board
statewide affirmative action efforts, equal employment opportunity policies, and commitment to diversity, equity and
inclusion. WCTC will implement an Equal Opportunity/Affirmative Action program to:
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1. Balance individual occupational program enrollment percentages for students by race, sex, and disability in the
general population.
2. Assure non-discrimination in career planning, counseling, and placement services for students.
 Analyze and report demographic program enrollment and completion, and job referral and placement
data for minorities, women and disabled students, and take steps to assure non-discrimination in referral
and placement services.
3. Analyze and address employment of faculty and staff within Waukesha County to match availability percentages
for race, sex and disability categories in the general population.
 Implement a plan for recruiting and hiring minorities, women, and disabled faculty and staff in all
employment categories where there is under representation.
4. Create an educational and work environment that reflects, appreciates and celebrates the diverse society and
community in which we live, and one that creates a climate for the success of every person by appreciating the
uniqueness that they bring to the Technical College district.
 Implement faculty and staff in-service programs, professional development activities, mentoring and
student orientation programs to promote cultural, sex, and disability awareness and sensitivity.
 Integrate the history, culture, accomplishments and contributions of minorities, women and the disabled
into curricula at the Technical College district.
 Insure that cultural competency is practiced at Waukesha County Technical College.

Section I
Equal Opportunity/Affirmative Action Policy Statement
Policy Statements:
WCTC has reviewed and updated our Equal Employment Opportunity/Affirmative Action
Discrimination/Harassment/Retaliation policy statement and complaint procedure. The updated policy and
procedure include:
A. The identification of specific EEO/AA laws and executive orders that apply to the district.
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B. A statement about equal opportunity, as required in Chapter 38, Wis. Stats. and the Wisconsin Fair
Employment Law (Sec. 111.31-111.395, Wis. Stats.).
C. Affirmative Action is required for women, racial/ ethnic minorities and persons with disabilities throughout
the district in educational programs and job categories.
D. Affirmative Action will be implemented in all employment practices including but not limited to:
recruitment, hiring, transfers, promotions, training, layoffs, terminations, retention, certification, testing
and committee appointments.
E. Harassment by employees or students on the basis of race, color, sex, national origin, age, disability or
other protected status is an unlawful practice and is prohibited.
F. A procedure to process complaints, including the title, telephone number and address of the appropriate
person(s) with whom to file the complaint and where copies of the procedures are available and/or can be
obtained.
G. A statement that reasonable accommodations for persons with disabilities will be made to assure access
to programs, employment and facilities.
H. A statement committing the district to providing services to students in a non-discriminatory manner and
that the educational climate will be conducive to, and supportive of, cultural and ethnic diversity.
I. The district will provide reasonable accommodations to employees for religious observances and practices.
J. Responsibility for the district’s Equal Opportunity/Affirmative Action Program is under the oversight of the
Vice President, Human Resources. The Equal Opportunity/Affirmative Action Officer reports to the Vice
President, Human Resources, and is responsible for developing, monitoring, and evaluating the Equal
Opportunity/Affirmative Action plan in collaboration with the College’s Diversity and Inclusion Committee.
The title, telephone number and address of the Equal Opportunity/Affirmative Action Officer are included
in the policy and in all public notification statements.
K. The policy has been signed and dated by the District President.
L. The district certifies that vendors and suppliers of services do not discriminate and that the policy of the
district will be to encourage purchase of services and/or products from women, minority and disabled
business owners. This statement is documented in the College’s Administrative Procedure-Finance
Procurement Fin-600-01.

WAUKESHA COUNTY TECHNICAL COLLEGE
ADMINISTRATIVE POLICY HUMAN RESOURCES
EQUAL OPPORTUNITY-AFFIRMATIVE ACTION
DISCRIMINATION/HARASSMENT/RETALIATION
HUM-601
The Director, Compliance & Equity serves as the Title IX Coordinator and oversees implementation of WCTC’s policies
and process of equal opportunity, harassment and nondiscrimination. The Director, Compliance & Equity chairs the
Title IX Committee, and acts with independence and authority free of conflicts of interest. To raise a concern involving
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the Director, Compliance & Equity, contact the Vice President of Human Resource Services or the Vice President for
Student Services. To raise a concern involving the Vice President of Human Resource Services or the Vice President for
Student Services, contact the WCTC President. To raise concerns with other administrators, contact the Director,
Compliance & Equity.
Inquiries about, and reports regarding, this policy and procedure may be made internally to:
Director, Compliance & Equity/Title IX Coordinator
C-217D
262-695-3481
compliance@wctc.edu
Deputy Title IX Coordinators
Manager, Student Development (Students)
C-121
262-691-5295
Director, Talent Operations (Employees)
C-217G
262-691-5570
Inquiries may be made externally to:
Office for Civil Rights (OCR)
U.S Department of Education 400 Maryland Avenue, SW Washington, DC 20202-1100
Customer Service Hotline: 1-800-421-3481 Fax: 202-453-6012
TDD: 877-521-2172
E-mail: OCR@ed.gov
Website: http://www.ed.gov/ocr
Local inquires can be made to:
Equal Employment Opportunity Commission (EEOC)
Contact: http://www.eeoc.gov
Reuss Federal Plaza
310 West Wisconsin Avenue, Suite 500
Milwaukee, WI 53203-2292
Phone: 1-800-669-4000
Fax: 414-297-4133
TTY: 1-800-669-6820
ASL Video Phone: 844-234-5122
Wisconsin Department of Workforce Development Division of Equal Rights
Contact: erinfo@dwd.wisconsin.gov
819 N 6th Street Room 723
Milwaukee, WI 53203
Phone: 414-227-4384
Fax: 414-227-4084
TTY: 414-227-4081
Jurisdiction:
6

This policy applies to behaviors that take place on any WCTC campus, at WCTC sponsored events, and at WCTC
supervised programs or functions. WCTC may also take appropriate actions against individuals for conduct occurring in
other settings, including off-campus, if the Director, Compliance & Equity determines that the conduct affects a
substantial WCTC interest. A substantial WCTC interest is defined to include:
• Any action that constitutes a criminal offense as defined by law. This includes, but is not limited to, single or
repeat violations of any local, state or federal law:
• Any situation where it appears that the responding party may present a danger, or threat to the health or safety
of self or others;
• Any situation that significantly impinges upon the rights, property, or achievements of self or others, or
significantly breaches the peace and/or causes social disorder;
• Any situation that is detrimental to the educational or workplace interests of WCTC.
Any online postings, or other electronic communication by students or employees, including cyber-bullying, cyberstalking, cyber-harassment, etc. occurring completely outside of WCTC’s control (e.g. not on WCTC’s networks,
websites, or between e-mail accounts) will only be subject to this policy when those online behaviors can be shown to
cause a substantial on-campus disruption.
Off-campus discriminatory or harassing speech by employees may be regulated by WCTC only when such speech is
made in an employee’s official or work-related capacity.
Statement on Equal Employment Opportunity
The College will provide equal opportunity in all of its employment practices to all persons without unlawful
discrimination on the basis of statuses protected by applicable state or federal law.
Statement on Equal Educational Opportunity
The College will provide equal educational opportunities to all students and applicants for admission without
unlawful discrimination on the basis of statuses protected by applicable state or federal law. This concept of
equal educational opportunity serves as a guide for the District Board and the staff in making decisions relating
to selection of educational equipment, materials and regulations affecting students and College facilities. The
lack of English-speaking skills is not a barrier for admission to the College or its programs.
Statement Prohibiting Discrimination and Harassment
It is the policy of the College to maintain an academic and work environment free of illegal discrimination or
harassment for students, faculty and staff. Discrimination and harassment are contrary to the standards of the
College’s community; they diminish individual dignity and impede equal employment and educational
opportunities. Thus, the College prohibits discrimination or harassment based on any status protected by
applicable state or federal law.
No employee or student of the College should have to tolerate discrimination or harassment from any vendor or other
person doing business with the College or others with whom they come in contact during the course of the College’s
functions. The College is committed to taking appropriate action, to the extent practical, to protect and assist each
person from discrimination or harassment by vendors or third parties.
Discrimination and harassment are defined to include verbal and/or physical conduct that is based upon a protected
status that:
• Adversely affects a term or condition of an individual’s employment, education, or participation in a College
activity;
• Is used as the basis for a factor in decisions affecting that individual’s employment, education, or participation
in a College activity; or
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•

Has the purpose or effect of unreasonably interfering with an individual’s employment or education
performance or creating an intimidating, hostile, offensive, or abusive environment for that individual’s
employment, education, or participation in a College activity.

Sexual harassment is unwelcome sexual advances, requests for sexual favors, or other verbal or physical conduct of a
sexual nature when:
• Submission to such conduct is made either explicitly or implicitly as a term or condition of an individual’s
employment or educational status;
• Submission to or rejection of such conduct by an individual is used as the basis for employment or educational
decisions affecting the individual; or
• Such conduct has the purpose or effect of unreasonably interfering with an individual’s work or educational
performance or creating an intimidating, hostile or offensive working or learning environment.
Discrimination and harassment can arise from a broad range of physical or verbal behavior (by employees, students,
outside contractors or other individuals), which can include, but is not limited to, the following:
• Physical or mental abuse;
• Racial, ethnic or religious insults or slurs;
• Unwelcome sexual advances or touching;
• Sexual comments, jokes, stories or innuendos;
• Requests for sexual favors used as a condition of employment or academic progress;
• Display of sexually explicit or otherwise offensive posters, calendars or materials;
• Referring to another employee/student as girl or boy, hunk, doll, babe or honey;
• Making sexual gestures with hands or body movements;
• Intentionally standing close or brushing up against another employee/student;
• Inappropriately staring at another employee/student or touching his/her clothing, hair or body;
• Whistling at another employee/student, cat calls;
• Asking personal questions about another employee’s/student’s sexual life;
• Repeatedly asking out an employee/student who has stated that he/she is not interested;
• Looking another employee/student up and down (elevator eyes); or
• Sexual violence, including rape, sexual assault, sexual battery, and sexual coercion.
This is a serious issue not just for the College, but also for each individual. An employee or supervisor may be held
individually liable as a harasser, subject to the same penalties which may be imposed upon employers under state and
federal law, and will be subject to discipline, up to and including termination. Students may be subject to claims by
fellow students or staff for their conduct, as well as subject to College discipline, including expulsion or suspension. It
is the responsibility of administration, supervisors, employees and all students to ensure that these prohibited activities
do not occur. Further, any individual who retaliates against another individual because he or she made a report of
harassment or participated in an investigation of a claim of harassment, is subject to immediate discipline, up to and
including suspension or expulsion.
It is suggested that, if the individual is comfortable doing so, he or she first speak to the person who has engaged in the
inappropriate behavior. Explain that the conduct is unwelcome. If the result is not satisfactory or if the individual is not
comfortable speaking to the person who has engaged in the inappropriate conduct directly, he or she should notify one
of the appropriate people listed above as soon as possible. It is important to inform College officials about the
inappropriate conduct as soon as possible to expedite a remedy to the problem. Please retain any notes, letters or
other written material that relate to the complaint.
Statement on Sexual Misconduct, Sexual Exploitation, Force and Consent
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Sexual misconduct incorporates a wide range of behaviors including sexual assault, sexual harassment,
dating/intimate partner violence, stalking, and any other conduct of a sexual nature that is nonconsensual or
has the purpose or effect of threatening, intimidating, or coercing another person. These terms are further
defined as follows:
• Sexual Assault: Sexual assault includes: (1) nonconsensual sexual intercourse; (2) nonconsensual sexual
contact involving the sexual touching of an intimate body part (i.e., the genitals, breast, anus, groin, or
buttocks of another person) or the nonconsensual sexual touching of another with one’s own genitals
whether directly or through clothing; or (3) exposing one’s genitals to another under circumstances in
which he or she should reasonably know that his or her conduct is likely to cause affront or alarm.
•

Sexual Harassment: Sexual harassment is defined as:
 Unwelcome sexual advances or requests for sexual activity by a person or persons in a position
of power or authority to another person, or
 Other unwelcome verbal or physical conduct of a sexual nature when:
o Submission to or rejection of such conduct is used explicitly or implicitly as a condition for
academic or employment decisions; or
o Such conduct creates a hostile environment by being sufficiently severe or pervasive and
objectively offensive such that it interferes with, limits, or denies the ability of an
individual to participate in or benefit from educational programs or activities or
employment access, benefits, or opportunities.

•

Dating/Intimate Partner Violence: Violence committed by a person who is or has been in a romantic or
intimate relationship with the recipient of the violent behavior.

•

Stalking: Stalking is defined as follows:
 Either a course of conduct directed at a specific person on the basis of actual or perceived
membership in a protected class that is unwelcome and would cause a reasonable person to feel
fear; or
 Repetitive and menacing pursuit, following, harassing and/or interfering with the peace and/or
safety of another.

•

Sexual Exploitation: Sexual Exploitation refers to a situation in which a person takes nonconsensual or
abusive sexual advantage of another person for his/her own advantage or benefit or for the advantage
or benefit of anyone other than the person being exploited and which behavior does not constitute any
other form of sexual misconduct. Examples of sexual exploitation include, but are not limited to:
 Sexual voyeurism (such as watching a person undressing, using the bathroom or engaged in
sexual acts without the consent of the person observed);
 Invasion of sexual privacy;
 Taking pictures or videos or audio recordings of another in a sexual act, or in any other private
activity without the consent of all involved in the activity, or exceeding the boundaries of consent
(such as allowing another person to hide in a closet and observe sexual activity, or disseminating
sexual pictures without the photographed person’s consent);
 Prostitution;
 Engaging in sexual activity with another person while knowingly infected with human
immunodeficiency virus (HIV), a sexually transmitted disease (STD) or infection (STI) without
informing the other person of the infection; and
 Administering alcohol or drugs (such as “date rape” drugs) to another person without his or her
knowledge or consent (assuming the act is not completed).
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WCTC seeks to create and maintain a campus free from incidences of sexual misconduct through education,
programming, training for students and staff, clear policies, and consistent sanctions for any violation of these policies.
The College’s Director, Compliance & Equity, supported by a cross-functional committee, assist in ensuring compliance.
The Office of Human Resources, along with the Office of Student Development, provides trained investigators to
address any reported issues of sexual misconduct involving staff and/or students.
Resources exist both on and off campus for students seeking support after experiencing an incident of sexual
misconduct. Students may wish to report the sexual misconduct immediately to authorities, seek off-campus options
for medical treatment, or simply talk with someone. Students should be aware that WCTC faculty and staff may be
subject to various mandatory reporting laws.
Off-Campus
• If you are not safe or if you need immediate help, call 911.
• Wisconsin’s 211 line offers free direction to local human service agencies.
• Waukesha Memorial Hospital offers Waukesha County’s sexual assault program. A Sexual Assault Nurse
Examiner (SANE) is on-call 24 hours a day through the hospital’s emergency room. (262.928.2000)
• In Milwaukee County, the Aurora Sinai and Aurora West Allis Medical Center locations offer Sexual Assault
Treatment Centers. They can also be reached via phone at 414.219.5555.
• The Waukesha Women’s Center offers a 24-hour hotline (262.542.3828) as well as services and support for
victims of sexual assault, abuse, and domestic violence.
• The National Sexual Assault Hotline, sponsored by RAINN (Rape, Abuse and Incest National Network), can be
reached at 1-800-656-HOPE.
On-Campus
• If you are not safe or if you need immediate help, call 911.
• While on campus, students may call 262.691.5582 for campus police.
• WCTC’s on-campus Counselors (C-021) are available to provide support and counseling for students free of
charge.
• Licensed Professional Counselors (LPCs) at the College may be considered confidential reporting resources.
• At the Student Development Office (C-121), students may speak to staff about filing a report or receiving
direction to services.
• Seek out a campus employee to assist you in getting appropriate help. For more information on related polices
and resources, visit www.wctc.edu/sexual-misconduct.
Force and Consent
Force: Force is the use of physical violence and/or imposing on someone physically to gain sexual access. Force also
includes threats, intimidation (implied threats) and coercion intended to overcome resistance or produce consent
(“Have sex with me or I’ll hit you.” “Okay, don’t hit me, I’ll do what you want.”).
Coercion: Coercion is unreasonable pressure for sexual activity. Coercive behavior differs from seductive behavior
based on the type of pressure someone uses to get consent from another. When someone makes clear to you that they
do not want sex, that they want to stop, or that they do not want to go past a certain point of sexual interaction,
continued pressure beyond that point can be coercive.
Consent: Consent is knowing, voluntary, and clear permission by words or actions to engage in mutually agreed upon
sexual activity. Since individuals may experience the same interaction in different ways, it is the responsibility of each
party to make certain that the other has consented before engaging in the activity. For consent to be valid, there must
be a clear expression in words or actions that the other individual consented to that specific sexual conduct. Consent
can be withdrawn once given, as long as the withdrawal is clearly communicated.
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Consent to some sexual contact (such as kissing or fondling) cannot be presumed to be consent for other sexual activity
(such as intercourse). A current or previous dating relationship is not sufficient to constitute consent. The existence of
consent is based on the totality of the circumstances, including the context in which the alleged incident occurred and
any similar previous patterns that may be evidenced.
Silence or the absence of resistance alone is not consent. There is no requirement on a party to resist the sexual advance
or request, but resistance is a clear demonstration of non-consent. The presence of consent is not demonstrated by the
absence of resistance. Sexual activity that is forced is by definition nonconsensual, but nonconsensual sexual activity is
not by definition forced.
Incapacitation: Incapacitation is defined as a state where someone cannot make rational, reasonable decisions because
they lack the capacity to give knowing/informed consent (e.g., to understand the “who, what, when, where, why or
how” of their sexual interaction). A person cannot consent if they are unable to understand what is happening or are
disoriented, helpless, asleep or unconscious for any reason, including due to alcohol or other drugs or because of a
mental disability. It is not an excuse that the responding party was intoxicated and, therefore, did not realize the
incapacity of the reporting party. An individual who engages in sexual activity when the individual knows, or should
know, that the other person is physically or mentally incapacitated has violated this policy.
In Wisconsin, a minor (meaning a person under the age of 18 years) cannot consent to sexual activity. This means that
sexual contact by an adult with a person younger than 18 years old may be a crime, and a violation of this policy, even
if the minor wanted to engage in the act.
Federal Timely Warning Obligations
Parties reporting sexual misconduct should be aware that under the Clery Act, WCTC administrators must issue timely
warnings for incidents reported to them that pose a substantial threat of bodily harm, or danger to members of the
campus community. WCTC will ensure that a victim’s name and other identifying information is not disclosed, while
still providing enough information for community members to make safety decisions in light of the potential danger.
Other Offenses
In addition to the forms of discrimination, harassment, and sexual misconduct described above, the following behaviors
are also prohibited as forms of discrimination when the act is based upon the reporting party’s actual or perceived
membership in a protected class.
• Threatening or causing physical harm, extreme verbal abuse, or other conduct which threatens or endangers
the health or safety of any person;
• Intimidation, defined as implied threats or acts that cause an unreasonable fear of harm in another;
• Hazing, defined as acts likely to cause physical or psychological harm or social ostracism to any person within
the College community, when related to the admission, initiation, pledging, joining, or any other groupaffiliation activity; and
• Bullying, defined as repeated and/or severe aggressive behavior that is likely to intimidate or intentionally hurt,
control or diminish another person, physically or mentally, and that is not speech or conduct otherwise
protected by the 1st Amendment.
Statement on Accommodation of Disabilities (Students)
The College strives to assure that no qualified person with a disability shall, solely by reason of that disability, be denied
access to, participation in, or the benefits of any program or activity operated by WCTC. Each such qualified person
shall receive reasonable accommodations to provide equally effective access to education opportunities, programs,
and activities unless provision of such an accommodation would constitute an undue hardship on the College, would
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substantially alter the essential elements of the academic program or course of study, or would otherwise compromise
academic standards.
Students seeking disability-related accommodations should contact the Coordinator of Student Accessibility and/or
Disability/Transition Specialists. Students requesting disability-related accommodations may be required to provide
current and adequate documentation of their disability. The Coordinator of Student Accessibility or Disability/Transition
Specialist will review the disability documentation and need for requested accommodation(s) and determine what, if
any, reasonable accommodations the College can provide. Please be aware that some auxiliary aids may take up to a
semester to plan for.
Transition Services are provided by WCTC’s Coordinator of Student Accessibility and Disability/Transition Specialists.
The purpose is to assist high school students with disabilities that are considering or have decided to come to WCTC.
Services provided include vocational counseling, campus orientation, assistance with the application process,
registration, and assistance with campus support services.
Statement on Accommodation of Disabilities (Employees)
The College is committed to complying fully with applicable federal, state, and local laws by ensuring equal opportunity
in employment for qualified persons with disabilities. The College prohibits discrimination against any qualified
employees or applicants because they are related to or associated with a person with a disability.
In accordance with these laws, the College will provide reasonable accommodations to qualified individuals with
disabilities so that they may perform the essential functions of their jobs, unless doing so would impose an undue
hardship on the College. Any qualified individual with a disability may make a request for reasonable accommodation
to the HR Department. Employees requesting disability-related accommodations may be required to provide current
and adequate documentation of their disability. The HR Department will review the disability documentation and need
for requested accommodation(s) and determine what, if any, reasonable accommodations the College can provide.
Cooperation is expected in the event any employee is asked to assist in the accommodation afforded another employee
under this policy.
Statement on Affirmative Action
WCTC will take affirmative action to ensure that all individuals have equal employment and educational opportunities.
While the development and monitoring of the affirmative action program is primarily the responsibility of the
Affirmative Action Officer (Director, Compliance & Equity), the support of every employee, student and recipient of
College services is required to assure an environment conducive to the success of the program.
Statement on Reporting Relationships-Employment of Relatives
The College may employ qualified relatives of other employees, but will not do so if a supervisory/employee reporting
relationship is required.
Statement on Employee-Student Relationships
The integrity of the employee-student relationship is at the core of the foundation of the College’s educational mission.
This relationship requires considerable trust in the employee, who, by virtue of their position, carries significant
authority and accountability as an educator, evaluator, and mentor. The unequal power dynamic in this relationship
requires the employee to maintain professional boundaries to avoid unprofessional or unethical behavior (or even the
appearance of unethical behavior), and to limit the possibility for coercion. The relationship between employee and
student must be free from influences or activities that can interfere with learning, or the goals and principles of the
College. Whenever an employee is responsible for academic or other supervision of a student, a personal relationship
between them of a romantic or sexual nature, even if consensual, is entirely inappropriate and therefore prohibited.
Such personal relationships can lead to legal liability for the employee and the College. Even if not of a romantic or
12

sexual nature, other types of relationships (friendships, familial, business) that actually interfere with the objectivity of
the employee also threaten the integrity of the educational process.
Statement on Employee-Employee Relationships
Consensual relationships are defined as romantic and/or sexual relationships between consenting adults within the
College community. If a relationship involves individuals where there is an unequal power dynamic (e.g., supervisoremployee) there exists the potential for a conflict of interest, interference with the learning or work environment,
actual or perceived bias, abuse of power and legal liability for the employee and the College. Such relationships also
have the potential to undermine the integrity of the educational process, mutual trust, and professionalism.
Employees must promptly notify their supervisors and the Vice President of Human Resource Services (VP of HR), if
they enter into any consensual relationship or have a pre-existing consensual relationship where they have
supervision/evaluation over another individual. Failure to promptly report the consensual relationship may lead to
disciplinary action, up to an including termination from employment. Where possible, the College will work with the
employees concerned to assist in removing the potential conflict of interest through transferring or altering the
supervisory or evaluative relationship.
Statement on Retaliation
Retaliation is defined as any adverse action taken against a person because he or she engaged in protected activity.
Retaliation against an individual for alleging discrimination, harassment, or sexual misconduct or for filing, testifying,
assisting, or participating in any investigation or proceeding involving such allegations is a serious violation of WCTC
policy. Acts of alleged retaliation should be reported immediately to the Title IX Coordinator and will be promptly
investigated. WCTC is prepared to take appropriate steps to protect individuals who fear that they may be subjected to
retaliation.

Examples of Retaliation:
• A faculty member complains of gender inequity in pay within her department; the Department Chair
then revokes his prior approval allowing her to attend a national conference, citing the faculty member’s
tendency to “ruffle feathers.”
• A student from Organization A participates in a sexual misconduct hearing against the responding
individual – also a member of Organization A; the student is subsequently removed as a member of
Organization A because he participated in the hearing.
Statement on Confidentiality and Reporting of Offenses
Except as noted herein, all WCTC employees are expected to report actual or suspected discrimination, harassment,
sexual misconduct, and retaliation to appropriate officials immediately. In order to make informed choices, it is
important to be aware of confidentiality and mandatory reporting requirements when consulting campus resources.
On campus, some resources may maintain confidentiality – meaning they are not required to report actual or suspected
discrimination, harassment, sexual misconduct, or retaliation to appropriate College officials – thereby offering options
and advice without any obligation to inform an outside agency or campus official unless a reporting party has requested
information to be shared.
The following describes the reporting options at WCTC:
Confidential Reporting
If a reporting party would like the details of an incident to be kept confidential, the reporting party may speak with:
• On-campus licensed professional counselors and staff
13

•

Off-campus (non-employees):
o Licensed professional counselors
o Local rape crisis counselors
o Domestic violence resources
o Local or state assistance agencies
o Clergy/Chaplains
o Employee Assistance Program (employees and work study students only)

Campus counselors and the Employee Assistance Program are available to help free of charge and can be seen on an
emergency basis during normal business hours. WCTC employees listed above will submit anonymous statistical
information for Clery Act purposes unless they believe it would be harmful to their client or patient.
Formal Reporting Options
All WCTC employees have a duty to report, unless they fall under the “Confidential Reporting” section above. Employees
must promptly share all details of the reports they receive with the Title IX Coordinator. Generally, climate surveys,
classroom writing assignments or discussions, human subjects research, or events such as Take Back the Night marches
or speak-outs do not provide notice that must be reported to the Coordinator by employees, unless the reporting party
clearly indicates that they wish a report to be made.
If a reporting party does not wish for their name to be shared, does not wish for an investigation to take place, or does
not want to pursue a formal resolution, the reporting party may make such a request to the Title IX Coordinator, who
will evaluate that request in light of the duty to ensure the safety of the campus and comply with federal law. WCTC
retains the right to conduct an investigation regarding allegations of discrimination, harassment, sexual misconduct, or
retaliation even if the reporting party indicates they do not wish for an investigation to take place. Note that WCTC’s
ability to remedy and respond to a reported incident may be limited if the reporting party does not wish for their name
to be shared or does not want to pursue a formal resolution.
Formal reporting still affords privacy to the reporter, and only a small group of officials who need to know will be told,
including but not limited to: Director, Compliance & Equity, Deputy Title IX Coordinators, Vice President for Student
Services, Vice President for Human Resource Services, Behavioral Intervention Team, and Campus Security. Information
will be shared as necessary with investigators, witnesses and the responding party. The circle of people with this
knowledge will be kept as tight as possible to preserve a reporting party’s rights and privacy. Additionally, anonymous
reports can be made by victims and/or third parties using the online reporting form posted at
https://cm.maxient.com/reportingform.php?WaukeshaCTC&layout_id=6. Note that these anonymous reports may
prompt a need for the institution to investigate.
Failure of a non-confidential employee, as described in this section, to report an incident or incidents of discrimination,
harassment, sexual misconduct, or retaliation of which they become aware is a violation of WCTC policy which may
result in disciplinary action, up to and including discharge.
1. False Allegations
Deliberately false and/or malicious allegations or reports under this policy, as opposed to allegations which,
even if erroneous, are made in good faith, are a serious offense and will be subject to appropriate disciplinary
action, up to and including expulsion or discharge.
2. Amnesty
For Victims:
The Student Development and Human Resource Services Offices, in their sole discretion may provide amnesty
to victims who may be hesitant to report to WCTC officials because they fear that they themselves may be
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accused of minor policy violations, such as underage drinking, at the time of the incident. In this situation, an
alternative outcome may be that educational options will be explored.
For Those Who Offer Assistance:
To encourage students to offer help and assistance to others, WCTC pursues a policy of amnesty for minor
violations when students offer help to others in need. At the discretion of the Manager, Student Development,
amnesty may also be extended on a case-by-case basis to the person receiving assistance. In this situation, an
alternative outcome may be that educational options will be explored.
For Those Who Report Serious Violations:
In their sole discretion, the Student Development and Human Resource Services Offices may offer amnesty to
students who are engaged in minor violations but who choose to bring related serious violations by others to
the attention of WCTC. In this situation, an alternative outcome may be that educational options will be
explored.
Abuse of amnesty requests by any person may result in a decision by the Manager, Student Development not
to extend amnesty to that person repeatedly.
Safe Harbor:
WCTC has a Safe Harbor rule for students. WCTC believes that students who have a drug and/or addiction
problem deserve help. If any WCTC student brings their own use, addiction, or dependency to the attention of
WCTC officials, outside the threat of drug tests or conduct sanctions, and seeks assistance, a conduct complaint
will not be pursued. A written action plan may be used to track cooperation with the Safe Harbor program by
the student. Failure to follow the action plan will nullify the Safe Harbor protection and campus conduct
proceedings will be initiated. This Safe Harbor rule shall not prevent WCTC from investigating complaints of
discrimination, harassment, or sexual misconduct brought against a student and issuing disciplinary action
based on the results of that investigation.
3. Parental Notification
WCTC reserves the right to notify the parents/guardians of dependent students regarding any conduct situation,
particularly alcohol and other drug violations. WCTC may also notify parents/guardians of non-dependent
students who are under the age of 21 of alcohol and/or other drug violations. Parental notification may also be
utilized discretionarily by administrators when permitted by Federal Education Rights and Privacy Act (FERPA)
or consent of the student.
See Board Policy 3.3 Staff Treatment
See Wisconsin Statutes 38.23
See Wisconsin Administrative Code Chapter TCS 6
See Administrative Procedure: Human Resources HUM-601-01 Equal Opportunities, Sexual Misconduct, Harassment, and
Discrimination
See Administrative Policy: Student STU-400 Student Rights
See Administrative Policy: Student STU-500 Accommodation of Student Religious Beliefs
See Administrative Procedure: STU 500-01 Accommodation of Student Religious Beliefs
See Administrative Policy: Student STU-601 Equal Opportunities, Sexual Misconduct, Harassment, and Discrimination
See Administrative Procedure: STU-601-01 Equal Opportunities, Sexual Misconduct, Harassment, and Discrimination
Policy owner: Vice President, Human Resource Services
REVISED:

April 2014
April 2017
July 2018
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Section II
Dissemination of Equal Opportunity/Affirmative Action Information
The following measures will be used to communicate to WCTC’s community and the public of our commitment
to Equal Opportunity and Affirmative Action in all employment and educational policies, procedures, programs,
services, and opportunities:
•

WCTC’s Five-Year Equal Opportunity/Affirmative Action Plan will be distributed to the following persons or
offices:
o District Board of Trustees
o College President
o Management Staff
o College Library
o College Website

•

Updates to the plan will be distributed to the above persons or offices when completed and published on the
College website.

•

The Equal Opportunity/Affirmative Action and Discrimination/Harassment/Retaliation Policy and Procedure
will be reviewed each year and updated as required.

•

The Equal Opportunity/Affirmative Action and Discrimination/Harassment/Retaliation Policy and Procedure
are available to all employees through the College’s online policy and procedure directory. The policy and
procedure are also accessible to employees, students, and the public through the College’s website. They are
also included in all new employee orientation materials and in the orientation materials for new students.

•

The statement “An Equal Opportunity/Affirmative Action Employer/Educator” is included in all position
opening advertisements. WCTC’s Job Opportunities webpage also has a link to the College’s Equal
Opportunity/Non-discrimination statement.
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•

The Equal Opportunity/Affirmative Action Policy Statement is included in the College’s Schedule of Classes
publication. This information is also included in the College’s Student Handbook and includes information on
who to contact on campus regarding a complaint.

•

The College’s Equal Opportunity/Affirmative Action Policy Statement is published annually in district local
newspapers. The Equal Opportunity/Affirmative Action Statement is available and published in Spanish and
includes a statement that the lack of English skills will not be a barrier to admission and participation.

•

Continuous non-discrimination notification statements and notification of intent to reasonably
accommodate disabilities will be included in recruitment materials and admission and application forms and
communication alternatives such State Relay numbers are provided in the notification.

•

Diversity training sessions are made available to students and/or staff.

Section III
Employment Affirmative Action Initiatives
GOAL 1: Increase the recruitment of persons of color, women, veterans, and persons with disabilities
Persons Responsible
for Implementation

Timeframe

Employment Specialist;
Director, Talent Operations

Ongoing

Participate in Career Fairs including the annual Milwaukee Area
City Diversity Career Fair

Employment Specialist

Ongoing

Partner with the College’s Accessibility Office to access specific
assistive technology for candidates with a disability

Employment Specialist;
Coordinator, Student
Accessibility

Ongoing

Strategy/Activity
Post job announcements on diverse websites, including,
but not limited to:
• Hispanic Chamber of Commerce of Wisconsin
• Metropolitan Milwaukee Association of Commerce
• Wisconsin LGBT Chamber of Commerce
• African American Chamber of Commerce
• Hmong Wisconsin Chamber of Commerce
• Wisconsin Veterans Chamber of Commerce
• Diversity: http://www.diversityjobs.com
• Disability: http://recruitdisability.org
• Disability: https://abilityjobs.com/employers
• Disabled Veterans: https://www.jofdav.com/
• Women:
http://womenforhire.com/employer_services/
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Method of Evaluation
The Director, Compliance & Equity, the Employment Specialist, the Director, Talent Operations, in collaboration
with the Diversity and Inclusion Committee, will annually review, analyze, and report on the progress and
effectiveness of these strategies based on:
• Number of contacts with recruitment sources
• Number of contacts with diverse candidates
• Number and percentage of diverse candidates in the candidate pools
• Number and percentage of diverse hires
Current minority employment percentages:
As of Spring 2019, the College has 11% diverse employees. That is 58 out of 513.
Here is the occupational breakdown:
• Faculty: 28% (16/58)
• Professionals: 26% (15/58)
• Facilities: 17% (10/58)
• Office Support: 16% (9/58)
• Managers: 14% (8/58)

GOAL 2: Recognize and understand the staffing make-up of each department
Strategy/Activity
Develop charts when working with Hiring Managers to detail
the following:
• Number of employees in the Department
• Number of females in the Department
• Number of males in the Department
• Number of minorities in the Department
Discuss affirmative action and team make-up when evaluating and
hiring applicants

Persons Responsible
for Implementation

Timeframe

Employment Specialist;
Hiring Managers

Fall 2019;
Ongoing

Employment Specialist;
Hiring Managers

Ongoing

Method of Evaluation
The Director, Compliance & Equity, the Employment Specialist, the Director, Talent Operations, in collaboration
with the Diversity and Inclusion Committee, will annually review, analyze the data that is collected through this
process, and how many diverse candidates were hired as a result of it.

GOAL 3: Continue to develop more diverse interview/selection panels that are made up of different
ages, genders, race/ethnicities, and abilities
Persons Responsible
Strategy/Activity
Timeframe
for Implementation
Contact members of the Diversity & Inclusion Committee to
Employment Specialist;
ask for their availability and participation in
Director, Compliance &
Ongoing
interview/selection panels. These individuals are known as
Equity
Diversity Advocates.
Method of Evaluation
The Employment Specialist, the Director, Talent Operations, and the Director, Compliance & Equity will review the
interview panels from the previous year to see who was selected to participate.

GOAL 4: Plan and conduct training opportunities for employees to increase awareness, knowledge, and
sensitivity on diversity, equity, and inclusion competence
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Persons Responsible
for Implementation
Diversity & Inclusion
Committee
Director, Compliance &
Equity

Strategy/Activity

Timeframe

Provide training and learning opportunities for faculty and
Ongoing
staff to enhance cultural competence
Plan and conduct training on discrimination/sexual harassment
Ongoing
awareness for employees
Plan and conduct training to promote disability awareness and
accessibility issues of the following:
Coordinator of Student
• Americans with Disabilities Act
Fall 2019;
Accessibility;
Ongoing
• Section 504
Coordinator of Counseling
• Deaf and Hard of Hearing
• Mental Illness
Conduct Safe Zone training to increase the College’s network of safe Director, Compliance &
Equity;
Annually
and supportive allies to the LGBTQiA+ community
Diversity Coordinator
Method of Evaluation
The Director, Compliance & Equity and the Diversity Coordinator will annually review and analyze the
effectiveness of training programs based on:
• Number of employees and students attending
• Feedback of participants on effectiveness of programs
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Section IV
Student Affirmative Action Initiatives
GOAL 1: Continue the success of the Multicultural Student Mentoring Program (MSMP) for students of
color, first generation, LGBTQiA+, and undocumented students to increase retention and persistence
Persons Responsible
Strategy/Activity
Timeframe
for Implementation
Continue developing the MSMP program to help
Fall 2019;
underrepresented students navigate the College system, attend
Diversity Coordinator
classes, study effectively, and connect with peers utilizing the
Ongoing
same success strategies
Conduct student panels with current and graduated
Once a
Diversity Coordinator
underrepresented students to identify needs and services
semester
Method of Evaluation
The Diversity Coordinator will annually review and analyze the effectiveness of the program based on:
• Number of participating student mentees
• Number of participating mentors
• Number of student mentees retained
• Average GPA of student mentees
• Feedback from student panel identifying needs and services
• Feedback on effectiveness of current services
In 2018-19, 49 students participated in the mentoring program and 42 students completed the program successfully
for a success rate of 85%. Participating students have an average GPA of 3.0.
The MSMP is 100% funded by College dollars.

GOAL 2: New Instructors participating in the Journey will develop a Student-Instructor relationship plan to
help retain students of color
Persons Responsible
Strategy/Activity
Timeframe
for Implementation
Cross functional Journey
Team (Faculty, Instructional Fall 2019;
Building relationships with students with backgrounds and
Managers, & Student
characteristics unlike those of the Instructor
Ongoing
Services)
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Identifying the needs of students from diverse populations

Making instructional decisions that reflect a recognition of the
needs of diverse populations

Using college resources to support students from diverse
populations

Cross functional Journey
Team (Faculty, Instructional
Managers, & Student
Services)
Cross functional Journey
Team (Faculty, Instructional
Managers, & Student
Services)
Cross functional Journey
Team (Faculty, Instructional
Managers, & Student
Services)

Fall 2019;
Ongoing

Fall 2019;
Ongoing

Fall 2019;
Ongoing

Method of Evaluation
Instructors will participate in self-reflection to evaluate their own performance on the strategies. Mentors will
engage in formative evaluation by getting feedback from the new faculty members about their implementation
of the strategies and providing new faculty members with suggestions to strengthen future implementation.

GOAL 3: Improve the enrollment of students of color, women, and individuals with disabilities into programs
Strategy/Activity
Expand outreach programs and services that reach specific groups

Expand relationships with groups within the community to help
strengthen the viability of attending College

Identify marketing materials needed to reach specific groups.
Create action plan for having collateral created and distributed.

Persons Responsible
for Implementation
Diversity Recruitment
Specialist; Director, Public
Relations, Marketing &
Outreach
Diversity Recruitment
Specialist; Director, Public
Relations, Marketing &
Outreach
Diversity Recruitment
Specialist & Marketing
Manager; Director, Public
Relations, Marketing &
Outreach

Timeframe
December
2019; Ongoing

December
2019; Ongoing

December
2019; Outgoing

Method of Evaluation
The Department of Public Relations, Marketing & Outreach will annually review statistics provided by the Office
of Institutional Research & Effectiveness to gauge the increase of students of color, women, and individuals
with disabilities.
Data: Enrolled Postsecondary Students by Ethnicity 2017-2019
Student Ethnicities
2017
2018
0.39%
0.34%
American Indian/Alaskan Native 31
26
2.65%
2.71%
Asian
211
209
8.64%
7.76%
Black
687
599
8.16%
8.35%
Hispanic
649
645
2.00%
2.08%
Multiple
159
161
0.25%
0.18%
Pacific Islander
20
14
3.03%
3.07%
Unknown
241
237
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2019
33
263
617
702
196
14
341

0.42%
3.34%
7.83%
8.91%
2.49%
0.18%
4.33%

White
Grand Total

5,957
7,955

74.88% 5,832
100.00% 7,723

75.51%
100.00%

5,716
7,882

72.52%
100.00%

Section V

Wisconsin Technical College System
Annual Progress Reports
WCTC will submit an annual report to the WTCS Office on the progress of accomplishing goals identified in our Equal
Opportunity/Affirmative Action plan.
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