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Non Discrimination Policy Statement 

Purpose: 
To establish uniform guidelines in order to promote a work and educational environment at 
SOWELA Technical Community College (SOWELA) that is free of discrimination and 
harassment and to affirm the College's commitment to equal opportunity and affirmative action. 

Policy: 
Consistent with the purpose for which SOWELA was founded, the College is committed to the 
principle that all persons shall have equal access to programs, facilities, services, and employment 
without regard to personal characteristics related to ability, performance, or qualifications as 
determined by SOWELA policy and/or applicable laws; and is committed to the realization and 
maintenance ofan environment in which members may have full and productive careers free from 
discrimination or harassment. 

SOWELA prohibits discrimination, harassment and bullying against any person for any reason, 
such as age, ancestry, color, disability or handicap, national origin, race, religion, gender, sexual 
or affectional orientation, gender identity, appearance, matriculation, political affiliation, marital 
status, genetics, veteran status and any other characteristic protected under applicable federal or 
state law, herein called "protected categories." The College expects all SOWELA employees, 
students, and community members to join with and uphold this commitment. 

SOWELA employees, volunteers, members, and other constituents of the College community 
when and where ever those individuals are conducting SOWELA business or participating in the 
College events or activities, shall maintain an environment free of Discrimination, including 
Harassment, Bullying, and Retaliation. 

Commitment to Equal Opportunity 
SOWELA is an equal opportunity employer committed to the principle of equal opportunity in 
education and employment. The College prohibits discrimination against individuals on the basis 
ofrace, color, sex, sexual orientation, gender identity, religion, disability, age, genetic information, 
veteran status, or national or ethnic origin in the administration of its educational policies, 
admissions policies, employment policies, scholarship and loan programs, and other College 
administered programs and activities; and will take affirmative action measures to ensure against 
discrimination in employment, recruitment, advertisements for employment, compensation, 
termination, upgrading, promotions, and other conditions ofemployment against any employee or 



job applicant on the bases of race, color, gender, national origin, age, religion, creed, disability, 
veteran's status, sexual orientation, gender identity or gender expression. 

SO WELA prohibits discrimination against and harassment of any employee or any applicant for 
employment because of race, color, national or ethnic origin, age, religion, disability, sex, sexual 
orientation, gender identity and expression, veteran status or any other characteristic protected 
under applicable federal or state law. All personnel who are responsible for hiring and promoting 
employees and for the development and implementation of the College programs or activities are 
charged to support this effort and to respond promptly and appropriately to any concerns that are 
brought to their attention. These activities include, but are not limited to, hiring and firing of staff, 
selection of volunteers and vendors, and provision of services. We are committed to providing an 
inclusive and welcoming environment for all members of our staff, clients, volunteers, 
subcontractors, vendors, and clients. 

All SOWELA personnel who are responsible for hiring, promoting, and managing employees 
and/or College programs are required to promptly escalate all potential violations of this policy to 
a manager or supervisor, a dean, any senior member of the College administration, or directly to 
the College's Chief Compliance Officer who is designated as the College's Equal 
Opportunity/Affirmative Action/Title IX Officer at: 337-421-6505 or 337-421-6510, in room 
1100/1104, Charleston Building. At the same time, SO WELA cherishes its right and duty to seek 
and retain personnel who will make a positive contribution to its public character, goals, and 
mission in order to enhance the SOWELA tradition. 

SO WELA also prohibits retaliation based on a protected activity, such as the filing of a complaint of 
discrimination or participation in the investigation of such a claim. Any witness, complainant or 
respondent involved in an investigation ought not to be retaliated against for their participation in the 
fact-finding process. 

Applicability: 
This policy applies to all SOWELA employees (faculty and staff), students, applicants for 
employment, and third parties, including volunteers, community members, clients, and 
contractors. SOWELA follows an equal opportunity employment policy and employs personnel 
without regard to race, creed, color, ethnicity, national origin, religion, sex/gender, sexual 
orientation, gender expression, age, physical or mental ability, veteran status, military obligations, 
and marital status. 

This policy also applies to internal promotions, training, opportumt1es for advancement, 
terminations, outside vendors, community members and customers, service clients, use of 
contractors and consultants, and dealing with the general public. 

The College's Chief Compliance Officer is the Executive Director ofPlanning & Analysis and is 
designated as the College' s Equal Employment Opportunity/Affirmative Action/Title IX Officer. 
Inquiries concerning the College's policies, compliance with applicable laws, statutes, and 
regulations (such as Title VI and Section 504), and complaints may be directed to this individual, 
who can be reached at: 337-421-6505 or 337-421 -6510, in room 1100/1104, Charleston Building. 

The College's Chief Compliance Officer is also responsible for planning and implementing the 
College's affirmative action program and monitoring affirmative action-related decisions and 
activities in accordance with state and federal law. SOWELA seeks to maintain an internal system 



of audit and reporting that shall facilitate the identification and removal of inequities and 
deficiencies in its employment and those policies and practices that could preclude the fair and 
equal treatment ofminorities, women, individuals with disabilities, protected veterans and all other 
protected groups. 

In addition, inquiries about Title IX (which prohibits discrimination on the basis of sex) may be 
directed to the College's ChiefCompliance Officer, Inquiries about the laws and about compliance 
may also be directed to the US Department ofEducation, Office for Civil Rights, Region 5, serving 
Arkansas, Louisiana, Mississippi, and Texas, is at Dallas Office located at 1999 Bryan Street, Suite 
1620, Dallas, TX 75201-6810, telephone: (214) 661-9600, Facsmile (Fax): (214) 661-9587, Email: 
OCR.Dallas@ed.gov 

Mediation and Enforcement: 
The College's ChiefCompliance Officer shall have the primary responsibility for oversight of this 
policy including investigating complaints of discrimination, harassment, bullying, and retaliation 
with respect to employees. Any person who believes that he or she has been the victim of illegal 
discrimination or harassment may seek redress through an appropriate Unit dispute resolution 
mechanism or may contact the College's Chief Compliance Officer at 337-421-6505 or 6510. 
Matters deemed to be of a serious nature shall be referred to the Chancellor who may decide to 
consult with the College Legal Counsel for advisement and/or handling. 

The goal in every such case shall be to reach a determination on the merits of allegations, if 
possible. In most cases, this will require an investigation into the facts. Such an investigation may 
be conducted by the College's Chief Compliance Officer or his/her designee, legal counsel, 
volunteers, private investigators or other individuals deemed qualified to do so. If the evidence 
shows that there has been Discrimination, Harassment, Bullying, and/or Retaliation, SOWELA 
shall seek to ensure the Discrimination, Harassment, Bullying or Retaliation immediately stops 
and does not recur. 

The complainant shall be informed generally of the conclusions reached regarding the allegations. 
Disciplinary sanctions for violation of policy, up to and including termination of employment at 
SOWELA, as applicable, will be imposed in accordance with applicable College and LCTCS 
policies and/or State, and Federal laws. The College Chancellor shall be informed ofall allegations 
involving SO WELA members, volunteers, or any management level employees. If the complaint 
is against the College Chancellor, then the LCTCS President and the LCTCS Board shall be 
informed. 

SOWELA prohibits retaliation for raising in good faith an issue of potential Discrimination, 
Harassment, Bullying, and/or Retaliation, and discourages any behavior that might be perceived 
as retaliatory in nature. Retaliation shall constitute a separate violation and may result in a sanction 
independent of the outcome of a complaint. 
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Guidelines 

A. Defining and Recognizing Discrimination 

Unlawful discrimination occurs when a person is harassed or treated arbitrarily or 
differently because of the person's real or implied membership in a "protected category" 
such as race; color; national or ethnic origin; age; religion; disability; sex; sexual 
orientation; gender; gender identity and expression; including a transgender identity; 
veteran status; genetics; retaliation; and any other characteristic protected under applicable 
federal or state law. 

For the purposes of this policy, protected veteran status includes (1) disabled veterans; (2) 
recently separated veterans; (3) active duty wartime or campaign badge veterans; and (4) Armed 
Forces service medal veterans. The classifications ofprotected veterans are defined as follows: 

• A "disabled veteran" means: (1) a veteran of the U.S. military, ground, naval or 
air service who is entitled to compensation ( or who but for the receipt of military 
retired pay would be entitled to compensation) under laws administered by the 
Secretary ofVeterans Affairs, or (2) a person who was discharged or released from 
active duty because ofa service-connected disability. 

• A "recently separated veteran" means any veteran during the three-year period 
beginning on the date ofsuch veteran's discharge or release from active duty in the 
U.S. military, ground, naval or air service. 

• An "active duty wartime or campaign badge veteran" means a veteran who 
served on active duty in the U.S. military, ground, naval or air service during a 
war or in a campaign or expedition for which a campaign badge has been 
authorized, under the laws administered by the Department of Defense. For 
additional information see: http://www.opm.gov/staffingportal/vgmedal2.asp. 

• An "Armed Forces service medal veteran" means any veteran who, while serving 
on active duty in the U.S. military, ground, naval or air service, participated in a 
United States military operation for which an Armed Forces service medal was 
awarded pursuant to Executive Order 12985 (61 FR 1209). 
For additional information see: http://www.opm.gov/staffingportal/vgmedal2.asp. 

In the employment context, discrimination may begin with an adverse employment action, 
which is something an employer has done that is unfair to an employee (for example: 
terminating the employee or not selecting him or her for hire or a promotion, harassing the 
employee, denying the employee's request for a reasonable accommodation, etc.). If th e 
C o 1 l e g e C h i e f C o m p 1 i a n c e O ff i c e r o r h i s / he r d e s i g n e e determines, 
through fact-finding, that the employee or applicant's membership in a protected category 
was the reason for the adverse employment action, this may lead to a policy violation ofthe 
non-discrimination policy and/or any other policy herein. 
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Personality differences or conflicts, general mistreatment not based on the above protected 
categories, or a response to poor performance are usually employee relations issues, not 
discrimination matters. To contact a Human Capital Resources and Payroll (HCR-PAY) 
staff to discuss an employee relations matter, please call the Office at: 337-421-6510. 
HCR-PA Y staff can also help you determine what type of issue you may be experiencing and 
will refer you to the appropriate resources. 

Similarly, if a student or community member believes that s/he was treated differently in 
their education program or activity because of their real or implied membership in a 
protected category as defined above, the appropriate office of the College (For Students, the 
initial contact should be with the Director of Student Support Services; and for all others, the 
College's Chief Compliance Officer) who will conduct a fact-finding investigation to 
determine whether or not the Complainant' s protected class was the reason for the different 
treatment and if that treatment violated the non-discrimination policy and/or any other policy 
herein. 

However, if you feel that you are being retaliated against for filing a complaint, participating 
in a complaint or speaking out against a potential discriminatory practice; please contact 
the College Chief Compliance Off icer immediately at 337-421-
6505/6510. Retaliation is prohibited by SOWELA policies and by state and federal anti
discrimination laws. Retaliation at S O W EL A is also subject to disciplinary action up 
to and including termination from employment for employees or expulsion for 
students from t h e C o 1 1 e g e . 

Source of Policy: Human Capital resources & Payroll Responsible Administrator: Human Capital Resources & Payroll 
Related Policy: NIA LCTCS Policy Reference: !l 

LCTCS Guide line Reference: NIA 

Date: March 8, 2017 


