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Non-discrimination and Title IX / SaVE Policy 

 
Statement on Discrimination and Harassment 
Wilson Community College does not discriminate or permit discrimination by any member of 
the college community against any individual on the basis of race, color, religion, national 
origin, sex, age, disability, familial status, veteran status, genetic information, or citizenship in 
matters of admissions, employment, or services or in the educational programs or activities it 
operates. 
 
Claims or concerns related to any protected class other than sex / gender by any College 
employee should be directed to the complainant’s immediate supervisor or to Human 
Resources.  Such claims or concerns by a potential employee should be directed to Human 
Resources. 
 
Claims or concerns related to any protected class other than sex / gender by any student or 
visitor to campus should be directed to the Dean of Student Development or the Dean of 
Continuing Education, Industrial Technologies, & Sustainability. 
 
Statement on Title IX Protections 
The College has a clear, unambiguous, and unequivocal commitment to establishing and 
ensuring a safe, secure, and supportive environment in which every member of the College 
community can work and learn without being harassed.  This commitment supports and is 
necessary for the College mission to provide opportunities for academic excellence, student 
success, workforce development, community partnerships, and responsible stewardship. 
 
The College prohibits and will not tolerate any form of unlawful discrimination or harassment, 
including sexual discrimination and harassment and sexual violence that are covered by Title IX 
federal law. 
 
The College’s non-discrimination and Title IX policies apply to all members of the College 
community, including students, faculty, staff, and third parties including guests, visitors, 
contractors, and service providers.  This policy applies to all members of the College community 
regardless of their disability, international or undocumented status, or their sexual orientation 
or gender identity. 
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Definitions 
 
Harassment 
 

Harassment is any conduct directed at a specific person that torments, terrorizes, or 
terrifies that person and that serves no legitimate purpose. 

 
Discriminatory Harassment is harassment on the basis of a protected classification, 
including harassment of an individual in connection with a stereotyped group 
characteristic, or because of that person’s identification with a particular group.  Such 
harassment is any conduct, verbal or physical, on or off campus, that has the effect, 
because of its severity and/or persistence, of unreasonably interfering with an individual 
or group’s educational or work performance or that creates an intimidating , hostile, or 
offensive educational, work, or living environment. 
 
Discriminatory Harassment includes but is not limited to:  epithets or slurs; negative 
stereotyping; denigrating jokes; and display or circulation in the working, learning, or 
living environment (including electronic transmission) of written or graphic material.  
Sexual and gender-based misconduct, which are described in more detail below, 
constitutes a form of discriminatory harassment. 
 
Under North Carolina law, N.C.G.S. 115C-407.15, harassment is defined as any pattern 
of gestures or written, electronic, or verbal communications, or physical act or any 
threatening communication, that places a person in actual or reasonable fear of harm to 
his or her person or damage to his or her property or that creates or is certain to create 
a hostile environment by substantially interfering with or impairing a person’s 
educational performance, opportunities, or benefits.  For purposes of this section, 
hostile environment means that the victim subjectively views the conduct as bullying or 
harassing behavior and the conduct is objectively severe or pervasive enough that a 
reasonable person would agree that it is bullying or harassing behavior. 
  

Gender-based and Sexual Misconduct  

Gender-based misconduct comprises a broad range of behaviors focused on sex and/or 

gender discrimination that may or may not be sexual in nature. Sexual harassment, sexual 

assault, gender-based harassment, stalking, and intimate partner violence are forms of 

gender-based misconduct under this policy. Misconduct can occur between strangers or 

acquaintances, including people involved in an intimate or sexual relationship (current or 

former).  Gender-based misconduct can be committed by men or by women, and it can 

occur between people of the same or different sex.  

Sexual Harassment is unwelcome conduct of a sexual nature.  Sexual assault and requests 

for sexual favors that affect educational or employment decisions constitute sexual 
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harassment. Sexual harassment may also consist of unwelcome physical contact, requests 

for sexual favors, and visual displays of degrading sexual images, sexually suggestive 

conduct, or remarks of a sexual nature. Unwelcome sexual advances, requests for sexual 

favors, and other verbal, nonverbal (including print or electronic communication) or 

physical conduct of a sexual nature constitute sexual harassment when: 

1. Submission to such conduct is made either explicitly or implicitly a term or 

condition of an individual's employment or admission to or participation in an 

academic program or College-sponsored activity; or 

2. Submission to or rejection of such conduct is used as the basis for decisions 

affecting an individual's employment status or academic standing; or 

3. Such conduct has the purpose or effect of unreasonably interfering with an 

individual's performance on the job or in the classroom; or 

4. Such conduct has the purpose or effect of creating an intimidating, hostile, or 

offensive work or study environment for an individual or group of individuals.  

Sexual harassment can occur regardless of the relationship, position or respective sex of 

the parties, same sex harassment violates this policy. Harassment because of one's actual 

or perceived sexual orientation also constitutes a violation of this policy.  Violation of this 

policy also includes harassment by a student of a faculty member or a subordinate 

employee of his/her supervisor.  

Intimate partner violence.   The use of physical violence, coercion, threats, intimidation, 

isolation, stalking, or other forms of emotional, sexual or economic abuse used to control 

a partner in an intimate relationship constitute intimate partner violence. This includes 

any behaviors that intimidate, manipulate, humiliate, isolate, frighten, terrorize, coerce, 

threaten, blame, hurt, injure, or wound someone. Intimate partner violence can be a 

single act or a pattern of behavior in relationships. Intimate partner relationships are 

defined as short or long-term relationships (current or former) between persons intended 

to provide some emotional/romantic and/or physical intimacy.  Also referred to as 

Domestic Violence or Dating Violence. 

Under North Carolina law N.C.G.S. 50B-1, domestic violence means the commission of one 

or more of the following acts upon an aggrieved party or upon a minor child residing with 

or in the custody of the aggrieved party by a person with whom the aggrieved party has or 

has had a personal relationship, but does not include acts of self-defense: 

1. Attempting to cause bodily injury, or intentionally causing bodily injury; or 
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2. Placing the aggrieved party or a member of the aggrieved party’s family or 

household in fear of imminent serious bodily injury or continued 

harassment, as defined in G.S. 14-277.3A, that rises to such a level as to 

inflict substantial emotional distress; or 

3. Committing an act defined in G.S. 14-27.2 through G.S. 14-27.7. 

For purposes of this section, the term “personal relationship” means a relationship 

wherein the parties involved: 

1. Are current or former spouses; 

2. Are persons of opposite sex who live together or have lived together; 

3. Are related as parents and children, including others acting in loco parentis 

to a minor child, or as grandparents and grandchildren.  For purposes of this 

section, an aggrieved party may not obtain an order of protection against a 

child or grandchild under the age of 16; 

4. Have a child in common; 

5. Are current or former household members; 

6. Are persons of the opposite sex who are in a dating relationship or have been 

in a dating relationship.  For purposes of this subdivision, a dating 

relationship is one wherein the parties are romantically involved over time 

and on a continuous basis during the course of the relationship.  A casual 

acquaintance or ordinary fraternization between persons in a business or 

social context is not a dating relationship. 

Stalking.  As mentioned in the definitions for gender-based harassment and intimate 

partner violence, stalking is defined as a course of conduct directed at a specific person 

that would cause a reasonable person to feel fear.  Stalking involves repeated and 

continued harassment made against the expressed wishes of another individual, which 

causes the targeted individual to feel emotional distress, including fear and apprehension. 

Stalking behaviors may include: pursuing or following; non-consensual (unwanted) 

communication or contact - including face-to-face, telephone calls, voice messages, 

electronic messages, text messages, and unwanted gifts; trespassing; and surveillance or 

other types of observation. 

Under North Carolina law, N.C.G.S. 14-277.3A, stalking is defined as two or more acts, 

including, but not limited to, acts in which the stalker directly, indirectly, or through third 

parties, by any action, method, device, or means, is in the presence of, or follows, 

monitors, observes, surveils, threatens, or communicates to or about a person, or 

interferes with a person’s property.  A defendant is guilty of stalking if the defendant 
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willfully on more than one occasion harasses another person without legal purpose or 

willfully engages in a course of conduct directed at a specific person without legal purpose 

and the defendant knows or should know that the harassment or course of conduct would 

cause a reasonable person to do any of the following: 

 Fear for the person’s safety or the safety of the person’s immediate family or close 

personal associate. 

 Suffer substantial emotional distress by placing that person in fear of death, bodily 

injury, or continued harassment. 

Sexual Assault. The College defines sexual assault as any non-consensual, intentional physical 

contact of a sexual nature, such as unwelcome physical contact with a person’s genitals, 

buttocks, or breasts, or any form of sexual intercourse without consent.  Rape is a form of 

sexual assault.  Sexual assault occurs when the act is committed by: a) physical force, violence, 

threat, or intimidation; b) ignoring the objections or without the consent of another person; c) 

causing another's intoxication or impairment through the use of alcohol or other drugs; and/or 

d) taking advantage of another person's incapacitation, helplessness, or other inability to 

consent.  

Under North Carolina law N.C.G.S. 14-27.1, sexual assault is defined as sexual exploitation, 

forcible penetration, or an act of sexual contact on the body of another person, male or female, 

without his or her consent.  Such conduct includes first degree rape, second degree rape, first 

degree sexual offense, second degree sexual offense, statutory rape, and statutory sexual 

offense. 

Consent. The presence of consent involves explicit communication and mutual approval for the 

act in which the parties are/were involved. A sexual encounter is considered consensual when 

individuals willingly and knowingly engage in sexual activity. The use of coercion in instances of 

sexual assault involves the use of pressure, manipulation, substances, and/or force. The 

absence of "No" is not a "Yes."  

Consensual Relationships and Sexual Harassment   Actual or apparent authority that 

employees may have over a student is a strong factor in finding that certain types of conduct 

constitute sexual harassment.  This can be so even if a student has accepted the conduct, does 

not show signs of being harassed, or fails to file a complaint of harassment.  

Consistent with the College's policy on sexual harassment, consensual relationships are deemed 

sexual harassment when they are found to compromise the educational mission of the 

College.  Complaints of sexual harassment of students, including alleged consensual 
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relationships, will be carefully evaluated in the context of the unique relationship and 

responsibility that faculty, administrators and other College employees have to students or 

employees.   

The conduct alleged to constitute harassment under this policy will be evaluated from the 

perspective of a reasonable person similarly situated to the complainant and considering all of 

the facts and circumstances. A single incident or a few incidents may not necessarily rise to the 

level of harassment; however, a single extreme incident could constitute prohibited 

discrimination or harassment. Each matter will be evaluated individually.  

The Concept of Academic Freedom and Employment Responsibilities 
 
Under College policy, all officers of instruction and all officers of administration, while giving 
instruction, are entitled to freedom in the classroom in discussing their subjects and they are 
entitled to freedom in research and in the publication of its results.   Similarly, students are 
encouraged to openly express their views and opinions.  While not all conduct can be shielded 
by claims of academic freedom or freedom of expression, the College is committed to 
encouraging meaningful, candid discussion in the classroom and in other academic settings and 
recognizes that there can be a tension between the need for frank and open discussion and the 
right of individuals to be free from injury caused by harassment.  

Harassment must be distinguished from behavior that, even though unpleasant or 

disconcerting, is appropriate to the carrying out of certain instructional, advisory, or supervisory 

responsibilities of education or employment. Instructional responsibilities require appropriate 

latitude for pedagogical decisions concerning the topics discussed and methods used to draw 

students into discussion and full participation.  Supervisory responsibilities require appropriate 

latitude for decisions concerning the methods of fulfilling institutional and work related 

obligations.  Therefore, in determining whether alleged conduct constitutes harassment, it is 

necessary to examine all of the relevant information available, including the nature of the 

conduct and the context in which the alleged incidents occurred. 

 
Who May Bring a Report of Discrimination or Harassment 
 
A report alleging discrimination or harassment may be brought by any member of the College 
community.  Note that the person reporting the information need not be the intended or even 
apparent target of the conduct that is alleged to be harassment.  Reports may also be brought 
by individuals who are not members of the College community, but who believe that 
discrimination or harassment may have occurred. 
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In certain instances, the College may investigate allegations of discrimination or harassment 

based on information received from individuals within or outside the College community, or 

from other sources, such as newspaper accounts or anonymous letters or phone calls.  

In all cases, before further action will be taken, the College will carefully consider the source 

and nature of the information received; the specificity of the information; the objectivity and 

credibility of the source of the report; whether it can identify individuals who were subjected to 

the alleged discrimination or harassment; and whether those individuals want to pursue the 

matter.  If there is sufficient reason to believe that a violation of this policy may have occurred, 

an investigation will be commenced. 

Duty to Report 
 
All staff, faculty, and student employees have a duty to report knowledge of alleged or 
observed incidents of Title IX discrimination or harassment to their immediate supervisor 
and/or the Title IX Coordinator upon learning such information. 
  
Any supervisor who learns about any report of knowledge of alleged or observed Title IX 
incidents of discrimination and/or harassment must report such to the Title IX Coordinator 
immediately.  Any member of the College community may consult with the Title IX Coordinator 
to review available information and determine applicable reporting obligations and/or available 
resources.  In the event of the Title IX Coordinator’s absence, the report should be made the 
Deputy Title IX Coordinator. 

 
Retaliation 
 
Any attempt by a member of the Wilson Community College community to penalize, intimidate, 
or retaliate in any way against a person who makes a report of or who is otherwise involved in a 
report of discrimination or harassment is completely prohibited.  Retaliation may be found even 
when the underlying report does not constitute discrimination or harassment in violation of 
policy.  A retaliatory adverse action is an action taken to deter a reasonable person from 
opposing a discriminatory or harassing practice, and/or from pursuing his/her rights.  Examples 
of adverse actions include termination, denial of promotion or participation in otherwise 
qualified employment or educational opportunity, and unjustified negative evaluations or 
references.  Employees who have filed a report or expressed opposition to potentially 
discrimination or harassment are still expected to perform their job functions and follow their 
employer’s legitimate workplace rules and responsibilities. 

Any person who believes that he or she has been the victim of retaliation for reporting 

discrimination or harassment or cooperating in an investigation should immediately contact the 

Title IX Coordinator.  Members of the College community are expected to cooperate with 

investigations of violation of this policy.  Any person who retaliates against a person in response 
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to a report or cooperation in an investigation will be in violation of this policy and will be 

subject to the appropriate discipline process.  

 
False Reports 
 
Any person who knowingly files a false claim of discrimination or harassment will be in violation 
of this policy and will be subject to the appropriate disciplinary process. 
  
Title IX & Pregnancy 
 
Wilson Community College (WCC) does not tolerate harassment of any form, including 
harassment of pregnant women or parenting students.  WCC will take prompt and effective 
steps reasonably calculated to end pregnancy-related harassment, prevent its recurrence, and 
eliminate any hostile environment created by the harassment.  It is a violation of Title IX if 
sexual harassment or other pregnancy-related harassment by employees, students, or third 
parties is sufficiently serious that it interferes with a student’s ability to benefit from or 
participate in the College’s program, and the harassment is encouraged, tolerated, not 
adequately addressed, or ignored by College employees. 

A student seeking pregnancy accommodations under Title IX is required to produce appropriate 
medical documentation. The College must excuse a student’s absences because of pregnancy or 
childbirth for as long as the student’s medical practitioner deems the absence medically 
necessary.  In addition, when a student returns to school, she must be allowed to return to the 
same academic and extracurricular status prior to her medical leave.  The College will not 
assume a medical condition or offer academic accommodations without proper 
documentation.  

Duties and Responsibilities 
 

The duties and responsibilities of the College, along with student and faculty guidelines for 
accommodations can be found in OOP A-46 Title IX & Pregnancy Procedure. 

 
Process / Contact Information 
 
Any individual who believes he or she may have experienced sex or gender-based 
discrimination or harassment may initiate a report in accordance with the following: 
 



 

9 
 

For Complaints 
Against: 

Nature of Report Applicable 
Grievance 
Procedure 

Contact 

Students, Faculty, 
Staff, or Third 
Parties 

Sex and Gender-
based 
Discrimination 
and/or Harassment 

Title IX Title IX Coordinator 
Kathy Williamson 
Office: C-106 
(252) 246-1263 
kwilliamson@wilsoncc.edu 

Students, Faculty, 
Staff, or Third 
Parties 

Sexual Violence, 
Intimate Partner 
Violence, Stalking, 
Covered by SaVE* 

SaVE* Title IX Coordinator 
Or 
Deputy Title IX 
Coordinator 
Or 
Campus Police 
Or Local Law Enforcement 
Or 
Off-campus community-
based support service only 
Or 
May decline reporting 

 
In Ms. Williamson’s absence, a report may be made to: 
 
Deputy Title IX Coordinator 
Joshua Harris 
Office F-100c 
(252) 246-1257 
JHARRIS@wilsoncc.edu 
 
*Campus SaVE Act is Section 304 of the Violence Against Women Act (VAWA).  Both are 
amendments to the Jeanne Clery Act. 
 
*Under Campus SaVE, victims of covered incidents have a range of reporting options, including: 

 Off-campus community-based support services.  

 Report to the College for an administrative investigation and response. 

 Report to College police. 

 Report to local law enforcement with jurisdiction. 

 Decline to report.  
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