
09/2023 Department of Corrections P a g e  | 1 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

      

      

 

STATE OF WISCONSIN 

DEPARTMENT OF CORRECTIONS 

EQUITY and INCLUSION PLAN 

January 1, 2024 to December 31, 2026 

 

 

 

 

 

 

 

 

 

 



09/2023 Department of Corrections P a g e  | 2 

 
 
 
 
 
 
 
 
 
 
   



09/2023 Department of Corrections P a g e  | 3 

Table of Contents 

I. Acknowledgments 3 

II. Commitment Letter 4 

III. Individuals Responsible for Directing/Implementing the Equity and 
Inclusion Plan 

5 

IV. Introduction 7 

V. Work Force Analysis Summary 8 

VI. Agency Goals, Strategies, Metrics to Advance Equity and Inclusion 10 

VII. Recruitment Work Plan 11 

VIII. Retention Work Plan 13 

IX. Agency Culture Work Plan 15 

X. Internal/External Communication of Equity and Inclusion Plan 17 

 

  











09/2023 Department of Corrections P a g e  | 8 

Introduction 

The three-year Equity and Inclusion (E&I) Plan of the Department of Corrections (DOC) reaffirms 
the guidelines of EEO and AA, intending to protect the public, the staff, and the people in their care 
through integrating holistic E&I practices. The plan acknowledges the employees as the most 
essential resource of the Department, who are accountable to each other, the people in their care, 
and the public. Therefore, the Department has an official and moral obligation to ensure the use of 
E&I principles for all employees and applicants, regardless of race, color, sex, religion, national 
origin, age, disability, genetic information, or marital status. A diverse workforce is essential for the 
effective operation of the Department to serve all participants well. 
 
Historically, the DOC has been able to meet the evolving client needs and protect the public 
through a pattern of change. However, this trend did not allow DOC employees to excel in 
correctional practices while ensuring safety for victims and communities. Although the DOC has 
taken steps to promote positive change and success, more must be done to protect against 
discrimination, promote diversity, and advance E&I in department practices and services, 
particularly among personnel. 
 
The DOC has anecdotal hiring data, and this plan deals with that deficiency. Concurrently, the plan 
seeks to decrease inconsistencies in employment structure and recruitment, retention, and agency 
culture per statistical data in the workforce analysis. The previous plan recognized that cultural 
change was necessary based on the outcomes of Project Stay and Leave in 2017. The updated 
plan will continue to focus on implementing these changes by prioritizing the transformation of the 
organizational climate to improve recruitment, retention, and the overall agency culture. 
 
This plan supposes practicing E&I will challenge such inequalities to improve all workforce areas 
more uniformly. The plan guides actions within four identified goals responsive to Executive Orders 
#1 and #59 and the Bureau of Equity and Inclusion (BEI) Enterprise Recruiting Program directives:  
 
1)The DOC mission, vision, and values parallel E&I recruitment, retention, and agency culture 
efforts by increasing diversity among the applicant pool.  
2) The Department also proposes to address hiring disparities in underutilized job groups within 
employment (minorities, women, or people with disabilities) and of people who are not perceived 
members of social majority groups.  
3) The agency expects to create inclusive environments where people feel safe, welcome, and 
heard, increasing retention.  
4) To do so, the DOC will promote a respectful culture, free of bias, that values diversity and 
actively engages in inclusion. Achieving these objectives ensures the appropriate and effective 
operation of the Department in staffing a diverse workforce. 
 
E&I's guiding principles and core values serve as the foundation for every aspect of the DOC's 
workplace, program, activity, service, contract, and decision. The DOC is committed to establishing 
an infrastructure and culture that promotes and embeds E&I throughout all its work and public 
service, enabling the department to achieve its highest potential. By implementing culturally 
responsive and equitable policies and practices, the DOC will actively address and dismantle 
individual and systemic racism, discrimination, and bias under the guidance of capable leadership 
that helped develop this plan. 
 
The EI Planning and Development Team was made up of the Ad-HOC leads from the EI Advisory 
Committee. Each Ad-HOC lead was responsible for continuing the planning within their designated 
team. The EI Planning team held monthly meetings to identify areas that require further 
improvement and revisions to the outlined strategies. Based on established priorities, the group 
developed action steps and realistic timelines for achieving the four goals. It should be noted that 
the timelines are staggered to check-in points instead of completion dates as this work will be 
revised during the three-year plan as needed. Additionally, since the work of diversity, equity, and 
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inclusion is a shared responsibility, the initiatives will be carried out by specific staff and offices as 
appropriate. This framework was established to allow the work to be more of a collaboration and 
continuous work cycle leaving room for adjustment as needed.   
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Work Force Analysis Summary 

As of June 30, 2023, DOC employed 7915 permanent classified employees in 229 

classifications1,2. Of these classifications, 101, or 44%, were underutilized in some fashion2,3. This 

includes 101 classifications underutilized for females and 108 classifications underutilized for 

minorities2,3. Of these employees, 5801, or 73%, were in a job group underutilized in some 

fashion2,3. This includes 4303 positions underutilized for females and 2027 positions underutilized 

for minorities2,3. It is worth noting that Public Safety positions are underutilized3 and comprise 4,799 

positions or 46.1% of DOC's workforce2. 

 

Between January 1, 2021, and June 30, 2023, DOC received 32,600 applications for employment4. 

Of these applications, at least 51% were from females, 18% were from minority applicants, and 8% 

were from veterans4. Data regarding disabled applicants is not currently available. These numbers 

are above the demographics for Wisconsin as a whole, but applicant demographics only provide a 

partial picture of how DOC is performing regarding increasing the diversity of its workforce.  

Between January 1, 2021, and June 30, 2023, DOC made 3116 new original and promotional 

appointments5. Females accounted for 55% of new original and promotional appointments5. 

Racial/ethnic minorities comprised 20%5.  

 

As of June 30, 2023, females comprised 47% of DOC's workforce, racial and ethnic minorities 

comprised 13%, veterans comprised 11%, and persons with disabilities comprised 7.4%6. When 

compared against the applicant and hiring data, these numbers suggest an adverse impact on 

women, minorities, and persons with disabilities.  

Some barriers to increasing the diversity of the DOC's workforce include the geographic location of 

facilities, lack of a diverse applicant pool, and negative public perception of DOC. DOC attended 

20 diversity career fairs between 2021 and 2023, averaging 6.6% diversity career fairs a calendar 

year7. Although DOC does engage in advertising and community outreach, it is unknown to what 

degree efforts have focused explicitly on reaching underrepresented populations.  

Increasing attendance at diversity-focused career fairs and outreach to diverse communities will be 

vital to DOC's plan to engage a broader and more diverse applicant pool. The expectation is that 

by having a more comprehensive and diverse applicant pool, DOC will be able to make more 

diverse hires. 

 

On January 1, 2021, DOC had approximately 1324 vacant permanent positions7. On June 30, 

2023, DOC had approximately 2441 vacant permanent positions8. Despite making 3117 new 

original and promotional appointments over the same timeframe, approximately 1117 permanent 

positions remained vacant5; this suggests an overall retention issue. However, the actual retention 

rate cannot currently be measured or broken down into categories.  

 

As an example, our current applicant management system does not have the ability to gather 

information on applicant sourcing effectively. The result is that the efficacy of attending certain 

diverse career fairs or advertising with specific sources cannot be measured. As another example, 

there is currently no mechanism for gathering data on applicants' or employees' sexual orientation 

or religion. Data collection methods regarding gender identity are outdated and recognize gender 

as binary. As a result, it is not possible to assess whether current practices have an adverse 

impact on members of certain groups. As a third example, exact retention data is limited to 

employees who leave state service. Current data collection methods do not allow for the tracking of 

employees who leave DOC for another state agency. This impedes DOC's ability to obtain 



09/2023 Department of Corrections P a g e  | 11 

meaningful retention data. A fourth example worth noting is that the DOC has a robust 

infrastructure for collecting data and collaborating. However, it stands out as the only state agency 

lacking a dedicated human resources position for analyzing data. This further complicates 

assessing the efficiency or adverse effects of DOC's programs and practices. These examples are 

beyond the scope and ability of DOC to address.  

 

This plan will address retention by focusing on the inclusiveness of DOC's overall climate and 

culture. There are few established models to aid in improving E&I in a correctional environment, so 

this revised plan is a pioneering effort. Nevertheless, if DOC tackles obstacles related to recruiting, 

training, retaining staff, and promoting a positive work culture, it can create a strong basis for 

making the most of its resources.  

 

 

References 

1 PMIS PP14 06/18/23 – 07/01/23 

2 Enterprise Personnel Report as of 06/30/2023 

3 2023 Statewide Underutilization Analysis Table 

4 PeopleSoft TAM and Wisc.jobs Applicant Applications Report 

5 State of Wisconsin Transaction and Hiring Reason Report 

6 Employee Demographics Dashboard Change over time Table FY2016 – 2023 

7 Data collected by Bureau of Human Resources as of 08/25/2023 

8 DOC Vacancy report CY21 PMIS 1 

9 DOC Vacancy report CY23 PMIS 14 
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Agency Goals, Strategies, Metrics to Advance Equity and Inclusion 

 
Recruitment Goals   Strategies to Achieve Goals 

Increase diversity in the applicant 
pool and address hiring disparities 
for underutilized job groups, 
including minorities, women, 
people with disabilities, veterans  
and those who are not perceived 
as members of social majority 
groups. 

 

Strategy 1: Conduct research and analyze how different populations apply for positions. Gather data on why individuals 
decide to apply or not apply for positions with DOC and utilize this data to make changes to overall recruitment and 
community outreach.    
 
Strategy 2: Review and update DOC’s recruitment and community outreach efforts.  
 
Strategy 3: Review and make improvements to DOC’s policies, practices, and processes related to civil service 
assessments and interviews.  
 
Strategy 4: Create a plan to mitigate the recruitment barriers outlined by the workplace analysis summary, including, but 
not limited to, the lack of a diverse applicant pool and the negative public perception of the DOC.      

 
Retention Goal Strategies to Achieve Goal 

Improve retention of all employees 
by understanding and mitigating 
reasons why underrepresented 
groups and diverse populations of 
staff choose to leave roles or are 
not promoted within DOC.   

 

Strategy 1: Develop a tool to collect information from new employees about their goals and why they joined the 
department. Utilize this information to follow up with the employees on their satisfaction and/or how DOC is meeting 
those goals.  
 
Strategy 2: Develop strategies to recommend and facilitate coaching, mentoring, and providing professional 
development for employees.  
 
Strategy 3: Review and analyze available data to understand reasons for underrepresented groups leaving or not being 
promoted at DOC and develop a mitigation plan. 
 
Strategy 4: As indicated by the workplace analysis summary, explore options to collect key retention information to 
support the goals of this plan. 
 

Agency Culture Goal Strategies to Achieve Goal 
DOC leadership and staff will 
intentionally develop an inclusive 
and equitable organizational 
climate that supports a culture of 
psychological safety and wellness.     

 

Strategy 1: Hold transparency and accountability as key components in DOC’s organizational climate and culture 
change.      
 
Strategy 2: Develop diversity, equity, and inclusion (DEI) resources that center on the tenets of psychological safety and 
wellness.     
 
Strategy 3: Develop a DEI curriculum that supports a thriving organizational climate and culture shift within DOC.  
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Equity and Inclusion Strategic Plan 

Recruitment Work Plan  
Recruitment Strategies Actions  KPI Outcome/Metric Responsible 

Staff/Office 
Targeted 
Completion Date 

Strategy 1: Conduct research 
and analyze how different 
populations apply for 
positions. Gather data on why 
individuals decide to apply or 
not apply for positions with 
DOC and utilize this data to 
make changes to overall 
recruitment and community 
outreach. 

1a) Conduct a review of DOC 
applicant pool information before 
and after the implementation of 
the plan. 

 
 
 

1a) Progress report 
completed annually. 

 
 

1a) Note a % increase 
in the proportion of 
underutilized position 
among applicants. 
 
 
 

 HR Specialist   
 EIAC & EIAC  

Ad-Hoc 
Committee as 
appropriately 
assigned 

June 30, 2025 
Completion date 

may be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate 
potential gaps, 
pain points and 
successes.   

 
June – Sept. 

2026  
   Revise plan to 

expand DEI 
work and 
carryover goals 
not yet 
completed or 
ongoing    

1b) Conduct a review of DOC 
hiring information before and 
after the implementation of the 
plan. 

 

1b) Progress report 
completed annually. 

1b) Note a % increase 
in the proportion of 
underutilized position 
among new hires. 
 

Strategy 2) Review and 
update DOC recruitment and 
community outreach efforts  
 

2a) Research options for 
diversity career fairs. 

2a) Increase engagement 
with local diverse 
community groups. 

2a) Increased 
opportunities to engage 
with community groups 
and attend networking 
fairs and other 
engagements outside of 
traditional job fairs.   
 
 

 BHR Staffing 
Section 

 HR Specialist   
 EIAC & EIAC  

Ad-Hoc 
Committee as 
appropriately 
assigned 

June 30, 2025 
Completion date 

may be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate 
potential gaps, 
pain points and 
successes.  

June – Sept. 
2026  

   Revise plan to 
expand DEI 
work and 
carryover goals 

2b) Increase attendance at 
diversity career fairs.  

2b) Create and maintain a 
list of contacts for 
community networking 
resources   

2b) Document ongoing 
communication with 
community 
organizations at local 
and statewide levels.  
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not yet 
completed or  

   ongoing    
Strategy 3: Review and make 
improvements to DOC’s 
policies, practices, and 
processes related to civil 
service assessments and 
interviews. 
 

3a) Establish a committee 
assigned to review practices and 
policies in the selection process 
using a bias equity tool. 

3a) Committee will review 
and implement changes 
as necessary to all DOC 
Human Resources 
recruitment and selection 
policies and practices bi-
annually. 

3a) DOC’s recruitment 
and selection process 
and policies will 
undergo a complete 
review. 

 BHR Director  
 EIAC & EIAC  

Ad-Hoc 
Committee as 
appropriately 
assigned 

June 30, 2025 
Completion date 

may be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate 
potential gaps, 
pain points and 
successes.  

June – Sept. 
2026  

   Revise plan to 
expand DEI 
work and 
carryover goals 
not yet 
completed or  

   ongoing    
Strategy 4: Create a plan to 
mitigate the recruitment 
barriers outlined by the 
workplace analysis summary, 
including, but not limited to, 
the lack of a diverse applicant 
pool and the negative public 
perception of the DOC.      
 

4a) Ensure employees 
participating in recruitment and 
outreach efforts reflect 
underrepresented and diverse 
populations of DOC workforce.    
 
 

4a) Recruitment staff 
trained with effective 
communication skills and 
marketing  
 

4a) Deliver clear 
persuasive information 
regarding employment 
process and hiring tips 
to potential applicants   
 

 BHR Staffing 
Section 

 HR Specialist   
 EIAC 
 EIAC Ad-Hoc 

Committee as 
appropriately 
assigned 

June 30, 2025 
Completion date 

may be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate 
potential gaps, 
pain points and 
successes.  

June – Sept. 
2026  

   Revise plan to 
expand DEI 
work and 
carryover goals 
not yet 
completed or  

   ongoing   

4b) Outline ways DOC markets 
and announces jobs. 
 
 

4b) Document current 
DOC and HR processes 
for outreach and 
announcing positions on 
WiscJobs and other 
platforms.    
 

4b) Identify any gaps in 
the process and 
recommend solutions 
for success   
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Retention Work Plan 
Retention Strategies Actions   KPI Outcome/Metric Responsible 

Staff/Office 
Targeted 
Completion Date 

Strategy 1: Develop a 
tool to collect 
information from new 
employees about their 
goals and why they 
joined the department. 
Utilize this information to 
follow up with the 
employees on their 
satisfaction and/or how 
DOC is meeting those 
goals. 
 

1a) Carry out a 
Department-wide survey 
that collects information 
relevant to staff retention 
and EAI in general. 

1a) Provide annual status 
updates as the survey is 
developed, distributed, 
analyzed, and written. 

1a) Distribute the survey 
within the first half of the 
plan’s cycle 
 
Publish report in 
meaningful venue. 

 BTM 
 EIAC 
 ODES 
 HR 
 EIAC Ad-Hoc 

Committee as 
appropriately 
assigned  

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
gaps, pain points 
and successes.   

 
June – Sept. 2026  
   Revise plan to 

expand DEI work 
and carryover 
goals not yet 
completed or 
ongoing    

1b) Create a resource tool 
for onboarding new 
employees to give them 
information regarding DEI 
initiatives    

 

1b) Identify what 
information will be shared 
with new employees upon 
their start.  
 
Maintain EIAC internal 
and external website with 
resources and job aids to 
familiarize employees 
with DEI efforts.    
 

1b) Final document or tool 
is created, published 
online, and included in 
new employee orientation   
 

Strategy 2: Develop 
strategies to recommend 
and facilitate coaching, 
mentoring, and providing 
professional 
development for 
employees.  

2a) Explore a process to 
identify and train E&I 
coaches 

2a) EIAC Education and 
Training Ad Hoc will 
research options for 
identifying and training 
E&I coaches  
 
CTC will develop training 
on allyship and one 
additional elective E&I 
training open to all DOC 
employees 
 

2a) At least 2 options will 
be documented and 
presented to the Office of 
the Secretary for 
consideration 

 EIAC 
 EIAC Ad-Hoc 

Committee as 
appropriately 
assigned 

 HR 
 CTC 

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
gaps, pain points 
and successes.   

 
June – Sept. 2026  

Revise plan to 
expand DEI work 
and carryover goals 
not yet completed 
or ongoing    

2b) Develop an approach 
to create an Employee 
Resource Group (ERG) 
structure for better 
relationship and allyship 
creation to support 
learning from each other 
about social issues, 

2b) Develop and review 
list of ERG(s) and other 
supporting committees by 
project sponsors.  
 
Best practice standard 
operating procedures are 
developed for ERGs and 
other committees.  

2b) Employees are 
provided with a list of 
EGR(s) and processes to 
become involved.  
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personal experiences, 
and history  
 

 
List of ERG(s) is 
published to all 
employees.  
 
Surveys designed for 
feedback from ERG(s) 
and other committees to 
leadership   
 

Strategy 3: Review and 
analyze available data to 
understand reasons for 
underrepresented 
groups leaving or not 
being promoted at DOC 
and develop a mitigation 
plan. 

3a) Carry out a series of 
focus groups with staff to 
gather the perspectives of 
current staff about the 
advancement process.  
 

3a) Provide annual status 
updates as the project 
develops. 

3a) Provide a report that 
outlines the findings of the 
project. 

 EIAC 
 EIAC Ad-Hoc 

Committee as 
appropriately 
assigned 

 HR 

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
gaps, pain points 
and successes.   

 
June – Sept. 2026  

Revise plan 
to expand 
DEI work 
and 
carryover 
goals not yet 
completed or 
ongoing    

3b) Explore changes to 
how the exit interview 
process is organized, to 
support better data on 
why people leave, 
regardless of the 
circumstances. 
 

3b) Provide record of 
meetings with relevant 
staff as the action is 
explored.  
 
Provide annual status 
updates as the 
exploration develops. 

3b) Provide a report that 
outlines the series of 
recommendations that 
were compiled toward this 
action. 

3c) Explore the 
development of “stay” or 
“return” interviews, to 
assess the factors that 
support employee 
retention, by talking one-
on-one with current staff 
on a regular basis. 
 

3c) Provide record of 
meetings with relevant 
staff as the action is 
explored.  
 
Provide annual status 
updates as the 
exploration develops. 

3c) Provide a report that 
outlines the series of 
recommendations that 
were compiled toward this 
action. 

Strategy 4: As indicated 
by the workplace 
analysis summary, 
explore options to collect 
key retention information 
to support the goals of 
this plan. 

4a) Survey State of 
Wisconsin EIAC 
documents relevant to this 
goal that exist outside the 
DOC, such as the 
Statewide Workforce 
Development Plan, or the 
State of Wisconsin 
Student Diversity 
Internship Program – 

4a) Provide annual status 
updates as the 
exploration of existing 
documents continues. 
 
 

4a) Provide a clearly 
compiled set of 
documents as a resource 
on DOC’s internal EIAC 
website.  
 
 
 
 
 
 

 EIAC 
 EIAC Ad-Hoc 

Committee as 
appropriately 
assigned 

 HR 

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
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Recommendations 
Report. 
 
Use this information to 
assist in more meaningful 
targeting of recruitment 
and retention efforts. 

 
 
Documented evidence of 
the use of compiled 
documents to assist in 
recruitment/retention 
efforts. 

gaps, pain points 
and successes.   

 
June – Sept. 2026  

 Revise plan 
to expand 
DEI work 
and 
carryover 
goals not yet 
completed or 
ongoing    

4b) Survey non-State 
sources (such as Federal 
reporting agencies) that 
collect this kind of 
information, such as that 
collected by the Bureau of 
Labor Statistics. 

4b) Provide annual status 
updates as the 
exploration of existing 
documents continues. 
 

4b) Provide a clearly 
compiled set of 
documents as a resource 
on DOC’s internal EIAC 
website.  
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Culture Work Plan 

Culture Strategies Actions  KPI Outcome/Metric Responsible 
Staff/Office 

Targeted 
Completion Date 

Strategy 1: Hold 
transparency and 
accountability as key 
components in DOC’s 
organizational climate 
and culture change.      
 

1a) Establish a clear and 
equitable recruitment 
process for all committees, 
including EIAC and EIAC 
subcommittees 

1a) Ad-hoc descriptions 
detailing specific focus 
areas and functions.    
 
Continue to keep 
committee member list 
updated 

1a) Structure and focus 
area is clear and 
eliminates duplication of 
efforts  
 
Cross-divisional 
collaboration with leads 
and co-leads   
 

 Office of the 
Secretary 

 Office of Public 
Affairs  

 EIAC Ad-Hoc 
Committee as 
appropriately 
assigned 

 CTC 
 

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
gaps, pain points 
and successes.   

 
June – Sept. 2026  
   Revise plan to 

expand DEI work 
and carryover 
goals not yet 
completed or 
ongoing    

1b) Review existing 
committees to assess 
areas of improvement 
toward an E&I lens. 
 

1b) Survey the existing 
committees and their 
practices of recruiting new 
members.  

1b) EIAC will create 
guidelines within the first 
year of E&I Plan 
implementation.  

1c) Offer training for all 
levels of supervisory 
positions focused on how 
to identify, correct and hold 
direct reports accountable 
for actions that are counter 
to an inclusive work 
environment (ED5). 
 

1c) CTC will hire external 
trainers and/or develop 
specific E&I training for 
supervisors focused on 
developing skills to hold 
direct reports accountable 
for ED5 violations 
 

1c) CTC will deliver 
training 2 times in the first 
year of the plan and 4 
times in the second year 
of the plan 
 

Strategy 2: Develop 
diversity, equity, and 
inclusion (DEI) resources 
that center on the tenets 
of psychological safety 
and wellness. 

2a) Maintain EI Advisory 
Committee page with 
updated DEI resources for 
employees  
 
 
 
 
 

2a) Cross-divisional 
collaboration to ensure 
DEI resources have 
content covering a range 
of supportive learning aids 
for all staff to have access 
using DOC internal 
intranet as well as 
external internet, including 
quarterly updates on EI 
Advisory Committee 
progress   

2a) Provide articles and 
topics to the Diversity, 
Equity & Inclusion 
Updates section of the 
Weekly Update, regarding 
E&I initiatives  
 
Open communication and 
collaboration with the 
State of Wisconsin Equity 
and Inclusion 
Advancement Structure*, 
as listed by the Bureau of 
Equity and Inclusion as 
well as DOC internal DEI 
committee groups. 
 

 Office of the 
Secretary 

 Office of Public 
Affairs  

 EIAC Ad-Hoc 
Committee as 
appropriately 
assigned 

 CTC 
 

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
gaps, pain points 
and successes.   

 
June – Sept. 2026  
   Revise plan to 

expand DEI work 
and carryover 
goals not yet 2b) Message E&I goals 

and strategies across the 
2b) Establish a 
communication plan led 

2b) Communications on 
progress towards E&I will 
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department with clear 
intent and expectations. 
 

by the Office of the 
Secretary that supports 
E&I efforts.  
 

be sent weekly and 
quarterly utilizing the 
“Weekly Update,” 
MyDOC, and EIAC 
webpage. 
 

completed or 
ongoing    

2c) Maintain the E&I 
trainers and educational 
resources on the EIAC 
SharePoint page. 

2c) EIAC Education and 
Training Ad Hoc will 
contact DAI Training 
Captains and DCC’s DEI 
leads to get DOC wide 
information regarding E&I 
Trainers 
 
EIAC Education and 
Training Ad Hoc will 
update the E&I Resources 
document 

2c) The EIAC SharePoint 
page Shared Resources 
tab will be updated bi-
annually. 

Strategy 3: Develop a 
DEI curriculum that 
supports a thriving 
organizational climate 
and culture shift within 
DOC.  
 

3a) Offer continuous E&I 
trainings to provide 
employees with an 
awareness of, and 
empathy for, what 
marginalized groups face 
in the workplace and 
challenge employees to 
identify concrete actions 
they can take to create a 
supportive and safe 
environment for all. 
 

3a) CTC’s E&I training 
budget will be utilized to 
hire external trainers who 
will cover a variety of 
topics related to E&I 
 
CTC will deliver internal 
E&I training open to all 
employees 
 
 

3a) A minimum of 12 E&I 
Trainings will be offered 
each year  
 

 EIAC Ad-Hoc 
Committee as 
appropriately 
assigned 

 CTC  

June 30, 2025 
Completion date may 

be revised 
dependent on 
progress    

 
July – June 2026 
   Monitor goals 

effectiveness to 
evaluate potential 
gaps, pain points 
and successes.   

 
June – Sept. 2026  
   Revise plan to 

expand DEI work 
and carryover 
goals not yet 
completed or 
ongoing    

3b) Require all supervisors 
to take two self-selected 
E&I trainings annually 
(offered by DOC or 
external vendor).   
 

3b) CTC will offer E&I 
training on demand when 
requested by 
worksites/regions 
 

3b) At least 90% of 
supervisors will take the 
required E&I trainings.   
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Implementation Plan  

 
To implement our plan effectively, we will prioritize each action item. All actions will need to be completed by the same evaluation date, which will allow us to 
review and make any necessary adjustments. For higher-priority items, we will establish a start date that aligns with their level of urgency. While the 
department-wide efforts will be outlined in the section titled "responsible staff/office," these actions will depend on cross-divisional collaboration that we have 
agreed upon. To complete the goals listed above, we will establish a budget plan that identifies the financial resources needed. Currently, we rely heavily on 
subject matter experts (SMEs) within the department, but we will expand our reach to include SMEs from the community. Additionally, we will continue to 
develop and partner with equity practitioners to deliver training focused on diversity, equity, and inclusion (DEI).  
 
All actions will be submitted to the department’s Secretary for approval; once approved, the Equity and Inclusion Chief will assist with communicating the goals 
within the revised EI plan for cross-division collaboration.      
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Communication and Dissemination of Equity and Inclusion Plan 

Internal Methods of Communication 

 A memorandum detailing the location of the Equity and Inclusion Plan and the responsibility to read, understand, support, and implement equal 

opportunity and Affirmative Action will be sent from the agency’s leadership or alternatively, the Equity and Inclusion Officer, to all staff on an 

annual basis. 

 The agency’s Equity and Inclusion Plan is available to all employees on the DOC’s internal website (MyDOC) in the Equity and Inclusion 

Advisory Committee and Employment Opportunities sections. Employees would be able to print a copy from the agency’s internal website. An 

employee can also request a printed copy from their local HR office. As requested, the DOC will make the plan available in alternative formats.  

 A physical copy of the Agency’s Equity and Inclusion Plan will be available to employees at the following address: 3099 E. Washington Avenue, 

Madison, WI 53704 

 Nondiscrimination and equal opportunity statements and posters are prominently displayed and available in areas frequented and accessible to 

employees at their local employing units. 

 The DOC EIAC Assessment & Evaluation and Marketing & Communication Ad-hoc committees will provide progress updates on the current E&I 

Plan on a quarterly basis via MyDOC’s E&I page. DOC employees will have an opportunity to respond or ask questions related to the plan or 

E&I as a whole through the suggestion/comment box located on the MyDOC E&I page 24 hours a day/7 days a week. The DOC’s E&I Officer 

and Office will monitor this mailbox. 

External Methods of Communication 

 The agency’s Equity and Inclusion Plan is available on the agency’s public website or in a print copy to anyone who requests it.  

• As requested, DOC will make the plan available in alternative formats. 

• The DOC’s website homepage, letterhead, publications, and all job postings, will include the statement “an equal opportunity employer” and 

“women, minorities, and individuals with disabilities are encouraged to apply.” The agency will also ensure a representative ratio of diversity 

is on all diversity marketing materials. 

• Nondiscrimination and equal opportunity statements and posters are prominently displayed and available in areas frequented by and 

accessible to members of the public. Examples of posters displayed include: Equal Employment Opportunity is the Law, Employee Rights 

Under the Fair Labor Standards Act, and the Americans with Disabilities Act Notice to the Public. 

• A physical copy of the Equity and Inclusion Plan will be available to contractors, vendors, and members of the public at the following 

address: [3099 E. Washington Avenue, Madison, WI 53704-Main Entrance front desk]. 

https://doc.wi.gov/Pages/Home.aspx
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