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INTRODUCTION TO CDOT 

The Colorado Department of Transportation (CDOT) is responsible for a 9,146 mile highway 
system, including 3,447 bridges.  Each year, this system handles over 27.4 billion vehicle miles 
of travel and 40 percent of that travel takes place on our interstate highways. 

CDOT maintenance forces take care of the highway system, plowing snow and repairing 
pavement.  Last winter, CDOT’s men and women plowed, sanded and/or deiced 6.2 million 
miles of highway.  They also repaired and maintained more than 55,000 miles of roadway. 

CDOT is much more than roads and bridges: the Division of Aeronautics supports aviation 
interests statewide; the Division of Transit and Rail provides assistance to numerous transit 
systems in the state; and our Office of Transportation Safety helps local law enforcement 
agencies with special funds to apprehend drunk drivers and increase use of safety belts.  

CDOT’s desert plains roadways and high-mountain passes, our multi-lane interstates and two-
lane rural highways, our fire season closures and our flood and rockfall emergencies—CDOT is 
like no other state.  Transportation matters in Colorado, and we are all proud to participate. 

CDOT's Vision: 

To enhance the quality of life and the environment of the citizens of Colorado by creating an 
integrated transportation system that focuses on safely moving people and goods by offering 
convenient linkages among modal choices. 

CDOT's Mission: 

To provide the best multi-modal transportation system for Colorado that most effectively and 
safely moves people, goods, and information. 

CDOT's Values: 

 SAFETY - We work and live safely! We protect human life, preserve property, and put 
employee safety before production! 

 PEOPLE - We value our employees! We acknowledge and recognize the skills and 
abilities of our coworkers, place a high priority on employee safety, and draw strength 
from our diversity and commitment to equal opportunity. 

 INTEGRITY - We earn Colorado's trust! We are honest and responsible in all that we do 
and hold ourselves to the highest moral and ethical standards. 

 CUSTOMER SERVICE - We satisfy our customers! With a can-do attitude we work 
together and with others to respond effectively to our customer's needs. 

 EXCELLENCE - We are committed to quality! We are leaders and problem solvers, 
continuously improving our products and services in support of our commitment to 
provide the best transportation systems for Colorado. 

 RESPECT - We respect each other! We are kind and civil with everyone, and we act 
with courage and humility. 
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CDOT History: 

 1909 - The first highway bill was passed by forming a three-member Highway 
Commission to approve work and allocate funds. 

 1917 - The State Highway Fund was created and the State Highway Department (CDOH 
- Colorado Department of Highways) was formed. 

 1968 - The legislation reorganized highway matters and created the Division of 
Highways 

 1991 - CDOH became Colorado Department of Transportation (CDOT) 
 CDOT Organization 
 

CDOT Organizational Update: 
 
Major Organizational Changes since last year: 
 Regional Boundaries 
 Appointment of Deputy Director 
 Appointment of Chief Operations Officer   
 Creation of Office of Major Projects in the Chief Engineer’s Office 
 Strategic Workforce Solutions (aka HR)  
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SUMMARY OF 2013/2014 MAJOR INITIATIVES AND ACTIVITIES:  
 
CDOT’s Top Priorities for 2014: 
Organizational: 

 Continue to evolve CDOT to a more performance-based organization by implementing 
metrics and improving business processes and controls. 

 Institutionalize changes to program delivery and transportation system management. 
 Support industry and local government in identifying a 10–15 year source of additional 

transportation funding to support economic development and improved safety in 
Colorado. 

 Implement RAMP program by including initial selected projects and establishing an 
operations project portfolio and cash management system. 

Chief Engineer: 

 Focus on program delivery, maintenance and employee safety. 
 Identify RAMP projects and provide transparency. 
 Improve project delivery by identifying required adjustments to project delivery methods 

and systems. 
 Develop the portfolio management system to identify the budget, schedule, and purpose 

of all active projects and the predicted cash flow. 
 Share the message of senior management with employees and solicit feedback. 
 Support the new Operations Division to maximize the existing transportation system. 
 Integrate maintenance and engineering decisions into asset management. 
 Establish the Office of Major Project Development. 

Individual: 

 Monitor and engage with department, divisional and individual team progress through 
various communication tools. 

 Perform job in accordance with CDOT values. 
 Prioritize and implement Excellence in Safety. 
 Continue training and education (at least two opportunities a year). 

Strategic Focus Areas: 

 Improve business processes for better customer service and efficiency. 
 Use innovation and improved management to get more money to construction. 
 Get more out of the existing highway system to improve mobility through better 

operations, management and innovation without making major infrastructure 
improvements. 

 Partner with the private sector to augment public funds. 
 Achieve greater transparency and accountability in budget reporting, project planning 

and construction, and maintenance activities. 
 Provide employee training and professional development opportunities. 
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Regional Boundary Changes: 

In October 2012, CDOT introduced proposed changes to the CDOT engineering region 
boundaries and solicited feedback from CDOT employees as well as stakeholders in the 
planning regions, cities, counties and Transportation Planning Regions (TPRs).  After receiving 
feedback and analyzing the various options, CDOT has decided to modify the regions based 
mainly on county boundaries and reduce the number of regions from six to five effective July 1, 
2013.  Anthony DeVito became the Region Transportation Director (RTD) for the combined 
Region 1 and 6, to become Region 1 on July 1, 2013. 

The boundary changes were primarily pursued in an effort to enhance customer service by: 

 Better aligning of regions with county boundaries allowing the counties to coordinate with 
one region, rather than two or sometimes even three. 

 Better aligning of regions with TPRs where appropriate. 
 Creating “one stop shopping” for many more local governments and transportation 

stakeholders as well as some internal CDOT offices. 
 Simplifying highway responsibilities in the Denver metro area and better aligning 

engineering and maintenance boundaries in other areas. 

Changes to Region Boundaries: 

 Region 6 and a portion of Region 1 were combined into a new region and  include:  

 All of Adams, Arapahoe, Clear Creek, Denver, Douglas, Gilpin and Jefferson counties. 
 The majority of Broomfield County with the exception of a small portion north of SH 7, 

which will remain in Region 4. 
 The US 36 corridor between I-25 and Baseline Road in Boulder. 
 The Eisenhower Johnson Memorial Tunnel. 
 Summit County moved from Region 1 to Region 3.  

 All engineering and maintenance in Park County moved to Region 2.  
 All of Cheyenne, Elbert, Kit Carson and Lincoln counties moved from Region 1 to Region 

4.  

Chief Engineer’s RAMP Program: 

On October 17, 2013, CDOT announced 44 private-sector partnership projects as part of the 
Responsible Acceleration of Maintenance and Partnerships (RAMP) program totaling $580 
million to maximize and expand the statewide transportation system.  The RAMP program was 
created in December 2012 as a new approach to budgeting and planning to accelerate the 
completion of transportation projects. 

The RAMP program has also identified $66 million in operations projects throughout the state. 
Combined with an additional $800 million dedicated to statewide asset management projects to 
maintain the system, RAMP will result in an approximately $300 million per year increase in 
project construction for five years, an increase of 50 percent. RAMP’s impact is significant for 
the state’s economy, as every $1.5 million spent on transportation projects sustains or creates 
10.55 jobs. 
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Under the RAMP program, the Colorado Department of Transportation (CDOT) will fund multi-
year projects based on year of expenditure, rather than saving for the full amount of a project 
before construction begins.  This will match project expenditures with available revenues and 
allow CDOT to fund additional transportation projects over the next five years. CDOT will 
continue moving forward the RAMP program in addition to the flood recovery efforts and will 
work with counties impacted by the flooding to determine the best time for projects. 

Total Asset Management: 

The Federal Transportation Act, Moving Ahead for Progress in the 21st Century (MAP-21), 
requires that each state develop a risk-based asset management plan for the National Highway 
System (NHS) to improve or preserve the condition of the assets and the performance of the 
system. 

FHWA defines asset management as “a strategic and systematic process of operating, 
maintaining, and improving physical assets, with a focus on engineering and economic analysis 
based upon quality information, to identify a structured sequence of maintenance, preservation, 
repair, rehabilitation, and replacement actions that will achieve and sustain a desired state of 
good repair over the lifecycle of the assets at minimum practicable cost.”  FHWA defines risk as 
“the positive or negative effects of uncertainty or variability upon agency objectives.” 

CDOT’s risk-based asset management plan must include: 

1. A summary listing of the pavement and bridge assets on the NHS in the State, including 
a description of the condition of those assets; 

2. Asset management objectives and measures; 
3. Performance gap identification; 
4. Lifecycle cost and risk management analysis; 
5. A financial plan; and 
6. Investment strategies. 

CDOT has recognized that asset management for the full state highway network is a good way 
to do business.  A Transportation Asset Management Structure, which includes an Oversight 
Committee, a Working Committee and several task forces, provide the support, guidance, and 
leadership to address how CDOT best balances our life-cycle investments in transportation 
assets.  

Colorado Floods: 

The best way to describe the impact of the Colorado floods on CDOT is through the following 
supportive messages from Don Hunt, CDOT Executive Director: 

September 20, 2013 

Dear CDOT Employees: 

Over the last few days it has become clear that this flood is more than just something 
that has affected one or two of our regions, it has impacted all of us at CDOT. It has 
been inspiring to see all of the employees who have called to volunteer to help and I 
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know that Johnny Olson, Tony DeVito and Tom Wrona are very grateful. Likewise it has 
been amazing to see our front line crews continue to push to assess and repair our 
roads and bridges, never letting up, always focused on our service to the public. 

Nothing had made me more aware that we are one team than how we have pulled 
through the first parts of this disaster. Early assessments show that 200 lane miles and 
50 bridges have been destroyed, damaged or impacted by the floods. And now our team 
has a larger task in front of us – the rebuilding of our transportation system in parts of 
northern and eastern Colorado. 

It is time to support our front line with a structure that can help focus our energy and 
commitment to rebuilding for the long term. We plan to establish a recovery force to 
clear, repair and reconstruct components of the state highway system by December 1, 
before the onset of winter. 

Our goal will be to rebuild our infrastructure with speed, efficiency and to improve our 
transportation system. Our Infrastructure Recovery Force (IR Force) will also provide 
coordination and assistance to local government in reestablishing critical links to local 
roads, bridges, water, sewer, power, and communications. 

Scot Cuthbertson, CDOT Deputy Director and Johnny Olson, current Regional 
Transportation Director for Region 4 – Greeley will command the IR Force which will 
adopt an Incident Command Structure. Heidi Bimmerle Humphreys will become acting 
CDOT Deputy Director while Myron Hora will become acting RTD for Region 4. Scot and 
Johnny will be joined by a reassignment of CDOT staff from our most affected regions 
and from around the state to the IR Force whose mission will be focused on: 

 Response: Including debris clearing, temporary road building and portable 
bridges. The work will be conducted by CDOT staff, emergency contractors and 
National Guard where possible. This work will be conducted in the next few 
months through winter.  

 Recovery: Including more traditional infrastructure construction which will start 
next spring and occur over the next year to establish permanent roadways and 
bridges.  

The IR Force will accomplish recovery work through the rotational assignment of 
statewide CDOT maintenance, engineering, and support employees. Soon, we will be 
reaching out for volunteers who might be able to support our current crews and this 
effort. 

I hope that you can join me, Scot, Johnny and Tim Harris on an all employee call today 
at 3 p.m. where we can discuss this effort in more detail. We will be calling all desk 
phones at 3 p.m. but for those of you away from your desk, you can call in by dialing: 
877-229-8493, PIN 112034. 

We look forward to talking more on the call. The bottom line for us at CDOT – We will do 
what we need to do. No one will be left behind. We will emerge stronger and we will do it 
together.        Sincerely, Don 
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Dear CDOT Employees: 
 
THANK YOU! Before I get to the nuts and bolts of how the flooding disaster affects 
CDOT, I want to start by saying what an extraordinary job our employees are doing in 
managing this crisis. The citizens of Colorado, the governor and I want to acknowledge 
the tireless and unprecedented response of our employees. 
 
To say what has happened over the last week and over the weekend is unprecedented 
is an understatement. From the afternoon of Monday, September 9 to midday Friday, 
September 13, 14.6 inches of rain fell on Boulder, with similar amounts in Larimer 
County and continued run-off and rain in Weld counties. To put this in perspective, 
average annual precipitation in the Front Range is 15 inches. 
 
As I write this letter, CDOT is still showing 25 road closures in Boulder, Larimer, Weld, 
Jefferson, Morgan and Denver counties. Rescue of stranded residents continues, and 
the human toll of this disaster is still unknown. 
 
But this week, the focus will begin to turn from rescue to recovery. We know that we 
have lost 30 state highway bridges, there is damage to 20 more, and there are 20 more 
structures that currently can’t be reached for inspection. We have teams of CDOT 
maintenance and engineering personnel who worked over the weekend to assess 
infrastructure condition. By the end of today, we expect to have the first estimate of what 
lies ahead for recovery and reconstruction. 
 
Region 4 has been hardest hit. I want to recognize Johnny Olson and his outstanding 
team. They have worked day and night to keep travelers safe. They have worked to 
reestablish emergency road linkages to isolated communities, made the first pass of 
debris removal, and assessed damage to the state system. Region 1 has also been 
seriously affected by disaster, and Region 2 continues to manage the runoff aftermath of 
the Waldo Canyon fire. 
 
All of this means that CDOT must rise to a new challenge, one that we have never 
experienced. This is the largest natural disaster affecting Colorado infrastructure since 
the 1965 South Platte flood. It replicates and dwarfs the 1976 Big Thompson disaster. 
While we think about the state highway system as the first priority for infrastructure 
recovery, the flooding impact on sewer, water, power, and communications systems is 
just emerging as an even higher risk to public health and safety. Local communities may 
need our help before we can even turn to the task of repairing the state highway system. 
 
Recovering from the flooding will be the biggest challenge in our 100 year history, and 
perhaps the biggest challenge CDOT will face in the next 100 years. This recovery and 
rebuilding will transcend routine business. In addition to maintaining our regular service, 
I expect that we will create special recovery teams of CDOT personnel—maintenance, 
engineering, and support. These teams need to work with an urgency and effort equal to 
a blizzard response—but magnified by an enormous scope and unknown duration. We 
know that the pressure and the requests will keep coming. I recognize we are asking for 
more, but also know what a tremendous effort has gone into getting us to this point in 
the response and recovery. 
 
Many of us—most of us--will have to sacrifice over the next few months, working 
overtime, and encountering stretches of time away from our families. We only have a 
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couple of months to do the most we can before winter weather sets in. I have no doubt 
that every CDOT employee will rise to the occasion. Our history of service and sacrifice 
for Colorado is unquestioned. The overwhelming adversity we face today will lead to 
writing the next great chapter in CDOT’s contribution to Colorado. 
 
Moving forward, we will be establishing a Flood Recovery page in the Change Hub 
section of the Intranet to share information and details about how we move forward 
together. Also look for updates from your regional management team and others. 
 
I want to leave you all with the reminder of how grateful I am for the professionalism, 
expertise and sheer effort that you have put in over the last week. And if my gratitude 
isn’t enough, here are just some of the many of hundreds of comments we have gotten 
from the public. 
 
I want to leave you all with the reminder of how grateful I am for the professionalism, 
expertise and sheer effort that you have put in over the last week. And if my gratitude 
isn’t enough, here are just some of the many of hundreds of comments we have gotten 
from the public. 
 
Just stay safe and THANK YOU ALL! For what you are doing out there! Going above 
and beyond! God I love this state! 
 
Amazing job. So appreciated. Made it from Evergreen to Ft. Collins today for my 
stepson’s wedding which was a smashing success thanks to your hard work. 
 
We are so grateful for you guys!!!!!!! Stay safe! You are very much appreciated. 
 
CDOT is THE best...thanks for all you do for us, all the time! 
 
Thanks CDOT for dare I say it? rising to the occasion. 
 
Thanks CDOT. If people only had an idea of what heroes you are. 
 
Sincerely, 
 
Don 
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AFFIRMATIVE ACTION PROGRAM COMMITMENT STATEMENT 
SAMPLE #1 – AAP INTRODUCTI 
The Colorado Department of Transportation’s (CDOT), Executive Director, directed by and 
through its staff, is committed to equal employment opportunity and a program of affirmative 
action to fulfill that commitment.  This affirmative action plan serves as a guide that outlines to 
management of his/her responsibilities regarding the implementation of the affirmative action 
program. 
 
To support CDOT in achieving its mission, this affirmative action plan reinforces equal 
employment opportunity principles by ensuring that the workforce and public has an equal 
opportunity to enter public service and work in an environment that is free of unlawful 
employment barriers.  
 
CDOT is committed to equal opportunity and non-discrimination under the laws instituted by the 
State and the U.S. Congress.  It is the responsibility of every person within CDOT to incorporate 
and implement actions of equal opportunity.  In addition, CDOT prohibits retaliation against any 
employee because he or she has made a report of alleged discrimination or harassment; has 
testified, assisted or participated in any manner in an investigation of such report; or has 
opposed discrimination or harassment.  
 
CDOT is dedicated to the principles and goals of fairness, equality, courtesy, and respect for all 
individuals.  As an employer, CDOT is committed to fairness and equality of opportunity in the 
workplace.  All recruitment, hiring, training, promotions, transfers, and administration of all 
personnel policies, procedures, programs, and services are conducted or administered without 
regard to differences in age, ancestry, color, creed, marital status, disability, national origin, 
race, religion, gender or sexual orientation, political affiliation, organizational membership, and 
veteran’s status, or other non-job related factors.  
 
CDOT will ensure that no person shall, on the grounds of in age, ancestry, color, creed, marital 
status, disability, national origin, race, religion, gender or sexual orientation, political affiliation, 
organizational membership, and veteran’s status, or other non-job related factors, be excluded 
from participation in, be denied the benefit of, or be subjected, to discrimination or harassment 
under any program or activity receiving state or federal financial assistance directly or indirectly 
by CDOT.  
 
It is the policy of CDOT to promote Equal Opportunity in the employment of women, minorities, 
veterans and persons with disabilities.  Reasonable accommodations are offered in the 
selection process and minimum qualifications are written to guarantee job relatedness. 
Individuals responsible for classification and compensation review the minimum qualifications 
for positions to guarantee that women, minorities, veterans or persons with disabilities are not 
adversely screened out of the employment process.  
 
CDOT values the individual diversity of all employees, applicants, volunteers and citizens. 
Differences in age, race, ethnic heritage, religion, appearance, sexual orientation or any number 
of other distinguishing factors provide experiences, viewpoints and ideas that can strengthen 
and enrich our work environment.  Our goal is to create an environment that is inclusive, 
respectful, and equitable, and to employ the talents of people with different backgrounds 
experiences, and perspectives to accomplish the mission of CDOT.  
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COMMUNICATION OF CDOT’S EEO POLICY AND AA PLAN 
 
The Department is committed to ensure that each employee is aware of his/her rights in regards 
to CDOT’s Equal Employment Opportunity/Affirmative Action and State and Federal laws 
regarding discrimination.  Managers, Administrators, and supervisors at all levels are 
responsible for being familiar with these policies and laws and applying them in the execution of 
his/her duties.  CDOT will provide its employees and the public this information in the following 
ways:  

 A paper copy of the AA Plan and EEO Policy will be posted at Headquarters (HQ) and at 
each Regional Transportation District location.  

 Each Senior Management Team member will be provided a paper copy. 
 The CDOT Intranet and External site will have the documents available in electronic 

format. 
 CDOT New Employee Orientation implemented in November, 2013, includes information 

about the CDOT EEO policy. 
 The CDOT Human Resources monthly magazine, In Motion, will contain a standing 

notice about the Plan and Policy. 
 CDOT requires new employees to take Strength from Diversity and Putting the Brakes 

on Workplace Harassment training   
 Colorado State employment application form. 
 Quarterly goal-setting and progress status meetings and reporting between the 

Affirmative Action Office and the Regional Civil Rights Managers (RCRMs).  
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IDENTIFICATION OF AFFIRMATIVE ACTION IMPLEMENTATION RESPONSIBILITIES 
 
Executive Director of CDOT/ Regional Transportation Directors/Division 
Directors/Director of Transit and Rail: 

 The Executive Director has designated a full-time Affirmative Action (AA) Officer to be 
responsible for the direction and implementation of CDOT’s Affirmative Action Program. 

 The Executive Director and his/her appointees and Administrators shall be responsible 
for the overall administration of the EEO/AA Program, including the total integration of 
equal opportunity into all facets of CDOT personnel management. 

 
Affirmative Action Officer: 

 Develop the Affirmative Action Plan. 
 Publicize the AA Plan content internally and externally. 
 Advise Regional Civil Rights Managers (RCRMs), managers, and supervisors in 

collecting and analyzing employment data, and identifying problem areas. 
 Set goals and timetables and develop programs to achieve goals.  
 Remedy to eliminate any discriminatory practices discovered in the employment system. 
 Receive, handle and process formal discrimination complaints. 
 Design, implement and monitor internal audit and reporting systems to measure the 

program effectiveness and to determine where progress has been made and where 
further action is needed. 

 Report, at least quarterly, to the Executive Director, progress and deficiencies of each 
unit in relation to agency goals. 

 Assist with the implementation of CDOT Equal Employment Opportunity program. 
 
Headquarters EEO Program Director, Employee Relations/Legal Work Unit: 

 Provide supportive services to the Regions through strategic analysis and direction. 
 Investigate discrimination complaints, including hostile work environment.  
 Investigate sexual harassment complaints. 
 Coordinate Statewide CDOT Disability Program (Americans with Disability Act, etc.), 

including reasonable accommodations. 
 Advise Regional Civil Rights Managers (RCRMs), managers and supervisors in carrying 

out their EEO and Affirmative Action responsibilities. 
 Ensure equal availability of employee benefits. 
 Ensure disciplinary actions are issued in a nondiscriminatory manner. 
 Provide employee engagement activities such as Goodwill (morale-building) and Anti-

Bullying. 
 Investigate, mediate or resolve conflicts as appropriate for Work Place Violence reports 

and complaints. 
 
Headquarters Workforce Staffing Unit: 

 Conduct classification reviews to ensure that the job descriptions (PDQ) are classified 
appropriately in accordance with State criteria. 

 Ensure hiring and promotion activities are non-discriminatory. 
 Conduct recruitment and selection activities that support EEO/AA efforts. 
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Regional Civil Rights Managers (RCRMs) and Headquarters Rep (Vacancy to be Filled in 
2014):  

 Investigate, mediate or resolve conflicts as appropriate regarding discrimination 
complaints, including hostile work environment.  

 Investigate sexual harassment complaints. 
 Coordinate outreach recruitment efforts for candidates, including veterans and protected 

classes. 
 Ensure hiring, promotion, and compensation activities are non-discriminatory, including 

reallocations. 
 Ensure that accurate and current job descriptions are submitted to Headquarters HR. 
 Implement the CDOT Disability policy, including providing reasonable accommodations. 
 Advise managers and supervisors in carrying out their EEO and Affirmative Action 

responsibilities. 
 Conduct Exit Interviews. 
 Ensure equal availability of employee benefits. 
 Ensure disciplinary actions are issued in a nondiscriminatory manner. 
 Provide and record employee engagement activities and Programs: Cross Training, 

Internship, Mentorship, and Career Counseling. 
 Provide activity reports to the Employee Relations/ Legal/ Affirmative Action Officer as 

requested. 
 Report to the Affirmative Action Officer any observed barriers to equal employment 

opportunity. 
 
Supervisors:  

 Communicate any identified barriers to equal employment opportunity to the appropriate 
manager or authority. 

 Ensure that all non-management employees are aware of CDOT's policies and 
commitment to EEO/AA. 

 Ensure that no barriers exist that preclude equal opportunity in hiring, promotion, training 
or any other term or condition of employment. 

 Ensure that they and subordinate staff have completed all CDOT mandatory training 
related to EEO. 

 Immediately report any complaint of sexual harassment, discrimination or hostile work 
environment relating to discrimination to the Regional Civil Rights Office or Employee 
Relations/Legal Office.  

 
Managers: 

 Ensure that subordinate managers and supervisors understand the Department's 
EEO/AA policies and solicit full support in achieving the Department's goals and 
objectives. 

 Monitor all employment actions under his/her authority, to include, but not limited to, 
hiring, promotion, training, and any other term or condition of employment.  The goal is 
to ensure that no barriers preclude equal employment opportunity. 

 Ensure that all subordinate staff completed all mandatory CDOT training related to EEO; 
 Immediately report any complaint of sexual harassment, discrimination, or hostile work 

environment related to discrimination to the Regional Civil Rights Office or Employee 
Relation's Legal Office.  
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UPDATE/REPORT  ON 2013 PLAN: 
 
Goals of CDOT 2012-2013 Affirmative Action Plan: 

There were concerning issues contained in the Affirmative Action Workforce Analysis and Goals 
made in the 2012-2013 Affirmative Action Report. 

Most significant: 

 The Report was published without institutional knowledge of the data analysis 
methodology used in the previous Report(s) and the data was used and analyzed 
without the direction of an Affirmative Action Officer. 

 The Plan did not distinguish between hiring and promotional data as required; therefore 
that data was not analyzed and goals could not be made in that manner. 

 The Plan identified Highway Maintenance Workers as underutilized (levels I, II and III) 
and that analysis included seven (7) other job classes.  A narrative explaining the 
rationale was not included and it is not possible to determine the origin of the 
recommendation in order to properly respond. 

 The Plan mistakenly made a nexus between CDOT’s female Engineer population and 
the Engineering Techs/Assistants in a career-path.  The Engineer-in-Training (EIT) 
series is actually the more appropriate career path for Engineers.   

 The Surveyor analysis included a total of four (4) job classes and explaining narrative 
was not included to determine the origin of the recommendation in order to properly 
respond. 

 Statewide analysis was conducted and Colorado has differing regional EEO populations 
so an accurate analysis could not be conducted. 

 Goal timetables, as required, were not included. 

In any event, the following information was reported to FHWA in December, 2012: 

The Annual Plan identified the underutilization of: 

 Asian females in the Engineering Techs/ Assistants job category; 
 White female in the Surveyor job category; and, 
 African-American and Hispanic female Transportation Maintenance Workers. 

The Annual Plan proposed adding the following staff to reach goals: 

1. One (1) Asian female to the Engineering Tech/Assistant category; 
2. One (1) White female Surveyor; 
3. One (1) African-American female Transportation Maintenance worker; and, 
4. One (1) Hispanic female Transportation Maintenance Worker. 
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The following chart shows the differences in CDOT population in the above targeted job classes 
from June 30, 2012 to June 30, 2013: 
 
Engineer 
Tech and 
Asst  

HM  WM  BM  AIM  AM  NH 
PIM 

HF  WF  BF  AIF   AF  NH 
PIF 

TL 

2012 
2013 

36 
30 

138 
137 

1 
1 

4 
3 

3 
3 

2  2 
2 

23 
24 

1 
1 

1 
1 

0 
0 

0 
0 

212 
202 

 
Surveyor  HM  WM  BM  AIM  AM  NH 

PIM 
HF  WF  BF  AIF   AF  NH 

PIF 
TL 

2012 
2013 

3 
3 

26 
27 

        1 
1 

2 
2 

        32 
33 

 
Targeted recruitment for the stated goals did not occur with the anticipation of a revised 
utilization analysis using 2010 census data.  
 
Summary:  

Asian female Tech/Asst. was not hired. 
White female Surveyor was not hired.   
The Transportation Maintenance Worker job was not likewise compared as the current 
parity analysis shows no underutilization in that job class.   
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CDOT Policy Updates: 

All Affirmative Action-related policies listed below are being assessed and re-written. CDOT has 
a “Rules, Policies and Procedures Administrator” located in the CDOT Office of Policy and 
Government Relations that is charged with leading the revision initiative relative to the priorities 
of the Senior Human Resources Director/EEO Program Manager.  Below each policy is a 
statement indicating its status in the update process. 

 EEO (0600.0) Review Date:  May 2012 

Revision scheduled to begin the week of 11/11/13 

 Placement of Employees with Disabilities (0600.2) Review Date:  January 2013 

Revision scheduled to begin January, 2014 

 Internal Discrimination Complaint Procedures (0600.6) Review Date: January 2011 

Repeal pending HR Manual publication, date to be determined 

 Diversity (0602.0) Review Date:  October 2010 

Revision scheduled to begin the week of 11/11/13 

 Sexual Harassment  (0603.0) Review Date:  August 2012 

Revision scheduled to begin the week of 11/11/13 

 Transfer Policy and Procedures (1280-1) Review Date:  2009 

Repeal pending due to rule changes with clarifications 

 Standard Procedures for Interviewers (1221.1) Review Date:  January 2011 

Repeal pending HR Manual publication, date to be determined 
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RESPONSE TO 2011 FHWA ASSESSMENT (INTERNAL ONLY): 

In September, 2011, FHWA conducted a Civil Rights Program Assessment.  This section is 
addressing Internal (CDOT workforce) EEO/AA Issues only.  External Civil Rights issues are 
being communicated directly between Greg Diehl, Civil Rights Business Resource Center 
(CRBRC) Manager, and Melinda Urban, Colorado FHWA Civil Rights Programs liaison.   

FHWA Observation #9:  Communications:  CDOT does not consistently notify the public 
and other interested parties that auxiliary aids will be provided upon request (e.g. via 
public meeting announcement).  However, this notification is part of all employment 
announcements on CDOT’s website. 

FHWA Recommendation:  Recommend CDOT establish a consistent policy to 
address public notification of auxiliary aids per 28 CFR 35.160(a), 28 CFR 
35.163(a), and 49 CFR 27.7(c). 
 
Update:  The CRBRC is going forward with the development and implementation of a 
new Policy Directive to address this issue. 
 

FHWA Observation #10:  Communications: CDOT could not verify whether its public 
website is accessible to individuals with hearing or visual impairments. The Governor’s 
Office of Information Technology maintains CDOT’s website. The Center for EO verified 
there was a TDD/TTY (telecommunications devices for the Deaf) phone line for CDOT. 
However, the phone line is not easily found on the website.  There is a link for 
“Accessibility” on the upper right hand side of CDOT’s home page.  Neither this link nor 
the “Contact” link provided the TDD/TTY phone line. 
 

FHWA Recommendation:  Verify CDOT’s website is completely accessible and 
useable and recommend the TDD/TTY phone line be made known to the public per 
28 CFR 35.161 and 49 CFR 27.7 (c). 
 
Update:  At this time, the CRBRC is providing FHWA this information directly through 
their scheduled meetings.   
 

FHWA Observation #13:  Implementation and Administration:  CDOT does not have a full 
time Affirmative Action Officer (AAO).  The Director for the Center for EO is serving as 
the interim AAO. 
 

FHWA Recommendation:  When filling this position recommend CDOT consider 
that managing the internal EEO program is a major time commitment, and cannot 
be added on to an existing full time  job, per 23 CFR 230 Subpart C, Appendix A, 
Part II, Section II, A, 1 (a-c). 
 
Update: Kathy Pickard, General Professional III, has been in this assignment as of April, 
2013. 
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FHWA Observation #14:  Implementation and Administration:  The Affirmative Action 
officer reports on an annual basis to the Executive Director on the progress and 
deficiencies of each unit in relation to agency goals. 

 
FHWA Recommendation:  Recommend the Affirmative Action Officer report at 
least quarterly to the Executive Director on the progress and deficiencies of each 
program in relation to agency goals in CDOT’s affirmative action plan, per 23 CFR 
230, Subpart C, Appendix A, Part II, Section II, A, 2 (f). 
 
Update:  The AAO, Kathy Pickard, is assigned to provide a Quarterly and Annual 
Affirmative Action Report/Update to Don Hunt, CDOT Executive Director and will do so  
going forward.  

 
FHWA Observation #17:  General:  The Region 6 Civil Rights Manager position has been 
vacant for the past two years.  During this time, the Region 6 contract compliance 
specialist has been the civil rights specialist for external DBE functions.  In addition, 
CDOT headquarters has been providing technical assistance on project specifics and 
internal EEO matters for the region.  According to the Center for EO, while they can 
provide technical assistance, they are not staffed to provide project level oversight on 
the upcoming larger projects such as US-36 managed Lanes Project.  
 

FHWA Recommendation:  Consider filling the Region 6 Civil Rights manger 
position and document how CDOT will deliver the Region 6 Civil Rights program. 
 
Update:  CDOT's initiated regional boundary reorganization in January 2013, and the 
Civil Rights staff of Regions 1 and 6 have been combined.  A Civil Rights Office has 
been established and expanded for the newly formed Region 1 and the Region 1 Civil 
Rights Manager is Micki Perez-Thompson. Vacant positions have been filled and staffing 
of the Region 1 Office includes seven support positions that handle both internal and 
external Civil Rights programs.  The Region 1 Civil Rights programs and staffing will be 
evaluated on an ongoing basis to make certain the needs of the programs and region 
are met. 
 

FHWA Proceeding Baseline Assessment Comments:  The State Internal EEO program 
had three observations in the baseline assessment.  The first observation was in regards 
to CDOT’s organizational structure.  CDOT’s organizational chart still does not reflect a 
full time Affirmative Action officer.  According to CDOT, its current structure supports 
the Center for EO because the staff serves as generalists so they can provide assistance 
in all Civil Rights program areas.  
 

Update:  CDOT organizational structure now shows an Affirmative Action Officer located 
in the Strategic Workforce Solutions, Employee Relations/Legal section. 
 

CDOT did include numerical goals for its workforce and the EEO-4 form in the latest 
Affirmative Action plan update.  However, the EEO-4 still does not include information on 
new hires and other than full time (part-time and temporary) information. 

 
Update:  The 2013 EEO-4 reflects new hire information and includes part-time and 
temporary employees. 
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UPDATE ON REGIONAL EQUAL OPPORTUNITY ACTIVITIES: 

Each Regional Civil Rights Office was asked to provide the following information regarding 
equal opportunity activities.  A standard tracking and reporting template is being developed and 
will be used to capture these activities beginning January 1, 2014. 

Please provide as much information on your regional programs and accomplishments as related 
to the EEO/AA arena:  The federal fiscal year for this report is 10/1/2012 through 9/30/13.  
 

1. Participation in selection/ final interview activities. 
 

2. Retention efforts (promotion, training, mentoring, career counseling). 
 

3. Do you have an office mission or philosophy? 
 

4. Do you keep logs of office employee contact activity?  
 

5. Please include anything else related that I may have missed or mistitled. 
 
Region 1:  Micki Perez-Thompson, RCRM – 

Region 1 participates 100% in selection activities for both open-competitive and 
promotional positions.   

 
Region 2:  Mary Dugan, RCRM 

1. Recruiting efforts - Staff did not attend any career fairs this fiscal year. 
2. Participating in selection/final interview activities - Staff attends approximately 99% of all 

oral/final interviews, selection process activities. 
 

3. Retention efforts (promotion, training, mentoring, career counseling) - The Civil Rights 
Office is responsible for the implementation of the Region 2 Cross Training Program. 
During this past fiscal year we have had two complete a six month cross training 
program, one TM I cross training in the Traffic Section (Engineering) and one TM II cross 
training in the South Program Materials Lab.  We currently have 4 employees currently 
active in the cross training program. 

 
4. Do you have an office mission or philosophy?  Region 2 Civil Rights Office Mission 

Statement:  "To ensure equal opportunity is afforded to all employees of CDOT, and all 
consultants and contractors who have an interest in or are working on CDOT projects, 
by providing the best objective advice and guidance in accordance with applicable state 
and federal laws, regulations, policies and procedures." 

 
5. Do you keep logs of office employee contact activity?  The CRO Staff each keep a daily 

log, which includes employee contact activity. 
 
Region 3:  Chip Brazelton, RCRM 
 
No information was provided due to understaffing.  This region intends to add about 3 full-time 
staff members to its Civil Rights Office in early 2014.  
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Region 4:  Anna Mariotti, RCRM  

1. Region 4 has not participated in recruitment efforts thus far this year.  We look forward to 
becoming more involved in that aspect as the programs develop. 

2. Region 4 Civil Rights has participated in 31 interviews this past year.  A majority of them 
were for promotional interviews. 

3. Retention Efforts: 

a. Region 4 Civil Rights has developed and implemented a mentoring program and 
there have been 27 participants in the program. 

b. Region 4 Civil Rights has developed and implemented an employee enrichment 
program and there have been 31 participants in the program. 

c. Region 4 Civil Rights has developed trainings for supervisors for:  Professional 
Behavior in the Workplace, Progressive Discipline, as well as Fact-Finding.  The unit 
has conducted 8 trainings over the past year. 

4. The Region 4 Civil Rights Unit does not have a specific office mission/philosophy; 
however, we support the mission of CDOT and believe that all employees deserve equal 
opportunity with employment. 

5. Region 4 does not maintain logs of contacts.  They provide HQ with copies of Corrective 
Actions, Grievances, PMP Disputes, as well as Disciplinary Actions.  They maintain 
record of investigations that we participate and look forward to a more detailed tracking 
method with the newly created roles and responsibilities document. 

Region 5:  Jason Benally, RCRM 

1. Recruiting efforts: Presented at 3 career fairs: Fort Lewis College, Adams State 
University and at the Southern Ute Indian Tribe 

 
2. Participation in selection/final interview activities: 

a. October 2012:  TM III Ridgway, GP I Safety Officer 
b. November 2012:  EIT II RE 2 
c. December 2012:  LTC OPS I Alamosa Shop, PE I RE 2 
d. January 2013:  TM I Cortez,TM II Ignacio 
e. February 2013:  Tribal Trainee 
f. April 2013:  TM I Hesperus, TM II Hesperus 
g. May 2013:  GP III RCO 
h. June 2013:  TM III Traffic 
i. July 2013:  TM II Alamosa 
j. September:  EIT II Alamosa 
 

3. Retention efforts (promotion, training, mentoring, career counseling): 
a. Promotion efforts - informal career counseling offered.  
b. Training efforts - Regional training coordinator duties have been reassigned into 

the RCRO. 
c. Ongoing efforts are being made to coordinate with various training providers. 
d. FHWA Contractor Compliance Webinar 10/16 
e. Gmail - 6 workshops in October 
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f. SWMP Preparer I Course 11/15 
g. Title VI and Project Management -Alamosa 12/18 
h. Transport 1/2 
i. MS Word Level II/III 3/20 
j. Active Shooter 4/29 
k. Mediation 5/6, 5/20 
l. Diversity 8/8 
m. Workplace Violence 8/8 
n. Progressive Discipline 8/9 
o. Section 3 Truck Roadeo 8/14 
p. Section 7 Truck Roadeo 8/28 
q. Payroll Training 8/29 

 
4. Mentoring/Career Counseling 

a. Teambuilding I 
 

5. Do you have an office mission or philosophy? 
a. We adhere to CDOT mission and philosophy 

 
6. Do you keep logs of office employee contact activity? 

a. Yes, we track employee counseling and complaints 
 

7. Please include anything else related that I may have missed or mistitled. 
a.  We have a program for Tribal Trainees and have had Student trainees. 
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Section 5 
 
2013-2014 Affirmative Action Plan 
Utilization Analysis  
Key/Explanation of Chart 
Underutilization, Goals and Timetables 
Promotion Analysis 
Adverse Impact Analysis 
 
See Appendix B 
CDOT EEO-4 Report 
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2013-2014 AFFIRMATIVE ACTION PLAN 

Ideally, CDOT’s workforce should mirror the representation of Females and Minorities in 
Colorado’s available labor market.  This parity-based utilization analysis is the comparison of 
CDOT’s workforce to the available labor market, by EEO-4 Occupational Groups.  The 2010 
Census Data was used.  This analysis requires comparisons of the two sets of data: a. 
percentages of Minorities and Females in CDOT’s workforce in each Occupational Group and, 
b. percentage of Minorities and Females in the Colorado labor market using related jobs in each 
Occupational Group.  In a parity-based utilization analysis, Females and Minorities are 
considered underutilized when their representation in an Occupation Group falls below 80% of 
the labor market availability in that Group.   

Chart Definitions: 

 CDOT Workforce (# of CDOT Employees in the Occupational Group) 
 Colorado Census (# of Colorado Citizens in Occupational Group per 2010 Census) 
 Parity (CDOT Employees X Census/Available Labor Market)  
 80% of Parity (Parity X 80%)  
 Utilization /# needed for 80% Parity (# of employees to be hired to reach 80% of Parity)  

* Underutilization is considered only in the groups that represent at least 2% of the available 
Colorado labor market in the occupational group.  Any fraction underutilization is considered 
and is rounded to the nearest whole number. 
 
* The total of CDOT employees on the 2013 EEO-4 Report (2986) differs from the total used for 
the Utilization Report (2931).  This difference is due to the data entry conducted after 6/30/13 of 
new and separating full-time employees.  The CDOT payroll system allows for employee data 
entry to be completed up to about 3 weeks after hire or separation.  The more accurate data 
was used for this specific analysis. 
 
1 - Officials/ 
Administra 
tors 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF AF NH 
PIF 

TL 

CDOT Wkfce 1 26 0 0 1 0 1 8 0 0 0 0 37 
CO Census - 
% 

4.5 49.3 1.6 0.5 1.3 0.0 4.4 35.4 1.6 0.6 0.7 0.1  

Parity 1.7 18.3 0.6 0.2 0.5 0.0 1.6 13.1 0.6 0.2 0.3 0.0  
80% of Parity 1.3 14.6 0.5 0.2 0.4 0.0 1.3 10.5 0.5 0.2 0.2 0.0  

Utilization/#  
needed for 
80% of Parity 

-0.3 11.4 -0.5 -0.2 0.6 0.0 -0.3 -2.5 -0.5 -0.2 -0.2 0.0  

2 – Profess 
ionals 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF AF NH
PIF 

 

CDOT Wkfce  59 514 21 4 29 1 22 204 15 1 13 1 884 
CO Census - 
% 

2.5 46.9 1.3 0.3 1.7 0.0 3.2 40.7 1.4 0.6 1.4 0.0  

Parity 21.9 414.2 11.9 2.4 15.0 0.0 28.5 359.5 12.1 5.7 12.6 0.2  
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80% of Parity 17.5 331.4 9.5 1.9 12.0 0.0 22.8 287.6 9.7 4.6 10.1 0.2  

Utilization/# 
needed for 
80% of Parity 

41.5 182.6 11.5 2.1 17.0 1.0 -0.8 -83.6 5.3 -3.6 2.9 0.8  

3 – Techni-
cians 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF AF NH 
PIF 

 

CDOT Wkfce 44 173 3 5 4 2 12 45 4 1 0 1 294 
CO Census- 
% 

8.7 64.2 1.3 1.1 1.3 0.0 1.9 20.0 0.3 0.4 0.8 0.0  

Parity 25.6 188.6 3.9 3.2 3.9 0.0 5.7 58.8 0.9 1.1 2.3 0.0  
80% of Parity 20.5 150.9 3.1 2.6 3.2 0.0 4.5 47.0 0.7 0.9 1.8 0.0  

Utilization/# 
needed for 
80% of Parity 

23.5 22.1 0.1 2.4 0.8 2.0 7.5 -2.0 3.3 0.1 -1.8 1.0  

4 - Protect 
Serv N/A 

0 0 0 0 0 0 0 0 0 0 0 0 0 

5 - Para-
Profess N/A 

0 0 0 0 0 0 0 0 0 0 0 0 0 

6 – Admin- 
istrative 
Support 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF AF NH 
PIF 

 

CDOT Wkfce 3 6 1 0 0 0 25 99 7 0 1 0 142 
CO Census - 
% 

3.5 15.6 1.5 0.3 0.5 0.0 10.6 63.2 2.7 0.8 1.3 0.1  

Parity 4.9 22.1 2.2 0.4 0.7 0.0 15.0 89.7 3.8 1.1 1.9 0.1  

80% of Parity 4.0 17.7 1.7 0.3 0.6 0.0 12.0 71.7 3.1 0.9 1.5 0.1  

Utilization/# 
needed for 
80% of Parity 

-1.0 -11.7 -0.7 -0.3 -0.6 0.0 13.0 27.3 3.9 -0.9 -0.5 -0.1  

7 - Skilled 
Craft 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF AF NH 
PIF 

 

CDOT Wkfce 271 1180 29 14 3 2 3 35 0 0 0 0 1537 

CO Census - 
% 

13.9 75.9 2.6 2.1 1.4 0.2 0.7 3.0 0.2 0.1 0.0 0  

Parity 212.9 1167.
2 

39.4 31.8 21.7 3.2 11.0 45.4 2.6 1.2 0.7 0.0  

80% of Parity 170.4 933.7 31.5 25.4 17.3 2.5 8.8 36.3 2.1 0.9 0.6 0.0  
Utilization/# 
needed for 
80% of Parity 

100.6 246.3 -2.5 -11.4 -14.3 -0.5 -5.8 -1.3 -2.1 -0.9 -0.6 0.0  

8 – Service 
Maintenance 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF AF NH
PIF 

TL 

CDOT Wkfce 10 18 0 0 0 0 3 4 2 0 0 0 37 

CO Census  
% 

19.0 52.9 4.9 1.3 2.1 0.0 5.2 12.9 0.7 0.5 0.4 0.1  

Parity 7.0 19.6 1.8 0.5 0.8 0.0 1.9 4.8 0.2 0.2 0.2 0.0  

80% of Parity 5.6 15.7 1.5 0.4 0.6 0.0 1.5 3.8 0.2 0.1 0.1 0.0  
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Utilization/# 
needed for 
80% of Parity 

4.4 2.3 -1.5 -0.4 -0.6 0.0 1.5 0.2 1.8 -0.1 -0.1 0.0  

 

Analysis of Transportation Maintenance Worker I and Engineer I, II and III as CDOT’s significant 
Job Classes.  This analysis shows that there is no underutilization in these major CDOT job 
groups. 

Transporta- 
tion 
Maintenance 
Worker I 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF  AF NH
PIF 

TL 

CDOT Wkfce 110 605 13 5 1 2 0 22 0 0 0 0 758 
CO Census 
% 

21 61 1 5 9 9 9 11 1 0 0 0 100 

Parity 22.7 367.7 0.1 0.3 0.0 0.0 0.0 2.5 0.0 0.0 0.0 0.0  
80% of Parity 18.1 294.1 0.1 0.2 0.0 0.0. 0.0 2.0 0.0 0.0 0.0 0.0  
Utilization/# 
needed for 
80% of Parity 

91.9 310.9 12.9 4.8 1.0 2.0 0.0 20.0 0.0 0.0 0.0 0.0 

 

 

Professional 
Engineers I, 
II and II 

HM WM BM AIM AM NH
PIM 

HF WF BF AIF AF NH
PIF 

TL 

CDOT Wkfce 15 210 5 1 17 0 4 26 1 0 3 0 282 
CO Census 
% 

3 78 2 1 3 0 1 11 0 0 1 0 100 

Parity 0.5 164.2 0.1 0.0 0.6 0.0 0.0 2.9 0.0 0.0 0.0 0.0  
80% of Parity 0.4 131.4 0.1 0.0 0.5 0.0 0,0 2.3 0.0 0.0 0.0 0.0  
Utilization/# 
needed for 
80% of Parity 

14.6 78.6 4.9 1.0 16.5 0.0 4.0 23.7 1.0 0.0 3.0 0.0  

 

KEY:  
 
Data Definitions  
 
CDOT Workforce (# of CDOT Employees in the Occupational Group) 
Colorado Census (# of Colorado Citizens in Occupational Group per 2010 Census) 
Parity (CDOT Employees X Census/Available Labor Market)  
80% of Parity (Parity X 80%)  
Utilization/# needed for 80% of Parity ( # of employees to be hired to reach 80% of Parity 
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Race and Gender Codes 

HM –  Hispanic Male 
WM –  White Male 
BM –  Black Male 
AIM – American Indian Male 
AM –  Asian Male 
HPIM –Hawaiian/Pacific Islander Male  
 

 
HF – Hispanic Female 
WF – White Female 
BF –  Black Female 
AIF – American Indian Female 
AF –  Asian Female 
HPIF – Hawaiian/Pacific Islander Female  
 

 
CDOT Job Class Crosswalk to Eight Occupational Groups 
 
1.  Officials/Administrators Occupational Group 

Management 
 Unclassified (formerly SES) 
 
2.  Professional Occupational Group 

Accountant I-IV 
Auditor I-V 

 Controller I, II, III 
 General Professional I - VII  
 Media Specialist IV 

Student Trainee I - IV 
Architect I, II, III 
Civil Engineer Project Manager I and II 
Design Planner 
Electronic Engineer I - IV 
Engineer in Training I - III 
Landscape Architect I, II, III 
Landscape Intern 
Physical Science Research Scientist I - V,  
Professional Land Surveyor I, II 
Professional Engineer I - III  
Statistical Analyst II 
 

3.  Technicians Occupational Group 
 Engineering/Physical Science Assistant I -  III 

Accounting Technicians I - IV 
Technician I - V 
Electronic Specialist I - IV 
Electronic Specialist Intern 
Engineering/Physical Sciences Tech I - III 
Land Survey Intern I, II 
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6.  Administrative Support Occupational Group 
 Administrative Assistant I -  III 
 Administrative Assistant Intern 
 Office Manager I 
 Program Assistant I, II 
 
7.  Skilled Craft Workers Occupational Group 
 Electrical Trades I - III 
 Equipment Mechanic I - IV 
 Equipment Operator I - IV 
 LTC Operations I, II 

Machining Trades I - IV 
Pipe/Mechanic Trades I - III 
Production I - V 
Structural Trades I - III 
Transportation Maintenance Workers I - III 
Utility Plant Operator I, II 
 

8.  Service Maintenance Occupational Group 
Custodian I - III 
General Labor I - III 
Grounds and Nursery I 
LTC Trainee IV, V, VII 
Materials Handler I, II 
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2013-2014 AFFIRMATIVE ACTION UNDERUTILIZATION, GOALS AND TIMETABLES 

Quarterly reports on the status and progress of the goals and timetables will be made to the 
Executive Director.  Opportunities and barriers will be continually identified to reach the goals. 

RCRM’s will be consulted with quarterly to report on progress of hiring in each underutilized 
class.  

Summary of CDOT Workforce as of 6/30/2013 (EEO-4): 

 2986 full-time employees 
 Decrease of 37 from 2012 
 Minorities comprise 21% of total workforce or 632 employees 
 Females comprise 17% of total workforce or 531 employees 
 Majority of Employees are in the (7) Skilled Craft occupational group:  21% are 

minority or 321 of 1523 employees and females comprise 2.3% or 36 of 1523 
employees 

 Blacks in the Professional Occupational Group comprise 4% of that occupational 
group or 36 of 900 employees 

 249 New hires 
 According to the CDOT Workforce Staffing Supervisor, Joe Czajka, there has 

been a generally consistent 10% staff turnover rate 

1.  Officials/Administrators Underutilization: 

 0.3 Hispanic Males 
 0.3 Hispanic Females  
 2.5 White Females 

There are 37 positions in this Group.  This Group includes all Executive Director 
appointed (non- classified) and Management job classes.  Vacancy projections cannot 
be made as most positions serve at the pleasure of the Executive Director.   

Goal and Timetable: None 

2.  Professionals Underutilization: 

 0.8 Hispanic Females   
 83.6 White Females  

Goal and Timetable:  Based on data from fiscal year 2013, the turnover rate is 
9.4%.  With 884 employees in this group, it is projected that about 83 new 
employees will be hired in this Occupational Group each year.  At least 8-9 White 
females per year are targeted to be hired over the next ten (10) years to meet this 
goal.   
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3.  Technicians Underutilization: 

 2.0 White Females 

Goal and Timetable:  Based on data from fiscal year 2013, the turnover rate is 
5.1%. With 294 in the Group, it is projected that about 15 new employees are 
targeted to be  hired in this Group next year and that 2 of the 15 will be a White 
female.  

6.  Administrative Support Underutilization: 

 1 Hispanic Males 
 11.7 White Males 

Goal and Timetable:  Based on data from fiscal year 2013, the  turnover rate is 
10%.  With 142 employees in this Group, it is projected that 14 employees in this 
category will be hired in the next year.  1 Hispanic male and 8 White males are 
targeted to be hired into this Group. 

7.  Skilled Craft Underutilization: 

 3 White Females 
 2.5 Black Males 
 11.4 American Indian Males 

Goal and Timetable:  Based on data from fiscal year 2013, the turnover rate is 
11.7%.  With 1537 employees in this Group, it is expected that 180 new hires in 
this Group will be made this year and it is projected that 3 Black males and 11 
American Indian males are targeted to be hired. 

8.  Service Maintenance Underutilization: 

 1.5 Black Males 
 0.6 Asian Males 

Goal and Timetable: Based on data from fiscal year 2013, the turnover rate in this 
Group is 23.2%, With 37 employees in this Group, it is expected that there will be 
about 8-9 new employees hired in this Group.  2 Black males and 1 Asian male are 
targeted to be hired. 
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Promotions: 10/1/12 through 9/30/13 
 
Promos 
include 
reclassifi
cations 

HM WM BM AIM AM NH 
PIM 

HF WF BF AIF  AF NH
PIF 

TL 

#ee 
% 

41 
14% 

169 
59% 

4 
1.3% 

2 
.7% 

5 
1.7%

0 
0% 

7 
2.4% 

57 
20% 

2 
.7% 

0 
0% 

0 
0% 

1 
.3% 

288 

 
 
Total Female:  67 or 23% of all Promotions 
 
Total Minority:  62 or 22% of all Promotions 
 
 
Adverse Impact Analysis in Hiring Practices: 
 
CDOT recognizes the value of analyzing its hiring data and practices.  This analysis is slated to 
begin in the 2014 calendar year.  It is anticipated that the adverse impact analysis will be 
conducted in each Region using regional census data.  From there, by ethnicity, gender and 
veteran status, the applicant attrition data will be compiled and analyzed throughout the 
selection process to include: meeting minimum qualifications, success in the comparative 
analysis, referral and final selection 
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Section 6 
 
EEO Program Activities  
Training Activity 
Title VII Activity 

 ADA Activity 
2013 Performance Ratings 

 Disciplinary Action Activity  
Exit Interviews 
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EEO Program Activities: 
 
CDOT recognizes the value of a comprehensive EEO Program to ensure equal employment 
opportunities for all employees and applicants. Dan Myers, Senior Human Resources Director is 
also the EEO Program Director.  Efforts to implement a comprehensive employee personnel 
activity tracking and reporting system has already started with the Colorado Office of 
Information Technology (OIT) as a collaborating partner.  Strengthened partnerships with 
Regional Civil Rights Managers have moved forward to ensure the success of the Program.  
The Equal Opportunity Employment Program will continue to diligently develop an infrastructure 
that will ultimately support and achieve CDOT’s business objectives.  It is also recognized that 
this program will ensure compliance with the reporting requirements of the Federal 
Transportation Administration (FTA). 
 
Training Activity: 
 
CDOT Training Delivered – From 10/1/2012 through 9/30/2013, training was delivered to 2,792 
employees occupying 25,092 seats.  Many employees took multiple courses.  CDOT has 3 
mandatory training courses and a total of 332 employees were trained occupying 660 seats.  
These employees were typically new hires.  21 employees only took mandatory courses only  
while 2,771 took some combination of mandatory and elective courses. 

Although not completed this year, equal employment opportunity practices require that this 
information be tracked and reported by gender, race/ethnicity; and whether the training was 
required or elective.  This requirement will be implemented for this reporting year. 
 
Reimbursement Program – CDOT offers a financial reimbursement for Licenses, Memberships, 
Certifications and Education.  The reimbursement is up 75% and up to $2500.00 per year per 
employee, of costs for successful completion.  From 10/1/2012 through 9/30/13, reimbursement 
was provided to 100 employees.   These 100 employees received 159 reimbursements (some 
accessed the program more than one time).  It is recommended that this program also track and 
report its use by gender, ethnicity/race for equal employment opportunity measures in this 
reporting year.  
 
Title VII Activity: 
 
During the federal fiscal year, there were 8 reported employees who filed Title VII claims.  
These claims included: Retaliation, Hostile Work Environment, Sexual Harassment, and 
National Origin discrimination.  Some employees filed on multiple issues.  These cases resulted 
in CDOT’s internal finding of “no cause”.  Some of the employees subsequently filed with the 
State Personnel Board, Equal Employment Opportunity Commission/Colorado Civil Rights 
Division or District Court.  
 
Again, this information will be comprehensively tracked for this reporting year. 
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ADA Activity: 
 
The CDOT ADA Program Manager position is currently vacant.  The development of the ADA 
Program will resume when this position is filled.  Expected Program development includes: 
providing employee and supervisory training, tracking and reporting ADA complaint and 
accommodation, writing and implementing policy updates, and marketing Program materials.  
During the federal fiscal year, there were 14 reported employees who requested reasonable 
accommodation.  All of these employees were provided an interactive process and 
accommodations were provided to 11 employees.  Three of the employees could not be 
accommodated. 
 
Performance Ratings:  

2013 Performance Ratings included 2921 employees.  This data set includes 260 ratings that 
are still outstanding.  EEO expectations will be that next year’s ratings will be reported by 
ethnicity and gender as well.  

FY13 RATINGS 

RATING % 
REGION 1 Needs Improvement  2- Successful 3 - Exceptional 
1 1% 80.50% 18.50% 
2 0.50% 73.20% 26.20% 
3 1.20% 64.60% 34.20% 
4 3.305 78.50% 18.20% 
5 1.80% 76.60% 21.60% 
6 6.60% 65.60% 32.90% 
HQ 1.20% 69.10% 29.30% 
TOTAL 1.50% 72% 26.40% 
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Disciplinary Actions (Corrective, Demotion, Other, Salary Reduction, Suspension, and 
Termination) 10/1/12 through 9/30/13: 
 
Regions 1 and 6 combined 7/1/2013. 
 
 HM 

#ee 
WM 
#ee 

BM 
#ee 

AIM 
#ee 

AM 
#ee 

NH 
PIM 
#ee 

HF 
#ee 

WF 
#ee 

BF 
#ee 

AIF 
#ee 

AF 
#ee 

NH 
PIF 
#ee 

TL 
#ee 

Region1 9 18 1 1 0 0 0 1 0 0 0 0 30 

Region2  3 11 0 0 0 0 0 0 0 0 0 0 14 

Region 3 5 24 0 0 0 0 0 7 0 0 0 0 36 

Region 4 1 13 0 1 0 0 0 0 0 0 0 0 14 

Region 5 2 8 0 1 0 0 0 1 0 0 0 0 12 

HQ 4 5 2 0 0 0 2 4 0 0 1 0 18 

 
Exit Interviews: 
 
A Statewide Exit Interview Program began in July, 2013.  Each separated CDOT employee is 
contacted for an interview.  Monthly results are reported to Dan Myers, EEO Program Director 
who also shares results with the respective Division Directors and Regional Transportation 
Directors.  Response rate is about 20%.  
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Section 7 
 
Upward Mobility/Job Structuring 
Recruitment and Placement  
Promotion 
Training 
Layoffs, Recalls, Discharges, Demotions and Disciplinary Actions 
Other 
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ACTION ORIENTED INITIATIVES, PROGRAMS AND GOOD FAITH EFFORTS 

Upward Mobility/Job Structuring: 

In order to further integrate the CDOT Equal Employment Opportunity Program information and 
philosophy in CDOT culture and promote equal opportunity in all aspects of employee 
engagement, the following CDOT employee engagement Initiatives were launched beginning 
April 15, 2013.  Dan Myers, EEO Program Director, is the champion of these initiatives.  The 
intention of the programs is to enhance a more aligned employee engagement effort and 
outcome as well as to provide opportunities for all CDOT employees.  
   

-Internship program 
-Mentorship program 
-Cross-training program 
-HR Reorganization 
-Recruiting & Retention 
-Career Progression 
-Succession 
-Retention (resume writing, coaching, interviewing) 

 
 CDOT continues to use the Student Trainee and EIT job series as a career path 

option to assist with recruiting for minority and females for professional engineering 
positions.  

 CDOT job postings are on the State of Colorado NEOGOV/Governmentjobs.com 
websites.  As of July 1, 2013, the national site, Jobing, was contracted to broaden 
our recruitment pools.  At this time, HR conducts monthly presentation at the VA 
Hospital “Job Club.”  State classified Manager positions have been advertised in 
“Women in APWA”.   

 Headquarters Staff will collect and monitor activity data and provide report analysis 
to the Regions that will enhance program delivery.  Headquarters staff will also 
develop and provide training to Regional staff on all expectations or as needed.  
Adverse impact analysis on selection rates will be included as part of the Regional 
strategy to achieve the State Goals. 
 

RCRMs: 
 Ensure job description accuracy and Strategic Workforce Solutions staff conduct 

position classification reviews at time of recruitment or job duty change to ensure that 
the Position Description Questionnaire (PDQ) reflects current job duties assigned 
and ensure that all qualification requirements are closely job-related. 

 Review requests for reallocation (promotion) and ensure that the PDQ and employee 
meet State requirements. 

 Administer Region-based internship program per CDOT Internship Program 
guidelines and monitor progress and curriculum requirements. 

 Administer Region-based retention program per CDOT Retention Program 
guidelines and counsel employees on position availability, career map, application 
preparation, and interview skills.  
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 Administer Regional-based Mentor and Cross-Training Programs per CDOT 
Program guidelines and develop employee plans and coordinate with management 
to apply plans.  Additionally, employee progress and curriculum adherence is 
monitored. 

 Reasonable attempts to obtain minority and/or female representation in all 
comparative analysis assessments and interviews.  

 
Recruitment and Placement:  
 

RCRMs: 
 Conduct Regional multi-faceted recruiting: face to face, internet and posted 

advertisement for targeted demographics in support of AAP goals.  The Affirmative 
Action Officer conducts analysis Region population/labor market/demographic. 

 Create Region-based partnerships with entities of influence that represents minority 
groups, females, professional societies to enhanced opportunities to expand 
potential applicant pools in support of the AAP. 

 Distribute and post literature in high traffic areas that announce current open 
positions, benefits of CDOT employment and the State in order to attract targeted 
demographics in support of the AAP.   

 Audit all aspects of the applicant review process to ensure fairness and ensure that 
applicants are not discriminated against. 

 Assist HR in review of selection devices to ensure that they are easily understood, 
content valid as to not to alienate any demographics. 

 Monitor and record applicant pool during the selection process.  Records 
demographic information and count of pool, reasons for rejection reports trends by 
position.   

 Monitor and ensure non-disparate placement and resolve issues/complaints. Ensure 
that employee position placement is non-discriminatory. 
 

Promotion: 
 

RCRMs: 
 Ensure that no singular successor is identified and monitor promotional opportunities  
 Match employee skills and accomplishments from CDOT career maps to assist 

employees in identifying promotional opportunities. 
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Training: 

CDOT University 

CDOT has a new educational program that is taking a leading role in the development of CDOT 
staff.  This program is organized under our newly launched corporate university, which is named 
CDOTU. 

A Corporate University takes a long-term view on the development needs of its people and 
intentionally builds its training programs to meet those needs. This prepares employees to be 
successful and progress in their careers. 

While traditional training departments focus on what is needed now and in the near future, 
Corporate Universities look at training as a long term process and investment in developing its 
people for both success now and for advancement as far as they hope to reach. 

Vision, Mission, and Goals of CDOTU: 

Vision: A learning culture of continuous personal improvement and professional development 
across CDOT focused on fulfilling the mission with safety, innovation and proactive solutions. 

Mission: To promote and deliver consistent, quality learning experiences that are strategically 
aligned with the professional development needs of our workforce.  

Goal #1 – Create a Learning Culture 

A learning culture is one in which personal improvement and professional development is 
continuous and encouraged because it is part of an organization’s values. It is intentional 
and purposeful in its goals of developing in its people knowledge, skills and competencies 
geared to specific organizational needs. It is a culture in which knowledge acquisition, 
transfer and application is valued at all levels. It is characterized by perpetual improvement 
in order to innovate and find new and better ways to fulfill its mission. Such an organization 
is committed to providing learning opportunities for its people. Similarly, in a learning culture, 
employees share this vision and take personal responsibility for their development. 

Strategies 

A. Governance Structure – Implement an agile, empowered and purpose-driven university 
administration that maximizes cross-functional collaboration, creates synergy and builds 
shared vision and partnership in organizational learning.   

B. Performance Management – Develop in conjunction with the Senior Director of Human 
Resources a knowledge management strategy that supports the tailored professional 
development of both a skills-based and a knowledge-based workforce within an 
organizational plan for succession. Included in this is the development of both 
Organizational and Individual Learning Plans as part of a greater performance 
management and succession preparation framework. 

C. Comprehensive Training Policy – Conduct a study to determine the “who, what, where, 
when, why and how” in the current state of training.  Based on that study, build a unified 
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and comprehensive training policy that coordinates how training is funded, 
accomplished, tracked and reported.  

D. Communication Plan – Craft and implement a communications plan that supports the 
change management process and creates shared vision.   

Goal #2 - Learning that Meets Organizational Strategies and Needs 

Create coordinated, congruent and comprehensive learning programs that enhance 
organizational performance and are aligned with CDOT’s strategic priorities and values. 

Strategies 

A. Training Needs Analysis – Conduct a needs assessment CDOT-wide to identify gaps in 
skills and competency needs now and in the future. 

B. Curriculum Standards – Develop and formalize curriculum design and assessment 
standards based on Instructional Systems Design principles. Create processes to guide 
content development to those professional standards. 

C. Competency and Skills Based Learning Activities – Create or purchase curriculum that 
meets design standards and builds the needed competencies for our workforce. 

D. Evaluation Standards - Measure the effectiveness and consistency of training and 
delivery with emphasis on continuous evolution and improvement in meeting training 
objectives. 

Goal #3 - Learning Programs with Effectiveness and Efficiency 

Learning Programs that are effective and efficient in delivery are characterized by quality 
instruction and economies of effort and scale.  

Strategies 

A. Quality Instruction – Build a network of certified instructors skilled in developing and 
delivering training to adult learners that is focused on knowledge retention and practical 
application. 

B. Centralized Administration – Implement processes to coordinate, track and report 
CDOT’s training investments.  Coordinate the administration for a Learning Content 
Management System to coordinate, track and report all CDOT training. 

C. Synchronized Curriculum - Synchronize learning programs across CDOT to ensure each 
employee obtains the best training available while achieving economies of scale and 
effort. Align and deliver content to meet both the short-term goals of specific CDOT 
workgroups as well as strategic workforce development in support of CDOT’s mission 
and values 

D. E-Learning – Establish an e-learning strategy that seeks to leverage evolving 
technologies to transform learning delivery.  The goal is not technology for technology’s 
sake, but to reduce costs of development and delivery while at the same time create on-
demand training that is free from constraints in scheduling and geography. E-learning 
development strategy must take into account the various learning styles of our 
workforce. 
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Progress in this knowledge management enterprise will be gauged through the measures listed 
below. As this is the first truly comprehensive learning strategy undertaken at CDOT, one of the 
goals in the first year will be to gather baseline or benchmark data for each measure.  This data 
will be used to set performance targets for subsequent years. 
  
Coordination of common cores services is a central feature of a Corporate University.  
Implementation of a common Learning Content Management System, course catalog, training 
calendar and certification programs for curriculum and instructors will be tangible and easily 
recognized milestones for the development of CDOTU. 
 
The study listed above under “Comprehensive Training Policy” will provide the baseline data for 
assessing the current CDOT investment in training.  From this baseline, future economies of 
scale and effort may be measured. 

 
As part of an integrated employee performance management and development planning 
process, individual learning plans will be produced and action taken to meet them. Collecting 
this data would provide an important indication of progress at the operational level. 

RCRM’s: 

 Assist with training development and delivers training to Supervisors in accordance 
with employee resolution process. 

 Monitor  succession planning program and ensure training requirements are met. 
 Identify demographics being selected and ensures equality in the program.  
 Develop and deliver training on interpersonal and technical skills for career 

development and advancement related to the selection process. 
 Monitor and correct inequities in association with the offerings and allowances of 

training to employees.  Ensures equality of the selection process of training program 
participants, evaluates training attendance and targets participation by underultized 
employees. 

Layoffs, Recalls, Discharges, Demotions and Disciplinary Actions: 

RCRMs: 

 Collaborate with, coach and provide technical expertise and guidance to 
supervisors/managers and monitors personnel actions to ensure fairness and 
nondiscrimination. 

 Develop regional notification process for informing separating employees the options 
for an exit interview.   
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Other Personnel Issues: 

RCRMs: 

 Develop and implement a regional communication plan and distribute information 
regarding regional EEO services and grievance procedures. 

 Adhere to the CDOT Employee Resolution flow chart. 
 Adhere to grievance process.  Collaborate with, and coach management, provide 

technical expertise and guidance to supervisors/managers and monitors procedures 
and proceedings.   

 Collect information and assists Attorney General’s office as requested. 
 Conduct audits of the performance management process based on trending reports. 
 Gather information and conduct conflict management for workplace issues to include 

investigation, mediation, fact-finding etc.. 
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Section 8 
 
Communication/Compliance Plan 
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COMMUNICATION/COMPLIANCE PLAN: 

Affirmative Action Officer: 

 Systematically share EEO/AA data analysis results with CDOT leadership.  
 Include EEO/AA information in new employee On-Boarding and Orientation 

presentations.  
 Highlight Annual AAP Report through CDOT electronic and paper publications and 

notices with a link to document and program information. 
 Align all AAP recommendations and goals within Strategic Workforce Solutions (HR). 
 Speak and provide workforce data at Quarterly RCRMs meetings. 
 Participate in pertinent transportation and professional organizations. 

 Plan annual EEO/AA employee meetings. 
 It is recommended to CDOT EEO Program Manager and Executive Director that the 

following language be included in the Job Descriptions, Performance Plans and 
Evaluations for all supervisory positions: 

Managers: 

 Ensure that subordinate managers and supervisors understand the Department's 
EEO/AA policies and solicit full support in achieving the Department's goals and 
objectives. 

 Monitor all employment actions under his/her authority, to include, but not limited 
to, hiring, promotion, training, and any other term or condition of employment.  
The goal is to ensure that no barriers preclude equal employment opportunity 
based on gender or race. 

 Ensure that all subordinate staff completed all mandatory CDOT training related 
to EEO. 

 Immediately report any complaint of sexual harassment, discrimination, or hostile 
work environment related to discrimination to the Regional Civil Rights Office or 
Employee Relation's Legal Office.  

 
Supervisors: 

 
 Communicate any identified barriers to equal employment opportunity to the 

appropriate manager or authority. 
 Ensure that all non-management employees are aware of CDOT's policies 

and commitment to EEO/AA. 
 Ensure that no barriers exist that preclude equal opportunity in hiring, 

promotion, training or any other term or condition of employment. 
 Ensure that they and subordinate staff have completed all CDOT mandatory 

training related to EEO. 
 Immediately report any complaint of sexual harassment, discrimination or 

hostile work environment relating to discrimination to the Regional Civil 
Rights Office or Employee Relations/Legal Office. 
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Section 9 

 
Program Evaluation  
  





52 
 

PROGRAM EVALUATION  

EEO Program/Affirmative Action Officer will provide supportive services to the Regional Civil 
Rights Managers and periodic summary participation and trend reports on: 

 Underutilization Analysis for Hires and Promotions and Progress Towards Annual 
Goals  

 Recruitment Priorities 
 Recruitment   
 Exit Interview  
 Training  
 Cross Training Program 
 Mentorship Program 
 Internship Program 
 Retention Program 
 Corrective/Disciplinary Actions 
 Grievances 
 Title VII Claims 
 ADA  Claims and Accommodations 
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Section 10 
 
CDOT EMPLOYEE COMPLAINT PROCEDURE 

 
See Appendix C 
CDOT Employee Complaint Procedure, Procedural Directive 

600.6 
Colorado State Personnel Rules and Administrative Procedures 

Regarding Employee Complaints, Disputes and 
Grievances 

CDOT Intranet Employee Rights and Complaint Information  
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INTERNAL COMPLAINT PROCEDURE 

CDOT’s Policy Directive 600.6 is posted on the Intranet and provides employees the process to 
file an internal workplace complaint.  This policy is out-of-date and is scheduled for Agency 
review and revision in 2014.  The primary change will be that where the Center of EO is 
referenced, the responsible office is currently the Employee Relations/Legal unit in Human 
Resources.  The Center for EO is aware of this change and will refer employees to the correct 
office.   

The current complaint procedure policy states in part, 

 …”STEP 1 – ATTEMPT TO RESOLVE THE SITUATION 

Employee: An employee who feels discriminated against should attempt to resolve the 
issue as soon as possible. If possible and if safe, inform the person whose behavior or 
action is unwelcome or offensive, to stop the offending behavior, and thereby informally 
resolve the issue. If the employee does not feel comfortable with approaching that 
person, then the employee may want to seek assistance from his/her supervisor and/or 
their Civil Rights Office. 
An employee is not required to report a complaint of discrimination to his/her supervisor.  
If the employee’s supervisor whose behavior or action is perceived to be discriminatory 
or offensive, the employee should notify the next level of management 
and their Civil Rights office. 
 
Employees should to the maximum extent possible, report any form of discrimination, 
harassment, sexual harassment, or retaliation against them or any other employee, to 
a supervisor or manager and/or their Civil Rights office. 
 
Supervisor or Manager: When supervisor/manager receives a report of alleged 
discrimination or harassment, the supervisor/manager will take action to correct the 
situation to the extent possible in a timely manner. The supervisor/manager will promptly 
notify the respective Civil Rights Office in writing (i.e. email) when an employee has 
alleged discrimination, and describe any mitigating action taken. 
 
Civil Rights Investigator: The Headquarters Center for Equal Opportunity and the 
Regional Civil Rights Managers are responsible for receiving, investigating and acting on 
reports of discrimination. 
 
STEP 2 – FILING A COMPLAINT 
 
The Civil Rights Investigator will clarify issues and determine whether there is alleged 
illegal discrimination under any civil rights law. If the complaint is baseless, the Civil 
Rights Investigator will so inform the complainant. The Civil Rights Investigator will 
counsel the employee on the benefits of mediation and assist the employee in 
coordinating mediation if requested. Complaints involving sexual harassment and/or 
workplace violence are always 
investigated by CDOT. 
 
Internal complaints should be initiated within 30 days of the last discriminatory incident; 
otherwise they are not considered timely and may be difficult to investigate. If the 
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complaint involves sexual harassment and/or workplace violence it should be reported 
immediately. It will be at the discretion of the Investigator to extend the 30 days if the 
extension is requested, in writing, and the circumstances support the need for an 
extension. In no case will this extension exceed 180 days. 
Time limits are: 
• Equal Employment Opportunity Commission (EEOC) - 300 days 
• Colorado Civil Rights Commission (CCRD) - Six (6) months. 

Please note that for the CCRD you must initiate your complaint through the State 
Personnel Office. 
 
If a complaint is close to the end of the time limit for CCRD or EEOC, the CDOT Civil 
Rights Investigator will advise the complainant of his or her rights and procedures to 
seek assistance from CCRD and EEOC. 
 
COMPLAINANT WILL: 
• Contact a CDOT Civil Rights Investigator to file a complaint of discrimination or to 
report activity that appears to be in violation of CDOT’s equal employment and non-
discrimination policy.  
• File the complaint as soon as possible after the incident or incidents have occurred. 
• Note important information before contacting the Civil Rights Investigator such 
as a description of the incident(s), witnesses, date and time of alleged violation(s), 
statements made. 
• Be clear and specific when reporting the potential violation(s). 
 
EARLY RESOLUTION 
CDOT is committed to early and informal resolution of a conflict, if possible. When an 
employee seeks assistance, the Civil Rights investigator will determine if early and 
informal resolution, mediation or alternative dispute resolution is appropriate. The 
decision to proceed with the early resolution process is based on careful evaluation of 
the relationship and the attitudes and behaviors of the complainant and respondent, and 
on the apparent willingness of the parties to participate in the early resolution process. If 
appropriate, coordinate and facilitate the first meeting for the Early Resolution Process. 
If the Civil Rights Investigator determines that early resolution would not be the 
appropriate action, then the investigation process continues to the next step in the 
process. 
 
REQUESTS FOR AN ALTERNATE INVESTIGATOR 
The Civil Rights Investigator or Appointing Authority may determine that another 
investigator should be assigned to the investigation. Employees may also request a 
different investigator if they believe and can substantiate that the current investigator has 
a conflict of interest. If an employee (complainant) believes that a conflict of interest 
exists, he/she may contact the Manager for the Center for Equal Opportunity (EO). The 
complainant shall provide a 0written explanation to the Manager for EO of the reasons 
for the request to have the complaint investigated with an alternate investigator. The EO 
Manager will discuss the facts of the situation with the respective Civil Rights office and 
determine a course of action. If an agreement cannot be reached on the matter, a written 
document with details on the situation will be submitted to the DoHRA Division Director 
and the respective Appointing Authority allowing them to determine the appropriate 
action to take. The Manager for EO will notify the respective Civil Rights Office of the 
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decision and based on the determination, an appropriate Civil Rights Investigator will be 
assigned before any investigation into the allegations begins. 
 
 
STEP 3 – COMPLAINT INTAKE AND NOTIFICATION OF EMPLOYEE RIGHTS 
The Civil Rights Investigator will schedule a meeting for complaint intake as soon as 
possible. Civil Rights Investigators will communicate CDOT’s complaint procedures to 
the complainant during their initial contact. It is the Civil Rights Investigator’s 
responsibility to ensure that the complainants have an understanding of their options, 
their rights, and the resources available to assist them in resolution of the problem.  If 
the complaint appears to have a basis under any civil rights law, the Civil Rights 
Investigator will explain the investigation process to the employee. It is the employee’s 
responsibility to submit his or her written complaint and other pertinent information in a 
timely manner to the Civil Rights Investigator. During the intake process the employee 
will be instructed to: 
• Complete and sign the intake documents and statements of remedy. 
• Provide medical information and release for medical information if the complaint 
is made under the Americans with Disabilities Act (ADA) or section 504 of the 
Rehabilitation Act. 
• Provide all relevant complaint information including details about the issues raised, 
dates, times, places, description of events, names of witnesses, documents, objects, 
and any other relevant information that he or she believes will corroborate the claims. 
• Report developments to the investigator that relate to the complaint. The employee 
should also report any behavior that they believe is directed to them as retaliation for 
submitting a discrimination claim or participating in a process related to a possible 
discrimination claim. 
• Ask questions when clarification is required. 
• Keep in confidence any and all information regarding the complaint and the 
investigation in order to preserve the integrity of the investigation. 
• Comply with the timeframes provided for submitting information. 

STEP 4 – NOTIFICATIONS 
• The Civil Rights Investigator will notify the appropriate Appointing Authority immediately 
when an investigation will begin.  
• Unless the circumstances warrant immediate action the intake should be 
completed before notice to the appointing authority of the alleged discrimination. 
• The Civil Rights Investigator will notify the complainant in writing or by email that 
an investigation will begin. 
 
STEP 5 – INVESTIGATION 
The investigator will proceed with the level of investigation determined to be necessary 
on a case by case basis. The employee will need to provide all relevant information and 
submit all pertinent documentation in a timely manner. 
In order to maintain the integrity of the investigation and to prevent the spread of 
inaccurate information, any witness or any person, including supervisors, who are 
questioned during an investigation will not discuss the issue with any one except the 
Civil Rights Investigator or his/her representative. Employees may be subject to 
corrective or disciplinary action if he/she does not cooperate or who otherwise interferes 
with the investigation. The Civil Rights Investigator may inform a supervisor/manager 
that an investigation is being conducted. Supervisors and managers will ensure that 
there is no retaliation against employees who are involved in a complaint process. The 
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Civil Rights Investigator may ask a supervisor/manager for assistance in scheduling 
interviews for an investigation.  Confidentiality is defined as information known or 
conveyed to a limited number of people for which unauthorized disclosing of information 
could damage the integrity of the investigation. If an interviewee breaches his/her 
confidentiality, he/she is subject to a personnel action at the discretion of the appointing 
authority.  However, the investigator must reveal confidential information as is necessary 
and 
appropriate to individuals who may have relevant facts related to the charges. 

STEP 9 – INVESTIGATION CLOSE-OUT 
The Civil Rights Investigator will inform the Appointing Authority and the complainant of 
the results of the investigation. The employee may be informed whether a corrective or 
disciplinary action will be pursued by the appointing authority against offenders, but due 
to confidentiality issues, the complainant will not be give details or specifics of such 
action(s). A supervisor/manager may not be informed of the information collected during 
an investigation, but may be advised of the findings of the investigation. 
 
STEP 10 - RETALIATION 
The Civil Rights investigator will process complaints of discrimination retaliation in 
accordance with this directive. Retaliation complaints will be treated as discrimination 
complaints. The Civil Rights Investigator will conduct investigations into all retaliation 
complaints. Witnesses and other pertinent parties to complaints are protected from 
retaliation. Any employee who complains of retaliation will be notified by the Civil Rights 
Investigator of the outcome.”,,, 

 

It should be noted that the CDOT Intranet site includes also includes information that explains 
Employee’s workplace rights and resources. 

The State of Colorado Grievance Procedure and Flow Chart is posted on the CDOT Intranet site 
and the Department of Personnel and Administration’s State Personnel Board external website. 

Colorado State Personnel provides the following Intranet Information regarding Employee 
grievance ( affecting pay)  and dispute ( not affecting pay) rights:   

…”Grievances 

A grievance is a complaint filed by an employee with the employee's agency regarding working 

conditions when the employee's pay, status or tenure has not been affected, including 

discrimination complaints.  A grievance must be filed on an agency form or the Board's 

grievance form.  A department may provide its own grievance process for the handling of 

grievances within its agency; however, that process should not conflict with the Board 

Rules.  Please contact your department's human resources offices to determine whether your 

department has a departmental grievance procedure.  
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The Board's grievance procedure is outlined in Board Rules 8-5, 8-6, and 8-7, which provide the 

circumstances and parameters under which a grievance may be filed at the agency level and 

appealed to the Board. Board Rule 8-5 specifies those matters that may not be grieved or 

appealed. Board Rule 8-6 provides an employee with the right to ask the Board to review an 

agency's final decision and determine whether the employee may be granted a hearing 

(referred to overall as the discretionary hearing process). Board Rule 8-7 explains the status of 

a grievance after an employee's separation from service or restoration to a position following 

involuntary separation. 

  

Agency Grievance Process 

  

The grievance process is a process that, at the agency level, usually unfolds in less than 60 

days from start to finish.  Board Rule 8-8 outlines the steps for filing a grievance with an agency 

and then appealing the agency's final decision to the Board.  An employee must initiate the 

process within 10 days of the action being grieved by filing or lodging the grievance with his/her 

supervisor. Shortly thereafter, an informal discussion or meeting between the employee and the 

supervisor must occur. A decision in writing must be given to the employee by the supervisor 

within 7 days of the informal discussion or meeting. 

  

If the employee wishes to appeal that decision, then the employee must begin the formal written 

grievance process within 5 days of his/her receipt of the decision by filing a written grievance 

with the appointing authority (click on the link to obtain a copy of the form for filing a grievance). 

The appointing authority has 30 days from the filing of the written grievance process to render a 

final agency decision on the grievance.  The employee then has 10 days from the receipt of that 

final agency decision to file a petition for hearing with the Board, under the discretionary hearing 

process, requesting a hearing on the final agency decision (click on the link to obtain a copy of 

the form for filing a petition with the Board). It is important to keep in mind that only those issues 

set forth in the written grievance filed with the appointing authority need to be considered in the 

final agency decision and by the Board in the discretionary hearing process. 

  

At any step of the agency grievance process, an employee may be represented by any person 

of his/her choice (a non-lawyer or a lawyer). However, the employee still must participate in the 

discussions during the agency grievance process 
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A grievance is a complaint filed by an employee with the employee's agency regarding working 

conditions when the employee's pay, status or tenure has not been affected.  A grievance must 

be filed on an agency form or the State Personnel Board's grievance form.  

  

A department may provide its own grievance process for the handling of grievances within its 

agency so long as that process does not conflict with the Board Rules.  Please contact your 

department's human resources offices to determine whether your department has a 

departmental grievance procedure. 

  

The Board's grievance procedure rules - Board Rules 8-5, 8-6, and 8-7 - provide the circumstances 

and parameters under which a grievance may be filed at the agency level and appealed to the 

Board. Board Rule 8-5 specifies those matters that may not be grieved or appealed. Board Rule 8-6 

provides an employee with the right to ask the Board to review an agency's final decision and 

determine whether the employee may be granted a hearing (referred to overall as the discretionary 

hearing process). Board Rule 8-7 explains the status of a grievance after an employee's separation 

from service or restoration to a position following involuntary separation.”… 

  

Dispute Resolution 

A grievance is a complaint filed by an employee with the employee's agency regarding working 

conditions when the employee's pay, status or tenure has not been affected.  A grievance must be 

filed on an agency form or the State Personnel Board's grievance form.  

  

A department may provide its own grievance process for the handling of grievances within its agency 

so long as that process does not conflict with the Board Rules.  Please contact your department's 

human resources offices to determine whether your department has a departmental grievance 

procedure. 

  

The Board's grievance procedure rules - Board Rules 8-5, 8-6, and 8-7 - provide the circumstances 

and parameters under which a grievance may be filed at the agency level and appealed to the 

Board. Board Rule 8-5 specifies those matters that may not be grieved or appealed. Board Rule 8-6 

provides an employee with the right to ask the Board to review an agency's final decision and 

determine whether the employee may be granted a hearing (referred to overall as the discretionary 

hearing process). Board Rule 8-7 explains the status of a grievance after an employee's separation 

from service or restoration to a position following involuntary separation. 
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Employee Resources  

 State Grievance Process Flow Chart 

 State Personnel System Consolidated Appeal/Dispute Form 

 Mediation Memoradum of Agreement 

 Mediation Agreement   

 Whistleblower Complaint Form 

 

 
All of the aforementioned employee resources are available at the Regional Civil Rights and 
Strategic Workforce Solutions (Human Resources) Offices. 

 


































































































































