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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 h is/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 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 
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people with different backgrounds experiences, and perspectives to accomplish the mission 
of CDOT. 
 
To further this message, CDOT issued Policy Directive 600.0, “Equal Employment 
Opportunity and Affirmative Action” to its employees.  This policy was updated and signed 
by the Executive Director on January 22, 2014.Appendix C)   
 
CDOT has a full-time Affirmative Action Officer to support the EEO/AA Program.  This 
position is located in the Civil Rights and Business Resource Center.    
 

The Colorado Department of Transportation maintains 23,000 miles or roads and bridges—
this equates to 9,146 highway center line miles and 3,447 bridges. The vehicle miles 
travelled (VMT) on our state highway system is now more than 27 billion—an increase of 57 
percent since 1990. During the same time, our road capacity (or new lane miles) added to 
handle that growth increased by only 2 percent. Projections show the VMT is expected to 
grow by another 48 percent in the next 20 years.  

CDOT takes care of more than 20 high-mountain passes, seven of which are higher than 
11,000 feet. The Department’s snow and ice budget in fiscal year 2014 million was $69 
million; and $262 million total was spent on all maintenance activities. This means CDOT 
spends 35 percent of its maintenance budget on snow and ice control, alone. 

CDOT is divided into 5 Transportation or Engineering Regions and each has a Director 
appointed by the CDOT Executive Director, Don Hunt.  Each Region has a Regional Civil Rights 
Manager and staff who shares FHWA compliance obligations regarding Civil Rights Program 
implementation with the Headquarters-based Civil Rights and Human Resources Offices.  
Defining roles and responsibilities is an ongoing strategic priority of the Affirmative Action 
Officer and CDOT management. 

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. 
 

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

 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. 
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 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. 

 

 

 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) 

 Aeronautics 

 Bridge Enterprise 

 Capital Expenditures 

 FASTER (Funding Advancement for Surface Transportation and Economic Recovery) 

 High Performance Transportation Enterprise 

 Transportation Systems Management and Ope5ration-Intelligent Transportation 
Systems 

 Local Programs 

 Maintenance 

 Other Construction 

 Project Support 

 Safety/Safety Education 

 Structures 

 Surface Treatment 

 Transit 

 

1. Safety. Goal: Reduce traffic fatalities and serious injuries and work toward zero deaths for 
all users.  
2. Infrastructure Condition. Goal: Preserve the transportation infrastructure condition to 
ensure safety and mobility at a least life-cycle cost.  
3. System Performance. Goal: Improve system reliability and reduce congestion, primarily 
through operational improvements and secondarily through the addition of capacity. Support 
opportunities for mode choice.  
4. Freight Movement & Economic Vitality. Goal: Improve the freight network, strengthen 
the ability of rural communities to access national and international trade markets, and 
support regional economic development.  
5. Environmental Stewardship. Goal: Enhance the performance of the transportation system 
while minimizing the impact to and encouraging the preservation of the environment.  
6. Reduced Project-Delivery Delays. Goal: Reduce project costs, promote jobs and the 
economy, and expedite the movement of people and goods by accelerating project 
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completion through eliminating delays in the project development and delivery process. This 
includes reducing regulatory burdens and improving CDOT’s work practices. 
 

1. Business Excellence. Goal: Improve business processes for better customer service and 
efficiency. Better processes and service help CDOT meet all of its Strategic Policy Initiatives.  
2. Construction Funding. Goal: Use innovation and improved management to get more 
money to construction. This helps CDOT achieve the Strategic Policy Initiatives of preserving 
infrastructure condition, reducing project-delivery delays and improving system performance 
and the freight network.  
3. System Efficiency. Goal: Get more out of the existing highway system to improve mobility 
through better operations, management and innovation without making major infrastructure 
improvements. This goal helps CDOT meet Strategic Policy Initiatives including improving 
system performance and the freight network.  
4. Private-Sector Partnerships. Goal: Partner with the private sector to augment public 
funds. This helps CDOT fulfill Strategic Policy Initiatives including preserving infrastructure 
condition and improving system performance and the freight network.  
5. Transparency & Accountability. Goal: Achieve better transparency and accountability in 
CDOT budget, project planning, construction and maintenance activities. This goal helps 
CDOT meet all its Strategic Policy Initiatives by building credibility with the public, elected 
officials, the Federal Highway Ad-ministration and other customers.  
6. Workforce Development. Goal: Provide CDOT employees training and professional 
development opportunities. This goal helps the Department meet all of its Strategic Policy 
Initiatives. 
 

Addition of New Divisions: 

 Office of Program Management – Richard Zamora, Director 

 Division of Project Support- Renamed from “Staff Branches” Scott McDaniel, Director 

 Office of Emergency Management – Chad Ray, Director 

 Division of Highway Maintenance- Kyle Lester, Director 
 
New Division Director/Manager Appointments:  

 Chief Engineer – Joshua Laipply 

 Division of Accounting and Finance – Scott Richrath, Director  

 Region 2- Karen Rowe, Regional Transportation Director (RTD) 

 Strategic Workforce Solutions: Kevin Furman, HR Director 
 

 Chief Engineer’s Office reorganization to includes Division of Transportation 
Development, Division of Transit and Rail, Office of Major Project Development, 
Office of Program Management and Division of Project Support  

 Transfer of Affirmative Action Program (including AA Officer) to CRBRC 

 Division of Process Improvement transferred to the Division of Administrative Services 

 Region 1 Civil Rights Manager, Vacant 
 

 Flood Recovery    

 Portfolio, Cash and Program Management 
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 RAMP (Responsible Acceleration of Maintenance and Partnerships) 

 Asset Management Focus 

 2040 Statewide Transportation Plan 
 

The State of Colorado provides Personnel Board Rules, Universal Policies and general 
information to employees regarding his/her workplace rights.  The State Personnel Director, 
through a Memorandum of Understanding, has decentralized the complaint process to each 
Department.  The following sections provide information from both sources.     
 
Complaint Procedure 
All complaint information and processes are compliant with the State Personnel Board 
Rules Regarding “Disputes” and “Fair Employment Practices”.  All complaint processes are 
also compliant with the State of Colorado Universal Policies on “Anti-Harassment” and 
“Non-Discrimination.” 
 
Colorado State Personnel provides the following Intranet Information regarding Employee 
grievance and dispute rights: 
 
Grievances 
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.  
 
Employee Resources 

 State Grievance Process Flow Chart 

 State Personnel System Consolidated Appeal/Dispute Form 

 Mediation Memorandum of Agreement 

 Mediation Agreement 

 Whistleblower Complaint Form 
 
All of the aforementioned employee resources can be accessed through the CDOT Intranet and 
the Regional Civil Rights and Strategic Workforce Solutions (Human Resources) Offices. 
 
CDOT's Internal Complaint Policy Directive 600.6 is accessible to all employees and is posted 
on the Intranet.  This Directive provides the process to file an internal workplace complaint.  
This policy expired in 2006 and is in the queue for Agency review and revision; the CRBRC 
has requested priority placement.  Please note that where the Center for Equal Opportunity 
is referenced, that reference has been renamed the Civil Right Business and Resource Center 
(CRBRC) and DoHRA is now the Division of Administrative Services.  The responsible office 



10 
 

for this Policy and Procedural directive is currently the Employee Relations/Legal unit in the 
office of Strategic Workforce Solutions (HR). 
 
The CDOT Intranet site includes also includes information that explains both employee's 
workplace rights and resources). 
 

 EEO and Affirmative Action Policy 600.0 (approved 1-22-14) 

 Sexual Harassment Policy and Procedures 603.0 and 603.1 (approved 1-22-14) 

 Placement of Employees with Disabilities (Review due January 2013) 
 
Two of the above three policies have been updated since last Report.  The ADA policy update 

is scheduled to be completed by March 1,2015.   
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This section reports the year-end progress made regarding hiring full-time, permanent 
employees within each Occupational group where Underutilization was identified in the 2014 
AA Plan. 
 
Quarterly Reports on the progress of goals was provided to the CDOT Executive Director, Don 
Hunt, through the EEO Directors, Dan Myers and Heidi Humphreys. 
 
The determination whether goals were met depends on the net increase or decrease of hires 
and separations within the protected class as of September 30, 2014.   
 
For the 2015 AA Plan contained in Section 4 of this Report, these current workforce 
demographics are used. 

Race and Gender Codes 
HM Hispanic Male       
WM White Male 
BM African American or Black Male 
AIM American Indian Male 
AM Asian Male 
HPIM Hawaiian/Pacific Islander Male 
 
HF Hispanic Female 
WF White Female 
BF African American or Black Female 
AIF American Indian Female 
AF Asian Female 
HPIF Hawaiian/Pacific Islander Female   

 
1. Officials/Administrators Occupational Group: 

Underutilization determined: 
0.3 Hispanic Males = 1 

0.3 Hispanic Females = 1 

2.5 White Females = 3 
 
2014 Goal and Timetable: T h e r e  w e r e  n o  g o a l s  m a d e  i n  t h i s  G r o u p  as 
these Management positions serve at the pleasure of the Executive Director.   
 
Outcome: 

Ethnicity HM WM BM AIM AM HPIM HF WF BF AIF AF HPIF 

Goal 1 0 0 0 0 0 1 3 0 0 0 0 
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Summary: Three employees were hired in this Group.  Five would have had to been hired to 
reach goals, had goals been established.  One Hispanic male was hired.   

 
2.  Professionals O c c u p a t i o n a l  G r o u p : 
  Underutilization determined: 

• 0.8 Hispanic Females = 1 

• 83.6 White Females = 84 
 

2014 Goal and Timetable:  Based on a turnover rate of 9.4% and with 884 employees in 

this group, it was projected that about 83 new employees could be hired in this 

Occupational Group each year, re s u l t i n g  i n  t a r ge t i n g  8-9 White females per year to 

be hired over the next ten (10) years to meet this goal. 

 

Outcome: 

 

Summary: There was a net decrease of 16 occupied positions in this Group from last year.  

The goal of one Hispanic female was met.  The number of White females hired and separated 

were equal, leaving the goal unmet.  

 

3.  Technicians O c c u p a t i o n a l  G r o u p : 

Underutilization determined: 
• 2.0  White Females 

 
2014 Goal and Timetable:  Based on the turnover rate of 5.1% and with 294 in the 

Group, it was projected that about 15 new employees could be hired in this Group this 

last year and that 2 of the 15 will were targeted to be White females. 

 

Outcome: 

 

 

Net 
Increase 

1 2 0 0 0 0 0 0 0 0 0 0 

Goal Met? y - - - - - n n - - - - 

Ethnicity HM WM BM AIM AM HPIM HF WF BF AIF AF HPIF 

Goal 0 0 0 0 0 0 1 9 0 0 0 0 

Net 
Increase 

0 11 0 0 0 0 1 0 2 1 3 0 

Goal Met? - - - - - - y n - - - - 

Ethnicity HM WM BM AIM AM HPIM HF WF BF AIF AF HPIF 

Goal 0 0 0 0 0 0 0 2 0 0 0 0 

Net 
Increase 

6 0 2 1 0 0 0 0 1 0 0 0 

Goal Met? - - - - - - - n - - - - 



13 
 

Summary: There was a net decrease of 15 occupied positions from last year.  Although 

there was a net increase of 9 minority males and 1 minority female, we did not reach 

the goal of hiring 2 White females.   

 

4.   Protected Services Occupational Group – No CDOT  jobs included 

5.   Paraprofessional Occupational Group – No CDOT jobs included 

 
6. Administrative Support Occupational Group:  
 Underutilization determined: 

• 1.0  Hispanic Males 

• 11.7  White Males = 12 

 
2014 Goal and Timetable: Based on the turnover rate of 10% and with 142 employees 

in this Group, it was projected that 14 employees in this category could be hired. 1 

Hispanic male and 8 White males were targeted to be hired into this Group. 

 

Outcome:  

 

 

Summary:  There was a net increase of two occupied positions from last year.  Although 

there was a net increase of one Hispanic female and one Asian female, we did not 

reach the stated goal.    

 
7. Skilled Craft Occupational Group: 

Underutilization determined: 
• 2.5 Black Males = 3 

• 11.4 American Indian Males = 12 
2014 Goal and Timetable:  Based on a turnover rate of 11.7% and with 1537 employees 
in this Group, it was expected that 180 new hires in this Group could be made this last 
year and it was projected that 3 black males and 11 American Indian males would be 
hired. 
 
Outcome:  
 

 

Ethnicity HM WM BM AIM AM HPIM HF WF BF AIF AF HPIF 

Goal 1 12 0 0 0 0 0 0 0 0 0 0 

Net 
Increase 

0 0 0 0 0 0 1 0 0 0 1 0 

Goal Met? n n - - - - - - - - - - 

Ethnicity HM WM BM AIM AM HPIM HF WF BF AIF AF HPIF 

Goal 0 0 3 12 0 0 0 0 0 0 0 0 

Net 
Increase 

0 0 0 0 1 0 0 4 0 0 0 0 

Goal Met? - - n n - - - - - - - - 
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Summary: There was a decrease of 22 occupied positions from last year.  Although there was 
a net increase of 4 White females, the goals were not met. 
 
8. Service Maintenance O c c u p a t i o n a l  G r o u p :   
 Underutilization determined: 

• 1.5 Black Males = 2 

• 0.6 Asian Males = 1 

 
2014 Goal and Timetable: Based on the turnover rate in this Group at 23.2% and with 37 

employees in this Group, it was expected that there could l be about 8-9 new employees 

hired in this Group. 2 Black males and 1Asian male were targeted to be hired. 

 

Outcome: 

 

 

Summary:  There was an increase of 3 occupied positions in this Group.     We exceeded our 

goal in the Black male ethnicity.   Although there was a net increase of one White female, we 

did not meet the goal of one Asian male. 

 

 Data on promotions was not collected and no goals were made upon which to 
report.  Internal employee movement will be tracked in 2015 through purchased affirmative 
action software. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Ethnicity HM WM BM AIM AM HPIM HF WF BF AIF AF HPIF 

Goal 0 0 2 0 1 0 0 0 0 0 0 0 

Net 
Increase 

0 2 3 0 0 0 0 1 0 0 0 0 

Goal Met? - - y - n - - - - - - - 
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2014 was an infrastructure building year for the EEO/AA Program and this Section showcases 
the progress made, and the existing gaps, for CDOT to achieve or exceed in its future goals. 
 

CDOT continues to use the Student Trainee and Engineer-in-Training (EIT) Job series as an 
entry level, career path option to assist with recruiting for minorities and females for 
engineering positions.   The following chart shows the employee demographics of the EIT 
hiring results for the federal fiscal year.   
  

Engineer-In-Training I Male White 

Engineer-In-Training I Female Asian 

Engineer-In-Training II Female Asian 

Engineer-In-Training I Female White 

Engineer-In-Training I Female White 

Engineer-In-Training II Female White 

Engineer-In-Training III Female White 

Engineer-In-Training II Male Asian 

Engineer-In-Training I Male White 

Engineer-In-Training I Male White 

Engineer-In-Training I Male White 

Engineer-In-Training I Male White 

Engineer-In-Training I Male White 

Engineer-In-Training I Male White 

Engineer-In-Training II Male White 

 
Summary: Fourteen EIT’s were hired that included two Asian females, one Asian male and six 
females.   
 
CDOT did not hire any Student Trainee hires during the federal fiscal year.   
 

The CDOT Office of Employee Development (previously known as Organizational Learning and 
Development) is developing a statewide Internship Program. This initiative will standardize 
the use of CDOT Interns which previously had varied definitions.  This program is awaiting 
final review.  This program will be monitored for the proportionate hiring of females and 
minorities. 
 
The following in an excerpt explaining the purpose of the Internship Program: 
 
CDOT's Internship Program is a partnership between CDOT and the college student. The 
selection process is similar to hiring a “Temporary Employee”.  There are several units in CDOT 
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that currently use interns.  This program serves as a means to standardize the various 
initiatives.  
 
Managers and supervisors are responsible and accountable to CDOT to ensure that the use of 
this Internship program provides equal opportunity to the public to enter public service and 
work in an environment that is free from unlawful employment barriers.   It is also expected 
that the use of this program supports the CDOT Affirmative Action goals.  The CDOT Affirmative 
Action Program and goals are available through the Civil Rights Business Resource Center and 
is posted on the Intranet.  Questions can be directed to your Regional Civil Rights Manager 
(RCRM), Workforce Staffing, or the CDOT Affirmative Action Officer at 303-757-9620. 
Interns gain valuable experience in various disciplines and enhance the college experience while 
aiding CDOT in its mission. Benefits of the Internship Program: 
 

 Showcases CDOT as an employer of choice 

 An opportunity to reach minority and females in underrepresented occupational 
groups.   

 A recruiting tool and an opportunity to train future employees  

 The opportunity to evaluate prospective employees while they are working for the 
organization 

 May reduce significant costs in finding new talent 

 Interns bring current technology and ideas from the classroom to the workplace and 
therefore increase an organization’s intellectual capital  

 An internship program can supply an easily accessible source of highly motivated pre-
professionals 

 Interns provide an opportunity for mid-level staff to manage 

 Provides meaningful, real-world work 

 The opportunity to network with fellow interns and CDOT employees through intern 
program activities and events intern”… 

 

In August, 2014, CDOT introduced a “Succession Planning” Program.  Following is the 
explanation of this program.  This program will also track its flow of female and minority 
participants for adverse impact analysis.   

 
What is Succession Planning at CDOT? 

 Identify the readiness of our internal talent, folks who meet the technical and 
leadership skills for lateral or upward movement.  

 Ensure a steady supply of internal talent to replace exiting employees.  

 Increase the awareness and ability of current employees to provide continuity during 
extended period of absences.  

 Identify gaps in knowledge, skills and abilities between current behaviors and desired 
advancement.  

 Create individual development plans to help each person close the identified gaps.  

 
What are the Benefits?   
Being a part of the succession planning process will help us: 

 Fill more leadership positions with internal candidates rather than hire from outside.  
 Gain visibility into employee experience, expertise, performance and career 

aspirations.  
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 Address talent gaps with targeted development plans to provide employees with the 
skills needed for growth and advancement.  

 Address current and potential talent pool gaps to reduce the risk of poor business 
execution. 

Being a part of the succession planning process will help us: 

 Fill more leadership positions with internal candidates rather than hire from outside.  

 Gain visibility into employee experience, expertise, and performance and career 
aspirations.  

 Address talent gaps with targeted development plans to provide employees with the 
skills needed for growth and advancement.  

 Address current and potential talent pool gaps to reduce the risk of poor business 
execution. 

  
Who will be involved?   
All CDOT employees can choose to be involved in CDOT’s succession planning 

 Management and Executives will participate in Talent Review Sessions  

 Supervisors will evaluate employee’s potential and work with employees to create the 
development plan  

 Employees communicate interest and motivation for development and growth 
opportunities  

  

 

The use of Temporary Employees (up to 9 months) has always been a typical practice by 
the State to fill a void when an unpredicted or seasonal business need occurs.  Temporary 

employees can be hired outside the usual recruitment and selection process.  CDOT’s use 
of the formalized “Internship Program” applies to this group as a potential talent pipeline 
to our permanent workforce.  It is of importance to track this pipeline for ensure equal 

employment opportunity for all citizens.    

 

 

Temporary Employees 
               

Ethnicity/ 
Gender 

HM WM BM AIM AM HIM Total HF WF BF AIF AF HPIF Total 

DOT 
Population 

22 107 4 2 2 2 139 5 34 1 0 5 0 45 

%Temps/ 
CDOT 
Perms 

12% 58.2% 2.2% 1.1% 1.1% 1.1%  2.7% 18.5% .5% 0% 2.7% 0%  

Colorado 
Census % 

7.6% 40.9% 2.2% .7% 1.2% 0% 52.9% 6.1% 38% 1.6% .6% .9% .1% 47.2% 

Temporary Employees 

Gender  Males  Females 

CDOT Population 139 45 

% of Temps/% CDOT Perms 75.5% 24.5% 
Colorado Census % 52.8% 47.2% 
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Summary:   

Overall, males represent 53% of available workforce, but they represented 76% of our 
temporary hires. This is most likely due to the hire of seasonal Transportation Maintenance 
Workers.   Females represent 47% of the available workforce, but only 25% of the 

temporary hires.   Minorities are hired at or below the percentage of available workforce, 
except for Asian females.   
 

As a significant talent pipeline to our permanent workforce, the hiring of temporary 
employees should continue to be monitored. 
 

In April, 2014, CDOT appointed a part-time state-wide Recruiter. CDOT had a red need for  a   
for a more comprehensive, efficient, consistent recruitment program that targeted top talent 
via all available avenues (social media, advertisements, job fairs, face-to-face), to meet the 
needs of all Regions/Divisions and which supports CDOT’s Affirmative Action Plan. 
 
The table below shows CDOT’s recruitments for the federal occupational groups for the Time 
beginning 1/1/14  through  9/30/14).  Almost half of our recruitments are for the Skilled 
Craft Workers which include the Transportation Maintenance Workers. The second largest 
group is the Professional group.  These two groups should be a focus of our targeted 
recruitment efforts in 2015.   
 

Occupational 
Group # 

Occupational Group Name Number of 
Recruitments 

% of Overall 

  1 Management 8 3.11% 

 2 Professional 89 34.63% 

 3 Technician 16 6.24% 

 6 Administrative Support 12 4.66% 

 7 Skilled Craft Workers 122 47.47% 

 8 Service Maintenance 10 3.89% 

Total  257 100% 

 
An adverse impact analysis for applicant-to hire and interim steps has not been implemented.   
It is anticipated that the coming year will clarify the responsibility in this regard as well as 
the reporting mechanisms, regardless whether the function  is  conducted internally or 
outsourced.   
 
The CDOT Recruiter facilitated the following activities throughout the state since her 
appointment in April, 2014.  There were several protected class-focused events.   
  
 
 
 
 
 

NAME OF EVENT DATE 

Veteran’s Hospital Job Club 3rd Thursday of every month 



19 
 

Denver Public Library, How to Apply for 
State Jobs 

 
1/21/14  

Diversity Employment Day  2/5/14 

CSU Career Fair 2/27/14 

Adams State Career Fair 2/27/14 

Colorado Mesa Spring Career Fair 3/6/14 

Trinidad State Junior College  3/12/14 

Montbello High School Career Fair 3/27/14 

Denver Nuggets Game, 1st Responder’s 
Night (CDOT Table in Concessions)  

 
3/31/14 

Delta-Montrose Technical College Spring 
Career Fair  

 
3/31/14 

Denver Public Library, How to Apply for 
State Jobs 

 
4/15/14 

CU Boulder Just in Time Hiring and 
Internship Fair 

 
4/17/14 

Southern Ute Career Fair 4/17/14 

University of Denver Spring Non-Profit and 
Government Career and Internship Fair 

 
4/23/14 

CSU Engineering Days 4/25/14 

Adams County Logistics and Transportation 
Job Fair  

 
5/14/14 

Morgan County Area Job Fair 5/21/14 

CO Springs Military and Employment EXPO  5/22/14 

Fort Carson Annual Military Spouse Career 
Day 

 
6/20/14 

Bandimere/Merritt Equipment Truck Fest 8/3/14 

Diversity Employment Day 8/13/14 

Construction Job Fair – Jefferson, Clear 
Creek and Gilpin Counties 

 
8/27/14 

CO School of Mines Career Day 9/9/14 

Denver Chamber of Commerce Hiring Day 9/23/14 

University of Denver  Fall Career and 
Internship Fair 

 
10/22/14 

Virtual Job Fair with CO Department of 
Labor 

 
ongoing 

  

  

  

 
 
Additional  recruitment was conducted that was not listed above.  This was conducted by 
CDOT HQ Workforce Staffing staff or Regional Civil Rights Managers: 
 
HQ - Statewide:  
CoJobs  (State electronic Application System) 
“Connecting Colorado” through the Workforce Centers 
Division of Vocational Rehabilitation 
Rocky Mountain Service, Employment, Redevelopment (Rocky Mountain SER) 
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Region I: Conducted by HQ 
Pickens Technical College for Jobs within Skilled Craft Occupational Group 
 
Region 2: Conducted by HQ, Statewide Recruitment Only 
 
Region 3: Conducted by HQ, Statewide Recruitment Only 
 
Region 4: Job Postings emailed to each entity 
Eastern Colorado Workforce Center 
Larimer County workforce Center 
Weld County Employment Services 
Northeastern Jr. College  
Weld County Veterans Service Office 
Keenesburg Workforce Center 
Fort Morgan Workforce Center 
University of Northern Colorado 
UC at Boulder Veterans' Services 
Center for People with Disabilities 
Society of Women Engineers 
Native American Student Service, UNC 

Catholic Charities 
Marcus Garvey Center for Black Cultural Education, UNC 
Cesar Chavez Cultural Center, UNC 
Aims Community College 
CSU Career Center 
 
Region 5:  Job Posting emailed to each entity 
Colorado Mesa University Black Student Alliance 
Colorado Mesa University Construction Management 
Colorado Mesa University Cultural Diversity Board 
Colorado Mesa University Cultural Diversity Board - Black Student Alliance 
Colorado Mesa University Cultural Diversity Board- Gay Straight Alliance 
Colorado Mesa University Cultural Diversity Board- Ho'olokahi Polynesian Club Alliance 
Colorado Mesa University Cultural Diversity Board- International Student Alliance 
Colorado Mesa University Cultural Diversity Board- Latino Student Alliance 
Colorado Mesa University Cultural Diversity Board- Native American Student Alliance 
Colorado Mesa University East Asian Culture Club 
Colorado Mesa University Engineering Club 
Colorado Mesa University Job Opportunities 
Western Colorado Latino Chamber of Commerce 
National Assoc. of Women in Construction 
Mesa County Women's Network 
Western State University MultiCultural Center 
Western State University MultiCultural Center- Asian/Pacific Islander Club 
Western State University MultiCultural Center- Black Student Alliance 
Western State University MultiCultural Center- Native American Student Council 
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The following chart illustrates the number of employees who participated in either elective 
CDOT training and/or participated in the CDOT tuition reimbursement programs during the 
federal fiscal year, by ethnicity and gender. For purposes of the following analyses, both full 
and part time employees were counted towards the totals.  The attendees were grouped by 
Occupational Group, to mirror the workforce utilization analysis.  This chart shows whether 
there is adverse impact with attendees of the non-majority group.  Adverse impact is shown 
when the participation of a group is below 80% of the majority group participation.     
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ETHNICITY GENDER 

Professional Occupational Group 

 

Ethnicity/Gender HM WM BM AIM AM HPIM Total HF WF BF AIF AF HPIF Total 

CDOT Population 
per 
Ethnicity/Gender 

61 530 20 4 28 1 644 25 215 17 2 17 1 277 

% of Groups WF  
vs CDOT WKFCE 

6.6% 57.5% 2.2% 0.4% 3.0% 0.1%   2.7% 23.3% 1.8% 0.2% 1.8% 0.1%   

#Class Takers 52 478 19 4 23 1 577 24 189 13 2 15 1 244 

 % of Class Takers 
per 
Gender/Ethnicity 

85.2% 90.2% 95.0% 100.0% 82.1% 100.0% 
  

96.0% 87.9% 76.5% 100.0% 88.2% 100.0%   

# of Tuition 
Reimbursement 
Applicants   6 157 7 1 12 

1 
184 5 39 1 0 3 0 48 

% of Tuition 
Reimbursement 
Appl. Eth/Gen 

9.8% 29.6% 35.0% 25.0% 42.9% 100.0% 
  

20.0% 20.6% 5.9% 0.0% 17.6% 0.0%   

Technicians Occupational Group 

Ethnicity/Gender HM WM BM AIM AM HPIM Total HF WF BF AIF AF HPIF Total 

CDOT Population 
per 
Ethnicity/Gender 

38 165 5 6 4 2 220 11 42 5 1 0 1 60 

% of Groups WF  
vs CDOT WKFCE 

13.6% 58.9% 1.8% 2.1% 1.4% 0.7%   3.9% 15.0% 1.8% 0.4% 0.0% 0.4%   

#Class Takers 36 148 5 6 4 2 201 10 41 5 1 0 1 58 

 % of Class Takers 
per 
Gender/Ethnicity 

94.7% 89.7% 100.0% 100.0% 100.0% 100.0%   90.9% 97.6% 100.0% 100.0% 0.0% 100.0%   

# of Tuition 
Reimbursement 
Applicants   

0 13 0 0 0 0 13 1 11 0 0 0 0 12 
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% of Tuition 
Reimbursement 
Appl. Eth/Gen 

0.0% 7.9% 0.0% 0.0% 0.0% 0.0%   9.1% 26.2% 0.0% 0.0% 0.0% 0.0%   

                                Administrative Support Occupational Group 

Ethnicity/Gender HM WM BM AIM AM HPIM Total HF WF BF AIF AF HPIF Total 

CDOT Population 
per 
Ethnicity/Gender 

3 4 1 0 0 0 8 27 107 6 0 2 0 142 

% of Groups WF  
vs CDOT WKFCE 

2.0% 2.7% 0.7% 0.0% 0.0% 0.0%   18.0% 71.3% 4.0% 0.0% 1.3% 0.0%   

#Class Takers 2 4 1 0 0 0 7 26 105 5 0 1 0 137 

 % of Class Takers 
per 
Gender/Ethnicity 

66.7% 100.0% 100.0% 0.0% 0.0% 0.0%   96.3% 98.1% 83.3% 0.0% 50.0% 0.0%   

# of Tuition 
Reimbursement 
Applicants   

0 0 0 0 0 0 0 0 1 0 0 0 0 
1 

% of Tuition 
Reimbursement 
Appl. Eth/Gen 

0.0% 0.0% 0.0% 0.0% 0.0% 0.0%   0.0% 0.9% 0.0% 0.0% 0.0% 0.0%   

                                Skilled Craft Workers Occupational Group 

Ethnicity/Gender HM WM BM AIM AM HPIM Total HF WF BF AIF AF HPIF Total 

CDOT Population 
per 
Ethnicity/Gender 

262 1186 26 12 4 2 1492 3 39 0 0 0 0 42 

% of Groups WF  
vs CDOT EKFCE 

17.1% 77.3% 1.7% 0.8% 0.3% 0.1%   0.2% 2.5% 0.0% 0.0% 0.0% 0.0%   
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#Class Takers 188 859 16 3 4 1 1071 2 31 0 0 0 0 33 

 % of Class Takers 
per 
Gender/Ethnicity 

71.8% 72.4% 61.5% 25.0% 100.0% 50.0%   66.7% 79.5% 0.0% 0.0% 0.0% 0.0%   

# of Tuition 
Reimbursement 
Applicants   

0 36 0 0 0 0 36 1 1 0 0 0 0 2 

% of Tuition 
Reimbursement 
Appl. Eth/Gen 

0.0% 3.0% 0.0% 0.0% 0.0% 0.0%   33.3% 2.6% 0.0% 0.0% 0.0% 0.0%   

                               Service Maintenance Occupational Group 

Ethnicity/Gender HM WM BM AIM AM HPIM Total HF WF BF AIF AF HPIF Total 

CDOT Population 
per 
Ethnicity/Gender 

11 21 3 0 0 0 35 2 7 2 0 0 0 11 

% of Groups WF  
vs CDOT WKFCE 

23.9% 45.7% 6.5% 0.0% 0.0% 0.0%   4.3% 15.2% 4.3% 0.0% 0.0% 0.0%   

#Class Takers 3 17 2 0 0 0 22 1 6 1 0 0 0 8 

 % of Class Takers 
per 
Gender/Ethnicity 

27.3% 81.0% 66.7% 0.0% 0.0% 0.0%   50.0% 85.7% 50.0% 0.0% 0.0% 0.0%   

# of Tuition 
Reimbursement 
Applicants   0 0 0 0 0 

0 
0 0 0 0 0 0 0 

0 

% of Tuition 
Reimbursement 
Appl. Eth/Gen 

0.0% 0.0% 0.0% 0.0% 0.0% 0.0%   0.0% 0.0% 0.0% 0.0% 0.0% 0.0%   
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Summary: 
 
Professional Occupational Group: 
-Between 76.5% – 100% of employees in each ethnicity group in this Occupational Group took 
elective training. 
-92.08% of males and 91.43% females took elective training. 
-40.38% of Males and 10.68% of females participated in the tuition reimbursement program. 
 
Technicians Occupational Group: 
-Between 89% and 100% of employees in each ethnicity group in this Occupational Group took 
elective training. 
-97.4% of males and 97.7% of females took elective training.     
-7.9% of males and 17.65% of females participated in the tuition reimbursement program. 
 
Administrative Occupational Group 
-Between 50% - 100% of employees in each ethnicity in this Occupational Group took elective 
training.  The 50% represented 1 of 2 Asian female employees. 
-88.9 of males and 75.17 of females took elective training. 
-7.9% of males and 17.65% of females participated in the tuition reimbursement program.   
 
Skilled Craft Workers Occupational Group 
-Between 25% - 100% of employees in each ethnicity in this Occupational groups took elective 
training.  The 25% represented 3 of 12 American Indian males. 
-63.45% of males and 73.1% of females took elective training   
-3% of males and 17.95% of females participated in the tuition reimbursement program 
 
Service Maintenance Occupational Group 
-Between 27.3% - 85.7% of employees in each ethnicity in this Occupational Group took elective 
training.  The 27.3% represents 3 of 11 Hispanic males. 
-58.33 of males and 61.9 of females took elective training. 
-No employee in this Group participated in the tuition reimbursement program.  
 
Males and females took elective training at equitable rates.   A review for potential barriers of 
the low participation rate of American Indian males in the Skilled Craft group and Hispanic males 
in the Service Maintenance group will be recommended.    
The tuition reimbursement program should continue to be strongly marketed to all employees.           
 
The Office of Employee development should continue to monitor its training and tuition 
reimbursement activity to ensure that all employees continue to access the training programs and 
that all training programs support the promotion and retention of all employee demographics.    
 

This program is explained as follows, “The number of qualified candidates for promotion is 
insufficient to meet the demands of a dynamic organization like CDOT in a time of near 
continuous change in all aspects of our business. To address this, the Office of Employee 
Development in the Strategic Workforce Solutions division has developed a leadership program 
now available to every CDOT employee.  The three-tiered leadership program called The 
Leadership Journey proactively addresses the leadership skills and the competencies necessary 
for every level in CDOT from entry-level employees to management.”  
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See this  link for current  information on Leadership Journey.   
http://intranet/employees/programs/leadership-journey-program.   
As of 9.30.14, only the first level, open to all CDOT employees, was available.  
 
As of 9.30.14, 74 applications were received.  Eight applicants did not have the initial 
requirements in place, so 66 were accepted.  Of those:  
 

 
Summary:  43 males (1.66% of 81.79% of wkfce) 
       23 females (4.25% of 18.20 of wkfce)  
       Hispanic (1.3% of 15% of wkfce)   
  
The Office of Employee Development should continue to monitor its training activity to ensure 
that all employees continue to access the training programs and that all training programs support 
the promotion and retention of all employee demographics.   
 

The tagline for CDOT U is, “Helping you take charge of your career.” All classes taken for this 
program are reported in the “Elective” classes listed in the chart beginning on page 23.  .   
 
CDOTU will provide both the direction and the steps for employees to reach career 
goals.  Here’s how: 

 Career Mapping that lays out the needed skills and training for each career field, at each 
step. This will provide a clear plan to help you prepare for advancing in your career.  

 Uniform standards for quality training both in how it’s designed, and how it’s delivered 
to you.  

 Partnerships with schools and associations to get academic credit and certifications for 
the quality training you do   
 

The Office of Employee Development conducted a pilot program to cross train employees this 
year.  17 employees participated.   
Participants included: 134 males: 4 Hispanic, 1 African-American, and 8 White males; and 3 
females: 1Afrianc-American, 1 Hispanic and 1 White female.  
 
The continuance of this as a statewide program is being assessed. 
 

A six module EEO/AA e-learning course for CDOT managers and supervisors is in the beginning 
development phase in partnership among the Office of Employee Development, the 
CRBRC/Affirmative Action Officer, and the Workforce Staffing Supervisor.  Ongoing development 
meetings are being held.  It is recommended that these modules will be mandatory for all 
managers and supervisors and participation will be monitored.  Heidi Humphreys is the sponsor 
of this training and the roll-out date is not yet determined, however, it will most likely be rolled 
out by topic beginning with 1 and 2, about March 1, 2015 
The topics include:  

1. What is EEO/AA? 

Ethnicity HM WM BM AIM AM NHPIM HF WF BF AIF AF NHPIF 

Total 4 37 0 0 2 0 2 19 1 1 0 0 
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2. What does EEO/AA mean at CDOT? 
3. What does EEO/AA mean to Me and my Employees? 
4. How do I apply EEO/AA to my Recruitment and Hiring Processes? 
5. How do I apply EEO/AA to my Employees? 
6. What are my Resources? 

 
At this time, Supervisors are not receiving any direct EEO-related training.  Of course, all of our 
supervisory training includes the expectation of non-discrimination of employees.  
  

The CDOT performance cycle period was 4.1.13 to 3.31.14.  As of 3.31.14, 2316 employees 
received ratings.  This total includes part-time employees and of course, vacancies occurred 
that account for the total. 
   
The State rating system is on a 1-3 scale.  “1” is Needs Improvement, “2” is Successful, and “3’ 
is Exceptional.  Pay increases are related to one’s rating.   
 
Of significance:  
“1” Rating:  7 employees received this rating that included 5 White males and 2 White females.    
“3” Rating:  517 employees received this rating that included: 
 

137 females (5.9 % of total wkfce receiving ratings) 
         (26.5% of total wkfce receiving a “3” rating)  
380 males    (16.4% of total wkfce receiving ratings) 
         (73.5% of total wkfce receiving a “3” rating 
___________________________________________________________________________
  
65 Hispanic (2.8% of total wkfce receiving ratings) 
                   (12.6 % of those receiving a “3” rating) 
09 African American/Black (.4 % of total wkfce receiving a rating)  

                                    (1.7 % of total wkfce receiving “3” rating) 
03 American Indian (.1 % of total wkfce receiving a rating) 
                              (.6% of total wkfce receiving a “3” rating)   
11 Asian (5 % of total wkfce receiving a rating) 
             (2.1% of total wkfce receiving a ‘3” rating)  
1 Hawaiian/Pacific Islander (.04 % of total wkfce receiving ratings) 
                                          (.2% of total wkfce receiving a “3” rating) 
428 White (18% of total wkfce receiving a rating)   

     (83% of total wkfce receiving a “3” rating  
 

Summary 
White employees are receiving a significant proportion of “3’ ratings.  Management should make 
certain that all employees are fairly evaluated and that internal mentoring, coaching and 
training is provided equitably to all staff.     

The following is the 2014 CDOT and Affirmative Action Officer Communication Plans and 

Outcomes in Italics:    
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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.  Accomplished by AA Officer 

• Each Senior Management Team member will be provided a paper copy.  Accomplished by 
EEO Director 

• The CDOT Intranet and External site will have the documents available in 
electronic format.  Accomplished by Communication Services 

• CDOT New Employee Orientation implemented in November, 2013, includes information 
about the CDOT EEO policy. Accomplished by Employee Development/Workforce 
Staffing 

• The CDOT Human Resources monthly magazine, In Motion, will contain a standing 
notice about the Plan and Policy.  In Motion was momentarily suspended.  A standing 
notice in the Strategic Workforce Solutions Newsletter was substituted. 

• CDOT requires new employees to take Strength from Diversity and Putting the Brakes 
on Workplace Harassment training.  These classes have been suspended due to State 
Department of Personnel and Administration’s pending release of a statewide 
training.  

• Colorado State employment application form.  Ongoing 

• Quarterly  goal-setting  and  progress  status  meetings  and  reporting  between  
the Affirmative Action Office and the Regional Civil Rights Managers (RCRMs) .  
Partnerships among the stakeholders is an ongoing process to factor in the 
clarification of roles, responsibilities, re-organizations and changes in leadership. 

 
Affirmative A c t i o n  Officer 

 Systematically share EEO/AA data analysis results with CDOT leadership. 
Accomplished, EEO data reporting mechanism still under development due to 
resources, leadership and program direction. 

 Include   EEO/AA   information   in   new   employee On-Boarding and   
Orientation presentations. Accomplished 

 Highlight Annual AAP Report through CDOT electronic and paper publications 
and notices with a link to document and program information. Accomplished 

 Align all AAP recommendations and goals within Strategic Workforce Solutions 
(HR).  Partnership under continued development   

 Speak and provide workforce data at Quarterly RCRMs meetings. Monthly meetings 
held, but data not shared because of uncompleted data tracking mechanism 

 Participate in pertinent transportation and professional organizations.  Attended 
DOL/OFCCP AA conference hosted by the Southwest and Rocky Mountain Region 
Industrial Leaders Group (SWARM/ILG). 

 Plan annual EEO/AA employee meetings.  Accomplished 

 It is recommended to CDOT EEO Program Manager and Executive Director that 
EEO/AA accountability language be included in the Job Descriptions, 
Performance Plans and Evaluations for all supervisory positions.  Planning for 
2016 performance year 
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From September 9 through September 30, 2014, CDOT hosted an on-line Diversity Activity.  
This Activity was a partnership between the Affirmative Action Officer and the Communication 
Services Division (and their 4 temporary cross-trainees).   The Activity was promoted through 
the weekly “Public Announcements”, Don Hunt’s “Monthly Chat”, and posters.   The Activity 
was posted on the front page of the CDOT Intranet.  The sharing of employees diversity culture 
and experiences was encouraged through “Tell Us” (call in on dedicated phone line), “Show 
Us” (varied media), “Write To Us” (written narrative), and “Tempt our Tastebuds” (recipes).  
Participation was allowed anonymously. 

 

According to OIT via “Google Analytics”, there were 3855 total pageviews and 2461 unique 
pageviews.    Follow-up comments were solicited but none were received.   It was hoped that 
the turnout would have been greater. 

 

 
As part of the ongoing enhancements of the CDOT EEO/AA program, other initiatives and 
activities have been underway to align the CDOT AA goals with CDOT business practices.  Some 
activities have been completed and some are ongoing, overlapping into the 2015 federal fiscal 
year.   
 
Affirmative Action Data Management  

 AA Software Vendors – it has become apparent that the data analysis necessary for an 
optimal AA program is beyond the capacity of the AA Officer and the Excel application.  
In June, 2014, a business case was submitted to the CDOT Information Technology 
Management Team (ITMT) with the recommendation that there be one statewide AA 
Analysis, with 6 regional sub-analysis. It should that is software can auto-track all of this 
data by demographic, including whether a position is filled by internal staff or external 
candidates.  This differentiation results in accuracy in tracking both promotional and 
hiring data. Having this software will result in consistency in reporting and the sourcing 
and analysis of data from three separate sources. I have recommended that the software 
be leased or that the reporting be outsourced; or a combination of both.  On October 7, 
2014, the business case was approved to move forward with the consideration of leasing 
or purchasing affirmative action software. 

 Google Portal Shared Data Reporting- An “Internal” reporting civil rights page was 
created by CRBRC on their Civil Rights Google Portal reporting page and reserved for EEO 
data reporting.  This page allows Regional Civil Rights Managers (RCRMs) and Melinda 
Urban, the Federal Highway Administration (FHWA) EEO/AA liaison, to view civil rights 
activity raw data that is reported from the RCRMS’s.  Strategic Workforce 
Solutions/Employee Relations/Legal (ERL) is in the midst of identifying resources to 
create the ‘internal” reporting page.  After resources are identified, a target date for 
completion can be determined.   

 Regardless if AA software is used in the upcoming year, the AA Program will analyze the 
existing NEOGOV applicant tracking service to have individual recruitment and 
occupational group   applicant- to- hire adverse impact analysis a priority. 
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Recruitment - Partnering with Workforce Staffing (WFS)  

 Since July, 2014, open-competitive job postings have been advertised through the   
”Connecting Colorado” system through the County Workforce Centers.  Job Postings are 
being provided weekly to Case Managers of Rocky Mountain Service, Employment and 
Redevelopment (Rocky Mountain SER) and Vocational Rehabilitation. 

 Job postings for positions at HQ /Region 1 in the Skilled Craft and Service Maintenance 
Occupational Groups are being advertised at Pickens Technical College. This is being 
done as a result of the high turnover in this group, creating an opportunity to make or 
exceed our affirmative action goal in that group.   

 Workforce Staffing stated that a review of the Transportation Maintenance selection 
process is forthcoming. The AA Officer will partner with that staff to ensure diversity 
mindfulness.  There is not a targeted completion date.    

 Workforce Staffing was given the recommendation to monitor the local census data and 
applicant –to- hire, for individual recruitments for unintentional discrimination through 
an adverse impact analysis.  This recommendation is still under consideration, however, 
the purchase or lease of aforementioned software will automate this analysis.  

 Workforce Staffing was given the recommendation to enhance EEO/AA language on 
recruitments.  This recommendation is still under consideration.   

 The recommendation for diversity in the composition on comparative analysis and 
interview panels has been implemented with Workforce Staffing and the Regional Civil 
Rights Managers.  A monitoring process is included in the aforementioned software or 
tracking will be done in the existing NEOGOV software. 

 Defining roles among the AA Officer, Workforce Staffing and the Regional Civil Rights 
Managers will continue throughout the upcoming year.    
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Although it was a program priority for federal fiscal year 2014, a standard statewide electronic 
employee activity reporting system was not created, however, several Regions did report in good 
faith.  As of December 1, 2014 the Human Resources Director has directed the use of a Google-
based standard statewide tracking system maintained by the Human Resources office.  Data to 
be reported includes:   

 ADA Activity  

 Workplace Counseling 

 Discipline 

 Corrective Actions 

 Performance Disputes 

 Grievances 

 Appeals 

 Title VII Internal Investigations 

 Title VII External Investigations  

 Other Internal Investigations (Whistleblower, Workplace Violence) 
  
The Affirmative Action Office will have access to this data to provide summary information   for 
future Affirmative Action reporting.   

There were 216 employment separations from CDOT during the last federal fiscal year.  Twenty 
five of those were involuntary.   
These included:  

 21 males (.78% of male workforce) 

 4 females (.73% of female workforce) 

__________________________________________________________________ 
 4 African American/Black (5.8% of African American/Black workforce) 

 2 Hispanic (.45% of Hispanic workforce) 

 19 White (.80% of White workforce) 
 

In February, 2014, Human Resources issued the following guidance regarding exit interviews,  
“When and employee separates from CDOT for whatever reason, (transfer, retirement, 
disciplinary, new job) we have been conducting an Exit Interview via email and or phone call. 
This will function is being handed over to the Civil Rights offices in the Regions effective 2/1/14. 
I am attaching the form to be used when talking with exiting employees. If for some reason an 
employee is more comfortable talking with me versus the Civil Rights Manager, please pass their 
information to me as well as give them my contact information. I need to track all the 
interviews/responses and give a report to Dan Myers monthly, to present to the Senior 
Management Team. I will send additional instructions for these interviews. I think some regions 
have been doing these already, but here is the official form to be used. Feel free to call me and 
we can chat about these.” 
 
The reporting process for the statewide exit interview process is unclear and whether some 
interviews were counted twice.  With that, 109 exit interviews were reported and there was one 
report of gender discrimination which was researched and not found to be valid.  
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Ideally, CDOT's workforce should naturally mirror the number of females and minorities in 
Colorado's available labor market of similar jobs. Because that occurrence does not always 
happen naturally, the federal government has required that recipients of federal funds monitor 
their employment activity to ensure that all citizens have equal access to employment. 
 
The federal government has identified eight (8) Occupational Groups into which all jobs can 
must be listed.   The Department’s EE0-4 Report, which was completed as of 6.30.13, provided 
the baseline data for the analysis of workforce to census.  Data from the 2010 Census was 
required.  This analysis consists of comparisons of the percentages of minorities and females in 
CDOT's workforce  and the percentage of  minorities and females in similar jobs in the Colorado 
labor market in each of the 8 Occupational Group. In the required parity-based utilization 
analysis, females and minorities are considered underutilized when their representation in an 
Occupational Group falls below 80% of the labor market availability in that Group. 
 
* Underutilization is considered only in the groups that represent at least 2% of the available 
Colorado labor market in the occupational group.  Any fraction of a person is considered and is 
rounded to the nearest whole number.  The CDOT jobs to Occupational Groups can be found 
under. 
 
The total of CDOT employees on the 2014 EE0-4 Report (2986) differs from the total used for this 
2015 analysis (2915). It was determined to use the current full-time workforce as of 10/1/14 to 
conduct an accurate analysis and Plan going forward.  

 

Race and Gender Codes 
HM Hispanic Male       
WM White Male 
BM African American or Black Male 
AIM American Indian Male 
AM Asian Male 
HPIM Hawaiian/Pacific Islander Male 
 
HF Hispanic Female 
WF White Female 
BF African American or Black Female 
AIF American Indian Female 
AF Asian Female 
HPIF Hawaiian/Pacific Islander Female   
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1. Officials/Administrators Occupational Group: 

 

 No. of 
Employees 

CDOT 
%age 

CO Census 
%age 

Parity 80% of 
Parity 

Shortfall/# 
needed for 
80% of 
Parity 

HM 1 2.5 4.5 1.8 1.4 -0.4 

WM 28 70.0 49.3 19.7 15.8 12.2 

BM 1 2.5 1.6 0.6 0.5 0.5 

AIM 0 0.0 0.5 0.2 0.2 -0.2 

AM 1 2.5 1.3 0.5 0.4 0.6 

NH PIM 0 0.0 0.0 0.0 0.0 0.0 

Total Male   77.5 57.2 22.9 18.3 12.7 

HF 0 0.0 4.4 1.8 1.4 -1.4 

WF 9 22.5 35.4 14.1 11.3 -2.3 

BF 0 0.0 1.6 0.7 0.5 -0.5 

AIF 0 0.0 0.6 0.2 0.2 -0.2 

AF 0 0.0 0.7 0.3 0.2 -0.2 

NH PIF 0 0.0 0.1 0.0 0.0 0.0 

Total 
Female 

9 22.5 42.8 17.1 13.7 -4.7 

              

Total 40 100.0 100.0 40.0     

 

Goal and Timetable: No goals will be made in this Group as these Management positions serve at 
the pleasure of the Executive Director. It is impractical to determine the turnover rate.  There is 
a gubernatorial election this fall which could impact the Executive Director and appointees.    
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2. Professionals Occupational Group: 

 

  No. of 
Employees 

CDOT 
%age 

CO Census 
%age 

Parity 80% of 
Parity 

Shortfall/# 
needed for 
80% of 
Parity 

HM 59 6.6 2.5 22.3 17.8 41.2 

WM 525 58.3 46.9 421.7 337.4 187.6 

BM 20 2.2 1.3 12.1 9.7 10.3 

AIM 4 0.4 0.3 2.4 2.0 2.0 

AM 28 3.1 1.7 15.2 12.2 15.8 

NH PIM 1 0.1 0.0 0.0 0.0 1.0 

Total Male 637 70.8 52.6 473.8 379.0 258.0 

HF 23 2.6 3.2 29.0 23.2 -0.2 

WF 204 22.7 40.7 366.0 292.8 -88.8 

BF 17 1.9 1.4 12.4 9.9 7.1 

AIF 2 0.2 0.6 5.8 4.6 -2.6 

AF 16 1.8 1.4 12.9 10.3 5.7 

NH PIF 1 0.1 0.0 0.2 0.2 0.8 

Total 
Female 

263 29.2 47.4 426.2 341.0 -78.0 

              

Total 900 100.0 100.0 900.0     

 

Goal and Timetable:  Based on a five year average, the turnover rate is 7.86%.  With 900 
employees in this group, it is projected that about 71 new employees could be hired in this 
Occupational Group this year.   1 Hispanic female and 7 White females per year are targeted to 
be hired this year. 
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3.  Technicians Occupational Group: 

 

  No. of 
Employees 

CDOT 
%age 

CO Census 
%age 

Parity 80% of 
Parity 

Shortfall/# 
needed for 
80% of 
Parity 

HM 38 13.6 8.7 24.3 19.4 18.6 

WM 165 59.1 64.1 178.9 143.2 21.8 

BM 5 1.8 1.3 3.7 2.9 2.1 

AIM 6 2.2 1.1 3.1 2.4 3.6 

AM 4 1.4 1.3 3.7 3.0 1.0 

NH PIM 2 0.7 0.0 0.0 0.0 2.0 

Total Male 220 78.9 76.6 213.7 171.0 49.0 

HF 11 3.9 1.9 5.4 4.3 6.7 

WF 41 14.7 20.0 55.8 44.6 -3.6 

BF 5 1.8 0.3 0.8 0.7 4.3 

AIF 1 0.4 0.4 1.1 0.9 0.1 

AF 0 0.0 0.8 2.2 1.7 -1.7 

NH PIF 1 0.4 0.0 0.0 0.0 1.0 

Total 
Female 

59 21.1 23.4 65.3 52.2 6.8 

              

Total 279 100.0 100.0 279.0     

 

Goal and Timetable:  Based on a five year turnover rate average of 6.52% and with 279 in the 
Group, it is projected that about 18 new employees could be hired in this Group and that 4 of 
the 18 are targeted to be White females. 

 

 

4.  Protected Services Occupational Group – No CDOT jobs included 

5.  Paraprofessional Occupational Group – No CDOT jobs included 
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6.      Administrative Support Occupational Group:  

 

  No. of 
Employees 

CDOT 
%age 

CO Census 
%age 

Parity 80% of 
Parity 

Shortfall/# 
needed for 
80% of 
Parity 

HM 3 2.1 3.5 4.9 3.9 -0.9 

WM 4 2.9 15.6 21.8 17.4 -13.4 

BM 1 0.7 1.5 2.1 1.7 -0.7 

AIM 0 0.0 0.3 0.4 0.3 -0.3 

AM 0 0.0 0.5 0.7 0.6 -0.6 

NH PIM 0 0.0 0.0 0.0 0.0 0.0 

Total Male 8 5.7 21.4 29.9 23.9 -15.9 

HF 26 18.6 10.6 14.8 11.8 14.2 

WF 98 70.0 63.2 88.4 70.7 27.3 

BF 6 4.3 2.7 3.8 3.0 3.0 

AIF 0 0.0 0.8 1.1 0.9 -0.9 

AF 2 1.4 1.3 1.9 1.5 0.5 

NH PIF 0 0.0 0.1 0.1 0.1 -0.1 

Total 
Female 

132 94.3 78.6 110.1 88.0 44.0 

              

Total 140 100.0 100.0 140.0     

 

Goal and Timetable: Based on the turnover rate of 10.74% and with 140 employees in this 
Group, it is projected that 15 employees in this group could be hired.   1 Hispanic male and 10 
White males are targeted to be hired into this Group. 
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7. Skilled Craft Underutilization: 

 

  No. of 
Employees 

CDOT 
%age 

CO Census 
%age 

Parity 80% of 
Parity 

Shortfall/# 
needed for 
80% of 
Parity 

HM 262 17.3 13.9 209.9 167.9 94.1 

WM 1167 77.0 75.9 1150.3 920.3 246.7 

BM 26 1.7 2.6 38.9 31.1 -5.1 

AIM 12 0.8 2.1 31.3 25.1 -13.1 

AM 4 0.3 1.4 21.3 17.1 -13.1 

NH PIM 2 0.1 0.2 3.1 2.5 -0.5 

Total Male 1473 97.2 96.0 1454.8 1163.9 309.1 

HF 3 0.2 0.7 10.8 8.7 -5.7 

WF 39 2.6 3.0 44.7 35.8 3.2 

BF 0 0.0 0.2 2.6 2.1 -2.1 

AIF 0 0.0 0.1 1.1 0.9 -0.9 

AF 0 0.0 0.0 0.7 0.5 -0.5 

NH PIF 0 0.0 0.0 0.0 0.0 0.0 

Total 
Female 

42 2.8 4.0 60.0 48.0 -6.0 

              

Total 1515 100.0 100.0 1514.8     

 

Goal and Timetable:  Based on a five year turnover rate average of 8.94% and with 1515 
employees in this Group, it is expected that 135 new hires in this Group could be made this 
year.  6 Black males and 14 American Indian males are targeted. 
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8.  Service Maintenance Underutilization:   

  No. of 
Employees 

CDOT 
%age 

CO Census 
%age 

Parity 80% of 
Parity 

Shortfall/# 
needed for 
80% of 
Parity 

HM 9 22.0 19.0 7.8 6.2 2.8 

WM 20 48.8 52.9 21.7 17.4 2.6 

BM 3 7.3 4.9 2.0 1.6 1.4 

AIM 0 0.0 1.3 0.5 0.4 -0.4 

AM 0 0.0 2.1 0.9 0.7 -0.7 

NH PIM 0 0.0 0.0 0.0 0.0 0.0 

Total Male 32 78.0 80.3 32.9 26.3 5.7 

HF 2 4.9 5.2 2.1 1.7 0.3 

WF 5 12.2 12.9 5.3 4.2 0.8 

BF 2 4.9 0.7 0.3 0.2 1.8 

AIF 0 0.0 0.5 0.2 0.2 -0.2 

AF 0 0.0 0.4 0.2 0.1 -0.1 

NH PIF 0 0.0 0.1 0.0 0.0 0.0 

Total 
Female 

9 22.0 19.7 8.1 6.5 2.5 

              

Total 41 100.0 100.0 41.0     

 

Goal and Timetable: Based on the turnover rate in this Group at 8.94% and with 41 employees in 
this Group, it was expected that there could be about 4 new employees hired in this Group. 1 
Asian male is targeted to be hired. 

 

Promotional activity was reviewed this last federal fiscal year.  The following pages show the 
promotional activity for the  year by ethnicity and gender.  This activity has been presented by 
Occupational Groups, to mirror the analysis of new hires.    Adverse impact is shown when the 
selection rate of the minority groups falls below 80% of the selection rate of the majority group.   
Ethnic groups that represent less than 2% of the workforce are not considered for analysis 
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ETHNICITY 

Officials/Administrators Occupational Group 

 HM WM BM AIM AM 
NHP
IM 

Tot
al 

HF WF BF AIF AF 
NHP
IF 

To
tal 

CDOT Population per 
Ethnicity/Gender 

1 28 1 0 1 0 31 0 9 0 0 0 0 9 

% of Groups WF  vs CDOT WKFCE 2.5% 
70.0

% 
2.5% 0.0% 2.5% 

0.0
% 

  0.0% 22.5% 0.0% 0.0% 0.0% 0.0%   

# of Promotions within  
Ethnicity/Gender  

0 3 0 0 0 0 3 0 1 0 0 0 0 1 

% of Promotions with Ethnicity / 
Gender 

0.0% 
10.7

% 
0.0% 0.0% 0.0% 

0.0
% 

  0.0% 11.1% 0.0% 0.0% 0.0% 0.0%   

Professional Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 

CDOT Population per 
Ethnicity/Gender 

61 530 20 4 28 1 
64
4 

25 215 17 2 17 1 
27
7 

% of Groups WF  vs CDOT WKFCE 6.6% 
57.5

% 
2.2% 0.4% 3.0% 

0.1
% 

  2.7% 23.3% 1.8% 0.2% 1.8% 0.1%   

# of Promotions within  
Ethnicity/Gender  8 36 2 3 4 

0 
53 3 28 0 0 1 0 32 

% of Promotions with Ethnicity / 
Gender 

13.1
% 

6.8% 
10.0

% 
75.0

% 
14.3

% 
0.0
%   

12.0% 13.0% 0.0% 0.0% 5.9% 0.0%   

Technicians Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 

CDOT Population per 
Ethnicity/Gender 

38 165 5 6 4 2 
22
0 

11 42 5 1 0 1 60 

% of Groups WF  vs CDOT WKFCE 
13.6

% 
58.9

% 
1.8% 2.1% 1.4% 

0.7
% 

  3.9% 15.0% 1.8% 0.4% 0.0% 0.4%   

# of Promotions within  
Ethnicity/Gender  

2 34 0 0 1 0 37 0 3 1 0 0 0 4 
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% of Promotions with Ethnicity / 
Gender 

5.3% 
20.6

% 
0.0% 0.0% 

25.0
% 

0.0
% 

  0.0% 7.1% 
20.0

% 
0.0% 0.0% 0.0%   

Administrative Support Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 

CDOT Population per 
Ethnicity/Gender 

3 4 1 0 0 0 8 27 107 6 0 2 0 
14
2 

% of Groups WF  vs CDOT WKFCE 2.0% 2.7% 0.7% 0.0% 0.0% 
0.0
% 

  18.0% 71.3% 4.0% 0.0% 1.3% 0.0%   

# of Promotions within  
Ethnicity/Gender  

1 0 0 0 0 0 1 0 7 0 0 0 0 7 

% of Promotions with Ethnicity / 
Gender 

33.3
% 

0.0% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 6.5% 0.0% 0.0% 0.0% 0.0% 

 
 
 
 
 
  

Skilled Craft Workers Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 
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CDOT Population per 
Ethnicity/Gender 

262 1186 26 12 4 2 
14
92 

3 39 0 0 0 0 42 

% of Groups WF  vs CDOT WKFCE 
17.1

% 
77.3

% 
1.7% 0.8% 0.3% 

0.1
% 

  0.2% 2.5% 0.0% 0.0% 0.0% 0.0%   

# of Promotions within  
Ethnicity/Gender  

9 67 0 0 0 0 76 0 3 0 0 0 0 3 

% of Promotions with Ethnicity / 
Gender 

3.4% 5.6% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 7.7% 0.0% 0.0% 0.0% 0.0%   

                               Service Maintenance Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 

CDOT Population per 
Ethnicity/Gender 

11 21 3 0 0 0 35 2 7 2 0 0 0 11 

% of Groups WF  vs CDOT WKFCE 
23.9

% 
45.7

% 
6.5% 0.0% 0.0% 

0.0
% 

  4.3% 15.2% 4.3% 0.0% 0.0% 0.0%   

# of Promotions within  
Ethnicity/Gender  0 2 0 0 0 

0 
2 0 0 0 0 0 0 0 

% of Promotions with Ethnicity / 
Gender 

0.0% 9.5% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 0.0% 0.0% 0.0% 0.0% 0.0%   

DOT Population per 
Ethnicity/Gender 

262 1186 26 12 4 2 
14
92 

3 39 0 0 0 0 42 

% of Groups WF  vs CDOT WKFCE 
17.1

% 
77.3

% 
1.7% 0.8% 0.3% 

0.1
% 

  0.2% 2.5% 0.0% 0.0% 0.0% 0.0%   

# of Promotions within  
Ethnicity/Gender  

9 67 0 0 0 0 76 0 3 0 0 0 0 3 

% of Promotions with Ethnicity / 
Gender 

3.4% 5.6% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 7.7% 0.0% 0.0% 0.0% 0.0%   

                               Service Maintenance Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 

CDOT Population per 
Ethnicity/Gender 

11 21 3 0 0 0 35 2 7 2 0 0 0 11 

% of Groups WF  vs CDOT WKFCE 
23.9

% 
45.7

% 
6.5% 0.0% 0.0% 

0.0
% 

  4.3% 15.2% 4.3% 0.0% 0.0% 0.0%   
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# of Promotions within  
Ethnicity/Gender  0 2 0 0 0 

0 
2 0 0 0 0 0 0 0 

% of Promotions with Ethnicity / 
Gender 

0.0% 9.5% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 0.0% 0.0% 0.0% 0.0% 0.0%   

CDOT Population per 
Ethnicity/Gender 

262 1186 26 12 4 2 
14
92 

3 39 0 0 0 0 42 

% of Groups WF  vs CDOT WKFCE 
17.1

% 
77.3

% 
1.7% 0.8% 0.3% 

0.1
% 

  0.2% 2.5% 0.0% 0.0% 0.0% 0.0%   

# of Promotions within  
Ethnicity/Gender  

9 67 0 0 0 0 76 0 3 0 0 0 0 3 

% of Promotions with Ethnicity / 
Gender 

3.4% 5.6% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 7.7% 0.0% 0.0% 0.0% 0.0%   

                               Service Maintenance Occupational Group 

Ethnicity/Gender HM WM BM AIM AM 
NHP
IM 

Tot 
al 

HF WF BF AIF AF 
NHP
IF 

To
t 
al 

CDOT Population per 
Ethnicity/Gender 

11 21 3 0 0 0 35 2 7 2 0 0 0 11 

% of Groups WF  vs CDOT WKFCE 
23.9

% 
45.7

% 
6.5% 0.0% 0.0% 

0.0
% 

  4.3% 15.2% 4.3% 0.0% 0.0% 0.0%   

# of Promotions within  
Ethnicity/Gender  0 2 0 0 0 

0 
2 0 0 0 0 0 0 0 

% of Promotions with Ethnicity / 
Gender 

0.0% 9.5% 0.0% 0.0% 0.0% 
0.0
% 

  0.0% 0.0% 0.0% 0.0% 0.0% 0.0%   
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GENDER  

Officials/Administrators Occupational Group 

Gender Males  Females 

CDOT Population per Gender 31 9 

% of Groups WF  vs CDOT 
WKFCE 

77.5% 22.5% 

# of Promotions within  Gender  3 1 

% of Promotions within Gender 9.7% 11.1% 

Professional Occupational Group 

Gender Males  Females 

CDOT Population per Gender 644 277 

% of Groups WF  vs CDOT 
WKFCE 

69.9% 30.1% 

# of Promotions within Gender  53 32 

% of Promotions within Gender 8.2% 11.6% 

Technicians Occupational Group 

Gender Males  Females 

CDOT Population per Gender 220 60 

% of Groups WF  vs CDOT 
WKFCE 

78.6% 21.4% 

# of Promotions within Gender  37 4 

% of Promotions within Gender 16.8% 6.7% 

Administrative Support Occupational Group 

Gender Males  Females 

CDOT Population per Gender 8 142 

% of Groups WF  vs CDOT 
WKFCE 

5.3% 94.7% 

# of Promotions within Gender  1 7 

% of Promotions within Gender 12.5% 4.9% 

Skilled Craft Workers Occupational Group 

Gender Males  Females 

CDOT Population per Gender 1492 42 

% of Groups WF  vs CDOT TWF 97.3% 2.7% 

# of Promotions within Gender  76 3 

% of Promotions within Gender 5.1% 7.1% 

Service Maintenance Occupational Group 

Gender Males  Females 

CDOT Population per Gender 35 11 

% of Groups WF  vs CDOT 
WKFCE 

76.1% 23.9% 

# of Promotions within Gender  2 0 

% of Promotions within Gender 5.7% 0.0% 
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Goals and Timetables  

1. Officials/Administrators Occupational Group 

Four in the total group of 40 employees were promoted into this group.  This group differs 
from the others in that one cannot be promoted within this group.  Given that basis, one 
White female was promoted into this group (11.1%) and 3 White males were promoted into 
this group (10.7%).   

 

2. Professionals Occupational Group 

Eight-five out of the total group of 921 employees in the Group were promoted.  Thirty-two 
females (11.6%) and 53 males (8.2%) were promoted.  Asian males were the majority group 
being promoted with 4 (14.3%).   No goals made for this group. 

 

3. Technician Occupational Group 

Forty-one employees were promoted in this group including 37 males (16.8%) and 4 females 
(6.7%) out of a total of 280 employees. Thirty-four (20.6%)  White males were promoted.  The 
promotion of an American Indian male and a Hispanic female would ensure no adverse impact 
in this Group.     

 

4. No CDOT Jobs in this Group 
5. No CDOT Jobs in this Group 

 

6. Administrative Support Occupational Group 

One Hispanic male (33.3%) and seven females (4.9%) were promoted out of a total of 150 in 
this Group.  The sample is too small to determine adverse impact. 

 

7. Skilled Craft Occupational Group 

Seventy-nine out of 1534 employees in this Group employees were promoted.  This included 3 
White females (7.7%), 67 White males (5.6%) and 9 Hispanic males (3.4%)  The promotion of a 
Hispanic male in this Group would ensure no adverse impact.   

 

8. Service Maintenance Occupational Group 

Two White males were promoted out of 46 employees in this Group.  All other represented 
ethnicities experienced adverse impact in this Group.   The promotion of a female and a 
Hispanic male in this group would ensure no adverse impact.   
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The roles and responsibilities among the Affirmative Action Officer, Workforce Staffing and 
Regional Civil Rights Managers are continually being clarified. 

 
Executive Director of CDOT/Regional Transportation Directors/Division Directors and 

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, CRBRC 

 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, Human  Resources  

 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 as 
Amended, etc.), including reasonable accommodations 

 Support Regional Civil Rights Managers (RCRMs), managers and supervisors in carrying 
out their EEO 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. 
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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 
 

Regional Civil Rights Managers (RCRMs) and H u m a n  R e s o u r c e s   

 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 WFS 

 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, 
Employee Relations Office or the Affirmative Action Officer 

 
Managers 

 Ensuring 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 
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goal is to ensure that no barriers preclude equal employment opportunity 

 Ensure that all subordinate staff completed all mandatory COOT 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, 
Employee Relations Office or the Affirmative Action Office. 

 

The following is the 2015 CDOT and Affirmative Action Officer Communication 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,  includes information about the CDOT EEO policy  

 A standing notice in the monthly Strategic Workforce Solutions Newsletter will be 
included 

 Colorado State employment application form   

 Quarterly  goal-setting  and  progress  status  meetings  and  reporting  among  the 
Affirmative Action Officer, Strategic Workforce Solutions Staff and the Regional Civil 
Rights Managers (RCRMs)   

 Advise each Region to develop and implement EEO/AA Communication Plan. 

 Require CDOT managers to take the EEO/AA e-learning training that is in current 
development   

 
Affirmative A c t i o n  Officer 

 Systematically share EEO/AA data analysis results with CDOT leadership  

 Include   EEO/AA   information   in   all Employee Development program materials 

 Highlight Annual AAP Report through CDOT electronic and paper publications and 
notices with a link to document and program information. Accomplished 

 Align all AAP recommendations and goals within Strategic Workforce Solutions (HR).   

 Provide workforce data at Quarterly RCRMs meetings  

 Plan annual EEO/AA employee activity   

 It is recommended to CDOT EEO Program Manager and Executive Director that 

EEO/AA accountability language be included in the Job Descriptions, Performance 

Plans and Evaluations for all supervisory positions  
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Quarterly progress reports will continue to be provided to the Executive Director. 
 
In order to continue in the direction of having EEO/AA principles organic to business practice, 
it is recommended that an EEO/AA Consortium be created to continue the review of the 
effectiveness of the EEO/AA program.  Stakeholders could include, but are not limited to: 

 EEO Director 

 AA Officer 

 HR Director 

 Workforce Staffing Manager 

 Workforce Recruiter 

 Employee Development Manager 

 Regional Civil Rights Managers 

 Regional Transportation Directors 

 Chief Operating Officer 
 
Issues to review include, but are not limited to: 

 AA software 

 Centralized EEO tracking, reporting and trends 

 Movement to regional AA programs 

 HQ/Region roles and responsibilities 

 NEOGOV reporting, adverse impact and good faith efforts  

 Exit Interview reporting 

 Strategic workforce reporting (combine AA and SWS reports) 

 Review of training participants 

 Review of recruiting markets 

 Compensation analysis 

 Engineering/Maintenance specific workforce reviews 

 Succession planning program analysis 

 Accountability 

 Consider monitoring consultant diversity 
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