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A. Background and Scope of Investigation 

 

Colorado Department of Natural Resources (“DNR” or the “Client”) retained ILG Legal Services 

Division d/b/a Investigations Law Group LLC (“ILG”) on May 6, 2022, to investigate public 

comments made by Colorado Parks and Wildlife (“CPW” or “the Agency”) employee Alease 

“Aloe” Lee to and about CPW Director Daniel Prenzlow and Colorado Wildlife Chair Daniel 

Gates. DNR has several divisions under its purview, one of which is CPW.  

 

The parties were all in attendance at the Colorado Parks and Wildlife Partners in the Outdoors 

Conference in Vail, Colorado.  The conference was held from April 18-20, 2022.   

 

Ms. Lee, a Black woman, serves as the Statewide Partnership Coordinator for CPW and was an 

instrumental part of the team that put together the conference.  Ms. Lee was a new employee of 

CPW at the time of the conference, having only been hired in January 2022.  Her work on the 

conference covered many areas, from planning the framework of the conference, to audio visual 

needs, to hosting the event in person.  

 

Director Prenzlow, a white man, has worked for CPW 37 years.  He has worked his way up through 

the ranks to the topmost position in the Agency.  In his position, Director Prenzlow plans, 

organizes, directs, and manages the operation of CPW.  He has other duties which include 

interpreting and implementing statues, policies, and directives from DNR as well as managing a 

sound budget and financial management.   

 

Mr. Gates, a white man, serves as the chair of the Colorado Wildlife Council, in addition to serving 

on other boards and committees focused on wildlife and conservation issues. Mr. Gates is not an 

employee of CPW or DNR, and the Colorado Wildlife Council is a separate independent 

organization from the Agency.  The Colorado legislature formed the Colorado Wildlife Council in 

1998 with the mission to oversee the design of a public education program to inform the public 

about benefits of wildlife, wildlife management, and wildlife-related recreational opportunities in 

Colorado Wildlife Council, About the Wildlife Council, 2020, available at: 

https://cowildlifecouncil.org/who-we-are/. Mr. Gates and his organization are active partners with 

CPW, and he is a well-known figure in the Agency.  

 

During and after the conference, Ms. Lee communicated with conference participants on a web-

based application called the “Whova App.”  This application allows the conference convenor to 

communicate directly with attendees and allows attendees to find conference information and 

updates in one convenient location.  Only two people, including Ms. Lee, acted as administrators 

for the conference and so they alone could access the app to send messages.  Every attendee was 

invited to join the Whova App and create a profile, although some attendees elected not to sign up. 

 

Ms. Lee interacted with both Director Prenzlow and Mr. Gates, albeit minimally, at the conference. 

Ms. Lee introduced Mr. Gates to the attendees before remarks that he gave at the event, and they 



I L G  
Legal Services Division 
 

 -4-  

 CONFIDENTIAL INVESTIGATION REPORT 

 WORK PRODUCT PROTECTED 

exchanged pleasantries in an area where Mr. Gates stored his luggage.   

 

During the conference, Ms. Lee became aware of some controversy around Mr. Gates, and a hat 

he was wearing.  The hat read, “If you’re not at the table, you’re on the menu.” Ms. Lee and others 

objected to the slogan because, in their view, it is offensive to historically underrepresented 

communities.  One attendee brought this directly to Mr. Gates’ attention, but he did not remove 

the hat. Mr. Gates and others disagreed with the “offensive” interpretation, believing instead that 

the slogan is a call to activism.   

 

On April 19, 2022, the last night of the conference in Vail, Director Prenzlow made a remark 

during the awards ceremony.  At that event, Director Prenzlow deviated from his prepared closing 

remarks in an attempt to thank Ms. Lee for her hard work at the conference. In looking around the 

large room to locate Ms. Lee, Director Prenzlow found her near the rear and stated, “Oh, there’s 

Aloe, in the back of the bus.” This statement is not contested. This remark was the subject of a 

separate investigation. 

 

Director Prenzlow apologized several times after this event, including public remarks to 

conference attendees where he quoted Maya Angelou saying, “We do the best we can with what 

we know, and when we know better, we do better.” Ms. Lee did not accept this apology and 

believes it was contrived, and that the Maya Angelou quote is cultural misappropriation. 

 

On April 23, 2022, Ms. Lee posted three Whova App1 messages within fifteen minutes, directed 

at these events.  A message she posted at 9:15 a.m. had a message directed to Director Prenzlow.  

It contains expletives and accusations of racism.  Ms. Lee posted a second message at 9:29 a.m. 

directed to conference participants, informing them that if they did not speak out about what 

happened they were “not an ally” and Ms. Lee would “have no respect for [them].”  At 9:30 a.m., 

Ms. Lee posted a message about Mr. Gates.  It also contains expletives and accusations of racism.2  

 

On April 24, 2022, Ms. Lee wrote a letter to Governor Polis about this situation, and cc’d Agency 

Executive Director Dan Gibbs.  In the letter Ms. Lee described her reaction to the “back of the 

bus” statement, and said she is “traumatized, exhausted, disappointed and extremely 

uncomfortable after this horrific experience.”  Ms. Lee also made remarks about Mr. Gates, 

including accusations of racism and a racial expletive.3  The Agency’s HR Director reached out to 

Ms. Lee to discuss her letter and the Agency’s process for complaints of this kind.   

 

On May 12, 2022, Mr. Gates filed a complaint with CPW where he alleged that Ms. Lee made 

“threatening, degrading, defaming” accusations about him while she was working in her capacity 

 
1 CONTENT ADVISORY:  This report contains unedited quotations that include profanity, expletives, racial slurs 

and other content that may be upsetting or triggering for some readers.  These quotations are not redacted but are 

included in full because of their relevance to the investigation. 
2 These messages are important to the investigation, and all three are excerpted in full, below. 
3 This letter is excerpted in more detail below. 
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as a representative of CPW. Concerns were also raised about the remarks Ms. Lee made to and 

about Director Prenzlow. 

 

DNR retained us to investigate Ms. Lee’s comments with the following scope: 

 

● [T]he investigation should encompass potential inappropriate public comments made by 

an impacted staff member after the event and any actions taken by others that might have 

violated policy, rule, or law.   

 

We divided this scope area into two specific questions: First, did Ms. Lee’s comments to and about 

Director Prenzlow likely violate State or Agency policy?4 Second, did Ms. Lee’s comments to and 

about Mr. Gates likely violate State or Agency policy?5 

 

We assigned Anne McCord, Elizabeth Rita, Sally Roller, and Claire Sweetman to this 

investigation.  While members of the team contributed to many aspects of the investigation, Anne 

McCord and Elizabeth Rita are the senior members of the team responsible for the work, our 

findings, and this report. 

 

B. Independence, Standard of Review and Work Product Protection 

 

Consistent with our role as impartial third-party investigators, we determined the list of witnesses, 

the documents, and any other data required to investigate this investigation.  No one at DNR 

attempted to, or in fact did, influence or steer the fact-finding or preparation of this report. DNR 

agreed to pay for the investigation regardless of its outcome.  We conducted this investigation and 

reached our factual findings independent of any outside influence.  

In this report, we present the scope of the investigation, our methodology, a summary of facts on 

both sides of each issue, and our findings.  This report does not contain any recommendations for 

personnel action. In reaching findings, we used a preponderance of the evidence standard.  This 

means that an allegation is substantiated or answered in the affirmative if it is more likely than not 

to be so.  Conversely, an allegation is not substantiated, or answered in the negative, if it is less 

likely than so to be the case. 

ILG was hired to perform services as attorneys under a limited scope retention agreement, 

providing that we would conduct an impartial third-party investigation and otherwise meet the 

objectives set forth in the Agency’s written scope statement.  As such, all materials in the file 

except for this report6 are presumably protected by the attorney-client privilege and/or the work 

 
4 Although the written scope asks us to make findings whether, inter alia, behavior “violated … of law,” our findings 

are specifically limited to policy violation and factual findings.  We make no legal findings in this report. 
5 We did not assess whether Ms. Lee’s statements to the media constitute Policy violations but confined our review to 

remarks made in Ms. Lee’s official capacity and on an Agency-sponsored platform. 
6 We were directed by DNR to create this report for possible public disclosure. 
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E. Summary of Material Facts 

 

(1) Material Evidence on Ms. Lee’s comments to and about Director Prenzlow  

 

a. Ms. Lee’s remarks are uncontested 

 

Ms. Lee posted comments about Director Prenzlow, following his “back of the bus” statement on 

the Agency-sponsored Whova App, and in an email to the Governor of the State of Colorado.  

These statements are not contested, and Ms. Lee does not apologize for having made them. 

 

On April 23, 2022, at 9:15 a.m. Ms. Lee posted the following message on the Whova App:  

 
Letter to Dan Prenzlow, Director of Colorado Parks & Wildlife 

 

Dan Prenzlow, The kindest and most heartfelt thing I could ever say to you is: fuck you. 

Maya Angelou is turning in her grave that you spoke her name. Stop using black women to 
clean up your white mess. I do pray you shove that bullshit apology so far up your ass that 

it hits the hatred and racism where your soul used to be.  

 
Sincerely, Aloe Lee, the one who created the fucking bus. 

 

At 9:29 a.m. that morning, Ms. Lee made another Whova App posting: 

 
Good morning. I have a few announcements and I will keep this one brief. I know that y'all 

were in the room on Tuesday night when Dan Prenzlow exclaimed "back of the bus, Aloe!" 
when referencing my position in the room. All I will say is this: if you were there for that 

incident, and you do not speak out about the injustices at this conference, you are not an 

ally or friend. you are a problem and i have no respect for you. If you have a video of his 
racist remarks, please send to me. Thank you to everyone who did not make this a 

traumatizing experience for me and other black people and people of color. Thank you so 

much to Jen Anderson for being an incredible person and helping me plan this conference. 
I could not have done any of this without her and she deserves all her flowers. More to 

follow. Thanks. -Aloe Lee. 

 

The next day, Ms. Lee wrote an email to Governor Jared Polis, cc’ing Executive Director Dan 

Gibbs titled, “ACTION NEEDED: Official Statement Regarding Partners in the Outdoors 

Conference.” In this message, Ms. Lee wrote about the pain and impact of Director Prenzlow’s 

public “back of the bus” statement, and as to Director Prenzlow, she said: 
 

Dear Governor Polis, 

 
At this moment, I am reaching out to you as a traumatized, disappointed, upset, and 

extremely uncomfortable Black woman and state employee. I believe you know exactly 
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why. I am also encouraged that you will move swiftly to eradicate the bold and gross racism 

that made itself apparent at the 2022 Partners in the Outdoors Conference directly from the 
mouth of your appointee.  

 

 

. . . Tuesday night, as if it could get any worse, Dan Prenzlow, who you appointed, said the 
most harmful words to me as I stood in the back of the room. In a failed attempt to thank 

me, he exclaims on stage in front of 600 people “...there she is! In the back of the bus, Aloe!”   

 
The room turns and looks at me in shock mostly. I am grateful that I ran into the arms of 

another Black woman to who I could cry and hide. When Prenzlow comes to find me, he 

says he wasn’t aware of the context of his words and that he didn’t mean any harm. I have 
never known the phrase “back of the bus” to not cause harm to Black people. The following 

morning, Wednesday, April 20, 2022, Prenzlow gives a vague, unfelt apology, while 

quoting Maya Angelou and saying he is still learning.  

 
He’s pushing 60. 

 

Again, I am traumatized, exhausted, disappointed, and extremely uncomfortable after this 
horrific experience. Prenzlow’s actions are unacceptable because these incidents are 

completely preventable. Antiracism is more than a catchphrase. I need you to stand behind 

and boldly defend antiracism efforts just as much, or even more so, than the bold racists that 

attacked me and continue to attack people that look like me behind systems and closed 
doors. This account took place in front of hundreds of community members, elected 

officials, organizational representatives, state employees, and more. There is no excuse to 

delay the immediate termination of Dan Prenzlow. Your immediate action is required. When 
you say you value equity, it is displayed through actions such as these, believing a black 

woman when she has been attacked and has hundreds of witnesses to defend her account. It 

is required that you do the right thing, therefore, supported by many state employees and 
organizations, we are issuing the following demands:  . . .  That Dan Prenzlow is terminated 

effective immediately. 

 

. . .  You can be quoted numerous times speaking out against racism and injustice. You said 
“Colorado is committed to elevating our state to a place where all Coloradans can live and 

work in healthy, inclusive, and equitable environments,” when talking about the Executive 

Order you passed that creates more representation and opportunity in state agencies.  
 

In that Executive Order, D 2020 175, section J states "create a culture of anti-discriminatory 

behavior through engagement of agency leadership teams". Dan Prenzlow and Dan Gates's 
behavior as agency leaders goes against creating this order. You said, “Through this action, 

we have the opportunity to take action and examine where inequity and systemic racism 

exist, identify solutions, and make real change.” Are you examining the racism that took 

place at this conference? What will be the change? You said in an interview with CPR, “I 
value an inclusive vision that appreciates everybody’s contribution to the state. So I think 

that certainly, my values are such that I will stand up for any group and certainly, I would 
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protect Coloradans of all faiths and of no faith from any politician who tries to scapegoat 

them or attack them.”  
 

You have opened the doors for LGBTQIA+ people to see themselves in State leadership 

positions. Now be the one to help BIPOC folks feel safety and belonging in the conservation 

movement that you and your administration so strongly support.9 This is your opportunity 
to be the leader for future generations that we believe you are. 

 

I hold you to your words. 

 

After Ms. Lee went out on administrative leave while the investigations were beginning, she put 

an out-of-office message on her email.  It sent auto-messages to everyone who reached out to her, 

which read, “Hello. I am currently out of the office. I'm sure many of you are aware of the racist 

remarks Dan Prenzlow made at the 2022 Partners in the Outdoors Conference. In case you aren't 

aware, Prenzlow exclaimed "...there she is! In the back of the bus, Aloe!" when failing at 

attempting to thank me. Please read my statement and official letter to Governor Polis and sign on 

in support here (with hyperlink).”10 

 

We interviewed Ms. Lee twice about these remarks and asked her to help us understand what 

prompted her to write them:    

 
All these people sat in the room, and no one did anything to defend me.  People just watched 

me be humiliated. 

 
I don’t regret what I said, I stand by what I said. My only regret is to not say fuck you to 

his face.  I didn’t threaten anyone or say anything racist, and that just is what it is.  . . .  

People complain about what I said.  I get emails saying I am weak and saying I need therapy 

– no you don’t get to tell me how I have to respond to racism or that it is overreacting or 
underreacting.    . . .  

 

I think that my comments are a response to trauma and racism. That’s what I think. 
Anything that is a response to that … anything that I experienced violated so many things, 

and I responded from literally being traumatized. This is traumatizing to this day—I hate 

that I have to talk to y’all. No one but me can tell me how I can respond to traumatizing 
racism and hatred. Like, period. This is bigger than a fricken state policy. This is bigger 

than anything – this is deeply rooted in who people are. People are so focused on papers 

and books—it is the foundation of who people are. This man is walking around with a 

racist hat and we’re sitting here talking about policies. I don’t understand—this is so weird. 
These are not the right questions. Why are these people not fired? How can you do that and 

still keep your job? You can be this rude and hurtful. Like no, unacceptable. My freaking 

grandma is turning in her freaking grave right now.   . . .  

 
9 BIPOC is an abbreviation of Black, Indigenous and People-of-Color. 
10 This out of office message was ultimately removed when it was discovered and replaced with a standard out of 

office greeting. 
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This is impacting my whole family. And people are worried about a state freaking policy. 
If I would have known I was going to be treated like this, I would have never taken this 

job. 

 

Ms. Lee remains firm that she stands by her statements. 

 

b. The statements in the Whova App and the contents of the letter to Governor Polis 

were disclosed publicly 

 

It is uncontested that the statements described above were disclosed publicly. The Whova App 

remarks were sent to the several hundred conference participants who signed up for the App, 

including employees and other outside partners.  Additionally, the letter to Governor Polis was 

sent to the Governor and Executive Director of the Agency and was also available to anyone who 

emailed Ms. Lee after her administrative leave, because of the hyperlink in Ms. Lee’s out-of-office 

message. 
 

c. Director Prenzlow’s perspective 

 

We asked Director Prenzlow about his response to Ms. Lee’s Whova app messages and letter to 

the Governor. He said, “I was hurt.  Attacked.” Director Prenzlow continued: 

 
This is disturbing – it has done severe damage to my reputation of 36 years.  I have no 

needs improvements, no negative evals ever, no written complaints, no sexual harassment, 
no ethnic no anything.  This has caused damage to me personally and professionally. 

 

Director Prenzlow also stated his perspective that his mistake in words was inadvertent, while it 

appears that Ms. Lee carefully crafted and then put these statements out, deliberately, into the 

public sphere. 

 

d. Ms. Lee’s statements have negatively impacted the Agency 
 

Ten witnesses we interviewed said that they considered Ms. Lee’s comments unprofessional and 

inappropriate. One recipient of the messages, an outside partner to DPW, said:  

 
I personally felt like her comments on the Whova app were through her privileges in her 

role with CPW, and this was inappropriate. I felt like doing it through her work email with 

her own personal assertions or perspectives, through her privileges at work as a coordinator 

in CPW trying to be a liaison between organizations, this was inappropriate.  It should have 
been handled through the HR department, not put on an App for a Conference of several 

hundred people to read or to provide their own comments and inferences upon. Her feelings 

are valid, everyone’s feelings are valid.  But I felt like that wasn’t the appropriate way to 
go about what happened. 
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 said that she felt disappointed that Ms. Lee used the Whova App to 

communicate this kind of content. She said, however, that she “understood the emotions behind” 

Ms. Lee’s response.  A different witness in a high-level position said that “cursing and personal 

attacks are not okay.” She said that she was “a bit shocked” that Ms. Lee did not know “it was 

inappropriate.”  Another person in a leadership position said: 

 
Even knowing the difficulties – I would have fired [Ms. Lee] immediately. For the same 

reasons about Dan. We don’t tolerate insubordination, placing the agency in a liable 
situation. Aloe’s statements were the most racist behaviors by far. It’s hard to say that 

racism is different for different people. There’s differing culpabilities. I think Aloe 

exceeded that by far. I would not tolerate that from any employee. She is ineffectual now. 

She had an opportunity to really move the agency. If Dan remains, and Aloe does not – 
that a really hard position.  [] If Dan doesn’t keep his job, and Aloe does, then this is unjust. 

If both don’t keep their jobs, then it is tragic. In the end, there’s a lot of consternation.  . . .  

I wish we weren’t here. 
 

 said: 

 
I thought hiring Aloe was a set up. There’s no way that Prenzlow would allow that woman 

to be in that agency. He was doing it appease people. Look, I hired a black woman.  He got 
caught in his own trap. Aloe would have been able to go sailing but she blew up on the 

app.  

 

Another witness described Ms. Lee’s statements as “very hurtful,” and “more intentional and much 

more personal” than Director Prenzlow’s comment. Director Prenzlow also distinguished his 

remarks as a mistake in comparison to Ms. Lee’s more calculated remarks. 

 

Three of the ten witnesses described above said that Ms. Lee’s comments were inappropriate, but 

they could understand why she reacted in such a way. One witness said that he could “totally 

understand her being upset” because what Director Prenzlow said was “unacceptable.” However, 

the witness said that Director Prenzlow’s comments do “not excuse the series of outbursts to the 

entire partners conference and then to the media . . . . That is where [he] get[s] painting [Director 

Prenzlow] as a malicious racist and her comments on the conference site – wildly inappropriate.” 

One witness in a leadership position said that Ms. Lee “had a reason to be significantly offended 

by [Director Prenzlow’s] comment” but that he was “disappointed in her response to the situation.” 

He said that Ms. Lee “could have moved the discourse in a positive way” and “could have been a 

builder instead of a tearer down.” Instead, the witness said that Ms. Lee placed the agency “in a 

bad legal place and opened [the agency] to some liability.” 

 

In addition to this commentary, DNR received seventeen complaints about Ms. Lee from 

employees and volunteers as well as from non-employees.  One employee said: 

 
As floored as I was with these comments [by Prenzlow] to then see, the two emails that [Ms. 

Lee] sent to [D]irector Prenzlow and Dan Gates were equally as unprofessional. I understand 
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that she was upset but I don't believe any State employee has the right to send emails with 

the words that she was using. This was nearly as unprofessional as what happened at the 
conference. 

 

Other employees and volunteers also said Ms. Lee’s comments were unprofessional and contained 

“racial hatred and division.” One employee said that she could not “understand how a Statewide 

Partnership Coordinator [could] be permitted to spew profanity and hostility, on a CPW forum for 

the public . . . .” A non-employee described Ms. Lee’s comments as “very caustic” and 

“attack[ing].” Another non-employee described them as “neither respectful nor appropriate and 

very unprofessional.” 

 

e. Potentially mitigating factors regarding Ms. Lee’s statements 

 

There are several additional factors that provide importance context to the remarks Ms. Lee made.  

First, Ms. Lee contends that the atmosphere at the conference was racially charged, and she was 

ignored, othered, not appreciated and on the receiving end of disrespect from attendees. Second, 

Ms. Lee contends that Director Prenzlow’s comment has humiliated and traumatized her, and she 

was responding from that trauma.  

 

In her interview, Ms. Lee described her conference experience as “bittersweet.” Initially, she said 

she was proud of herself at what she had accomplished, the work that was being conducted at the 

conference, and the fact that the conference was one of the most diverse events that she had seen 

in Colorado. However, Ms. Lee said that she experienced moments of staring, lack of recognition, 

and being ignored based on her race. Ms. Lee said, “The disrespect was blatant, and no one really 

seemed to care.” She said it felt like certain white people were “disgusted” that she was present at 

the conference. Ms. Lee said that there were several instances where she had to leave the 

conference, go to the registration office and cry. Ms. Lee said that towards the end of the 

conference, her friends made her plates for meals and brought them to her in the registration room 

so that she could eat alone and not in the presence of those who made her feel uncomfortable and 

unwanted. 

 

A witness close to Ms. Lee said that Ms. Lee felt “othered” during the conference. The witness 

said that Ms. Lee approached her during the event and told her that “things were starting to wear 

on her” and that she felt she was being ignored due to her race. The witness said that Ms. Lee told 

her that several people, including Mr. Gates and Director Prenzlow, did not recognize her work in 

planning the conference when they spoke at various events. Ms. Lee said that Mr. Gates thanked 

her predecessor for his work in planning the conference rather than her. By the time the awards 

ceremony took place, Ms. Lee said she felt so anxious about her treatment at the conference that 

she chose to sit in the back of the room and eat her dinner with her close acquaintance rather than 

sit at a table in front with some of the agency leaders. 
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Ms. Lee said that when she heard Director Prenzlow’s comment, she was in shock, but stood there 

rather than immediately leaving the room.  She said,  

 
I leaned over to the person I was standing next to and asked, “Did he really just say that?” 
I thought, “I cannot just stand here.” I stood there until he finished and then I darted out of 

the door to go cry. I couldn’t even make it upstairs. I hid in the registration room with the 

door closed. 

 

She said left the conference early the next day before the event was over because she could not 

emotionally or physically remain in that space. 

 

Ms. Lee said that since Director Prenzlow made his comment at the conference, she has been 

depressed, and does “not feel like [herself] most days.” Ms. Lee feels that Director Prenzlow’s 

comment has had a profound impact on her life. In her interview, she said:   

 
People turned and looked at me, some people were gasping. I immediately started getting 

flooded with emails and texts.  It was instant.  People were just sitting there staring.   

.... 
 

Before this, I was not a Google-able person. This gives me a lot of anxiety to be in this 

space and I just feel unsafe.  I am not going to any state park, and I don’t see myself 

enjoying nature here, because my job is behind all the nature here.  I have just spent a lot 
of time indoors and tried not to talk to people. 

 

Ms. Lee said that she receives emails and communications from individuals calling her “back of 

the bus Aloe” and saying that she is weak. Ms. Lee said that she only feels comfortable in Black 

spaces since the incident. 

 

Ms. Lee has referenced trauma consistently in her interview, in her Whova application message, 

in interviews with the media and in her letter to the Governor. In her interviews with us, Ms. Lee 

said that she has experienced “a lot of anxiety” and feels “unsafe.” She said that she tries “not to 

talk to people” and does not “go outside anymore.” She said that she has “wanted to run away” 

and “shocked that [she is] still living here.” In one Whova App message, she said, “Thank you to 

everyone who did not make this a traumatizing experience for me and other Black people and 

people of color.” Ms. Lee used the word “traumatized” twice in her letter to Governor Polis.   

 

Two witnesses stated their belief and observations that Ms. Lee has experienced trauma. One 

witness said Ms. Lee was “incredibly traumatized, embarrassed, shocked, and exhausted” by what 

happened. Another witness said that Ms. Lee shook and cried the night of Director Prenzlow’s 

comment. She said that she did not want to keep “bringing up the trauma,” so she did not keep 

asking Ms. Lee about it.  This witness, who is white, mentioned that she herself has suffered some 

of her own trauma because of these events. 
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(2) Material Evidence on Ms. Lee’s comments to and about Mr. Gates. 

 

a. Ms. Lee posted Whova App remarks about Mr. Gates and made statements about 

him in her publicly disclosed letter to Governor Polis  

 

Ms. Lee posted public comments about Mr. Gates on the Whova App and as part of her letter to 

Governor Polis.  In relevant part, we include them below. 

 

On April 23, 2022, at 9:30 a.m., after her Whova posting about Director Prenzlow, Ms. Lee posted: 

 
Gates, 

I want you to know you are an idiot. 
I was nice to you. I even said you were a great person in front of people just to see your 

face cringe because it was coming from a black woman[’s] mouth. You got your racist 

ass on stage and didn[’t] thank me for my work even though we just met & you were 
fully aware of my role.   

 

Your slogan is [“If] you don[‘t] have a seat at the table, you[’re] on the menu.”  

You must be new here? 
 

The table you get to eat on was built by the craftsmen & the skilled designers that I am 

blessed to call ancestors. The food you cook is seasoned with the spices of my cultures. 
My people taught you how to cook. We taught you how to survive. My ancestors even 

had to take care of your children because you are incompetent & can[’t] do anything 

yourself. 

 
 My people taught you how to make tables. I hope you are paying attention in that class 

because we are taking our table back & you can eat on the floor with the rats and 

roaches that closely resemble your loved ones. 
    

 -Aloe Lee, a Black Woman. 

 

In addition, Ms. Lee’s letter to Governor Polis contained statements about Mr. Gates:11  
 

Dear Governor Polis, 
 

 
11 CONTENT ADVISORY:  This report contains unedited quotations that include profanity, expletives, racial slurs 

and other content that may be upsetting or triggering for some readers.  These quotations are not redacted but are 

included in full because of their relevance to the investigation. 
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At this moment, I am reaching out to you as a traumatized, disappointed, upset, and 

extremely uncomfortable Black woman and state employee. I believe you know exactly 
why. I am also encouraged that you will move swiftly to eradicate the bold and gross racism 

that made itself apparent at the 2022 Partners in the Outdoors Conference directly from the 

mouth of your appointee.  

 
[At the conference] . . . I introduced Dan Gates, the Chair of the Colorado Wildlife Council 

and Habitat Stamp Committee, a known racist, with a smile. To no one’s surprise, he did 

not thank me for planning the conference–he thanked my predecessor, Dan Zimmerer (who 
no longer works at CPW). He also thanked my supervisor, Jen Anderson, by addressing 

her as ‘gal’. When he was confronted for not thanking me or acknowledging my efforts, he 

brushed it off as if I don’t matter. 
 

Not only is Dan Gates a danger to Black and Brown communities and their voices, but he 

is also in a position of extreme power and should be removed. He wears the slogan “if you 

don’t have a seat at the table, you’re on the menu” on his hat with pride as he walks around 
the most diverse conference in Partners in the Outdoors history. His blatant hatred and 

unwelcoming demeanor are the reason so many people of color were uncomfortable with 

attending the events in their entirety.   
 

Dan Gates then introduces our Opening Keynote Speaker, Shane Mahoney. Shane is a 

eugenicist who praised Theodore Roosevelt and used racial undertones to disregard the 

significance of Black and Indigenous communities in the rich history that is American 
History. I had no say in the keynote speaker and was not aware of his speech’s hurtful 

language. 

 
Dan Gates roots for Shane Mahoney who he proudly boasts was booked as a counter to Dr. 

Carolyn Finney, who is a Black woman that gave a keynote speech at the last conference 

(2019).    . . .   
 

Again, I am traumatized, exhausted, disappointed, and extremely uncomfortable after this 

horrific experience.  . . .  Your immediate action is required. When you say you value 

equity, it is displayed through actions such as these, believing a black woman when she 
has been attacked and has hundreds of witnesses to defend her account. It is required that 

you do the right thing, therefore, supported by many state employees and organizations, 

we are issuing the following demands:  . . .  That “Nigger” Dan Gates (his affectionate 
nickname due to his frequent use of the slur) is immediately removed as Chair of the 

Colorado Wildlife Council & from his post on the Habitat Stamp Committee, and the 

Colorado Outdoor Partnership. 

 

As described above, Ms. Lee posted a link to this letter in her out of office message, making it 

available to anyone who emailed her and received the link. 

 

With respect to her reasons for making these statements, Ms. Lee said that her comments were a 

response to the trauma and racism she experienced from Director Prenzlow and Mr. Gates. 



I L G  
Legal Services Division 
 

 -16-  

 CONFIDENTIAL INVESTIGATION REPORT 

 WORK PRODUCT PROTECTED 

Regarding Mr. Gates specifically, Ms. Lee said: 

 
[Mr. Gates] is pretty racist too. [He has a] hat with a racist slogan. People confronted him 

and he stood by it.  He says that he faces oppression. He is just a very racist white man. He 
thanked the prior coordinator on stage and not me . . . [he is] misogynistic and racist.  . . .  

 

People do not want to be in a room with him.  He is taking an entire demographic away 

because they are uncomfortable.  He uses the hard R “N word.”  His belittling of me and 
my role at the Conference was racist, doing it front to fall these people is racist, doing it 

behind closed doors is also racist.  The slogan on his hat . . . that’s public racism.  . . .  The 

Black and POC community refer to him as “that N word Gates.” 
 

What do you mean behind closed doors?  Someone on the Whova App overheard Dan say 

something while he thought no one else was listening. 
 

Ms. Lee does not contest the remarks on the Whova App and in her letter to Governor Polis about 

Mr. Gates and does not apologize for them. Ms. Lee stands by her remarks and believes that they 

were justified. 

 

b. Mr. Gates’s perspective 

 

Mr. Gates explained in his interview that he could not understand why Ms. Lee made these 

statements about him because he has had very few interactions with her and has had no conflict 

with her.  Mr. Gates said that he met Ms. Lee for the first time as he checked his bags in at the 

conference. He said, “We had a minute and a half of complimentary comments.” He said that he 

saw Ms. Lee later that evening at a meeting and another time when he introduced the keynote 

speaker.  Mr. Gates said that he has not had any phone calls, emails, or meetings with her. He said, 

“I can tell you whole heartedly in no way shape or form do any of the accusations have any 

substance.”   

 

A witness was present when Mr. Gates checked in at the conference and confirms that he and Ms. 

Lee exchanged pleasantries but nothing else.  No one we interviewed said they saw or heard any 

offensive exchanges between the two.   

 

However, it was confirmed that Mr. Gates thanked Ms. Lee’s predecessor and other team 

members, instead of her, during the conference. Mr. Gates said that he never had a conversation 

with Ms. Lee about his failure to recognize her for her efforts in planning the conference.  Mr. 

Gates said that he never had “any interaction with her whatsoever.”  He said that he mentioned 

other planners in his public remarks thanking the team, because these are the only people he 

personally worked with on this conference.  Mr. Gates said that Ms. Lee’s predecessor kept the 

convention “alive for two years during Covid,” and did most of the preliminary work on the 2022 

conference. He said that while Ms. Lee “might have felt slighted[,] there was no ill intent, no ill 

will.”  
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Mr. Gates is upset about the way Ms. Lee characterized him and is adamant that he is not a racist 

and does not use racial slurs. He said Ms. Lee is “a liar” for accusing him of using the racist slur 

“the N word.”  As noted below, no one we interviewed said they have heard Mr. Gates use this 

word. 

 

c. No one we interviewed provided any first-hand examples of race-based comments 

from Mr. Gates, and no one said they have heard him use the racial slur described 

above 

 

Because the heart of Ms. Lee’s statements about Mr. Gates relate to him being “racist,” we 

investigated what the basis was for her assertion.  We found that she based these statements on 

rumor, speculation, and the hat incident (described below) but no personal or first-hand experience. 

 

None of the nineteen witnesses we interviewed, including people identified by Ms. Lee, provided 

an example of how Mr. Gates has exhibited race-based behavior. One witness said, “[Mr. Gates] 

is the most level-headed type [of] person. I have never heard him say anything racist. I haven’t 

heard him say anything negative about anyone.” This sentiment was echoed by another witness 

we interviewed, .  This person 

said they have never seen Mr. Gates mistreat  and has never seen or 

heard any racial slurs from Mr. Gates.  Another witness who has worked closely with Mr. Gates 

for two years said that Mr. Gates is focused on engaging all individuals, in particular those who 

have been historically underrepresented in the natural resources space, and trying to involve them 

in trapping, fishing, and hunting. 

 

Twelve witnesses specifically said that they have never heard Mr. Gates use the “n word.” Mr. 

Gates said that he has never used the “n word.” While Ms. Lee said that Mr. Gates has a reputation 

for using the “n word” frequently, and another witness told us she has heard the same thing from 

CPW employees and commissioners (but has not heard him say this herself), no one corroborated 

this. We followed up with specific witnesses Ms. Lee and others said had firsthand experiences 

with Mr. Gates using this word, and none of them said they have heard him use that term. Another 

witness close to Mr. Gates said that she has never heard that nickname associated with Mr. Gates, 

and that “if there had been any whisperings of that being his nickname in the community, the vast 

majority of [the organizations he works with] would not have worked with him to the extent they 

have.” 

 

One witness said that he heard Mr. Gates use the term “snowflake.”  According to this witness, he 

heard Mr. Gates say that anyone who took offense to the keynote speaker at the Conference was 

“a snowflake.”12 The witness said that Mr. Gates said that he is “tired of people who take up social 

equality issues at any chance they can.” 

 
12 [Name(s) Redacted.]; Dictionary.com, Snowflake, available at: https://www.dictionary.com/e/slang/snowflake/.  
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Mr. Gates denied that he has ever used that the term, “snowflake.”  He said, however, that people 

“bitch” about issues. He said that people never bring a solution – just an “accusation.” Mr. Gates 

said that he mostly deals with calf and elk retention, hunter access, and trails.  He said that he does 

not know how diversity, equity, and inclusion applies to those topics.  

 

d. There was a difference of opinion as to whether Mr. Gates’ hat was, or was not, 

objectively offensive on racial grounds 

 

Because Ms. Lee identified Mr. Gates’s hat as one of the foundations for her statements, we 

investigated the hat, what it said, and what conference attendees interpreted the hat to mean.  We 

found that there was a difference of opinion, and credible arguments on both sides: 

 

• Some witnesses believe that the hat’s slogan was a message of political activism, and not 

about race 

 

Mr. Gates said that the slogan on his hat is a “call to action.”  He said it means, “get off your ass 

and get involved.” He said that U.S. Senator Elizabeth Warren first said the statement on his hat.13  

He said that he has worn the hat for fifteen years. 

 

Witnesses corroborated Ms. Gates’ sentiment that he wears the hat to encourage people to get 

involved. One witness said that Mr. Gates has worn the hat “for years.” This witness said that Mr. 

Gates believes that trappers, like himself, need a seat at the table so that their rights do not get 

taken away at the ballot box. The witness said that she has heard the slogan in the trapping 

community because trappers are worried about hunting access being taken away.  Another witness 

said that Mr. Gates is “about conserving natural resources,” and “it is not about race to him.” 

Another witness who works in the sportsmen’s field said that the saying is “very common” and 

that they have “heard it often in [their] line of work” referring to the idea that if you do not get 

involved, you stand to lose “whatever it is you are fighting for.” 

 

One witness said that she does not understand why the slogan on Mr. Gates’ hat has “anything to 

do with race.” She said that Mr. Gates has been wearing that hat for years. She said that Mr. Gates 

is “one of the biggest motivators,” and encourages people to get to the “table” or they will not “get 

your say in things.” 

 

One BIPOC witness we interviewed said that Mr. Gates’ hat is “true.” She said that when people 

are excluded from decision making that they become the resources. She said that people must shift 

the dynamic.  She said that Congresswoman Shirley Chisholm said, “If they don’t give you a seat 

 
13 Elizabeth Warren has been quoted as saying, “If you don’t have a seat at the table, you’re probably on the menu.” 

She first used this phrase in 2014.  Elizabeth Warren Quotes, available at: 

https://www.overallmotivation.com/quotes/elizabeth-warren-quotes/.  T-shirts and other memorabilia have been made 

to commemorate the quote.  See Amazon.com and Etsy.com.  
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at the table, bring a folding chair.”14 This witness said that she “really [doesn’t]” see how the hat 

slogan is connected to diversity, equity, and inclusion in a negative way. She said, however, that 

she can see how people can perceive the slogan that way because “officials are white men,” who 

are making decisions about the lives of BIPOC individuals.   

 

One witness said that he heard the slogan, “If you are not at the table, you are on the menu,” at a 

CPW commission meeting in Sterling, CO. He said, “no one batted an eye.” He said that people 

at the commission meeting used the phrase to mean – “if you want to be involved, then come and 

participate.” The witness said that Mr. Gates has worn the hat on his ranch, and that he “would not 

have thought anything about it.” He interpreted the hat as “you need to get involved.” He believes 

that people read the slogan out of context.  

 

Another witness said that he is unaware how the slogan might be offensive. He said that he has 

utilized the phrase for years along with CPW commissioners. 

 

• Other witnesses believe that the hat’s slogan was race-based and offensive 

 

Conversely, other witnesses believe that Mr. Gates’ hat slogan was a comment based on race. One 

conference attendee, who is racially diverse, approached Mr. Gates at the conference about his 

hat’s message.  She wrote about her interaction with Mr. Gates on the Whova application.  She 

said: 

 
How can we come together to actually quash out racism instead of just throwing words like 
“equity” around? 

 

This is the slogan on the back of that Dan guy's hat. It is problematic, as is the racism 
pervasive at this conference. “If you're not at the table, you're on the menu.”  

 

This slogan is on the back of that Dan guy's hat. Yesterday I asked him if he'd ever 
considered how that phrase might feel antagonistic or harmful to communities of color who 

have been intentionally excluded from, or otherwise removed from, the “table” due to 

racism. He said no, he hadn't thought about it. I asked him to please consider it, since we 

need to be bringing more people into these spaces. It's not our choice that we haven't been 
given a seat at the table; we've been discriminated against.  

 

His response was that he, as a trapper, knows all about discrimination, but that he has been 
able to work hard and pull himself up by his bootstraps to make it to the "table." I reminded 

him what Dr. Martin Luther King Jr said about bootstraps, and told him that it's not as though 

we, as women of color, BIPOC, LBTQIA, people with disabilities, etc., are not working 

 
14 Id.; Shirley Chisholm was the first African American woman in Congress and the first woman and African American 

to seek the nomination for president of the United States from one of the two major political parties.  Debra Michals, 

PhD. Shirley Chisholm, National Women’s History Museum, available at https://www.womenshistory.org/education-

resources/biographies/shirley-chisholm.  
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hard. We simply don't have the power and privilege afforded to others due to centuries of 

racism.  
 

He then said, “I have been as discriminated against as a trapper, as people of color have.” I 

asked if he truly thought that he, as a white man who is in a position of power in many 

organizations, including the Wildlife Council, Colorado Trappers & Predator Hunters 
Association, and Coloradans for Responsible Wildlife Management, has been as 

discriminated against as women of color, Indigenous people, and Black people have been 

for simply being BIPOC. He said yes. I asked him if I could quote him on this and he said 
yes. I reminded him that being a “trapper” is a choice, whereas BIPOC cannot choose to be 

another race. He said, “But it's not a choice, it's my occupation.” He then told me he fears 

for his family's life because he continues to choose this occupation because people are so 
anti-trapper. 

 

I let him know that we get death threats for simply existing as BIPOC in the outdoors, and 

that people of color have been killed for less throughout the history of this country 
 

Unfortunately to me, this attitude feels pervasive in much of the leadership here in Colorado 

(and beyond in Wildlife Management in general). In the short time we’ve been at this 
conference, while I've heard the word “equity” thrown around, I've witnessed what seems 

to be the complete opposite, from people like this in positions of power. I’ve heard 

eugenicists and racists praised from the mainstage. I've watched those who worked hard to 

make this conference a reality be discredited and even attacked with racial slurs. 
 

My question is, at what point does someone do something? What is it going to take? Who 

is allowing these people to continue to lead, when all they are doing is driving away the 
diversity that we so desperately need in conservation and wildlife management? Something 

needs to be done. This cannot continue to happen. 

 

ILG asked Mr. Gates about his interaction with this attendee. He said that she approached him and 

asked how he could keep people from the table. Mr. Gates thought she was referencing the actual 

table seating at the conference. He said that he responded that the conference planners and Director 

Prenzlow had asked him to select people for the table.  Mr. Gates said that this attendee asked 

whether he felt it was “okay to discriminate against Indigenous women.” Mr. Gates said that he 

responded, “I am not discriminating against anyone. It is twofold. As a trapper, I am discriminated 

against.”  Mr. Gates said that this person responded, “so you compare that to what women of color 

have to deal with?”  Mr. Gates responded, “I don’t think it is a scale of 1-10, discrimination is 

discrimination.”  Mr. Gates said the conversation ended. 

 

Mr. Gates said that this individual approached him again during a question-and-answer period after 

a session. Mr. Gates said that she “went right into the conversation about the message on the back 

of my hat and how that was derogatory and discriminatory.” Mr. Gates said that he said that he 

would sit down with anyone to speak about the meaning of the hat.  Mr. Gates said that this 

individual reiterated his comments that he felt discriminated against as a trapper, just like women 
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of color. Mr. Gates said that a few other people of color then stood up and criticized the 

participation of white male panelists with no diversity. 

 

Other witnesses, not just this conference attendee, felt Mr. Gates’ hat was inappropriate. One 

witness said that he found Mr. Gates’ hat offensive because it “tells underserved and marginalized 

people to ‘shut up’ as if their place in the world doesn’t matter.” This witness believes that Mr. 

Gates wore the hat to “rile” people up. Another witness said that people of color who attended the 

conference took the slogan on Mr. Gates’ hat “to mean a negative connotation.” Another witness 

said that she spoke with the BIPOC attendee described above about Mr. Gates’ hat. She said that 

this individual told her that Mr. Gates made it sound like “he is more oppressed than women.” The 

witness said she thought, “oh great, another racist that has a lot of power.” She said that Mr. Gates 

has not “done anything” to her, but it is Mr. Gates’ “inaction” that concerns her. She explained 

that she has not seen any actions that would “align with anti-racist behavior.” 

 

F. Analysis and Findings 

 

The excerpted policies appearing at Exhibit A apply to this matter. Ms. Lee’s comments will be 

assessed against the following obligations:  

 

• To not engage in harassment of Director Prenzlow or Mr. Gates: defined as “any offensive 
conduct” based on race, which has adversely affected their work performance or 

employment status, or otherwise created an intimidating, hostile or offensive work 

environment for them. (Anti-Harassment). 

• To not engage in behavior violating the Non-Discrimination policy, which is defined as 

including any “unwelcome behavior based on race” (Non-Discrimination). 

• To create an environment that is inclusive, respectful and equitable (Non-Discrimination). 

• To co-create with her colleagues a welcoming, supporting, safe, affirming, and respectful 
work environment; courageously and respectfully bring to light areas of opportunities to 

improve, both individually and systemically. (EDI) 

• To engage in support respectful dialogue and courageous conversations (even when 

uncomfortable) about racism, privilege, dominant culture, oppression, and historical 
trauma. (EDI) 

 

The applicability of these policies must be initially addressed. The policies apply to Ms. Lee and 

Director Prenzlow, as employees of the Agency.  As discussed in more detail below, the policies 

also likely apply to Mr. Gates, because the wording of the policies appears to be broad enough to 

include volunteer partners.  

 

For the following reasons, We find that Ms. Lee’s comments likely violated some, but not all, of 

the excerpted policies above. 
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• Anti-Harassment Policy: no policy violation substantiated with respect to Director 

Prenzlow; violation substantiated with respect to Mr. Gates. 

 

To analyze these facts under the Anti-Harassment Policy, we are asked to assess whether these 

statements were offensive conduct based on race. We are also required to assess whether they have 

affected either or both Director Prenzlow’s and Mr. Gates’s work performance or employment 

status, or have otherwise created an intimidating, hostile or offensive work environment for them.  

Typically, we look for a pattern of behavior as required to rise to the level of a policy violation for 

Anti-Harassment.  However, in some instances a single episode of conduct can be enough to satisfy 

the standard if it is particularly egregious.   

 

As an initial matter, there is no dispute that Ms. Lee communicated her responses using resources 

provided by her employer.  The Whova App was sponsored by the Agency.  She sent her email to 

Governor Polis using her employer’s email system, and she used her employee signature line and 

title in this correspondence.  Ms. Lee used her employer’s email out-of-office system to send out 

a link to anyone who emailed her, asking people to join in her letter to Governor Polis. 

 

After evaluating the evidence, including the mitigating circumstances here, our finding is split.  

We find that Ms. Lee’s remarks to and about Director Prenzlow do not likely violate this policy.  

Conversely, We find that her remarks about Mr. Gates likely do constitute a policy violation. 

 

o Director Prenzlow 

 

With respect to Director Prenzlow, we find that that the standards for establishing a policy violation 

here are unlikely to be met for two primary reasons.  This is so even where the statements are, on 

their face, about race and are egregious, disparaging and personal.   

 

Despite this criterion being met, we found it significant that Ms. Lee – in her position – is unlikely 

to be situated, or able, to negatively impact Director Prenzlow’s job performance, employment 

status or workplace. Ms. Lee is three levels down in the organization from Director Prenzlow and 

is a brand new Agency employee. He is the leader of the Agency and has almost forty years of 

work experience there.  She has months of tenure in the organization, and he has more than three 

decades of institutional relationships and ties to the Agency.  Fundamentally, their roles, power 

and position, vis-à-vis each other, undermine the idea that she could have such an impact on him.   

 

This is a close call, given the egregiousness of the remarks Ms. Lee made and their public nature.  

This is particularly so in light of the media attention this matter has received. However, on balance 

the difference in their roles makes it unlikely that a person in Ms. Lee’s position could have the 

kind of negative impact on Director Prenzlow that is required to substantiate a policy violation.   

 

Second, and importantly to our finding, the impacts of this situation flow primarily from Director 

Prenzlow’s own actions. He was placed on Administrative Leave because of what he said at the 
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conference. There has been a volume of negative response to what he said, which could impact his 

career and his workplace.  While Ms. Lee’s comments could exacerbate the negative attention 

Director Prenzlow has received, and could worsen the impact on his reputation,  without his 

statement at the conference there would have been no response from Ms. Lee to consider.  Ms. 

Lee’s comments are not the primary causative agent for the impact occurring here.  The 

consequences for Director Prezlow flow fundamentally from his own actions.   

 

o Mr. Gates   

 

With respect to Mr. Gates, conversely, a policy violation here is likely.  As an initial matter, this 

policy likely covers Mr. Gates because of the following language: 

 

• The policy covers behavior in the workplace, and in “other work-related settings such as business 

trips, conferences or social events,” 

• The policy defines harassment with respect to “a person” and not just “an employee,” and 

• It also states, “This prohibition covers harassment by anyone in the workplace – supervisors, co-

workers, or non-employees. 

 

A reasonable interpretation of this policy is that it applies.  It is likely it protects Mr. Gates as “a 

person” from conduct that would affect his work performance or employment status, or that would 

“otherwise create an intimidating, hostile or offensive” environment in the events he participates 

in as a volunteer and Agency partner. Mr. Gates does not work for the Agency and his job 

performance/status is not at issue, but he does participate in CPW conferences, committees, and 

other events.  Misconduct in the setting of the conference, or relating to the conference, is likely 

covered. 

 

A policy violation is likely with respect to Mr. Gates for three primary reasons.   

 

First, the remarks Ms. Lee made are egregious and based on race. Ms. Lee accused Mr. Gates of 

being a racist and a danger to Black and Brown communities. She referred to him as a nickname 

including one of the worst racial slurs that exists, “Nigger Dan Gates,” without any actual 

knowledge that he has used that word.  Moreover, Ms. Lee referred to Mr. Gates’s “loved ones” 

as roaches and rats. This is objectively dehumanizing and cannot reasonably be interpreted any 

other way. 

 

Second, the remarks are likely to have an impact on Mr. Gates, as they were publicly made and 

objectively degrading. These remarks were made to the Governor of the State, to anyone who 

clicked on the link in Ms. Lee’s out-of-office message, and to the several hundred professional 

colleagues of Mr. Gates’s on the Whova App. Given Mr. Gates’s broad-ranging involvement in 

issues of conservation and wildlife in the State of Colorado, these remarks could reasonably affect 

his opportunities for participation in future work. This is not a front-line employee making remarks 

about a leader three levels up.  It is a State employee making remarks about a citizen volunteer and 
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partner to the organization, on a State-sponsored forum, using State resources, and sending 

messages that contain race-based accusations, expletives and dehumanizing insults. Her words 

could carry weight that could impact his reputation, how willing employees (or the Governor) are 

to partner and engage with him, and how welcome he will be at future events. 

 

The Agency has received 17 complaints about the remarks Ms. Lee made from fellow employees 

and from members of the public.  This is additional evidence that is relevant on the question of 

how serious her remarks were. 

 

Finally we found it significant that in this instance, the recipient of the comments did not say or 

do anything derogatory toward Ms. Lee that might be looked at as provocation.  While Ms. Lee 

was dealing with a statement from Director Prenzlow, and describes herself as credibly 

traumatized by it, the same context is not true of Mr. Gates.  He had a few isolated interactions 

with her at the Conference, and none of them were contentious.  While Ms. Lee describes feeling 

othered and ignored at the conference, and while she described being upset that Mr. Gates failed 

to thank her, this dynamic does not justify the remarks that she made about Mr. Gates. This 

evidence likely explains why Ms. Lee was infuriated by Director Prenzlow, but not with respect 

to this volunteer partner of CPW.   

 

Moreover, the policy does not make an exception allowing racially harassing behavior when a 

person is distraught, even justifiably so.  Ms. Lee’s credible upset after the remark from Director 

Prenzlow does not excuse her use of State-sponsored resources to attack a volunteer partner of the 

Agency, publicly, on the basis of race. 

 

For these reasons, we find that Ms. Lee’s conduct likely violated the Anti-Harassment policy with 

respect to Mr. Gates. 

 

• Non-Discrimination Policy: policy violations substantiated. 

 

The Agency’s Non-Discrimination policy provides that “the State is committed to providing a 

workplace free of unlawful discrimination, harassment, or unwelcome behavior based on . . . race.”  

In this sense the policy prohibits conduct that is broader than just “unlawful discrimination” or 

“harassment,” but also forbids “unwelcome behavior based on race.”  To assess these facts under 

this policy, we are asked to apply this language to the evidence. 

 

The Agency’s Non-Discrimination Policy covers both Director Prenzlow and Mr. Gates.  It applies 

to Director Prenzlow as an employee.  It covers Mr. Gates because of its language, which states, 

“This policy covers all employees in the State personnel system and anyone conducting business 

and otherwise having occasion to enter a state facility or participating in a state sponsored event.” 

 

The analysis here is simpler than that for the Anti-Harassment policy.  Here, the question is 

whether the behavior described could be considered “unwelcome behavior” based on race.  Here, 
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the remarks to and about Director Prenzlow and Mr. Gates meet the standard.  Accusations of 

racism, expletives and derogatory comments based on race are unwelcome to any reasonable 

recipient and were so to Director Prenzlow and Mr. Gates. 

 

Moreover, for the same reasons described above, Ms. Lee’s trauma and other mitigating factors 

do not excuse this policy violation.  While there may be sympathy for Ms. Lee and what she went 

through, as well as understanding of what motivated her, her actions have consequences under 

State and Agency policy. 

 

For these reasons, We find that Ms. Lee’s conduct likely violated the Non-Discrimination policy 

with respect to Director Prenzlow and Mr. Gates. 

 

• Equity, Diversity, and Inclusion in State Employment: policy violations substantiated 

 

Finally, the State’s EDI policy imposes obligations on Ms. Lee to comport with certain 

requirements, both with respect to behaviors toward Director Prenzlow, and behaviors towards 

Mr. Gates.  While the policy itself is primarily focused upon creating an inclusive workplace for 

employees, it arguably requires certain conduct with respect to non-employees as well.  For 

example, it requires Ms. Lee to “courageously and respectfully bring to light areas of opportunities 

to improve, both individually and systemically,” and to “engage in and support respectful dialogue 

and courageous conversations (even when uncomfortable) about racism, privilege, dominant 

culture, oppression, and historical trauma.” These obligations appear directly relevant here. It also 

requires her to “co-create” with her other teammates “a welcoming, supporting, safe, affirming, 

and respectful work environment.”  

 

For reasons that are apparent on the face of the remarks, Ms. Lee’s behavior here failed to meet 

these expectations with respect to both Director Prenzlow and Mr. Gates. Ms. Lee’s use of 

expletives, racial slurs and dehumanizing comparisons does the opposite of the imperatives set 

forth in the EDI policy. Moreover, her decision to engage in this manner, and in public forums, 

was a refusal to engage in the kind of dialogue about racism required under the policy, which 

acknowledges that respectful dialogue about racism can be uncomfortable.  

 

Under these circumstances, it may have been extraordinarily difficult to expect Ms. Lee to have 

had a respectful dialogue about what happened with Director Prenzlow, and collaterally with Mr. 

Gates. If that were the case, it is important to note that she had other options. She could have 

chosen to pursue this matter through the State’s process for complaint investigation and resolution; 

she could have chosen to respond privately to each individual; she could have sought out mediation 

assistance from a trusted leader or she could have chosen not to immediately engage until she 

formulated a plan of action.  Instead, in a moment of extreme distress, she used a communication 

App provided by her employer and she used her employer-provided email to make public remarks 

that were race-based, that contained expletives and that contained an egregious racial slur.  The 

Agency has received a large volume of complaints about Ms. Lee’s comments, criticizing her 
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language and her use of a state resources in communicating her response. Her decisions to go this 

route brought her commentary directly within the purview of this policy. 

 

For these reasons, we find that Ms. Lee’s conduct likely violated the Equity, Diversity and 

Inclusion policy with respect to Director Prenzlow and Mr. Gates. 
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Exhibit A 
 

Universal State Personnel System Policy – Anti-Harassment Policy: 
 

Generally: Colorado State Government is proud of its tradition of maintaining a work environment 

where all persons are treated with dignity and respect. Each individual shall be provided with the 

opportunity to work in a professional atmosphere which promotes equal opportunities and 

prohibits discriminatory practices. Such practices include harassment or retaliation based on a 

person’s disability, race, creed, color, sex, sexual orientation, religion, age, national origin, or 

ancestry, or in retaliation for participation in a protected activity that includes filing a 

discrimination charge, testifying, or participating in any way in an investigation or other 

proceeding. Harassment, whether verbal, physical, or environmental, is unacceptable and will not 

be tolerated in the workplace itself or in other work-related settings such as business trips, 

conferences, or social events.  

 

Definitions:  

 

Harassment: any offensive conduct, verbal or physical, based on a person’s disability, race, creed, 

color, sex, sexual orientation, religion, age, national origin, or ancestry if such conduct adversely 

affects that person’s work performance or employment status, or otherwise creates an intimidating, 

hostile or offensive work environment. Examples of prohibited conduct may include derogatory 

comments, remarks, gestures, or jokes relating to a person’s race, national origin, gender, age, 

sexual orientation, religion, or disability; racial or ethnic slurs; negative epithets; physical assaults 

or threats; intimidation; ridicule or mockery; insults or put-downs; or offensive objects or pictures.  

 

Retaliation: action(s) against an employee because he or she has opposed an unlawful employment 

practice or made a charge, testified, assisted or participated in an investigation, proceeding or 

hearing.  

 

Prohibitions:  

 

Colorado State Government will not tolerate, condone or allow harassment based on disability, 

race, creed, color, sex, sexual orientation, religion, age, national origin, or ancestry, or in retaliation 

for participation in a protected activity. This prohibition covers harassment by anyone in the 

workplace – supervisors, co- workers, or non-employees. 

 

Prevention is the best tool to eliminate harassment in the workplace. Managers and supervisors 

must take appropriate steps to prevent and correct unlawful harassment. They shall clearly 

communicate to employees that unwelcome harassing conduct will not be tolerated. Each 

Department/Agency must establish an effective complaint process, provide anti-harassment 

training to their staff and employees, and take immediate and appropriate action when an employee 
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complains. Managers and supervisors are responsible for creating an environment in which 

employees feel free to raise concerns and are confident that those concerns will be addressed.  

 

Managers and supervisors shall make clear that adverse treatment of employees because they 

report harassment or provide information related to such complaints will not be tolerated. 

Management shall undertake whatever measures are necessary to ensure that retaliation does not 

occur. For example, when management investigates a complaint of harassment, the official who 

interviews the parties and witnesses should remind these individuals about the prohibition against 

retaliation. Management must also scrutinize employment decisions affecting the complainant and 

witnesses during and after the investigation to ensure that such decisions are not based on 

retaliatory motives.  

 

Employees are encouraged to inform the alleged harasser directly that the conduct is unwelcome 

and must stop. Employees should also report harassment to management at an early stage to 

prevent its escalation.  

 

Managers and supervisors shall assure employees who make complaints of harassment or provide 

information related to such complaints that: 

 

• they will be protected against retaliation;  

• there is a clearly described complaint process that provides accessible avenues to lodge 

a complaint and that provides a prompt, thorough, and impartial investigation; 

• the employee’s confidentiality will be protected to the extent possible; and  

• the appointing authority or delegated management official will take immediate and 

appropriate corrective action when he/she determines that harassment has occurred.  

 

Notice to Employee:  

 

Upon the filing of a complaint, employees shall be advised that the deadline for filing an EEOC 

charge is 300 days after the last date of alleged harassment. This deadline is not extended because 

an internal investigation of the complaint is pending.  

 

LAWS: The right of employees to be free from harassment is protected under federal and state 

law. Including:  

 

C.R.S. 24-34-402, Discriminatory or Unfair Employment Practices which specifies those practices 

which are discriminatory or unfair including harassment.  

 

Title VII of the Civil Rights Act of 1964 prohibits discrimination based on race, sex, color, religion, 

and national origin.  
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Age Discrimination in Employment Act of 1967 prohibits discrimination against employees and 

applicants who are over 40 years of age.  

 

The Civil Rights Act of 1991 expands the scope of relevant civil rights statutes to provide adequate 

protection to victims of discrimination, and provides appropriate remedies for intentional 

discrimination and unlawful harassment in the workplace.  

 

 

Contact your HR office for information on this policy. 
 

 

Colorado Universal Policy Non-Discrimination:  
 

I. Statement of Policy  

 

The State values the individual diversity of all employees, applicants, volunteers, and citizens. 

Differences in age, ancestry, color, marital status, disability, national origin, race, religion, 

veteran status, or 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 

various missions of State government.  

 

The State is committed to providing equal employment opportunities to all applicants and 

employees. The State does not discriminate on the basis of disability, race, creed, color, sex, 

sexual orientation, religion, age, national origin or ancestry. The State is committed to 

providing a workplace free of unlawful discrimination, harassment, or unwelcome behavior 

based on disability, race, creed, color, sex, sexual orientation, religion, age, national origin or 

ancestry.  

 

This policy applies in all areas of employment including recruitment, hiring, training, 

promotion, compensation, and benefits. The State does not tolerate unlawful discrimination or 

harassment of any kind of any of its personnel. Through the procedures set forth in this policy, 

the State strives to prevent, correct and where appropriate, take swift and appropriate action 

against any behavior that violates this policy and existing law.  

 

This policy covers all employees in the State personnel system and anyone conducting business 

and otherwise having occasion to enter a state facility or participating in a state sponsored 

event. Persons other than classified employees may be covered by the individual non-

discrimination policies of state agencies or higher education institutions and should refer to 

those policies for instructions on reporting suspected discrimination.  
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All State employees must be informed of and are expected to comply with the State’s policies 

and procedures. (Refer to State Personnel Board Rule 1-12 which states that an employee is 

required to know and adhere to personnel rules, laws, and executive orders governing their 

employment.)  

 

II. Definitions  

 

EEO Function: the equal employment opportunity function of a state department. Not all 

departments will have dedicated employees performing EEO functions. If a department does 

not have a dedicated staff person assigned to perform the EEO responsibilities, the human 

resources director or his/her designee shall be responsible for carrying out this Policy.  

III. Prohibitions  

 

It is a violation of this policy to discriminate in employment opportunities, benefits or 

privileges, or to create discriminatory work conditions or use discriminatory work conditions 

or evaluative standards if the basis of the discrimination is the employee’s disability, race, 

creed, color, sex, sexual orientation, religion, age, national origin or ancestry.  

 

Retaliation: An employee who reports alleged discrimination, harassment and/or retaliation 

under this policy and/or existing law shall not suffer any retaliation, including the loss of 

benefits, demotion, discipline or adverse impact on the terms and conditions or employment 

for filing or responding to a complaint of discrimination or harassment, appearing as a witness 

in an investigation of a complaint of discrimination or harassment, or threatening to file a 

complaint of discrimination or harassment.  

 

IV. Laws / Statutes / Executive Order 

 

Discrimination as defined in this Policy may also violate federal, state, and local laws, 

including but not limited to: 

 

• Title VII of the Civil Rights Act of 1964 

• The Age Discrimination in Employment Act of 1967 

• The Vocational Rehabilitation Act of 1973 

• Vietnam Era Veteran’s Readjustment Assistance Act of 1974 

• The Americans with Disabilities Act As Amended Universal Policy 

• The Civil Rights Act of 1991 

• The Uniformed Services Employment and Reemployment Rights Act of 1994 

• Executive Order D0043 87, Equal Employment Opportunity in State Government; 

August 7, 1987  
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V. Disclaimer  

 

Every attempt is made to keep universal policy information updated. For additional 

information, refer to the 4 Code of Colorado Regulations (CCR) 801-1, State Personnel Board 

Rules and Director’s Administrative Procedures or contact your department’s DPA/DHR 

Ambassador.  

 

Subsequent revisions to rule or law could cause conflicts in this information. In such a 

situation, the law and rule are the official source upon which to base a ruling or interpretation. 

This document is a guide, not a contract or legal advice 
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Universal Policy: Equity, Diversity, and Inclusion in State Employment 
 

I. Statement of Purpose  

 

This Universal Policy sets forth expectations regarding equity, diversity, and inclusion for all 

classified employees within the state personnel system and non-classified employees in Executive 

Branch departments. This does not include non-classified employees in institutions of higher 

education and those reporting to elected officials other than the Governor and Lieutenant 

Governor. Institutions of higher education and elected officials may opt to implement and follow 

this Universal Policy, at their discretion.  

 

II. Statement of Policy  

 

The State of Colorado is most successful in serving our residents when our workforce reflects the 

diversity of our communities. Discrimination in the United States has caused a legacy of inequities 

in health, education, housing, employment, income, wealth, and other areas that impact 

achievement and quality of life. Research shows that diverse groups tend to make more accurate 

decisions, have more comprehensive problem-solving skills, are more innovative, and deal more 

effectively with complex challenges. Therefore, a diverse and inclusive state workforce is crucial 

to ensure we are effective in serving Coloradans. The State of Colorado is an equal opportunity 

employer that celebrates equity, diversity, and inclusion (EDI). In all aspects of the employment 

process, qualified applicants will receive consideration for employment without regard to race, 

color, religion, sex, disability, age, sexual orientation, gender identity or expression, pregnancy 

and medical condition related to pregnancy, creed, ancestry, national origin, marital status, genetic 

information, or military status (with preference given to military veterans).  

 

Beyond ensuring that people with diverse backgrounds are hired at state agencies, as an employer, 

we are committed to creating a workplace where all individuals feel comfortable bringing their 

full selves to work. The State of Colorado values belonging because of its potential to increase 

employee engagement, and our employees are our greatest asset. Employees who do not feel 

welcome at state agencies may soon leave and add to high turnover rates from historically 

marginalized communities. They may also suggest to their community groups, friends, and family 

members that the State of Colorado is not an inclusive employer, resulting in greater difficulty 

recruiting from traditionally marginalized communities. When people face barriers to achieving 

their full potential at work, the loss of talent, creativity, energy, and productivity is a burden not 

only for those impacted by historic disparities and inequities, but for communities, businesses, 

governments, and the economy as a whole.  

 

It is critical that all State of Colorado employees feel a sense of belonging at work; otherwise, 

hiring a diverse workforce will not accomplish our goals. There is a collective responsibility to 

make the State of Colorado an employer of choice for people with all identities and abilities - 

including leadership at all levels. This includes examining policies, practices, and procedures in 
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state government today which may result in disparate impacts on people of color and people with 

other marginalized identities. Further, the state should provide training and guidance to work 

against an individual’s unconscious biases which are reinforced by daily messages - both subtly 

and overtly - and influence how we perform our work serving the community, as well as guidance 

for fostering equity, diversity, and inclusion in all state agencies.  

 

This policy applies in all areas of employment including recruitment, hiring, retention, training, 

promotion, compensation, benefits, performance management, and organizational culture. It 

outlines the actions the Department of Personnel and Administration (DPA) will take with regard 

to EDI initiatives, and the responsibilities of department heads, agency leaders, and all employees 

with regard to the State’s effort to become an equitable, diverse, and inclusive employer.  

 

III. Definitions  

 

Equity: When everyone, regardless of who they are or where they come from, has the opportunity 

to thrive. Equity recognizes that some individuals have an advantage because of their identity, 

while others face barriers. Unlike equality, which suggests giving the same thing to everyone, 

equity works to provide opportunities to those facing barriers by providing additional resources to 

those who do not have these advantages. This requires eliminating barriers like poverty and 

repairing systemic injustices.  

 

Diversity: A description of differences usually based on identities such as race, gender, sexual 

orientation, class, or ability, etc. Diversity does not equal equity and does not always occur 

intentionally.  

 

Inclusion: What an organization does with diversity to ensure individuals have the opportunity to 

fully participate. Inclusion intentionally promotes a sense of belonging where people’s inherent 

worth and dignity are recognized and their abilities, qualities, and perspectives are leveraged for 

the collective good. 

 

Inequity: When policies and processes create fewer opportunities for historically marginalized 

groups that are systemic, avoidable, and unjust.  

 

Underutilization or Underrepresented: Employment of members of a race, ethnicity, gender, or 

other group at a rate below their availability (representation in the labor market). 

 

IV. Duties and Responsibilities  

 

State Personnel Director, Department of Personnel & Administration: The Director has the 

ultimate responsibility for statewide EDI initiatives subject to Executive Order D2020-175, Equity, 

Diversity, and Inclusion in State Government. This includes:  

 



I L G  
Legal Services Division 
 

 -34-  

 CONFIDENTIAL INVESTIGATION REPORT 

 WORK PRODUCT PROTECTED 

• Integrate EDI into all parts of personnel and program management;  

• Develop and review policies and procedures to guide and direct state agencies in 

creating inclusive workplace cultures and implementing equitable hiring and retention 

practices; and  

• Ensure compliance with relevant federal and state constitutions, statutes, and 

regulations.  

 

Statewide Chief Human Resources Officer (CHRO): The CHRO, as directed by the State 

Personnel Director, has day-to-day responsibility for the implementation of an EDI program for 

those employed by the state. This may include:  

 

• Fulfill delegated responsibilities from the State Personnel Director; 

• Develop and monitor the state's universal written policies with regard to EDI; 

• Communicate and implement the state EDI program internally and externally; 

• Develop EDI metrics for use by the principal departments; and 

• Partner with the Colorado Equity Alliance and other appropriate EDI resources, to 

collaborate with agency/department Human Resources Directors and identify, create, 

and recommend related training programs, develop tools and technology solutions, and 

assist with the creation and implementation of EDI initiatives.  

 

Department Heads 

 

• In accordance with Executive Order D2020-175, report annually overall EDI efforts 

and specifically for those groups that have been identified as underutilized or 

underrepresented. Develop department dashboard measures to monitor the success of 

EDI efforts. 

• Ensure agency representation on the Colorado Equity Alliance, and utilize their 

resources, tools, and guidance to advance equitable and inclusive outcomes for state 

employees and applicants. 

• Lead by example and hold all agency employees accountable for ensuring equity, 

diversity, and inclusion throughout the recruitment process when any employment 

opportunity exists, particularly in leadership and promotional positions; additionally, 

ensure implementation of EDI hiring and retention practices as outlined in “All 

Supervisors/Hiring Managers/Leaders” and “Human Resources” responsibilities 

below.  

• With regard to employees with physical and mental impairments, ensure accessibility 

to all agency buildings, systems, vital documents, community meetings, and other 

resources available as outlined in DPA standards, and support progressive facilities and 

environment planning to create a welcoming, inclusive and most of all, accessible 

workplace for all staff and customers. 
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• Provide training and education opportunities related to supporting and promoting EDI 

and foster a culture of dignity, empowerment, and inclusion. Support the creation of 

employee affinity and learning groups to enable grassroots learning and growth; use 

feedback from these groups to inform agency policy, procedure, and community 

engagement. 

• Build trusting, long-term relationships with community partners by engaging 

communities in building and developing department priorities that affect them, and by 

supporting community priorities. 

• Course correct as necessary to support and promote EDI. 

 

Human Resources  

 

• Design recruitment strategies to actively engage the community and attract a diverse 

pool of candidates, especially where underutilization exists. Annually assess those 

recruitment strategies. 

• Ensure that recruitment strategies, at a minimum: 

o Advertise employment opportunities to the largest practicable number of persons 

necessary to ensure that all members of Colorado’s population have an equal 

opportunity to compete for entry into the state personnel system. Focus additional 

resources on reaching out to groups and organizations who represent traditionally 

underrepresented communities, such as communities of color, LGBTQ+ 

membership organizations, and disability rights coalitions, among others. 

o Ensure any recruitment literature, printed and electronic, is relevant and accessible 

to all 

o Implement periodic reviews and monitoring procedures to ensure that no 

discriminatory practices exist and to determine whether the regular flow of 

applicants is diverse and reflective of our community. 

o Ensure minimum qualifications and special requirements necessary to perform any 

job satisfactorily are fair, equitable, and do not unlawfully or unintentionally 

exclude individuals on the basis of a protected class. Specifically, agencies should 

examine drivers license, degree, and experience requirements to ensure they are 

truly necessary to perform the position. If they are not necessary to perform the 

position and if they may prevent applicants from diverse backgrounds from 

applying, the requirements should be eliminated. Substitutions for minimum 

qualifications should be re-examined frequently to attract the broadest possible 

group of applicants who can meet minimum qualifications. 

o Ensure that every job announcement uses DPA’s recommended language 

addressing the agency's commitment to equity, diversity, and inclusion and includes 

specific information (name, phone number, and email) for the agency Americans 

with Disabilities Act (ADAAA) coordinator. 

• Develop a system for being more intentional and conscious of bias during the hiring, 

promoting, and/or evaluation process in order to minimize potential for inequity or 
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underutilization. Train hiring teams on equitable practices, including, but not limited 

to, setting a salary and/or hiring range for all public job descriptions, considering and 

listing all relevant substitutions for minimum qualifications (including lived 

experience), redacting identifying information on resumes, not seeking prospective 

employees’ wage rate histories, and not relying on salary/wage rate histories to 

determine salary/wage rates for prospective employees. Offer DPA-provided resources 

to employees for identifying individual personal bias through objective testing.  

• Track data within the agency on how current strategies shift diversity at each stage of 

the hiring process to understand if a barrier exists at any stage. If data is available, 

request and review aggregate applicant pool data for demographics and use the data to 

establish target goals for improving EDI.  

• Provide guidance and training to agency supervisors to ensure they understand their 

responsibility to foster equity and inclusivity in all aspects of the employee life cycle 

post-hire, specifically, in development opportunities, compensation, and in 

performance management.  

• Establish target goals, reporting, and accountability systems that support and promote 

EDI (e.g., increase in engagement scores around collaborative and inclusive 

workspaces, fair and equitable advancement opportunities, and feeling recognized, 

safe, and respected in the workplace). 

• Ensure the agency has (1) a reasonable accommodation policy that is reviewed on an 

annual basis, (2) a dedicated ADAAA coordinator, with formal training on providing 

accommodations to agency employees as specified by DPA, and (3) training for agency 

supervisors to ensure they are adequately trained on the appropriate process for 

accommodating those with disabilities. Additionally, the agency must be in compliance 

with the Americans with Disabilities Act as Amended (ADAAA) Universal Policy. 

• Ensure all onboarding materials are available in accessible formats and recruiting 

personnel are formally trained on disability employment needs and the agency’s 

accommodation practices 

 

 

 

All Leaders/Hiring Managers/Supervisors  

 

• Lead by example. Establish a sense of belonging for everyone. Create and sustain a 

positive workplace culture that clearly conveys the value of an equitable, diverse, and 

inclusive organization. 

•  Identify and address the barriers that intentionally or unintentionally create and 

maintain institutional discrimination, inequity, or exclusion. 

• Consider equity, diversity, and inclusion in every step of the hiring process, employee 

development, and employment cycle. 

• Work with Human Resources consultants/partners to develop, maintain, and 

continually reach out to sources for recruitment in underrepresented populations (e.g., 
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schools, community and professional organizations, stakeholders, etc.). This strategy 

should be examined with each vacancy; applicant pool demographic information from 

the last recruitment may indicate if the strategy has been effective in the past. 

• In partnership with Human Resources, examine internal data (turnover and promotion 

rates by demographic group) to identify any disparities in hiring and retention, and to 

foster an inclusive workplace. 

•  List only those minimum qualifications and special requirements (e.g. driver’s license) 

truly necessary for an open position. Wherever possible, other comparable experience 

should be considered in lieu of education requirements, including lived experience 

directly relevant to the essential functions of the position (e.g. being a member of the 

community receiving specific services, or having experience as a recipient of a specific 

state benefit). 

• Complete required training regarding EDI, and ensure direct reports do the same. 

Encourage additional learning and reflection related to these topics and model these 

actions. Allow employees reasonable work time to participate in employee affinity or 

learning groups 

• Explore potential underlying, unquestioned assumptions that interfere with equity, 

diversity and inclusiveness; courageously and respectfully bring to light areas of 

opportunities to improve, both individually and systemically.  

• Offer equitable and inclusive access to growth and leadership development, education 

and training opportunities, mentoring opportunities, and other resources.  

• Take swift and appropriate action(s) to stop any and all discrimination and/or 

harassment when it is discovered, consulting Human Resources as appropriate.  

• Ensure that all personnel practices and procedures, including training, hiring, 

promotion, and individual development/competency plans are applied equitably and in 

compliance with Colorado State Personnel Rules and State Personnel System Universal 

Policies.  

 

 

 

All Employees  

 

• Co-create with your colleagues a welcoming, supporting, safe, affirming, and 

respectful work environment; courageously and respectfully bring to light areas of 

opportunities to improve, both individually and systemically.  

• Participate in training regarding EDI with an open mind, and a willingness to work 

toward self-awareness and reflection. Participate in continuous learning, development, 

and training, both internally and externally, regarding EDI.  

• Recognize that we all carry with us conscious and unconscious bias toward others, and 

through awareness, strive to remove any influence of that bias on your work for the 

state and your relationships with colleagues.  
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• Engage in and support respectful dialogue and courageous conversations (even when 

uncomfortable) about racism, privilege, dominant culture, oppression, and historical 

trauma. 

• Accept that mistakes will be made, acknowledged, and learned from, and that this cycle 

is necessary for growth.  

• Offer support and encouragement by honoring each individual's values, beliefs, 

principles, and lived experiences.  

 

V. Laws / Statutes / Executive Order  

 

Executive Order D2020-175 

 

VI. Disclaimer  

 

This universal policy is to assist in standardizing DPA/Division of Human Resources processes 

and policies. Every attempt is made to keep information updated. For additional information, refer 

to the Executive Order D2020-175.  

 

Subsequent revisions to rule or law could cause conflicts in this information. If a rule or law 

conflicts with the information, the law and rules are the official source upon which to base a ruling 

or interpretation. This document is a guide, not a contract or legal advice. If you need advice or 

further interpretation, contact your agency’s HR unit. 
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DNR Public Service Code of Ethics 
 

Our Mission: We manage and conserve Colorado’s natural resources for the benefit of people 

today - and tomorrow.  

 

1. Advance the public interest. Promote the interests of the public and put service to the 

public above service to oneself. 

 

2. Uphold the Constitution and the law. Respect and support statutes, rules, regulations 

and policies, while seeking to improve them to promote the public good. 

 

3. Promote public participation and partnerships. Inform the public about who we are and 

what we do, and encourage active engagement in governance. Be open, transparent and 

responsive, and respect and assist all persons in their dealings with DNR.  

 

4. Strengthen equity, diversity and inclusion. Promote an equitable, diverse and inclusive 

workplace where all employees, community partners, and customers feel valued and 

respected. Respect and value individual strengths to ensure DNR is innovative and 

resilient into the future. 

 

5. Empower adaptive leadership. Empower all DNR employees to anticipate and 

articulate DNR’s future needs to build shared understanding and purpose; encourage 

free exchange of ideas and information; adapt actions through continuous learning; and 

demonstrate accountability through transparent decision-making. 

 

6. Demonstrate personal integrity. Adhere to the highest standards of conduct to inspire 

public confidence and trust in DNR. Abide by the DNR Employee and Supervisor Code 

of Conduct. 

 

7. Promote ethical actions. Promote healthy accountability by empowering all DNR 

employees to attain the highest standards of ethics, stewardship, and public service 

within their individual work and within their teams.  

 

8. Advance professional excellence: Strengthen personal capabilities to act competently 

and ethically and encourage the professional development of others.  

 

We Are DNR – Purpose 

 

Successfully adhering to our code of ethics will enable us to effectively achieve our mission to 

manage and conserve Colorado’s natural resources for the benefit of people today - and tomorrow.  
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DNR’s code of ethics promotes ethical standards, transparency, accountability and excellence in 

achieving our mission by describing specific expectations and behaviors. Our work products, 

public statements, meetings, actions and written communications are often highly scrutinized and 

subject to hundreds of Colorado Open Records Act (CORA) requests per year. Staff in all 

Divisions interact with the public and media daily, and each interaction with each person matters. 

All DNR employees from our frontline workers, field staff, managers and Directors should 

consistently strive to meet and exceed our code of ethics. In doing so, we ensure the work of our 

Department is well represented, we provide an inclusive & positive workplace for all employees, 

and we are better able to meet the mission of DNR to better serve all Coloradans 
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DNR Employee & Supervisor Code of Conduct 
 

Our Mission: We manage and conserve Colorado’s natural resources for the benefit of people 

today - and tomorrow.  

 

The Department of Natural Resources is committed to providing a work environment in which 

employees feel valued and can bring unique strengths to the workplace to fulfill the mission of the 

Department. We are ambassadors of the State of Colorado and DNR, and we are expected to 

conduct our duties with the highest standards of integrity and professionalism. Employees must 

use reasonable judgment and refrain from conduct which reflects unfavorably on the Department 

and State of Colorado.  

 

We will: 

• Be professional, respectful, truthful, and courteous to coworkers, customers, clients, 

partners and contractors at all times 

• Practice self-management and take ownership of personal behaviors, actions and well-

being 

• Ensure all written communications and work products reflect the values of the 

Department and remember that all are subject to open records requests 

• Perform job tasks promptly and effectively and always strive to perform at the highest 

level possible 

• Serve as a positive role model to others and contribute as part of a team 

• Promote an equitable, diverse and inclusive work environment 

• Be responsive to client and coworker requests and needs 

• Accept responsibility for our own work, behavior, and actions 

• Communicate in a professional and respectful manner 

• Resolve conflicts in an appropriate, respectful, timely, and courteous manner 

• Embrace forward-looking innovation and solutions and welcome constructive criticism 

• Treat everyone fairly and demonstrate respect for all people and their ideas 

• Listen actively and share information in an open, truthful, and appropriate manner 

• Avoid conflicts of interest that may harm the reputation of our clients, business 

partners, the Department, and the State of Colorado 

• Practice excellent stewardship of public trust and public resources; adhere to DNR’s 

Public Service Code of Ethics 

• Adhere to all Federal and State laws, State Personnel Rules and policies, and 

Department policies and procedures  

 

Supervisors play a critical role in fostering a work environment where employees feel valued and 

can contribute meaningfully to DNR’s mission. In addition to the Employee Code of Conduct, 

supervisors are also expected to meet the following standards.  
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All supervisors will exhibit the following behaviors:  

• Trust. Communicate openly and honestly with others. Interact with others in a way that 

gives them confidence in one’s intentions and those of the organization. 

• Integrity and Ethics. Behave in an honest, fair and ethical manner while demonstrating 

a sense of responsibility and willingness to admit mistakes. Model the way to create a 

culture of accountability to DNR’s Public Service Code of Ethics. 

• Self Management and Emotional Intelligence. Use self-awareness to take ownership 

and responsibility for behavior, well-being, and professional conduct. Practice empathy 

and build excellent working relationships with others. 

• Culture of Safety and Wellness. Ensure employees have access and are free to use 

safety equipment, safety training, benefits, leave and wellness programs. 

• Inclusion. Promote the free exchange of ideas and information, and value individual 

differences and unique strengths of those on your team. Listen to team members to 

enhance decision-making and innovation and to improve workplace culture. 

• Teamwork. Contribute to shared purpose and goals by creating a culture of teamwork 

within work units, Divisions and the Department. Reach across organizational 

boundaries to share information and to leverage expertise and resources. 

• Performance Management. Communicate clear expectations for employee 

performance and discuss performance expectations early and often with team members 

to ensure accountability. Adhere to DNR’s Performance Management Program.  

• Leadership. Coach and develop others to empower adaptive leadership at all levels of 

the organization. Create, articulate, and drive a vision for how teams can support the 

overall mission. 

• Change Management. Help employees embrace and adopt changes in their day-to-day 

work to achieve mission-critical outcomes. 

• Process Improvement. Eliminate or reduce waste, strengthen processes, and empower 

employees with the tools they need to cultivate continuous process improvement. 
 

 

 
 

 

 

 




