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Disclaimer
Willis Towers Watson has prepared this information solely in our capacity as consultants under the terms of our engagement with you with 
knowledge and experience in the industry and not as legal advice. This information is exclusively for the State of Delaware’s State Employee 
Benefits Committee to use in the management, oversight and administration of your state employee group health program. It may not be 
suitable for use in any other context or for any other purpose and we accept no responsibility for any such use.
Willis Towers Watson is not a law firm and therefore cannot provide legal or tax advice. This document was prepared for information 
purposes only and it should not be considered a substitute for specific professional advice. As such, we recommend that you discuss this 
document with your legal counsel and other relevant professional advisers before adopting or implementing its contents. This document is 
based on information available to Willis Towers Watson as of the date of delivery and does not account for subsequent developments after 
that date. 
Willis Towers Watson shares available medical and pharmacy research and the views of our health management practitioners in our capacity 
as a benefits consultant. We do not practice medicine or provide medical, drug, or legal advice, and encourage our clients to consult with 
both their legal counsel and qualified health advisors as they consider implementing various health improvement and wellness initiatives.
This material was not prepared for use by any other party and may not address their needs, concerns or objectives. This document may not 
be reproduced, disclosed or distributed to any other party, whether in whole or in part, other than as agreed with you in writing, except as 
may be required by law. 
We do not assume any responsibility, or accept any duty of care or liability to any other party who may obtain a copy of this material and any 
reliance placed by such party on it is entirely at their own risk.
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Project overview
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Survey design and participation

7,902 
r e s p o n d e n t s

24% 
o v e r a l l  

r e s p o n s e  r a t e
( 3 3 %  e x c l u d i n g  

S c h o o l  D i s t r i c t s )

7/8 18 4,295
c o m m e n t  

r e s p o n s e s

All benefits-eligible State 
of Delaware employees 

were invited to 
participate in the online 

survey, administered 
from

February 1 – 17, 2023

24% is a statistically 
reliable sample of the 

State of Delaware 
associate population.  

WTW’s average 
response rate is 

around 50%.

Using conjoint 
analysis, a total of 7 
enhancements and 8 

reductions to the 
current 8 benefit 

offerings were tested

Traditional (non-
conjoint) survey 
questions were 

included to collect 
additional insights

54% of all 
respondents provided 
a written suggestion 
for how the State of 

Delaware’s programs 
could better meet 

their needs

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Rewards were selected by State of Delaware core project team with guidance from WTW
Eight rewards were selected to test perceived value

Note: The full-text of the rewards matrix can be found in the appendix.

Reward Element Changes Tested Changes Tested

Health Plan Payroll Contributions +20% +10% --

Healthcare Out-of-Pocket Costs +10% +5% --

Retiree Health Benefits Eligibility Options
More years 
of service 
required

-50% 
spousal 
subsidy

Age 60 for 
retiree 

healthcare
--

Deferred Comp -- +1% match +3% match

Professional Development Budget -- +$2,000

Education / Tuition Assistance -- + $2,500 + $5,250

Lifestyle Spending Account -- +1,000

Base Pay Merit Increase -50% +50%

Trade-offs were tested using conjoint analysis, which is a surveying method used for many years in marketing to capture subjective preferences by asking employees to make trade-offs among program 
features as opposed to assessing the features individually.  It is a more reliable forecast of behavior than traditional survey methods.

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Executive Summary
• Benefits are an important reason employees continue working at the State of Delaware, driven by the pension plan which is ranked 

as the most important reason to continue working for the state. NOTE: Neither this survey nor any other SEBC action has suggested 
any changes to the state pension plan.

• Perceptions of the value of current rewards are well below the US National norm, and are lower for those under 35
– This may be driven by poor perceptions of the competitiveness of base pay, deferred compensation and career development
– While there remains strong support for the competitiveness of health insurance, vacation, flexibility and access to retiree health benefits, 

they are not enough to lift overall perceived value of the benefits program

• Despite strong support for the competitiveness of health insurance, respondents are very sensitive to potential reductions (i.e., 
increased contributions or out-of-pocket costs)

– Premiums (e.g., employee deductions via payroll) appear to be more important to respondents than out-of-pocket costs and there is a 
preference for small, consistent increases vs. larger increases every few years

• Increases to base pay and additions to deferred compensation lead to the largest increases in overall perceived value (and even 
higher for those under 35 years old) and respondents indicate that matching would lead them to increase or begin their own deferred 
compensation contributions

• Access to retiree health care is the 4th most important reason to continue to work for the State. Increasing eligibility to 60 years old has 
the least impact on perceived value and greatest potential for cost savings of changes tested to retiree health care

• NOTE: This is a report of survey findings and is not meant to be a recommendation for plan design or program changes

7© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Key Findings
Overall
 Overall Perceived Value (PV) of 68.1 out of 100 is below the US Norm, and is lower for those 

under 35 and with less than 4 years of tenure
 9 out of 10 say benefits are very important for retention and while most overall say they understand 

benefits, it is lower for younger respondents

Compensation
 Increases to merit, while costly, have the second 

strongest positive impact on PV 
However, reductions in merit save significantly while only 
having relatively moderate reductions in PV

 The large majority (73%) rate base pay below average

Vacation

Almost half rate vacation/holiday as 
above average and more PTO is by 
far the most preferred form of 
recognition

Retirement & Deferred Compensation
 The highest rated reason to continue working for the State is the pension plan and

40% rate it above average (18% rate it below)
 Few feel confident in their retirement savings; especially low for under 35 and black/Hispanic/2 or more 

races
 Adding a 3% match has a very significant increase in PV (+16.7) and a moderate increase in costs; 

even a 1% match has a strong impact on PV
 Few feel deferred compensation is competitive as only 12% rate it above average and 38% rate it 

below

Healthcare & Wellness
 Increases in healthcare premiums and out of pocket costs 

have the largest negative impacts on PV, significantly more 
so than reductions in merit which saves more money

 61% currently rate healthcare as above average, well above norms
 Across every age, many more prefer to pay more in premium and less at 

the point of care and strongly prefer smaller annual premium increases to 
larger increases every 3-4 years

 Just under a third rate wellness and condition management programs 
above average and very few (14%) rate it below

 A 10% reduction in health plan premium is the most preferred wellness 
incentive

 People are looking for more time for wellness activities during the 
workday 

Retiree Healthcare
 Increasing the eligibility for retiree healthcare to 60 years old 

has both the largest potential for short-term savings* and the smallest 
reduction in PV among the retiree healthcare changes tested. It is also 
ranked highest in the direct question asking for preference, with a third 
ranking it the most preferred option

 Overall, 43% rate access to retiree healthcare as above average

Professional Development
 Education/Tuition reimbursement at $5,250 has a similar impact on PV as a 1% Deferred Compensation match, but costs more. Smaller reimbursement of $2,500 or 

a $2,000 professional development budget lead to some of the smallest increases in PV, and just over a third rate career development below average and only 15% rate it above

*See appendix for details on Costing Assumptions; note that the financial impact of 
changes to retiree health benefits eligibility requires further study to evaluate short 
and long term impacts on benefit cost and OPEB liability.

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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71.3

73.3

72.6

69.4

76.1

64.6

65.3

61.5

63.0

57.8

61.2

67.4

68.1

US Norm: 
74.2

9

Baseline perceived value (PV) of current total rewards across 
working groups 

Note: WTW’s norms refer to average Perceived Value scores across all recent clients conducting a similar study in the United States.

Overall

Administrative Services (n=1,868)
Public Safety (n=619)
Labor, Trades & Crafts (n=179)
Health and Human Services (n=1,038)
Cultural & Information Resources Services (n=64)
Engineering, Planning, Technical Services (n=396)

Agriculture, Natural Resources, and Sciences (n=203)
Exempt Official (n=100)
K12 – Teachers (n=1,885)
K12 – Other (n=1,539)
Higher Education (n=551)
Not Specified (n=543)

D
epartm

ent
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Baseline perceived value (PV) of current total rewards across
Length of Service and Age

61.9

62.0

66.2

68.8

70.8

72.3

64.3

65.9

67.4

69.5

70.9

73.2

74.1

68.1Overall

30 years or more (n=361)
25 years to less than 29 years (n=671)
20 years to less than 24 years (n=1,413)
15 years to less than 19 years (n=1,553)
10 years to less than 14 years (n=1,441)
5 years to less than 9 years (n=1,730)
Less than 4 years (n=1,816)

Over 61 years old (n=1,123)
55-60 years (n=1,565)
45-54 years (n=2,937)
35-44 years old (n=2,280)
25-34 years old (n=996)
Under 24 years old (n=84)

Length of Service
Age

Note: WTW’s norms refer to average Perceived Value scores across all recent clients conducting a similar study in the United States.

US Norm: 
74.2

Tenure

Age
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Baseline perceived value (PV) of current total rewards across 
Race/Ethnicity

62.1

64.7

66.1

67

59

68.9

68.1Overall

White (n=6,852)

Two or More Races (n=135)

Hispanic or Latino (n=336)

Black or African American (n=1,434)

Asian (n=183)

American Indian/Alaskan Native (n=38)

R
ace/Ethnicity

Note: WTW’s norms refer to average Perceived Value scores across all recent clients conducting a similar study in the United States.

US Norm: 
74.2
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Trade-off analysis
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Design Alternative Change in PV Savings/Cost

Deferred Comp (Level 3): +3% match 2*

Base Pay Merit Increase (Level 3): +50% 5

Deferred Comp (Level 2): +1% match 1*

Education / Tuition Assistance (Level 3): + $5,250 2

Education / Tuition Assistance (Level 2): + $2,500 1

Lifestyle Spending Account (Level 2): + $1,000 2

Professional Development Budget (Level 2): +$2,000 2

Retiree Health Benefits Eligibility Options (Level 4): Age 60 for retiree healthcare -5*

Retiree Health Benefits Eligibility Options (Level 2): More years of service required -3

Retiree Health Benefits Eligibility Options (Level 3): -50% spousal subsidy -4*

Healthcare Out-of-Pocket (Level 2): +5% -1

Base Pay Merit Increase (Level 1): -50% -5

Healthcare Premiums (Level 2): +10% -3

Healthcare Out-of-Pocket (Level 1): +10% -2

Healthcare Premiums (Level 1): +20% -4

16.7

13.4

9.7

9.3

5.1

4.6

4.2

-4.4

-8.8

-10.9

-13

-13

-14.9

-23.9

-28.6

13

Adding a Deferred Compensation match is seen as highly valuable and is a relatively efficient enhancement given the costs. Respondents are 
highly sensitive to healthcare reductions. Increasing the age requirement to 60 for retiree health eligibility may be an efficient way to reduce costs. 

Isolated Impact of Reward Changes

* More efficient changes

Baseline Perceived Value
68.1

See appendix for details on Costing Assumptions; note that the financial impact of 
changes to retiree health benefits eligibility requires further study to evaluate short 
and long term impacts on benefit cost and OPEB liability.
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Perceived Value by Cost Implication

-5

-4

-3

-2

-1

0

1

2

3

4

5

-30 -25 -20 -15 -10 -5 0 5 10 15 20

Base Pay Merit +50%

Deferred Comp 3% MatchTuition $5,250

Tuition $2,500 Deferred Comp 1% Match

Lifestyle Spending
$1,000

Prof Dev. 
$2,000

Base Pay Merit 
-50%

Healthcare OOP +10%

Healthcare OOP +5%

Retiree Health 
Age 60

Retiree Health
More Yrs Required

Healthcare Premium
+10%

Retiree Health
-50% Sp Subsidy

IMPACT on PERCEIVED VALUE

Healthcare 
Premium 

+20

IM
PA

C
T 

on
 C

O
ST

SA
VI

N
G

S
AD

D
ED

 C
O

ST
S

INCREASE IN PERCEIVED VALUEDECREASE IN PERCEIVED VALUE
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Design Alternative Overall Change in PV Under 35 Change in PV

Deferred Comp (Level 3): +3% match 19.2

Base Pay Merit Increase (Level 3): +50% 15.4

Deferred Comp (Level 2): +1% match 11.1

Education / Tuition Assistance (Level 3): + $5,250 10.6

Education / Tuition Assistance (Level 2): + $2,500 5.8

Lifestyle Spending Account (Level 2): + $1,000 5.1

Professional Development Budget (Level 2): +$2,000 4.7

Retiree Health Benefits Eligibility Options (Level 4): Age 60 for retiree healthcare -5.0

Retiree Health Benefits Eligibility Options (Level 2): More years of service required -9.3

Retiree Health Benefits Eligibility Options (Level 3): -50% spousal subsidy -10.4

Healthcare Out-of-Pocket (Level 2): +5% -13.5

Base Pay Merit Increase (Level 1): -50% -13.7

Healthcare Premiums (Level 2): +10% -15.2

Healthcare Out-of-Pocket (Level 1): +10% -24.3

Healthcare Premiums (Level 1): +20% -28.6

16.7

13.4

9.7

9.3

5.1

4.6

4.2

-4.4

-8.8

-10.9

-13

-13

-14.9

-23.9

-28.6

15

The order of changes in PV is the same for younger respondents, but those under 35 years old are more sensitive to 
enhancements in Deferred Compensation match and base pay 

Isolated Impact of Reward Changes: Under 35 Years Old

Baseline Perceived Value
68.1

Under 35 Perceived Value

62.0

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Non-conjoint items
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While Health insurance is seen as above average by a large proportion of respondents, Career Development, Deferred Compensation and 
Base Pay have many rating below average

Market Competitiveness
Non-conjoint Items

17

When you think of compensation and benefits at other companies where you 
could work, how would you rate State of Delaware on the following programs?

61%

47%

45%

43%

40%

29%

27%

15%

12%

6%

32%

38%

34%

47%

42%

57%

61%

49%

50%

21%

6%

15%

20%

10%

18%

14%

12%

36%

38%

73%

Health insurance

Vacation/Holiday

Flexibility

Access to retiree health benefits

Pension plan

Wellness & condition care mgmt programs

Short- and long-term disability

Career development

Deferred compensation

Base pay

Above Average Average Below Average
Note: Totals may not sum to 100%, due to rounding. 

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Programs supporting discounted personal insurance and reimbursement for gym memberships and 
fitness equipment are most likely to be used, if offered

Benefits: Potential Programs
Non-conjoint Items

18

Which of the following benefits would you be most likely to enroll in or use if the State of Delaware were to add them to your current benefits options? 
Please select up to five (5) options:

50%

45%

43%

42%

33%

26%

22%

22%

21%

19%

15%

13%

9%

8%

7%

5%

Discounted personal insurance

Reimbursement for gym memberships and fitness equipment

Paid time off for bereavement (i.e., beyond current benefit)

Paid time off for caregiving

Long-term care insurance to help with personal needs and daily tasks

Access to LSA* that would be funded by the State

Dependent care services: subsidy for child/elder care

Weight loss medications covered under the health plan

Assistance paying off student loan debt

Access to service to resolve medical claims or find doctors/resources

Dependent care services: access to back-up care

Access to tax-advantaged HSA (HDHP required)**

Other

Onsite personal services

Expanded fertility/family planning benefits under the health plan

None

55-60 years old: 48%
61+ years old: 53%

24 yrs old and under: 45%
25-34 yrs old: 49%

24 yrs old and under: 46%
25-34 yrs old: 37%
Black or African American: 41%

American Indian/Alaskan Native: 35%

24 yrs old and under: 34%
25-34 yrs old: 30%

24 yrs old and under: 29%
25-34 yrs old: 26%

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.

*LSA = lifestyle spending account
**HSA = health savings account; HDHP = high deductible health plan
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Additional PTO is the preferred from of recognition, with a simple “thank you” from managers 
ranking second

Recognition
Non-conjoint Items

19

From the list below, select the forms of recognition that you most prefer. Please select up to four (4) options.

72%

38%

35%

27%

25%

19%

18%

14%

13%

11%

Additional PTO

A simple verbal 'thank you' from my manager

Unique experiences

Team event

Manager recognition for special achievements

Public recognition from senior management

Other

A formal awards ceremony

Peer-to-peer recognition

Online recognition

24 yrs old and under: 85%
25-34 yrs old: 85%

25-34 yrs old: 48%

American Indian/Alaskan Native: 47%
Black or African American: 41%

61+ yrs old: 35%

Asian: 31%

American Indian/Alaskan Native: 32%
Black or African American: 27%

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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The greatest incentives are reductions in healthcare premiums and out-of-pocket costs
Wellness Incentive

Non-conjoint Items

20

From the list below, please select the incentive that would most motivate you to participate in a wellness/condition care management program offered 
through the State of Delaware health plan (not including gym membership discounts). Please select up to three (3) options:

73%

63%

44%

8%

7%

7%

6%

10% reduction in health plan premium paycheck deductions

10% reduction in health plan out-of-pocket copays or co-insurance

Employer contribution to a lifestyle spending account

There is no incentive that would motivate me

A contribution made to the local charity of my choice

None

Other

25-34 yrs old:  55%
Asian: 56%
Black or African American: 58%

American Indian/Alaskan Native: 18%

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Programs providing time for wellness activities during work hours are most likely to be used, if offered
Well-being Support

Non-conjoint Items

21

60%

56%

44%

35%

10%

10%

4%

Time for wellness activities during work hours

Onsite (or nearby) space for physical activity

Onsite (or nearby) medical services or screenings at your work location

Sit-to-stand workstations

Well-being fairs (virtual or in-person)

None

Other

Which of the following health and well-being offerings would you be most likely to participate in, regardless of whether you participate in the State of 
Delaware’s health plan? Please select up to three (3) options.

24 yrs old and under:  71%

American Indian/Alaskan Native: 24%
Black or African American: 22%

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Please rank the options below in order of your most to least preferred by placing a numeric value 1 (most preferred) - 4 (least preferred) in the corresponding box:

Retiree Healthcare

22

19%

32%

23%

26%

24%

31%

24%

21%

24%

24%

24%

28%

33%

13%

29%

25%

Eliminate ret i ree healthcare coverage for any former 
employee…

Require employees to reach the age of  60 before start ing 
to receive ret i ree healthcare benef i ts subsid ized by the 

State

Require more years of  service before becoming el igib le for 
ret i ree healthcare coverage. 

Reduce the healthcare subsidy for spouses of  future 
ret i rees f rom 100% to 50%.

Percentage Ranked
Rank 1 Rank 2 Rank 3 Rank 4

Similar to trade-off findings, the option requiring employees reach the age of 60 before starting to 
receive retiree healthcare benefits subsidized by the State is the most preferred option

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.

Eliminate retiree healthcare coverage for any former 
employee who is not eligible to receive their pension 

immediately upon ending their employment with the State 
but is entitled to receive a pension benefit in the future. 

Note: Totals may not sum to 100%, due to rounding. 
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Generally, there is a preference for a higher paycheck deduction
Healthcare Coverage

Non-conjoint Items

23

Option A:

I pay MORE 
each paycheck 

through a 
deduction and I 

pay LESS at 
the doctor, 
hospital or 
pharmacy.

I pay LESS 
each paycheck 

through a 
deduction and I 

pay MORE at 
the doctor, 
hospital or 
pharmacy.

Option B:

49%

46%

51%

49%

49%

50%

50%

48%

50%

48%

51%

43%

24%

26%

22%

23%

24%

24%

28%

21%

22%

24%

23%

32%

26%

27%

27%

29%

27%

25%

22%

31%

28%

28%

25%

25%

State of Delaware Overall (N=7,902)

24 years old and under

25-34 years old

35-44 years old

45-54 years old

55-60 years old

61+ years old

Highmark DE First State Basic

Aetna CDH Gold

Aetna HMO

Highmark DE Comprehensive PPO

Not Enrolled

Total Prefer A No Preference Total Prefer B

When thinking about healthcare coverage for you and your family, which option would you prefer?

Age

Medical Plan

Note: Totals may not sum to 100%, due to rounding. 

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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24 My benefits package is an important reason I continue my employment with the State of Delaware. 

Total Favorable | Neither | Total Unfavorable

Overall (7,902) 88 8 4

17 The State of Delaware makes adequate use of recognition and rewards other than money to encourage good performance. 

Total Favorable | Neither | Total Unfavorable

Overall (7,902) 14 37 49

25 The work arrangements at the State of Delaware are flexible enough to meet my needs. 

Total Favorable | Neither | Total Unfavorable

Overall (7,902) 70 18 12

Benefits are reinforced as a significant driver of retention
Overall Benefits

Non-conjoint items

24© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Most feel they have a strong understanding of benefits but there are opportunities for improvements 
with younger workers

Understanding Benefits
Non-conjoint items

25

27 I have a good understanding of the benefits available to me and how they work. 

Total Favorable | Neither | Total Unfavorable

Overall (7,902) 76 17 7

24 and under (66) 49* 31* 20*

25-34 (835) 66* 22* 12*

35-44 (1,993) 72* 19* 9*

45-54 (2,605) 79* 15 6*

55-60 (1,393) 82* 13* 5*

61+ (1,010) 80* 15 5*

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.

Note: Totals may not sum to 100%, due to rounding. 
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Some ethnic groups have significantly lower confidence in their understanding of benefits
Understanding Benefits

Non-conjoint items

26

27 I have a good understanding of the benefits available to me and how they work. 

Overall (7,902)

American Indian/Alaskan Native (34)

Asian (163)

Black or African American (1,244)

Hispanic or Latino (290)

Two or More Races (123)

White (6,042)

Total Favorable | Neither | Total Unfavorable

76 17 7

82 18

65* 27* 8

73* 18 9*

67* 22* 11*

67* 17 17*

78* 16 6*

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Retirement Savings
Non-conjoint items

27

28 State of Delaware matches your contributions, up to $500 annually 

Totally Likely | Neither Likely Nor Unlikely | Totally Unlikely

Overall (7,902) 57 28 15

29 State of Delaware matches your contributions, up to 2% of your salary 

Totally Likely | Neither Likely Nor Unlikely | Totally Unlikely

Overall (7,902) 76 17 6

30 State of Delaware matches your contributions, up to 3% of your salary 

Totally Likely | Neither Likely Nor Unlikely | Totally Unlikely

Overall (7,902) 85 11 4

How likely would you be to increase your contributions (or begin contributions) to the 457(b) or 403(b) 
retirement savings plans in the following scenarios?

There is strong interest in contributing to the 457(b)/403(b) with matching contributions, especially 
2% of salary or more

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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While confidence increases with age, not even half of those closest to retirement feel they are on 
track. Employees appear very open to more help in saving, including auto-enrollment

Retirement Savings 
Non-conjoint items

28

32 The State should make it simpler and easier for employees to participate in the 457(b) or 403(b) retirement savings plans by creating an automated 
enrollment process that helps interested employees to quickly and effortlessly begin saving & investing money for retirement.

Total Favorable | Neither | Total Unfavorable

Overall (7,902) 72 25 3

31 I am confident that I am on track to meet my financial retirement goals. 

Total Favorable | Neither | Total Unfavorable

Overall (7,902) 37 31 32

24 and under (66) 29 35 35

25-34 (835) 30* 35* 35

35-44 (1,993) 35 32 33

45-54 (2,605) 36 29 34

55-60 (1,393) 41* 28 31

61+ (1,010) 45* 30 25*

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Retirement Savings
Non-conjoint items

29

31 I am confident that I am on track to meet my financial retirement goals. 

Overall (7,902)

American Indian/Alaskan Native (34)

Asian (163)

Black or African American (1,244)

Hispanic or Latino (290)

Two or More Races (123)

White (6,042)

Total Favorable | Neither | Total Unfavorable

37 31 32

35 38 26

38 40* 22*

25* 34* 41*

30* 32 38

20* 31 49*

40* 30 30*

Some ethnic groups have significantly lower confidence in their ability to meet their financial goals in 
retirement

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Intent to Stay
Non-conjoint items

30

14%

58%

29%

The State of Delaware is lower than the US Norm for indicating intent to stay

I would prefer to remain with the State of Delaware even if a comparable job were available in another organization. 

11%

65%

24%

State of Delaware US National Norm

Total YES Total NO Total UNSURE

Note: Totals may not sum to 100%, due to rounding. 
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Intent to Stay
Non-conjoint items

31

26 I would prefer to remain with the State of Delaware even if a comparable job were available in another organization. 

Total YES | UNSURE | Total NO

Overall (7,902) 58 29 14

24 and under (66) 46 26 28*

25-34 (835) 49* 32 19*

35-44 (1,993) 55* 30 15

45-54 (2,605) 59 29 12

55-60 (1,393) 61* 27 12*

61+ (1,010) 62* 27 11*

Intent to stay increases with age

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Intent to Stay
Non-conjoint items

32

26 I would prefer to remain with the State of Delaware even if a comparable job were available in another organization. 

Overall (7,902)

American Indian/Alaskan Native (34)

Asian (163)

Black or African American (1,244)

Hispanic or Latino (290)

Two or More Races (123)

White (6,042)

Total YES | UNSURE | Total NO

58 29 14

68 24 9

52 38* 10

52* 32 16*

53 32 15

45* 31 25*

59* 28 13

Intent to stay is lower for Black/African American, Asian, Hispanic/Latino, and those who indicate 
two or more races

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Intent to Stay
Non-conjoint items

33

26 I would prefer to remain with the State of Delaware even if a comparable job were available in another organization. 

Overall (7,902)

Administrative Services (1,701)

Public Safety (530)

Labor, Trades & Crafts (158)

Health and Human Services (933)

Cultural & Information Resources Services (61)

Engineering, Planning, Technical Services (361)

Agriculture, Natural Resources, and Sciences (189)

Exempt Official (93)

K12 - Teachers (1,588)

K12 - Other (1,284)

Higher Education (511)

Not Specified (493)

Total Favorable | Neither | Total Unfavorable

58 29 14

56 31 13

42* 32 25*

53 29 18

51* 30 18*

48 30 22

52* 28 20*

44* 36* 21*

62 30 8

58 30 12

72* 22* 6*

60 29 10*

62 25 13

Intent to stay varies significantly across working groups

Favorable (Statistically Significant) Unfavorable (Statistically Significant)

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.

Note: Totals may not sum to 100%, due to rounding. 



wtwco.com

The pension plan, stability and competitive benefits are the top reasons employees continue to work 
for the State

Retention
Non-conjoint Items

34© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.

From the list below, please select the reason(s) you continue to work for the State of Delaware. Please select up to five (5) options:

75%

61%

61%

56%

37%

25%

13%

12%

11%

11%

9%

8%

7%

6%

3%

2%

Pension plan

Stability of the State of Delaware as an employer

A competitive benefits package

Access to retiree health benefits

The people I work with

My pay

Stimulating and challenging work

Connection to our communities

My relationship with my manager

Opportunity to learn and develop my job skills

Other

State of Delaware’s mission, vision and values

Opportunities to advance in my career

Ability to save for the future

Reputation as a great place to work

Recognition for the work I do

24 yrs old and under:  46%
25 – 34 years old: 65%

24 yrs old and under:  48%

24 yrs old and under:  29%
25 – 34 years old: 40%

24 yrs old and under:  40%

24 yrs old and under: 32%
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Spotlight: 25-34 year-olds
• Perceived Value: 25-34 year-olds have a lower perceived value of their current total rewards (62.0 vs. 68.1 for the State 

overall)
• Retention

• 25-34 year-olds are less likely to say they prefer to remain with the State of Delaware (49% vs. 58% overall)
• Consistent with the State of Delaware overall, 25-34 year-old employees indicate that the pension plan, stability and 

competitive benefits are the top reasons they continue to work for the State
• Fewer 25-34 year-olds indicate access to retiree health benefits is a top reason they continue to work for the State

• Benefits:
• 66% feel they have a good understanding of the benefits available and how they work (11 percentage points below the 

State overall)
• Flexibility: 65% feel there is enough flexibility (6 percentage points below the State overall)
• Retirement Savings: Compared to the State overall, they have a significantly more favorable views of a 2-3% retirement 

savings match, as well as automated enrollment. While lower than the overall group, 65% of those 25-34 see pension as 
an important retention driver

• PTO: 21% rate PTO below average vs. just 15% for the overall population.  Additional PTO as recognition is more 
important relative to the overall population

• Other benefits: Assistance in paying off student loans, dependent care services, and lifestyle accounts are more 
important to 25-34 year-olds than the overall population

35© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Comments
Non-conjoint items

36

How could the State of Delaware’s Total Rewards programs better meet the needs of you and your family?

Pay (54%, 2,322 comments)

“Pay needs to stay on track with the rising cost of 
living since we cannot hope to have a good 
reputation as the employer of choice if our 
employees need to work a second job in order to 
meet their families costs and needs. Add Matching 
funds to the 457b deferred comp program would 
also help employees to face the future.”

“Teachers need to be paid more. I have a master's 
degree and yet I work two jobs to make ends meet. 
Teachers are entering the field and leaving at 
staggering rates as they are seeing they can make 
more managing in retail than they do in the 
classroom. Our compensation by no way mirrors, the 
trauma and situations we handle on a daily basis.”

“By not only continuing pay increases, but also 
increasing the pay increases. The increases in 
pay, when they occur, are not keeping up with the 
cost of living, especially with increases to the 
healthcare plan, and Delaware already pays less 
than other states for the same or similar positions. 
It is becoming increasingly difficult to justify staying 
with the state, even though I truly want to, when 
we are not being adequately compensated. A lot of 
the other benefits are valuable to me but pay 
needs to be more comparable to be competitive.”

“Increased wages - especially for lower tier 
employees. The cost of living is always going up, 
but the wages rarely do. No full-time employee 
should ever have to borrow, barter, or prioritize for 
utilities, groceries, and/or medications (not to 
mention rent or mortgage).”

© 2023 WTW. All rights reserved. For WTW and WTW client use only. Not suitable for unintended purpose or use by unauthorized recipient.
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Appendix

Costing Assumptions
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Costing Assumptions

38

Cost Impact
Large cost Neutral Large savings

Reward -5 -4 -3 -2 -1 0 1 2 3 4 5

R
EW

AR
D

 1 L1 Your contribution towards the health plan premium (rate) increases by 20% in the next plan year $325

L2 Your contribution towards the health plan premium (rate) increases by 10% in the next plan year $160

L3 Your contribution towards the health plan premium (rate) remains the same X

R
EW

AR
D

 2 L1 Your out-of-pocket costs for health care increase by 10% for the next plan year $60

L2 Your out-of-pocket costs for health care increase by 5% for the next plan year $30

L3 Your out-of-pocket costs for health care stay the same X

R
EW

AR
D

 3

L1 No change to employee eligibility for retiree healthcare benefits subsidized by the State X

L2 For employees hired since January 2007, require more years of service (i.e., more than 15 years) before becoming eligible 
for subsidized retiree healthcare coverage X*

L3 Reduce the healthcare subsidy for spouses of future retirees from 100% to 50% X*

L4
Require employees to reach the age of 60 before starting to receive retiree healthcare benefits subsidized by the State
(except for employees with an earlier mandatory retirement age). This would not impact when employees can retire and 
receive their pension

X*

RE
W

AR
D 

4 L1 There continues to be no employer match or contribution to your 457(b) [DOE: 403(b)] retirement savings plan X

L2 The State of Delaware matches your contributions to your 457(b) [DOE: 403(b)] retirement savings plan, up to 1% of your 
salary $240

L3 The State of Delaware matches your contributions to your 457(b) [DOE: 403(b)] retirement savings plan, up to 3% of your 
salary $720

RE
-

W
AR

D 
5

L1 No change in professional development X

L2 You are provided with $2,000 in professional development budget to take classes, certifications, etc. $500

RE
W

AR
D 

6 L1 The State of Delaware does not provide any tuition reimbursement X

L2 You are provided with $2,500 in tuition reimbursement per year $250

L3 You are provided with $5,250 (IRS maximum) in tuition reimbursement per year $525

RE
-

W
AR

D 
7

L1 The State of Delaware does not offer Lifestyle Spending Accounts X

L2 State of Delaware begins to offer Lifestyle Spending Accounts of up to $1,000 $500

RE
W

AR
D 

8 L1 Your annual base pay/merit increase is 50% less than what you received in the past for the same level of performance (for 
example your pay increase is 1.5% instead of 3%) $1,800

L2 Your annual base pay/merit increase remains the same X

L3 Your annual base pay/merit increase is 50% more than what you received in the past for the same level of performance 
(for example your pay increase is 4.5% instead of 3%) $5,400

*Cost impact for Reward 3 (retiree health benefits) is organized by the order of magnitude that each reward level 
(L2-L4) could have on the State’s OPEB liability, based on prior calculations by the State’s pension actuary, 
Cheiron, for the Retiree Benefits Study Committee in 2021-2022. The financial impact of these changes requires 
further study to evaluate short and long term impacts on benefit cost and OPEB liability.
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