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Introduction

The State of Delaware is an Equal Opportunity Employer and values a diverse workforce. We strongly
encouragendseekoutaworkforcerepresentativef Delawarejncludingrace,color, religion, age,sex,
national origin, disabilitystatus, genetics, protected veteran status, sexual orientation gender identity, or
expression.

Equal Employment Opportunity (EEO) Statement: The State of Delaware is an Equal Opportunity
Employerandvaluesadiverseworkforce.We stronglyencouragendseekout aworkforcerepresentativef
Delaware including race, color, religion, age, sex, national origin, disability status, genetics, protected
veteran status, sexual orientation, gender identity, or expression.

GovernorEKXaecneydse Order 30, Del awareds Continui
directs that each Executive Branch Agency shall maintain and file annually an Equal Employment
Opportunity/Affirmative Action (EEO/AA) Plan with the Department of Human Resources which is
submittedotheG o v e r @ffice ol ar beforetheendof the calendaryear. Thisreportis acompilationof

the FY24 Executive Branch EEO/AA Report and FY25 Action Plans submitted in compliance with
Executive Order 30.

This report reflects EE@ workforce data for FY24 drawn from the Payroll Human Resource Statewide
Technology Database (PHRST) as of June 30, 20R&. a representation of Executive Branch agencies

only andincludesexemptmerit, andunionemployeedrom thefollowing agenciesAgriculture, Correction,
Education Finance,Healthand SocialServicesHousingAuthority, HumanResourced,abor, Management
andBudget National Guard,Natural Resourceand EnvironmentalControl, Safetyand HomelandSecurity,

State Police, Services for Children, Youth and Their Families, Information Technology, and Transportation
In the total counts, Casual/Seasonal staff are excluded, aglE&idrting focuses solely on falime

equivalent positions. In addition, this report does not delineate gender identifiers other than male/female.

Assignmento respectiveEEG-4 Jobcategoriess baseduponguidelinessetforth by the FederaEEO-4
Guidelines. To simplify and standardize the method of reporting, all jobs are considered as
belonging to one of the following broad job categories: Officials and Administrators, Professionals,
Technicians, Protective Services, Office & Clerical, Paraprofessionals, Skilled Craft, and Service
MaintenanceFor ExecutiveBranchAgenciesjob categoriesareassignedasedn positiondescriptionsand
assignment in the PHRST system. When an Agency does not have jobs in a particedajoBEQtegory,
there will be a notation of NA.

Questions or inquiries regarding the content of this report may be directed to Brian Shannon, Senior
Diversity, Equity & InclusionLeadDataAnalyst,Departmenbf HumanResources)ivision of Diversity,
Equity, and Inclusion at (302) 5®700 or emaibrian.shannon@delaware.gov.


mailto:brian.shannon@delaware.gov
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Leadership Commitment

Executive Branch Cabinet Secretaries have each affirmed their commitment to the Respectful Workplace
andAnti-DiscriminationPolicy; a copy of theirindividually signedcommitments included inthe Appendix
of this report.

Each agencyods initial individual report previde
related functions, organizational chart, and succinct narrative of the status of its accomplishments or
challenges as described in their FY28action plan with emphasis on progress across three key areas: (1)
Management and Supervisory Accountability, (2) Workplace Environment/Climate, and (3) Recruitment
and RetentionThese three areas were derived from common themes emerging across narratives,
aspirationsandaims,from anoverviewof FY23-24 ExecutiveBranchagencyEEOdatareportsandaction
statements.

Additionally, each agencyds report represents w
restructured strategic priorities as illustrated in the Equal Employment Opportunity/Affirmative Action
AnnualReport/PlarRequirement$or ExecutiveBranchAgencies Thethreestrategigrioritiesalign with

the internal DHRDivision of Diversity, Equity and InclusioRlan for 20222025:

9 StrategicPriority 1: Workplace Environment, Climate, and Culture
1 StrategicPriority 2: Managementand Supervisory Effectiveness
9 StrategicPriority 3: ProfessionalDevelopment,Education, and Awareness

The emphasis on the thrkey strategic priorities in FY225 is to construct an efficient process within
whichtoassessnd eval uat @rogeeadovard thg achiewgméns of actionable and measurable
objectives within the short and midrm operating schedule of each agency. Each agency will have the
opportunityto selfassesgs activities,identify andaddresshallengesandwork towardthe eliminationof
barriers over the course of the fiscal year.

Next Steps:

The FY24 data reports and FY25 plans serve as strategic,-aggoted management tools for Cabinet
Secretaries and their respective Departments. The Department of Human ResourceBiarsioihef
Diversity, Equity and Inclusiofeadershigook forwardto ongoingdiscussionsboutthe FY24 Executive
Branch EEO/AA Report anidnplementatiorof the FY25 Action Planwith the Governor anchdividual
CabinetSecretaries
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REGIONAL LABOR MARKET PERCENTAGESVERSUS
DELAWARE LABOR MARKET PERCENTAGES

This report includes Regionabbor Market percentages among the eight EE€ategories which include
officials and administrators, professionals, technicians, protective services, paraprofessionals, office and
clerical, skilled craft, and service maintenance. The Regional Labor Market percentages represent the
availability of Delawareds minority population,
Delawareandthe surroundingegion.Updatedevery10 yearsfollowing the US Censusthesefiguresserve

as a benchmark for assessing representation within our state workforce.

The data on the Regional EED r epr esent ation is derived from t'l
Community Survey 2032018 and 5ear EEO Estimates. The information was prepared by Thomas
Dougherty, Chief, Office of Occupational and Labor Market Information at the Delaware Department of
Labor. These Regional Labor Market statistics will set a baseline for future Delaward E&®gory

reporting beginning in FY21 until new Delaware regional EEf@presentation data becomes available
everylOyearsfollowing the US CensusExecutiveBranchAgencyEmployeedatais obtainedrom PHRST

as of June 30, 2024. The following reflects a brief overview of overall Executive Branch Ageney EEO
workforcedemographics as of June 30, 2024:

Tablel
Minority % of Delaware Labor Market Change
Minority Regional FY23 Delaware FY24 Delaware FY23 vs. FY24 Delaware
EEO-4 CATEGORY
Labor Market % Minority Labor Market | Minority Labor Market | Minority Labor Market
1 Officials &Administrators 25% 20% 30% 1%
2 Professionals 20% 39% 41% 2%
3 Technicians 38% 22% 24% 2%
4 Protective Services 37% 40% 43% 3%
5 Paraprofessional 34% 62% 60% -2%
6 Office & Clerical 31% 41% 44% 3%
7 Skilled Craft 26% 16% 17% 1%
8 Service Maintenance 45% 50% 55% 5%
Table2
Female % of Delaware Labor Market
Female Regional FY23 Delaware FY24 Delaware FY23 vs. FY24 Delaware
E Ca RY Labor Market % Female Labor Market % | Female Labor Market % | Female Labor Market %
1 Officials &Administrators 45% 63% 63% 0%
2 Professionals 59% 66% 67% 1%
3 Technicians 50% 29% 30% 1%
4 Protective Services 19% 19% 10% 0%
5 Paraprofessional 77% 71% 1% 0%
6 Office & Clerical 65% 87% 87% 0%
7 Skilled Craft 6% 3% 4% 1%
8 Service Maintenance 44% 38% 39% 1%

Tables 1 and Z2illustrate the Regional Labor Market percentages versus the State of Delawai# kE&i&force
representation for minorities and females for the past two years, bydg&®©category. The change illustrates either
growth or regression during FY24.



STATE OF DELAWARE

EXECUTIVE BRANCH AGENCIES

FY2024EEO/AA REPRESENTATION SUMMARY

Executive Branch Demographicsat a Glance:

According to theDE QuickFactsf r om t he U. S. Census Bureau, De |l
approximately 989,946 (as of Aprifi12020), to 1,031,890 (as of Jul§, 2023), marking a 4.2% increase.
Among the total, 41.1% are minorities (race and ethnicity) and 51.6% are ferfralesmparison, the
Executive Branch Agency Workforce consists of 40.3% minorities and 52.9% females.

The two largest minority groups residing in Delaware are Black or African Americans (24.1% of the totz
population) and Hispanic or Latino (11.1% of the total population). Contrasting this, the Executive Branc
Agency Workforce consists of 29.7% Black or African Americans (+5.6%) and 4.7% Hispanic/Latinos (
6.4%).

Overall ExecutiveBranch Workforce - Table 3

1 Overall, in FY24 Executive Branch employment levels increased in comparison to FY23, with
approximatelyl2,808ExecutiveBranchemployeescrossll agenciesn FY24 versusl2,560employees
in FY23 for a (1.97%) change.

1 In FY24 minorities(male/femalecombinedyepresente8,162(40.3%)of theS t a 12¢8@8smployee
workforce, a 1.3% increase as compared to FY23.

1 At 6,781, femalesrepresen{52.9%)of theS t a wakfoce,a0.9%increasdrom FY23.

1 Minority femalescomprise3,153or (46.5%)of thefemaleworkforce,and(24.6%)of thetotal
workforce.

1 At 6,027Malesrepresen{47.1%)of theS t a warkforce, ad.9%decreasérom FY23.
1 Minority males compris@,0090r (33%) ofthemale workforceand(15.7%) ofthetotal workforce.

1 Employeesvho voluntarily self-identifiedashavinga disability include229femalesand215malesfor
a total of 444 employees.


https://www.census.gov/quickfacts/DE
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ExecutiveBranch FY2024
EEO-4 Status Report

(Without Casual/Seasonal)

June 30,2024
Table 3
MALE FEMALE TOTALS
TR S - . . Y%aof | . o . . . %af | Total Torl  Minority
LEO-4 CATECORY White | Black HIT.::J Asian I:l:::r w 1:1:]] :[::: Category “:::d White | Black H[]iﬁf Asian I:l:nudﬁ:r AE;I:H 3;?;] F:iﬁ Category l;:::: [ml‘rloyees by hﬁI‘lnl'iEiES by "’xia of
Total Total Category  Category  Category
| Officizle & Administrators | 30 86 1 13 0 ] g | W% pAl 510 182 2 19 0 0 16 6| 834% 1 1301 36 30.2%
2 Professionls 123 M2 51 § 4 j k)] 1655 | 334% f0 1789 104 184 134 3 10 o1 3305 | 66.6% v, 4960 2048 11.3%
3 Techricians 7 il 10 0 4 11 00 | 00.6% A 139 3 12 4 0 1 2 I | 04% 1 74 168 B.)%
4 Protective Sarvices 1238 in 115 2 ] 9 4 003 | 805% hs 191 40 4 i 0 ] 11 84 | 105% ] 2487 1058 11.5%
3 Para Professional 110 167 2 4 0 2 g | 02% 13 i3 360 3 14 0 2 2 76| T0.8% bl 1075 650 60.5%
6 Offics & Clerical 00 30 14 3 0 1 4 160 12.8% 13 500 36 54 13 1 1 i 1092 87.2% 52 1252 554 42%
1 Skeiled Craft 63l 4 Jiy 1 0 ] 17 757 96.4% 12 2 4 2 0 0 ( ( i 1.6% 1 785 131 16.8%
8 Service Mainfenancs 101 a0 g 4 0 1 3 0| 60.8% 11 H 68 3 3 0 2 3 135 | 0% 3 KL 189 H)%
Tatals 4018 1420 264 154 7 K] ] 134 6017 | 471% N5 3628 1388 342 13 4 9 177 6781 52.9% m 12808 5162 0%

Table illustrates the total FY24 workforce demographics for all Executive Branch agencies by race/ethnicity andigéendean overview of the entire State of
DelawareExecutiveBranchEEO-4 Workforceby EEOG-4 job category Thetotal countsin thistabledo notincludecasual/seasonamployee®r employeeshatvoluntarily
selfidentified as having a disability.

Table3 datawereobtainedfromthe PHRSTsystenas of 06/30/2024.
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Labor Market Representation

The following labor market representation tables (Tables 4, 5, anesggctively, illustrate the Delaware
regionallabormarketby demographigroupings Eachtableprovidesabreakdowrby raceandethnicityto
help further illustrate comparisons and crtasulations within each demographic grouping.

Minority Labor Market Representationi Table 4

1 Minority employee®verall(maleandfemale),arehighly representeth the Paraprofessionals
EEO4 job category at (60%), followed by Service Maintenance (55%), and Office Clerical
respectively at (44%). Howeveaninorities continue to experience underrepresentation in the
Technician {14%) and Skilled Craft-9%) job categories, consistent with trends in FY23.

FemaleLabor Market Representationi Table 5

1 Females represent over half the workforce in the following categories: Office and Clerical (87%),
Paraprofessional3 1%), Professional$67%),andOfficials andAdministratorg63%). However,
females are undeepresented in the following categories: Technicia®8%), Paraprofessionals
(-6%), Service Maintenancesdo), and Skilled Craft-2%).

Male Labor Market Representationi Table 6

1 Overall,underrepresentatidor maleemployee®xistsin threeEEO-4 categoriesOffice and
Clerical (-22%), Officials andAdministratorg-18%),andProfessional$-8%)
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Minority Labor Market RepresentationFY2024
Table 4 (Including Raceand Ethnicity)

Comparison to Minority % of Category

. . Minority
o . . Labor MT:_,I_OHtF \-"arianc‘e Hispanic/ . Pacific American Multi
EEO-4 CATEGORY Market % of to Labor Black Latino Asian Islander  Indian Racial
Category
= Market
1 Officials & Administrators 25% 30% 6% 22% 3% 3% 0% 0% 2%
2 Professionals 29% 41% 12% 29% 5% 4% 0% 0% 3%
3 Technicians 38% 24% -14% 16% 3% 2% 0% 1% 2%
4 Protective Services 37% 43% 6% 33% 6% 1% 0% 0% 2%
5 Para Professional 34% 60% 27% 50% 5% 2% 0% 0% 3%
6 Office & Clerical 31% 44% 13% 32% 5% 3% 0% 1% 3%
7 Skilled Craft 26% 17% -9% 9% 4% 1% 0% 1% 2%
§ Service Maintenance 45% 55% 10% 46% 4% 2% 0% 1% 2%
Table5 FemaleLabor Market RepresentationFY2024

(Including Raceand Ethnicity)

Comparison to Minority f Category

. Female
e - = Labor Female % Variance _ Hispanic/ , Pacific American Multi
EEO-4 CATEGORY Market % of to Labor White Black Latino Asian Islander JLTEN] Racial
Category
= Market
1 Officials & Administrators 45% 63% 18% 43% 15% 2% 2% 0% 0% 1%
2 Professionals 59% 67% 8% 36% 22% 4% 3% 0% 0% 2%
3 Technicians 50% 30% -20% 20% 8% 2% 1% 0% 0% 0%
4 Protective Services 19% 19% 0% 8% 10% 1% 0% 0% 0% 0%
5 Para Professional 77% 71% -6% 29% 34% 3% 1% 0% 0% 2%
6 Office & Clerical 65% 87% 22% 48% 29% 4% 3% 0% 1% 2%
7 Skilled Craft 6% 4% -2% 3% 1% 0% 0% 0% 0% 0%
8 Service Maintenance 44% 39% -5% 16% 20% 1% 1% 0% 1% 1%
Table 6 Male Labor Market RepresentationFY2024

(Including Raceand Ethnicity)

Comparison to Minority % of Category

Male
_ Labor Male % of Variance s Hispanic/ ) Pacific American Multi
EEO-4 CATEGORY Market % Category to Labor White Black Lallino Asian Islander Indian Racial
Market

1 Officials & Administrators 55% 37% -18% 27% 7% 1% 1% 0% 0% 0%
2 Professionals 41% 33% -8% 23% 7% 1% 2% 0% 0% 1%
3 Technicians 50% 70% 20% 56% 9% 1% 1% 0% 1% 2%
4 Protective Services 81% 81% 0% 50% 23% 5% 1% 0% 0% 2%
5 Para Professional 23% 29% 6% 10% 16% 2% 0% 0% 0% 1%
6 Office & Clerical 35% 13% -22% 8% 3% 1% 0% 0% 0% 0%
7 Skilled Craft 94% 96% 2% 80% 8% 4% 1% 0% 1% 2%
8§ Service Maintenance 56% 61% 5% 29% 26% 2% 1% 0% 0% 1%

Tables4, 5, and 6 illustratethe variancebetweerthe RegionalLabor Marketand ExecutiveBranchdemographics.
Alsoillustratedis a percentagdreakdowrof demographicepresentatioby race/ethnicitygenderandEEO-4 job
category.

Tables4, 5, and6 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Minority RepresentationTrends FY 22,23,24

Table 7
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Minority Variance of
Labor Market Labor Market Labor Market
1 Officials &Administrators 4% 4% 6%
2 Professionals 10% 10% 12%
3 Technicians -16% -16% -14%
4 Protective Services 3% 3% 6%
5 Paraprofessional 25% 28% 27%
6 Office & Clerical 10% 10% 13%
7 Skilled Craft -10% -10% -0%
8 Service Maintenance 6% 5% 10%
Table8 FemaleRepresentationTrends FY 22,23,24

FY22

FY23

FY24

EEO-4 CATEGORY Female Variance of Female Variance of Female Variance of
Labor Market Labor Market Labor Market

1 Officials &Administrators 17% 18% 18%
2 Professionals 7% 7% 8%

3 Technicians -21% -21% -20%

4 Protective Services 0% 0% 0%

5 Paraprofessional -6% -6% -6%

6 Office & Clerical 22% 22% 22%

7 Skailled Craft -3% -3% -2%

8 Service Maimtenance -5% -6% -5%

Table9 Male RepresentationTrends FY 22,23,24

FY22 FY23 FY24

EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor
Market Market Market

1 Officials &Administrators -17% -18% -18%
2 Professionals -7% -7% -8%
3 Technicians 21% 21% 20%
4 Protective Services 0% 0% 0%
5 Paraprofessional 6% 6% 6%
6 Office & Clerical -22% -22% -22%
7 Skilled Craft 3% 3% 2%
§ Service Maintenance 5% 6% 5%

Tables7, 8, and 9 illustratetrendsfor thepastthreefiscal yearsby comparinghevariance betweethe Regional
Labor Market and Executive Branch demographics for minorities, females, and male employeesbhpEEO

category.
Tables7, 8, and9 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
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APPLICANT PIPELINE

In FY24,49,592 people applied online to Executive Branch agency jobs, an 14.2%* increase from FY23 in
which 43,426 applied. This figure includes applicants for all jobs posted in the Delaware Employment Link
(JobAps) Recruitment System including Casual/Seasonal Recruitments. While most executive branch
agenciesisethe DelawareEmploymentink astheir primaryrecruitmentmechanismi, t ifdpertantto note
thatEducation, National Guard, Housing Authority, and State Pakoeuit on their own platforms

* DelawareStateHousingAuthority(DSHA) andDelawareNationalGuard(DNG)Recruitmentatawasnot availablefor the
FY?23 applicant count, but is included in the FY24 data, partially contributing to the high percentage increase in applicants.
Removing DNG and DSHA data from FY24 still results in a 9.4% increase in total applicants

Figure 10
FY24 Applicant Pipeline by Gender
084 2% 500 1% 2%
100% . o
00%
80%
70% 30277 61% 23999 63% L 247
60%
50%
0%
30%
20% 18551 3794 13331 358 1202 43%
10%
0%
Total Applied Percent Applied Total Qualified Percent Qualified Total Hired Percent
Hired
Male Female Not Identified
Figure 11
FY24 Applicant Pipeline by Minority Status
767 2% 601 2% 48 2%
100%
90%
80% 19218 39%, 14165 38%
o 1339 48%
70%
60%
50%
40%
30% 29607 60% 22889 61%
- 1383 50%
10%
0%
Total Applied Percent Applied Total Qualified Percent Qualified Total Hired Percent
Minority = Non-Minority = Not Identified Hired
Figures10and1li |  ustrate the total applicants who applied

platform, The DelawareEmploymentLink atstatejobs.delaware.gdsy minority statusandgender Furtherillustrated
are the total number of applicants who were found qualified and hired, also by minority status andidgesndeta
represents those who applied to any posted job in FY23, including casual/seasonal jobs.

Figures10and11datawereobtainedfromthe DelawareEmployment.ink (JobApsYyecruitmentsystem anéhternal recordsasof 06/30/2024



https://statejobs.delaware.gov/

STATE OF DELAWARE

EXECUTIVE BRANCH AGENCIES

FY2024EEO/AA REPRESENTATION SUMMARY

Hiring Times
Table 12
Fiscal Year Average Time to Fill (days) Average Time to hire (days)
FY23 56.0 36.0
FY24 51.6 34.8
Change FY23 vs FY24 -4.4 -1.2
Figure 13
FY24 AVERAGE TIME TO HIRE
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Table 12 and Figure 13illustratetheaveragdime in calendadaysit takesto hire for vacantobsand
measurghehiring ma n a geffectiveness makinghires.

T

T

Time-to-Fill is measuredby thenumberof calendaidaysfrom recruitmentpostingto a conditionaloffer

for hire. The current metric is 40 calendar days.

Time-to-Hire is measured by the number of calendar days from the time the referral list of qualified
candidatess createdor the hiring manageuntil a conditionaloffer for hire. Thecurrentmetricis 15
calendar days.

Table12 andFigure 13 datawereobtainedfrom the DelawareEmployment.ink (JobApsyecruitmentsystenasof 06/30/2023.



STATE OF DELAWARE

EXECUTIVE BRANCH AGENCIES

FY2024EEO/AA REPRESENTATION SUMMARY

Recruitment Times

Table 14
Fiscal Year Average Time Request-to; Average Time Closing
Open (days) Date-to- Referral (days)
FY23 5.0 6.0
FY24 4.4 4.0
Change FY23 vs FY24 -0.6 -2.0

Figure 15

FY24 AVERAGE RECRUITMENT TIME
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Table 14 and Figure 15illustratetheaveragdimein calendadaysit takesto postrecruitmentgor vacant
jobsandneasure HROs effectiveness in processing re:

1 AverageTime from Requesto-Openis measuredby the numberof calendadaysit takesHR from the
time they receive a request to fillvacant position until they get the recruitment posted. The current
metric is 2 calendar days.

1 Average Time Closing Dati-Referralis measured by theumber of calendar daysom the time
recruitmentclosesuntil areferrallist of qualified candidatess createdor the hiring manager.The
current metric is 5 calendar days.

Table1l4 andFigure 15 datawereobtainedfromthe DelawareEmploymentink (JobApsyecruitmentsystenasof 06/30/2024.
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Table 16

AGENCY COMPLAINT LOG SUMMARY TABLE FY24
ALL EXECUTIVE BRANCH AGENCIES

Total Complaints by Gender
As of 6/30/24 DOL

Total Complaints by Race/Ethnicity

6/30/24 DOT DOE DOFE DOL DOS DTl \ DDA
Black - African American | 64 12 0 13 0 1 9 1 4 5 0 0 1 1 0 0 6
Asian 2z 0 0 0 1 0 0 1 0 0 0 0 0 0 0 0 0 0
Hispanic/Latinx 5 0 0 2 0 0 0 2 1 0 0 0 0 0 0 0 0 0
Native American/Alaskan Native [ 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Not identified| 19 0 0 2 0 0 0 17 0 0 0 0 0 0 0 0 0 0
Pacific Islander/MNative Hawaiian [ 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Two or more races 3 1 0 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
White] 79 14 0 14 19 2 1 B ] 1 1 2 1 1 ] 1 0 2
0 33 2 2 38 B 5 [ 2 1 2 7 1 0 B

Total Complaints by Employment Status
6/30/24

Non-Merit Exempt| 14
Casual/Seasonal g

0

0

Temp/Contract 1] 0
Total| 170 27

Total Complaints by Category

=
(=A== (=
|b

HDDD—‘D|

Asof6/30/24 DOT  DHR DOE  DOE DOS DTl ! DDA
Informal| 46 7 0 0 0 0 0 7 2 0 5 0 1 0 3 1 0 0
Formal| 118 0 0 30 33 0 2 31 3 5 1 2 0 0 4 0 0 7
External] & 0 0 0 0 2 0 0 3 0 0 0 0 0 0 0 0 1
Total| 170 27 0 30 2 2 38 8 5 3 2 1 0 7 1 0 8

Total Complaints by Type
6/30/24

=
=]
el
=

ADA 4 0 0
Discrimination| 22 0 0
‘Gender 1 0 0
Generic Issue 9 0 0
Other 8 0 4
Harassment 14 0 ]
Hostile Work Environment| 62 1 0 19 15
22 0 0

12 o 1

B 0 3

12 o 4

1] 0 1]

0 33

Merit Rule
Misconduct
Retaliation
Sexual Harassment

Workplace Violence

=
HDDDDDHDDDDDD|U
=

MDDHDDL\:MDDDMD|
HDDDHDDDDDDDD|

Total Complaints by Current Status
As of 6/30/24

Total Complaints by Resolution

As of 6/30/24 DHR DOE DOL DOS DTl \ DDA
To be Determined 0 2 0 0 4 2 2 0 1 0 0 1 0 4
Substantiated| 31 9 0 5 7 0 0 2 2 0 3 0 1 0 2 0 0 0
Unsubstantiated| 110 11 0 18 24 2 2 32 4 3 3 1 0 1 5 0 0 4
Total| 172 1] 30 33 2 2 38 8 5 ] 2 1 2 i 1 1] 8

Table 16 illustratestotal complaintsoy genderyace/ethnicityemploymenstatus categorytype,statusand
resolution for each agencyable 16 data were obtained from agency internal records during FY24.
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Table 17

FY 23-24 EEO REPORT KEY OBSERVATIONS

TYPE 2023 2024 PERCENT
Total Percent Total Percent CHANGE
DISCIPLINES

Total Female Non-Mmority Disciplines 77 17% 122 19% 58%
Total Female Minority Disciplines 124 27% 199 31% 60%
Total Male Non-Minority Disciplines 137 30% 169 26% 23%
Total Male Minority Disciplines 121 26% 154 24% 27%
Total Disciplines 459 100% 644 100% 40%

SEPARATIONS
Total Female Non-Mmority Separations 449 27% 346 23% -23%
Total Female Minority Separations 464 28% 435 29% -6%
Total Male Non-Minority Separations 446 27% 411 27% -8%
Total Male Minority Separations 307 18% 303 20% -1%
Total Separations| 1666 100% 1495 100% -10%

NEW HIRES

Total Female Non-Minority New Hires 631 28% 522 23% -17%
Total Female Minority New Hires 797 36% 626 28% -21%
Total Male Non-Minority New Hires 445 20% 597 27% 34%
Total Male Minority New Hires 367 16% 481 22% 31%
Total New Hires| 2240 100% 2226 100% -1%

PROMOTIONS
Total Female Non-Minority Promotions 450 26% 550 26% 22%
Total Female Minority Promotions 370 21% 435 21% 18%
Total Male Non-Minority Promotions 614 36% 693 33% 13%
Total Male Minority Promotions 290 17% 403 19% 39%
Total Promotions| 1724 100% 2081 100% 21%

Table 17 displaysthetotal numberof disciplines separationspewhires,andpromotionshy genderand
minority status for all Executive Branch Agencies.

Table17 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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Conclusion

Thecomprehensivenformationpresentedh this reportdemonstrateto internalandexternalstakeholders

that the State of Delaware is committed to achieving a workplace culture that fully embraces diversity,
equity, and inclusion. The best strategy to promote an inclusive workgdi@eeof discrimination is to

|l ead, plan, educate, engage, and communicate th

The FY24 report required EEO/AA leads from each Executive Branch agency to review and discuss with

theirrespectiveCabinetSecretaryhe EEO/AA dataworkbooksandFY24 Action Plans thetype of support

and resources needed to attain the strategic priorities outlined in the individual agency plans and gain the
Cabinet Secretarybés commitment to actively purs
objectives outlined in the plan. This process facilitates a system of accountability and ownership to effect

change.

The focus on three key strategic priorities in F¥X22Bis illustrated in the Equal Employment
Opportunity/AffirmativeAction AnnualReport/PlarRequirement$or ExecutiveBranchAgenciesand
further outlined in this report. The three strategic objectives are:

1 StrategidPriority 1: WorkplaceEnvironmentClimate,andCulture
i StrategidPriority 2: ManagemenandSupervisoryEffectiveness
i StrategicPriority 3: Professional DevelopmerEducationandAwareness

The aims outlined in each agencybds FY25 Action
Administrationto setachievablefransformativeculturechangescrossExecutiveBranchagencies.

The DHR Cabinet Secretary and Chief Diversity Officer are scheduled to meet regularly with each agency
CabinetSecretaryandHR Directorto monitorcompliancewith theindividuala g e n EEYDB\A reportsand
identify opportunities to address workforce diversity, equity, and inclusion matters.

For more information please contact:
DelawareDepartmenbdf HumanResources
Office of Diversity and Inclusion

13 Reads Way, Suite 201

New Castle Delawarel 9720

Phone: (302) 57#8700

Email: DHR_Diversity@Delaware.gov
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SECTION I: POLICY STATEMENT

Includedwith this Reportis the official declaratiorof the stateexecutivebrancha g e n @omnitenento EEOand
the Respectful Workplace and Afdiscrimination Policy (RWAD), dated and signed by Michael T. Scuse.
ExecutiveOrder30 (AppendixA) is alsoattachedo this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

The Department of Agricultureds personnel diffic
hard to fill,and we do not have thv®lume ofapplicants that we sa®%10 years agd/ith recentsalaryincreases,
state positions feel more competitive. Last year we reported that increased vacancies in state positions were
providing opportunities for those looking to fast track their career. We saw employees quickly promoted into
managemeruat otheragencieswherethatpathmight havetaken10yearsbefore.Of coursewe hopethosenovice
managers do well. Weodre also proud that our staf
We madean effort to educatestaff abouttheseopportunitiego boosttheir careersMost of thosetakingadvantage

of these programs are women.

Our Timeto-Fill and Timeto-Hire metrics increased. These metrics are likely increased by some of our hard tc
positions being frequently extended and the logistics of interviewing@is i t i ons with spec
hiring of minorities increased over previous years, though it is still below the percent qualified. Some of this
probablyreflectslower interestfrom minoritiesin productionagricultureandnaturalsciences$ patternsalsoseenn
higher education in Delaware. Interestingly, 18% of applicants this year did not disclose their minority status,
compared to almost zero last year. This could mean that our true minority hiring figures are higher, even doul
(doubtful, but possible), what we know. DDAOGs hi
new hires last year, individual hiring decisions have an outsized impact on our percentages and can create w
swings year to year. As an absolute number, our minority hires increased 75%.

DDA worked with DHR on a maintenance review of fiscal and trainer positions which we believe will greatly
benefitretention DDA usedall platformsof socialmedia(Twitter, Facebookl.inkedIn, HandshakeandGlassdoor)
onjob postings DDA staff participatedn the careerfairs organizedoy DHR, Universityof Delaware SmyrnaHigh
School Future Farmers of America (FFA) and the State FFA Convention. DDA also hosted interns from FFA .
participated in the Department of Statebs FLII P
student from Lake Flaseelsarningprogram aB8ccplamto host siorenrotihhekuture.

One interesting observatiaf our personnel data is that tBepartment oAgriculture has been fairly successful at
hiring female staff in many roles, but strugglesit@ minorities. We believe one reason for this is that Departme
of Agriculture staff tend to reflect those in the agriculture industry as a whole. Minority participation in agricult
is atopicreceivinggreatattentionnationally.Hiring staffwith experiencen agriculturemakessensepecause¢hose
individuals often have the skills we need. Also, agriculture is often described as a family affais &yyuical for
some family members to be directly involved in farm operations while others play support roles which, in moc
times,includeearningexternalincomeandmedicalbenefitsto supportthe farm/family. It is naturalfor peopleto be
attracted to careers at our department where they can fill that need while helping the industry they love.



STATE OF DELAWARE

Department of Agriculture (DDA)
FY2024/FY2025EEO REPORT AND ACTION PLAN

Over the longterm, we would expect that as the demographic makeup of agriculture change, that of our staff \
follow. We have several initiatives that seek to increase the involvement of underserved populations in agricu
We continue planning an incubator farm in coordination with Delaware State University and Delaware Techni
andCommunityCollege.We supportedhefirst Black FarmersConferencendtheannualSmallFarmsConference

at DSU. We created a new equipment loan program targeting new farmers. And we offered two grant prograr
through the Delaware Farm and Food Policy Council to support local food systems. We hope that these will
train, and support a new generation of diverse farmers entering the industry fréaimdrackgrounds.

DEPARTMENT SUMMARY ‘

Name of Division # of Employees
Administration 14
Agricultural Compliance 7
FoodProductdnspection 17
ForestService 19
HarnesRacingCommission% Standardbre&acing 8
PesticideCompliance 8
Planning 3
Plantindustries 11

Poultry& Animal Health
ThoroughbredRacingCommision
Weights& Measures
NutrientManagement
AglandsFoundation

TOTAL 114

Nfo1joo|oT| N
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RESPONSIBILITIES FOR IMPLEMENTATION:

The Secretary of Agricultures oversees the i mple
that it is implemented promptly and effectively. The HR Administrator, Debbie Carey, (3025698
Debbie.Carey@delaware.gomaplementghe Affirmative Action Planandensureshatmanagersollow federaland
state | aws, regulations, and executive orders. T

1 Carryoutall EEO/AA functionsfor the Departmentincludingthosedutiesandobligationsdescribedn
Executive Order Number 30.

1 EnsurethatAffirmative Action effortsareincludedin the Performancd’lansof managerandsupervisorso
that they can be held accountable.

1 Analyzestatisticaldatato determingoroblemareasandDepartmenneeddor Affirmative Action andworkforce
diversity planning.

1 Developstrategiesnda planof actionto correctspecificEEO problemareaswithin the Department.

1 Assistmanagersn theirunderstandingndcompliancewith EEO/AA.

1 Investigateandfacilitate theresolutionof discriminationcomplaints.

1 Meetwith managers/supervisots assurecompliancewith the EEO/AA andfair employmenpractices.

1 Reviewtheprocesof selectingcandidatesor all positionsto determingf artificial barrierspreventthe
advancement of women and minorities.

1 Inform and updatenanagemenn currentdevelopments equalemploymentaw.

1 Promoteequalopportunityfor all employeesn trainingandadvancement.

ORGANIZATIONAL CHART:

Claire DeMatteis Michael T. Scuse

Secretary Secretary
DHR Agriculture

Debbie Carey
HR Administrator
DHR/DDA
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SECTION lI: FY23 ACCOMPLISHMENTS : JULY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employeesvorking on-siteand

remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Priority

Objective

Measuresof
Success/Key

Responsible

StepsTaken

Status

Results

SR1 No overallworkplace | Continue a positive | None *1 Complaintthisyear. Ongoing
environment/climate | work environment o Employeeresigned
Goall issues need to be with zerocomplaints, A RegardingClearjob
addressed. increasing employee responsibilities and
satisfaction and communication.
retention. A Opendoorpolicy
A Exitinterviewswith
Secretary Scuse
0 Secretary
engagesvith
employees
SR1 Continueandincrease| Participatén None Ongoing
outreach to groups of| 4 careeffairs,host4
Goal2

underrepresented
Delawareans to
increase their
participation in
agriculture as a
profession and at
Dept of Agriculture
as a workplace.

interns

Seek other
collaborationsvith
underrepresented
groups/schools.

Increaséniring of
underrepresented
candidates at all
levels.

*Internaljob fairsto schools
Smyrna
UD- Scusewasa speaker
*AttendedGovernord-air
*Hired 1 internsfor theyear
*Try tohireatleast2 in
secretaryds o
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasananagemerandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield

roi

gorous

wor kf or ce

out comes

and attai

nment

of

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic . sleE s Responsible
. Objective Success/Key StepsTaken Status
Priority Group
Results
SR2 Reducgheamount | Reduce the Hiring managers {1 Conservatiotiechs Ongoing
Goall of time to fill number of (Hard to fill)
vacant positions | average o Approval for
which could result | number of blar(')lketsalary
in losing highly | daysfrom 26 (95%)
. . 0 Hired2
skilled candidates.| to 20 days. o Started
interviewing
back in
February.
SR2 Increase 100% Administration/HR 1 New supervisory Ongoing
Goal2 manager/supervisg completionof curriculumin DLC
knowledge of manager I ForwardingCultural
management resource heritage Month
resources and training, Information
training available | topics T Encourage staff to
to them including’i part|.CIpaten monthly
webinars offered by
Per.formanc.e DE&I
review, merit
rules,
employee
assistance
program,
ADA, and
cultural
diversity and
inclusion
SR2 Recruit staff to Recruit at Administration, . GEAR-lemployee Ongoingas
Goal3 participate in the | least2 staff Managers, HR signed up long as
GEARContinuous 0 1lonwaiting | program is
Improvement list (onlyone | offered
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Practitionerland can

Frontline participate)

Leadership f DelawareLEAD

programs o 2 managers
participating

1 LeadershifEssentials
0 1employee
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education, and Awareness

Enhance and providarofessional, personal, and leaderstepelopment programs to advance the success of all employe
acrosghelife cycleof their careerswith akeyfocuson equitableenrollmentandparticipationin professionatdevelopment,

engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic
Priority

Objective

Measuresof
Success/Key
Results

ResponsibleGroup

StepsTaken

SR3 Continue our Increase Managers/supervisors lemployednMa s t e | Ongoing
Goall tuition employee HR program
reimbursement | participatiorby at Never denied anyone
program. least one each from participatinglhave
year. enough resources)
Sendoutemailreminder
to thewholedepartment
and talk about it in
managers meeting
Talk about it an
employeeecognitions
events
Generallyhavel-2 each
year
0 Most4atone
time
SR3 Recruit staff to Recruitatleast2 | Administration, GEAR-1employee Ongoing
Goal2 participatén the staff Managers, HR signed up aslongas
GEAR o lonwaitinglist | program
Continuous (only one can | s ifered.
Improvement participate)
Practitioneand DelawareLEAD
fac I. 0 2 managers
Frontline _ participating
Leadership LeadershifEssentials
programs 0 1lemployee
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SECTION IV: WORKFORCE ANALYSIS

Department of Agriculture WORKFORCE ANALYSIS OVERVIEW:

The Department of Agriculture is underrepresented in six-BE@tegories but only has 119 employees, so
opportunitiego changeheir demographicarelimited. Minorities represeni5% of the DDA workforce,down 1%
from last year.

Below areobservabldrendsthataffectD D A @pportunityto increaseliversityin its workforce:

A DDA employeesatisfactiorandretentionlevelsarehigh. However thehigh retentionratelimits recruitment
which provides opportunities tocrease diversitiyDDAG6s r el ati vely small si
limits internal promotional opportunities, especially when considering the high employee retention rate
Themostcommonexplanatioremployeegrovidefor leavingis salaryandalack of promotional
opportunities.

A DDA requiresmanagerso participatein DE&I-relatedtrainingeveryyear.

A DDA hiring tends to reflect the minority composition of the agriculture industry because those candidat
oftendemonstratgreaterinterestandknowledgeof Departmenprogramsandthe specificskills we seek A
drawback of generalized position descriptions (such as environmental scientist) is that a candidate tha
technically qualified may not have the specific science background wesuehdas an air quality scientist
applying for a plant science role.

A Wwith limited personnelit is difficult for DDA to attendjob fairs andothereventsthatwould attracta diverse
talent pool. However, DDA staff participated in four job fairs hodted two interns from minorifpcused
programs. Providing staff time for this work is always a challenge.

A Recruiting and retention have been difficult for the Meat Inspector classification. This classification is
designatedsessentiahndrequiresspecializedrainingin orderto obtaintherequiredfederallicense.lt is
difficult to compete with USDA which offers higher salaries.

A Competitionis high from otherStateAgenciesandthe FederalGovernmenin theindustryin which DDA
functions.

A SeveralSeasonahgricultural Commoditylnspectorsareon-call positions which makest difficult to attract
applicants.

A Weights and Measures and Conservation Technicians receive training from DDA to become CDL drive
Suchemployeesrethenoften promotedcompetitivelyto otheragenciesvhich alsohire CDL drivers,such
as DELDOT and DNREC.

A DDA workswith somelocal agricultureprogramsandis interestedn partneringwith morediverseschools.

In summary, DDA succeeds in creating a wenkironment that results in overall employee satisfaction and
retentonHowever, DDAO6Gs resources are | imited, and th
positions as vacancies occur. Partnering with Delaware State University and tt&chiagih Pathways programs to
offer internship/job shadowing opportunities could help to expose students to theiDMOrR.6 s wor kf o
planningandsubsequentecruitmenteffortsshouldbe broadin scopebutfocuson positionswith high turnoversuch
as Meat Inspectors, Weights and Measures, and Conservation Technicians.
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Department of Agriculture DEMOGRAPHICS AT A GLANCE:

Thetotal numberof Agriculture EEO-4 eligible employeessof June30,2024,is 114.

The Agriculture EE®4 workforce demographic data reflect the race/ethnicity and gender representation of the
Agriculture workforce based on the total number of employees within the eighédEEB@gories (Appendix B).
AnalysescompareAgricultureworkforcedemographico theavailableDelawareregionallabor marketstatisticsby
race/ethnicity and gender. Agriculture does not hire in the-Parf@ssional and Service Maintenance O
categories.

Thefollowing summaryof findingswasderivedfrom this data:

Minority Representation:

1 Minoritiesrepresenfi5% of thetotal Agricultureworkforce,a 1% decreasérom FY23.
1 Minorities areunderrepresenteth thefollowing EEO-4 categories:

Officials & Administratorg(-17%)
Professiona(-17%)
Techniciang-8%)
ProtectiveServiceq-37%)

Office & Clerical (-18%)

Skilled Craft (-26%)

O O O0OO0O0Oo

FemaleRepresentation:

1 Femalesepresenbl1%of thetotal Agricultureworkforce,a 4% decreaséom FY23.
1 Femalesareunderrepresentech thefollowing EEO-4 categories:

Officials & Administratorg(-7%)
Professional§-1%o)
Techniciang-21%)
Skilled Craft (-6%)

(ool lNe)

Male Representation
1 Malesrepresenti9% of the Agricultureworkforce,a4%increasdrom FY23.
1 Malesareunderrepresenteth thefollowing EEOG-4 categories:

o ProtectiveServiceg-31%)
o Office & Clerical (-29%)
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEMALE 0

: . %of | —_— . . . Y%of | 0 ota 10

FEO-4 CATEGORY Hipnic/| | . | Pacc |Ameriom| Mui | Totl Disabled | Hipnic| | | Pacc |Ameriom| Muki | Tot ey ol )M
B I I e e e R T B e B e N e R sy ey Murtsly 0
1 Offcds & Adminisaors|_ 8 | 0 | 0 | 0 | 0 | 0 | 0 | 8 | e | 0] ¢ [ 0] 1t [0 o0 0 05 |® [ 0] b I | %
2 Proessonds ] 1 | 1 [0 [0 | t o | m e ] 1 [ 5 o] 1 ] 2 [0 0 0| % | %[ 0] o i 1%
3 Technicius 6 | 3 0l 0 | 0 o o0 | » [ we [0 3 [ 2 | 2 [ 1t [0 [ 0 | 0| s | | 0| 7 5| %
4 Protective Services 0 0 0 0 0 0 0 0 0% 0 2 0 0 0 0 0 0 ) 100% 0 2 0 0%
SPaaPoksiond |0 |0 | 0 | 0 [ 0 [ 0 | 0 [ o | ® [0 [0 0 [0 [0 [ 0 [ 0 [ 0 0 %[0 ] [ %
§OMced Cercd | 0| 0 | 0 | 0 | 0 | 0 | o0 | o [ o [ 0] 5 | 1 [0 o0 0o 0 1 [ 5 || | 55 1 [ 1%
7 Skied Ca . 0 [ 0 [ 0 [ 0 [ 0 [ o [ s [ww%| 0 [0 | 0 | 0 | 0 | 0 | o0 [0 | 0 [ [0 g 0 %
ServiceMamennce |0 0 | 0 | 0 [ 0 [ 0 [ 0 | o [ e [0 [ o 0o [0 o o [ ol 0o o [ w3 ] | o
Tot ® [ 4 [ 1 [ 0 [ 0 [ 1 [ 0 [ % [ ® ] 1 [ & [ 3 [ & [ 3 [ 0 [ 0 [ 1 [ % [ %] 1 [ 1N T 1%

Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender.Thisis anoverviewof the entireEEO-4 Workforceby EEO-4 job
category.

Tablel datawere obtainedromthe PHRSTsystenasof 06/30/2024.
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Minority Labor Market RepresentationFY24

(Including Raceand Ethnicity)
Table 2

Comparison to Minority % of Category

. . Minority
o Labor LII;?OI'IW Val'ianc‘e ) Hispanic/ . Pacific = American Multi
EEO-4 CATEGORY Market % Ca;:;:l'v to Labor Black Latino Aslan Islander Indian Racial
: Market

1 Officials & Administrators 25% 8% -17% 0% 8% 0% 0% 0% 0%

2 Professionals 20% 12% -17% 2% 4% 4% 0% 2% 0%

3 Technicians 38% 30% -8% 19% 7% 4% 0% 0% 0%

4 Protective Services 37% 0% -37% 0% 0% 0% 0% 0% 0%

5 Para Professional 34% 0% NA 0% 0% 0% 0% 0% 0%

6 Office & Clerical 31% 13% -18% 7% 0% 0% 0% 0% 7%

7 Skilled Craft 26% 0% -26% 0% 0% 0% 0% 0% 0%

8 Service Maintenance 45% 0% NA 0% 0% 0% 0% 0% 0%

FemaleLabor Market RepresentationFY24

Table3 (Including Raceand Ethnicity)

Comparison to Minority % of Category

’ Female
EEO.4 CATEGORY Labor Femarle % Variance Whi Black Hispanic/ Asi Pacific American Multi
B Market % Catzg ory to Labor Vhite ¢ Latino Asian Islander Indian Racial
* Market
1 Officials & Administrators 45% 38% -7% 31% 0% 8% 0% 0% 0% 0%
2 Professionals 59% 57% -1% 51% 0% 2% 4% 0% 0% 0%
3 Technicians 50% 30% -20% 11% 7% 7% 4% 0% 0% 0%
4 Protective Services 19% 100% 81% 100% 0% 0% 0% 0% 0% 0%
5 Para Professional T7% 0% NA 0% 0% 0% 0% 0% 0% 0%
6 Office & Clerical 65% 100% 35% 87% 7% 0% 0% 0% 0% 7%
7 Skilled Craft 6% 0% -6% 0% 0% 0% 0% 0% 0% 0%
8 Service Maintenance 44% 0% NA 0% 0% 0% 0% 0% 0% 0%

Male Labor Market RepresentationFY?24

Table 4 (Including Raceand Ethnicity)
Comparison to Minority % of Category
Male
. Labor Male % of Variance _ Hispanic/ ) Pacific American Multi
EEO-4 CATEGORY Market % Category to Labor White Black Latino Asian Islander Indian Racial
Market
1 Officials & Administrators 55% 62% 7% 62% 0% 0% 0% 0% 0% 0%
2 Professionals 41% 43% 1% 37% 2% 2% 0% 0% 2% 0%
3 Technicians 50% 0% 20% 59% 11% 0% 0% 0% 0% 0%
4 Protective Services 81% 0% -81% 0% 0% 0% 0% 0% 0% 0%
5 Para Professional 3% 0% NA 0% 0% 0% 0% 0% 0% 0%
6 Office & Clerical 35% 0% -35% 0% 0% 0% 0% 0% 0% 0%
7 Skilled Craft 94% 100% 6% 100% 0% 0% 0% 0% 0% 0%
8§ Service Maintenance 56% 0% NA 0% 0% 0% 0% 0% 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a
percentage breakdown of demographic representation by race/ethnicity, gender, ah¢bBESegory.

Tables2, 3, and4 datawereobtainedfrom the PHRSTsystenmasof 06/30/2024.
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Minority RepresentationTrendsFY22,23,24

Table5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Labor Minority Variance of
Labor Market Market Labor Market
1 Officials &Administrators -10% -17% -17%
2 Professionals -20% -13% -17%
3 Technicians -13% -6% -8%
4 Protective Services 23% -37% -37%
5 Paraprofessional NA NA NA
6 Office & Clerical -19% -25% -18%
7 Skilled Craft -26% -26% -26%
8 Service Maintenance NA NA NA
FemaleRepresentationTrends FY22,23,24
Table 6
FY22 FY23 FY24
EEO-4 CATEGORY Female Variance of Female Variance of Female Variance of
Labor Market Labor Market Labor Market
1 Officials &Administrators -2% -7% -7%
2 Professionals -1% 0% -1%
3 Technicians -4% -2% -20%
4 Protective Services 21% 31% 81%
5 Paraprofessional NA NA NA
6 Office & Clerical 29% 29% 35%
7 Skilled Craft -6% -6% -6%
8 Service Maintenance NA NA NA
Male RepresentationTrends FY22,23,24
Table7
FY22 FY23 FY24
EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor
Market Market Market
1 Officials &Administrators 2% 7% 7%
2 Professionals 1% 0% 1%
3 Technicians 4% 2% 20%
4 Protective Services -21% -31% -81%
5 Paraprofessional NA NA NA
6 Office & Clerical -29% -29% -35%
7 Skilled Crafit 6% 6% 6%
8 Service Maintenance NA NA NA

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographics for minorities, females, and male employees-4éyobE@tegory.

Tablesb, 6, and7 datawereobtainedfrom the PHRSTsystemasof 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table8

Total Complaints by Gender Total Complaints by type

Male 0 ADA 0
Woman 1 Discrimination 0
Other ] Gender 0
Total 1 Generic Issue 0
Harassment 0
Total Complaints by Race/Ethnicity Hostile Work Environment 1
Black - African American ] Merit Rule 0
Asian 0 Misconduct 0
Hispanic/Latinx 0 Retaliation 0
Native American’ Alaskan Native 0 Sexual Harassment 0
Not Identified 0 Workplace Violence 0
Pacific Islander/Native Hawaiian 0 Total 1
Two ot more races 0
White 1 Total Compaints by Current Status
Total 1
Closed
Total Complaints by Employment Status Total 1
Merit 0
Non-Merit Exempt | Total Complaints by Resolutio
Casual'Seasonal 0 To be Determined 1
Total 1 Substantiated 0
Unsubstantiated 0
Total Complaints by Category Total 1
Informal 1
Formal ]
External 0
Total 1

Table 8illustratestotal complaintsby genderrace/ethnicityemploymenstatus categorytype,status andresolution.

Table8 datawereobtainedfrom agencyinternal recordssubmittedo the Division of Diversity & Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24 EEO REPORT KEY OBSERVATIONS

PERCENT
TAEE Total Percent Total Percent CHANGE
DISCIPLINES
Total Female Non-Minority Disciplines 0 0% 1 50% 0%
Total Female Minority Disciplines 0 0% 0 0% 0%
Total Male Non-Minority Disciplines 0 0% 1 50% 0%
Total Male Minority Disciplines 0 0% 0 0% 0%
Total Disciplines 0 0% 2 100% 0%
SEPARATIONS
Total Female Non-Minority Separations 13 52% 12 48% -8%
Total Female Minority Separations 2 8% 4 16% 100%
Total Male Non-Minority Separations 8 32% 8 32% 0%
Total Male Minority Separations 2 8% 1 4% -50%
Total Separations 25 100% 25 100% 0%
NEW HIRES
Total Female Mon-Minority New Hires 15 58% 7 32% -53%
Total Female Minority New Hires 3 12% 2 Q% -33%
Total Male Non-Minority New Hires 6 23% 12 55% 100%
Total Male Minority New Hires 2 8% 1 5% -50%
Total New Hires 26 100% 22 100% -15%
PROMOTIONS
Total Female Mon-Minority Promotions 5 45% 12 55% 140%
Total Female Minority Promotions 2 18% 0 0% -100%
Total Male Non-Minority Promotions 3 27% 10 45% 233%
Total Male Minority Promotions 1 9% 0 0% -100%
Total Promotions 11 100% 22 100% 100%

Table 9 displaysthetotal numberof disciplines separationsjewhires,andpromotionsby genderandminority

status.

Table9 datawere obtainedromthe PHRSTsystenas of 06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10
Training by Gender
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Figures 10-12 displaythetotal numberof attendees$or D&I -relatedtraining coursesy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfrom the DelawarelLearningCenter(DLC) systemasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

Total Female

Total Non-Minority Female

Total Minority Female

Total Male

Total Non-Minority Male

Total Minority Male

Total Emplovees Requesting Tuition Reimbursement

o= = o |uw | w

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby genderandminority status.

Table13datawereobtainedfrom agencyinternal recordsduring FY24.

Disabilities Summary
Table 14

DISABILITIES SUMMARY

Total Emplovees Self-Identified or Disclosed Disabled
Total Request for Accommodations

Total Request Accommodated
Total Selectrve Placement Candidates Interviewed
Total Selective Placement Candidates Hired

O | = | =

Table 14displays the total number of employees who requestedmmodations, the total number of accepted
accommodations, the total number of employees whadssitified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgramandthetotal numberof employeesiredeithervia the
Selective Placement Program.

Table14 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Good Average Below Average Poor Total
Percentage Total # Percentage Total #Percentage Total # Percentage Total #Percentage Total #Percentage Total #
American Indian or Alaska Native 0% 0 100% 1 0% 0 0% 0 0% 0 8% 1
Asian 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Black or African American 0% 0 50% 1 0% 0 50% 1 0% 0 17% 2
Hispanic or Latino 0% 1] 0% 1] 0% 1] 0% 1] 0% 0 0% 0
Mative Hawaiian or Other Pacific

Islander 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Two or More Races 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
White 22% 2 22% 2 44% - 1% 1 0% 0 75% 9
Prefer Mot to Identify 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Total 17% 2 33% 4 33% 4 17% 2 0% 0 100% 12

Answered 12

Skipped 1

Table 15 illustratesExit SurveySummarydatafor employeesvho left the Departmenandwerewilling to respond.

Tablel5 datawereobtainedfromthe employeeesponsefrom anonline surveyduring FY24
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SECTION VIII: RECRUITMENT AND RETENTION SUMMARY

Table 16

HARD-TO-FILL VACANCIES

Vacancies Vacancies . Total # Vacancy Rate [ Vacancy Rate | Change in %
{as of 6/30/23) | (as of 6/30/24) Job Code Job Title Positions FY 23 FY 24 FY24 vs FY23
1 3 MGCFO1 Forester 3 34% 100% 66%
2 1 MGCAQ3 Conservation Technician I-TIT 7 20% 14% -15%
3 4 MGABO1 Meat Inspector I 3 60% 80% 20%
1 2 MGEBEQ3 Environmental Scientist I-I1T 12 8% 17% 9%
1 1 MGAGO2 Weights & Measures Inspector [-I1 3 20% 20% 0%

Table 17
HARD-TO-FILL APPLICANT PIPELINE
. # Times Posted| Total # Aps |Average # Aps| Total# Aps |Average # Aps
Class Cod Class Title
< in FY24 Received Received Qualified Qualified
MGCE01 Forester 4 26 7 15 4
MGCAO3 Conservation Technician I-111 10 119 12 57 6
MGABOL Meat Inspector I 3 20 7 13 4
MGBEO3 Environmental Scientist [-111 8 98 12 56 7
MGAGO2 Weights & Measures Inspector I-11 0 0 0 0 0

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the applicant pipeline statistics f
those hardo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedoer posting,andtheaveragenumberof applicantsdleemedo meetthe minimumqualifications
(MMQ) for the position.

Table16 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
Tablel7 datawereobtainedfromthe DelawareEmploymentink (JobApsYecruitmentsystenasof 06/30/2024.
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Table 18

Turnover by Division

.. Turnover Rate | Turnover Rate | Change in %
Dept ID Division FY23 FY24 FY24 vs FY23
650101100 Administration 8% T% -1%
650102200 Ag Compliance (0% 0% (0%
650103300 Food Products 26% 28% 2%
650104400 Forestry 11% 16% 5%
650105500 Harness Racing 0% 22% 22%
650106600 Pesticides 27% 13% -14%
650107700 Planning (0% 29% 29%
650108800 Plant Industries 8% 0% -8%
650109900 Poultry & Animal Health 38% 0% 42%
650110010 Throughbred Racing 20% 33% 13%
650111110 Weights & Measures 0% 0% 0%
650112120 Nutrient Management (0% 18% 18%
650113130 Land Preservation 0% 0% 0%
Department Average 11% 19% 8%
Table 19
TURNOVER BY HARD-TO-FILL VACANCIES
. Turnover Rate [Turnover Rate in %

Job Code Job Title FY23 FY24 Fm FY23

MGCFO01 Forester 0% 0% 0%

MGCAO3 Conservation Technician I-I11 20% 0% -20%

MGABO1 Meat Inspector I 267% 133% -133%

MGBEQ3 Environmental Scientist I-T11 0% 67% 67%

MGAGD2  |Weights & Measures Inspector I-11 0% 0% 0%

Tables 18 and 19 displayemployedurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the number of new employees versus the number of employé=s/@loo transfer tanother
Department. Employees who transfer between Divisions within the same Department do not count.

Tables18 and 19 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Applicant Pipeline

In FY24, 349eople applied online to DDA jobs, an 18% decrease from FY23 in which 426
applied.This dataincludesall jobspostedn the DelawareEmploymentLink (JobAps)Recruitment
System including/excluding Casual Seasonal Recruitments.

Figure 20
FY24 Applicant Pipeline by Gender
FY24 Applicant Pipeline by Gender
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Figure 21
FY24 Applicant Pipeline by Minority vs.Non-Minority
FY?24 Applicant Pipeline by Minority Status
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Figures20and 2l | | ustrate the total number of applicant :

primary hiring platform, The DelawaiEmployment Link at statejobs.delaware.gov. by minority vs-maorority
andgenderFurtherillustratedarethetotal applicantsvho werefoundqualifiedandhired,alsoby minority vs. non
minority and gender.

Figures20 and21 datawereobtainedfrom the DelawareEmployment.ink (JobApsyecruitmentsystemasof 06/30/2024.
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Recruitment and Hiring Times
FY23 and FY24

Table 22
Fiscal Year Average Time to Fill (days) Average Time to hire (dayvs)
FY23 45 26
FY24 50 il
Change FY23 vs FY24 5 5
Table 23
Fiscal Year Average Time Request-to-Open | Average Time Closing Date-to-
(davs) Referral (davs)
FY23 2 7
FY24 2 9
Change FY23 vs FY24 0 2

Table 22 illustratestheaveragdimein calendadaysit takesto hire for vacantobsandmeasureshehiring
manager 6s effectiveness in making hires.

ATime-to-Fill is measuredby thenumberof calendadaysfrom recruitmentpostingto a conditionaloffer for hire.
The current metric is 40 calendar days.

ATime-to-Hire is measuredy thenumberof calendadaysfrom thetime areferrallist of qualified candidatess
created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days.

Table 23illustratestheaveragdimein calendadaysit takesto postrecruitmentgor vacanjobsandmeasures
HROs effectiveness in processing recruitments.

AAverage Time from Request-Openis measured by the number of calendar days it takes HR from the time th
receivearequesto fill avacantpositionuntil theygettherecruitmentposted.The currentmetricis 2 calendadays.

AAverage Time Closing Dat®-Referralis measured by the number of calendar days from the time recruitment
closesuntil areferrallist of qualifiedcandidatess createdor the hiring managerThecurrentmetricis 5 calendar
days.

Tables22 and 23 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsystenas of
06/30/2024.
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SECTION IX: PLAN OF ACTION FUTURE STEPSTO IMPLEMENT : JuLY 1.2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees
working onsite and remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

: Measuresof .
Str_a te_g|c Objective Success/Key REelElal Resources Target Da_t elo
Priority Group Completion
RESS
SR1 No overall Continueapositive | Administrationand | None Ongoing
workplace work environment | Managers
Goall environment/climate with zero
issues need to be | complaints,
addressed. increasing
employee
satisfaction and
retention.
SR1 Continue and Participaten Administrationand | None Ongoing
increasmutreactio | 4 careeffairs,host | managers
Goal2 groups of 4 interns
underrepresented
Delawarpeans to Seekother_ _
increase their collaborationgvith
participation in underrepresented
groups/schools.

agriculture as a

profession and at | |ncreaséiring of
Deptof Agriculture | ynderrepresented
as a workplace. candidates at all
levels.
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdandsupervisorycapacityto lead,engagendmotivatea diverseandinclusiveworkforceto yield

ri gorous

wor kf or ce

out comes

and attai

nment of

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Measuresof

Responsible

Target Dateto

Priority Objective Success/Key Resources Completion
Results
SR2 Reducdgheamount | Reducghenumber | Hiring managers HR will continueto | Hiring the best
Goall of time to fill of average number work with hiring talentin theshortest
vacant positions of days from 26 to managerso shorten | amount of time
which could result | 20 days. the hiring process. | considering the
in losing highly demands in the
skilled candidates. labormarket.
SR2 Increase 100% completion | Administration/HR | DLC resources Ongoing
Goal2 manager/supervisol of manager
knowledge of resource training,
management topics including
resources and Performance
trainingavailableto | review, merit rules,
them employeeassistance
program ADA, and
cultural diversity
andinclusion
SR2 Recruit staff to Recruitatleast3 Administration, CIP and Frontline | Ongoingaslongas
Goal3 participate in the | staff Managers, HR Leadershigprogram | program is offered

GEAR Continuous
Improvement
PractitionerGEAR
Frontline
Leadership, and
LEADelaware
agricultural

leadership

resources,
LEADelaware
program

t
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education, and Awareness

Enhance and providarofessional, personal, and leaderstepelopment programs to advance the success of all employe
acrosghelife cycleof their careerswith akeyfocuson equitableenrollmentandparticipationin professionatevelopment,

engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof

Strg t‘?g'c Objective Success/Key RIS Resources Target Da_t eto
Priority Group Completion
Results
SR3 Continueourtuition | Increaseemployee | Managers/ Tuition Ongoing
Goall reimbursement participation by at | supervisorHR reimbursement
program. leastoneeachyear. budget.
SR3 Recruit staff to Recruitatleast3 Administration, CIP and Frontline | Ongoingaslongas
Goal2 participate in the | staff Managers, HR Leadershigprogram | program is offered

GEAR Continuous resources,
Improvement LEADelaware
PractitionerGEAR program
Frontline

Leadership, and
LEADelaware
agricultura
leadership
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MEMORANDUM

TO: Claire DeMatteis
CabinetSecretaryDepartmenbf HumanResources

CC: RichardPotter Jr.
Chief Diversity Officer
Division of Diversity, Equity andinclusion

FROM: Jennifer Biddle

DeputySecretary
Jennifer.Biddle @delaware.gov

TamaraBen Addi
tamara.beraddi@delaware.gov

DATE: Septembel5, 2024

SUBJECT: DHR FY24 Equal Employment Opportunity/Affirmative
Action Report and FY 25 Action Plan

Attached is a copy of the Department of Human Resources FY24 Equal Employment Opportunity/Affirmative
Action ReportandFY25 Action Plansubmittedn accordancevith ExecutiveOrderNo.30,D e | a w @antanding
Commitment to a Respectful Workplace.

We havereviewedthe FY24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY25 Action Planand
endorse its accuracy and content that will enable progress and results\agkncy

If youhaveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:Jennifer.Biddle@delaware.gov
mailto:tamara.ben-addi@delaware.gov
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SECTION I: POLICY STATEMENT

Includedwith this Reportis the official declaratiorof the stateexecutivebrancha g e n @ynitsmento EEOand
the Respectful Workplace and Afdiscrimination Policy (RWAD), dated and signed by Secretary Claire
DeMatteis. Executive Order 30 (Appendix A) is also attached to this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

The Department of Human Resources holds a unique role as it houses the Division of Diversity, Equity and
Inclusion. This fiscal year,thedivision spearheadeseverainitiativesandmadethefollowing accomplishments:

1 HiredaSeniorDiversity, Equity andinclusionDataAnalystto createnewanalytics, visualizationanddata

strategies to assist Executive Branch Agencies.

Assistedagenciesn settingup andmaintainingLocal Diversity committees.

HispanicHeritageMonth virtual paneldiscussiorheldon SeptembeR7,2023.

Fireside chabn bridgingthe disability employmengapheld on October4, 2023.

Webinaron supportingcoworkerswith disabilitiesandfunctionalneedsduringemergencieleldon October

5, 2023.

1 Held the DEI summit on October 18, 202B/ith over 350 state employees representing 20 state agencie
and all branches of government, the summit,k6 t
an essential platform for a diverse group of state employees, agency division leaders, industry profess
and civil rights experts to share insights and best practices. Keynote speaker Dr. Janice Bell Underwo
Chief Diversity, Equity, Inclusion & Accessibility Officer for the Biden Administration, emphasized the
importance of inclusive excellence. Governor Carney declared October as National Disability Employn
Awarenesdonth, reinforcingthe state'dedicationto equalopportunitiesWhile recognizingongoingwork,
Governor Carney noted that the statwkforce now reflects the demographic diversity of Delaware's
population, a testament to the state's progress in promoting diversity and inclusion.

1 Firesidechaton Native AmericarHeritageheldon Decembef7, 2023.

1 Firesidechattitled, The1963DreamDeferredi Yet We Still HaveHope;observingheDr. Martin Luther
King, Jr. Holiday.

1 Joined Governor Carney to commemorate Black History Month with community leaders and cabinet
members.On February 6, 2024, Governdwhn Carney, joined bygommunity leaders and advocates, signe:
a proclamation at the Delaware Public Archives Building, recognizing Black History Month. The event,
attended by various officials, including Lt. Governor Bethany-Hailg and State Representatives Kendra
JohnsonStephanid'. Bolden,andLyndonYearick,aswell asvariouscabinetmembershighlightedAfrican
American achievements, acknowledged progress and promoted ongoing efforts for equality. DHR's ow
Chief of Diversity Officer, Richard Potter Jr., provided remarks and emphasized the importance of hon

= =4 -4 A
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paststrugglesagainsiprejudiceanddiscrimination andfosteringa cultureof acceptancen communities
today.

OnFebruaryB, 2024,the Division of Diversity, Equity & Inclusionteamreleased helnclusivelnsider.This
newsletter is one of many to come which will be a valuable resource to stay informed, engaged, and
connected with the ongoing initiatives and events that support our commitment to diversity, equity and
inclusion.

Black History Month lectureon The Dover Eighton February20, 2024.

Wo me Histery Month, InspiredConversationsvith authorandcoach Dr. SarahE. Brown onMarch®6,

2024.

Wo me Higtery Month, InspiredConversationsvith Dr. BethanyHall-Long, Kim Markiewicz,Kaelea
Shaner and Tamera Fair.

DEI Town Hall heldon April 30,2024.

Firesidechat,Asian AmericanNative HawaiianandPacificlslandemmonth,Understandindpias,
intersectionality and the power of Allyship held on May 15, 2024.

OnTuesdayMay 21,2024, theDivision of Diversity, Equity, andnclusion,in collaborationwith the
Governor'QOffice, hostedacommemorativepaneldiscussionitled i B r ovvBoardof Education1954U.S.
Supreme Court Decision/0 Years Laterbe | aware' s Rol e in Desegrega
took place at the historic Hockessin Colored School (HCS) #107C, a key site in the desegregation
movement. Moderated by Secretary Claire DeMatteis, the panel explored both the history and ongoing
efforts toward educational equity. Key attendees included Governor John Carney, Representative Ken
JohnsonRichardii Mo u Snatld(Presidenbf theNAACP DelawareStateConference)Pavid Wilk (Board
Chair of Friends of the Hockessin Cololedt hool #107C), and Beatrice
education and racial justice advocate). The panel featured Chief Justice Collins J. Seitz, Jr. of the Delz
Supreme Court, Reverend JB Redding (daughter of Louis L. Redding, Esqg.RiBleistamps (daughtef
Shirley Bulah), James ASonnyo Knott (former H
Department of Education, and Dr. Lanette Edwards (author and HCS #107C historian).

2" Edition of the Inclusive Insidedistributedon Junel2, 2024 featuring PridéMonth.

Juneteentlrlyer advertisingevents.

On Tuesday, June 18th, the Division of Diversity, Equity, and Inclusion attended the Pride Month
proclamation signing. Held at the Delaware Public Archives, the event featured Governor Carney, Lt.
GovernomHall-Long, memberof the GeneralAssembly advocatesandcommunitymembersall coming
together to recognize June as Pride Month. Th
commitmento fosteringa cultureof respectjnclusivity, andequality.We continueto supporthe LGBTQ+
community and reaffirm our dedication to promoting diversity, equity, and inclusion throughout our stat
workforce.

June25, 2024, Pridemonth featuring Understanding Bitmat Influence®ur Beliefs.
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DEPARTMENT SUMMARY ‘

Name of Division # of Employees
Office of the Secretary 107
TalentManagement 29
Diversity, Equity andinclusion 4
EmployeeandLaborRelations 16
StatewideBenefits 31
Office of Wo me AdvancemenandAdvocacy 3
TrainingandHR Solutions 16
ClassificationCompensatiomndTalentAcquisition a7
TOTAL 253
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RESPONSIBILITIES FOR IMPLEMENTATION:

The Secretaryof the Departmenbf HumanResourcesverseesheimplementatiorof theD e p a r t Affienmativé s
Action Plan to ensurthat it is implemented promptly and effectively. The Human Resources Administrator/Hur
Resource Office, Tamara Ben Addi, 302.735.62a@@ara.beraddi@delaware.gonmplements the Affirmative
Action Plan and ensures that managers follow federal and state laws, regulations, and executive orders. The
Affirmative ActionOf f i dukesaddsesponsibilitiesnclude:

1. While our recruitment is now centralizedyriovide continuous coaching and support to our Human Resourc
Associatan theareasof Merit RulesandMerit SystemHiring rules. | oftenserveas aconduitfor outsideof the
box recruitment efforts to streamline the process to result in a quickeffgob

2. | provideguidanceo hiringmanagers for moreomplexrecruitments.

3. | representheorganizationn grievancesandexternalcomplaints.

ORGANIZATIONAL CHART:

Claire DeMdatteis
Cabinet Secretary

Jennifer Biddle
Deputy Secretary

Tamara Ben Addi

Human Eezources
Administrator

.,

.,
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SECTION lI: FY23 ACCOMPLISHMENTS : JUuLY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshe valueof diversityamongall employeesvorking on-siteand
remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof

i i . R nsibl
St'.a t‘?g'c Objective Success/Key Rl StepsTaken Status
Priority Group
Results

SR1 Understand and Lead, manage, and | DHR Ongoing
acknowledge the engage cross

Goall diverseexperiences | functional teams by
and interactions streamlining

within their teams communicationsvith
employees and
increasing
opportunities for
employees to engage

in teamwork
SP1 Promotdnclusionby | Organize ateamto | DHR Ongoing
leveraging the identify bestpractices
Goal2 knowledgeof diverse | to support the
groups in process recruitment, hiring,
improvements and engagement of
underrepresented
groups, including
persons with
disabilities and
veterans
TalentManagement:

1 Implementing a new employee onboardaygtem, DelawareaunchPad, acro$sxecutive Branch agencies,
whichadvanceshe Departmenbf HumanR e s o uaerdralizsafiorandmodernizationnitiativeswhile
assuring consistent and streamlined preboarding, onboarding, and offboarding process.

1 IncludingEmployeeBenefitsServicesectionwork andstaffinto centralizatiorunderTalentManagement

9 Partneringwith DTI to implementthe OKTA ILM for managindT onboardingpffboarding,andchangdn astate
empl oyeeds digital identity t heawbrksgsysteras; andonlmesereces t

ClassificationCompensatioandTalentAcquisition
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Centralizatiorof nineagenciesn ClassificationCompensatioand/orTalentAcquisitionincludingtwo of our largest
agencies, DHSS and DSCYF. Centralization has resulted in streamlined processes and results in an equitable :
review of all hires, promotions, and voluntarily demotions.

91 Classification finalized the Fiscal Year 2023 Maintenance Reviews which involved approximately 50
classificationsaand1,200employeescrossll threebranche®f Governmenfor the broadclassificationcategories

of Investigators, Accounting and Traininghis results in more accurately described job roles.

o Compensatiohascompleteca compensatiomeviewof the 761employeesn Fiscal,Investigator)nternal
Auditor, Tax Auditor, and Trainer Educator class series covered under the Fiscal Year 2023 Maintenanc
Reviews. Compensation was ableetuitable realigisalaries through the advanced sakang pay equity
processes.

o0 Compensatiofacilitatedthe moveof ~800employeesrom midpointbasedsalaryadministratiorplansto step
plans which recognize the longevity of the employee with the department through incremental pay incre:

1 JobRequiremenProjectinitiative I continuingwork thatinvolvesbroadeningob requirementso qualify more
applicants with experience that do not have a college degree.

1 InFiscalYear2024,we haveseemasignificantincreasen applicationssubmitted;additionally,applicationdor
minorities have increased from to 58% from 60.5% from the prior fiscal year.

1 DelawareStateCareerairon March27, 2024 ,wassuccessfulpver200studentand651job seekerattended.

o Internship Pool has continued to grow with gmatcess, and Talent Acquisition (TA) is working with
agencieso identify areas of need. As of 6/30/2024, there wetatal of 305 Intern Inquiriesand 12 interns
placedthroughthe pool. Oneof theinternshasjoinedthe Classification/Compensatideamfull-time. TA
continues to work with agencies on direct hire options for these interns that would not be reflected here,
specifically DHSS/DSS (human services and a combination of high school shadows and college interns
There are approximately 88 different schools, nationally, that interns are submitting interest forms.

1 Attendedapproximately30hiring eventdn thefall andspringat areacollegesincludingHistorically Black Colleges
and Universities (HBCU) ranging from Schools (HBCU/Colleges/High schools), DOL, Military, Community, etc.
1 Continueto supporthe EmploymentNetwork Program SelectivePlacemenProgram andPathwaysprogram. For

FY2024 we had 2 hires in the Employment Network program and 37 applicants. For Selective Placement wi

had 3 hires and 65 applicants.

o DevelopedstrongempartnershipsurroundingheMilitary SpouseTransitionNetworkprogramwhichinclude
DAFB and DNG Readiness programs, as well as veteran programs. We are in the early stages of partne
with the DAFB on a career fair this fall (2024). We also made a Military Spouse Transition Network hire
within Talent Acquisition.

o Devel oped stronger partnerships with the Gover
programdor studentghroughouthe state Haveparticipatedn all eventshostedby theG o v e r officerafds
DelDOT that we have been invited to. We were requested to offer support throughout the events by offe
resumebuilding workshops, as well as discussions with students to intrataeemployment opportunities,
etc.

0 BeganconductingCareerCounselingwice monthlydueto thehigh demandf 1:1requestwithin the
department from outreach and event attendance.

o0 Partnered with ABC Marketing Company to continue Staeaddware Recruitment Campaign for a wide
varietyof hardtofill positions.This outreacthasboostedOC, DSCYF,andDHSSinterestandwe continue
to build better outreach for Trades and Nursing/Healthcare roles as well.

1 Partneringwvith DelawareDepartmentf Labor, Division of PaidLeaveandOMB PHRSTto conductplanning
meetings for the implementation of the statebs pa
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Updatingandimplementingalmost200 StatewidePolicies, TemplatesandForms,in supportof enacted-ederabnd
State |l egislation and/ or Governordés initiatives t

Expandedvorkplaceplanningfunctionandlaunchedseveraktrategionvorkforceinitiativesto improverecruitmentand
retention. These initiatives include a comprehensive recruitment, marketing, and social media campaign, legisle
promote delayed retirement, advanced data analysis for retention support, a standardized new employee onbo:s
process, and flexible work schedules.

EmployeeandLaborRelations:

T

CentralizedOF andDSCYFEmployeeandLaborRelationsunder theDepartmentf HumanResources/Divisioof
Employee and Labor Relations

Negotiated?0 CollectiveBargainingAgreementsvith therespectivdJnions.

Continuedhe QuarterlyAgencyER/LR meetinggo improvestatewideagencyHR efficiencyandconsistency Also
centralized ER/LR best practices for state agencies on the Ben Rep site.

Createdanewprocessandpolicy for handlingStandardf Conduct(SOC)grievances.

In additionto providingquarterlyinstructionthroughDLC of i F u n d a mfeEEmploydesmdLaborR e | a t ELB n s
al so has added fAHearing Officero training to the

TrainingsandHR solutions

Providedrainingandorganizationaserviceso employeesndagenciestatewide.

1 Centralizedrainingpositionsprovidingtrainingserviceso DNREC,DelDOT, DOS, andthe StatewideBenefits
Office under the Department of Human Resources/Division of Training and HR Solutions.

1 Provideddiversitytrainingto over4,000employees.

1 Meetingbiweeklyto streamlineandimproveefficiencyandconsistencyor improvedservicedelivery.

1 Streamlinedherequiredpolicy acknowledgemeni@ndtraininginto five curriculumsdeliveredthroughthe Delaware
Learning Center. The curriculums are designed to ensure consistency in the delivery of training and policies to |
and existing employees.

1 Increasedompliancewith policy acknowledgementsy 13%throughconsistentelivery.

StatewideBenefitsOffice:

1 Expandedmployeehealthbenefitcoveragdo supportw 0 me heélts.

1 Proposeandreceivedapprovalfor healthplanbenefitchangeselatedto MentalHealthParityand AddictionEquity
Act (MHPAEA).

1 Implementedegislationmandatingcoverageof annuabehaviorahealthwell checks.

i1 Developed and implemented training and communication strategies related to education and resources for prev
chronicconditionsandpreventablaliseasesjseof preferredsitesfor laboratorytesting,imaging,andacutemedical
episodes, use of higluality/highvalue providers, preventive care, and wellness/care management programs.

1 Createcanewwebsitecontentfor Me n dHsatth,Wo me nHealthandLGBTQIA+ Health. *In thiscontextfi me n ¢
and Awomeno refer to sex assigned at birth or not

1 Addedcoveragef weightlossmedicationandbegaroffering bariatricsurgerycoverageexclusivelythroughCenters
of Excellence surgeons afatilities.

1 Proposeandreceivedapprovalfor changeso the GroupHealthinsurancePlanEligibility andEnrollmentRulesto

eliminate the waiting period for new employees to receive state share employer contributions toward health cart
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1 Proposeandreceivedapprovalfor changeso the Disability InsurancéProgramRules& Regulationsncludinganew
section on AStay at Work Assistancebo.
1 Updatedhe StateEmployeeBenefitC o mmi tGroepdiéakhinsurancePlanStrategid-rameworkwith emphasis
on strategies and tactics that support dAhealthy I
Office of Wo me idvancemenandAdvocacy:

1 Wo me mall sf Fameevent

S h eGi HerWay Awardsluncheon

Launchedh stateemployegrogrammingvorkgroupthatmeetsquarterlyto provideinputon OWAA programming.
Released reporton DelawareWVomenandConstructioranda white paperon Title IX Athletics.

Releasedact sheeton HousinginsecurityandEqualPay.

Conductedour salarynegotiatiortrainingswith over100 participants.
Developedanddistributedactationroomguidelines

= =4 =4 =8 =4 =4
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increaseananagemerdandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield
rigorous workforce outcomes and attainment of t

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic . T Responsible
o Objective Success/Key StepsTaken
Priority Group
Results
SR2 Developleadership | Increased DHR Trainingand
and participation in Development
Goall supervisoneducation| Trainingleadingto
initiatives for HR increased DHR Personnel
professionals, knowledge and Management
including but not skills for
limited to professional HR DHR Diversityand
communication employees. Inclusion
skills, strategic
thinking, and Managersand
problemsolving Supervisors
skills

TheDivision of TrainingandHR Solutionshascompletedhefollowing:

9 Through the BlueCollar Program (19 Del. @3402 b), the Department of Human Resources supported training
for over 3,000 employees in pay grades 12 and below. Of the $100,000 allocated to the phegbepartment
of Human Resources spent $99,609.65 (99.6% of the allocated funds) for career development training initia
such as USCG boat captain and drone pilot training, two levels of training on physical plant and maintenanc
a NRMCA Flatworks training for skilled craft positions, HVAC system variable frequency drives training, thre
Microsoft Excel training courses, two writing courses, medical terminology, interviewing techniques, managi
risksandmisunderstanding§panistfor theworkplace andstressnanagemenSupportingrespectfulworkplaces
training included diversity and inclusion, overcoming confirmation bias, managing difficult conversations,
managing conflict, ADA accommodations, conducting investigations and handling complaiessatiion
training. Leadership training included controlling rumors, empowerment and accountability, decision making
leading highperformance teams, change management, and conduct performance reviews.

1 Issued a confidentiality agreement to new Department of Human Resources employees through the Delawe
LearningCenter. This automateshe notificationof newhiresof theagreemenandtheir responsibilitieso ensure
the confidentiality of employee information.

1 Training with a focus on diversity, equity, and inclusion were provided to employees through the Delaware
LearningCenterwith thetop five coursedistedbelow. Thesenumbersarelower thanlast yeardueto thetwo-year
renewal cycle for A Respectful Workplace, required again in September 2024. These numbers primarily refl
training required for new hires.

A Respectful Workplace 2262
ADA Made Simple 2203
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Respect Gender & Sexual Differences & Assert Yourself 2145
Gender Identity Harassment in the Workplace 2083
Inclusion & Diversity - Why Good Intentions Aren't Enough 422

With technologyasafocusto assisthe Departmentf HumanResources deliveringcentralizedservicesD H R draining
and HR Solutions implemented and expanded work on several technology projects:

o Implementedhnewcontractfor arecruitmentsystento replaceanexpiredcontract,enablingthe Stateto
continue to improve the recruitment and application processes.

o Implemented an electronic content management system that included scanning three million paper pers
records. The solution was implemented, and scanning was successfully completed for all agencies supy.
by the Department of Human Resources with over
managed completely electronically in the system, improving access and security, and saving valuable sj
Scanningof additionalhumanresourcalocumentss underwayfor classificationcompensatioremployeeand
labor relations. This successful project implementation was selected in 2082cgsent of the Delaware
Government Efficiency and Accountability Review (GEARP3 Innovation and Efficiency Award, part of
theG o v e r TeamERcsllenceAward program.

0 Beganimplementatiorof astatewideonboardingandoffboardingsystenmcalledDelawareLaunchpadThe
solution is configured, and the first two phase agencies are using the system.

o Finalizedrequirementandvendordemonstratiorscriptsaspartof the ERPModernizationProjectto guidethe
human resources needs to replace the legacy human resources information system.

o Implementedive newcurriculafor new hires, supervisorgquired policies, anstandard®f conductin
SeptembeR023.This newapproactstreamline® H R approacto manageequiredtrainingandpolicy
acknowledgementsn thefirst monthof implementationcompliancancreasedy 56%. This succesprocess
improvement was selected for the GEAR3 Trailblazer Award in 2024.

TheDepartmenbf HumanResourcesnanagesertificateprogramghatsupportemployeecareerdevelopment.

1 DHR has29 employee®nrolledin the HumanResource€ertificationProgramand3 graduates. Employeésive
three years to complete this program. There are a total of 32 employees across the State currently enrolled in tt
program.

1 DHR hasthreeemployee®nrolledin the FrontlineLeadershigertificateprogramout of atotal of 81 participantsOne
employee graduated from the program in 2024. Five DHR employees completed Leadership Essentials requirel
for a certificate of completion this year and there are 27 total graduates. Leadership Essentialejuésjpesto
apply for Frontline LeadershifBoth programs are part of the iLEAD Delaware Leadership Program, created in 2(
and fulfill the knowledge of supervision requirement for individuals applying for supervisory positions. There are
graduates of the program statewide and 2672 participants in progress.

1 DHR haseight ContinuoudmprovementPractitionerCIP) ProgramgraduatesThis programis designedo increase
theS t a interdakcapacityo promote facilitate,andimplementsystemati@ndsustainablémprovement effortby
developing groups of skilled practitioners to lead and support those efforts, there are 118 statewide graduates.

91 Developed a Project and Process Leadership program as part of the iLEAD Delaware Leadership Program. Thi
programsupportG E A Riditgtive to build thebenchstrengthof continuousmprovemenpractitionerdn the State.

The program launch is planned for September 2024.
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education, and Awareness

Enhanceand provideprofessionalpersonal, and leadership development programs to adtfsaccess @&ll employees
acrosghelife cycleof their careerswith akeyfocuson equitableenrolimentandparticipationin professionatlevelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresggapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof

St'.a t‘?g'c Objective Success/Key RS StepsTaken Status
Priority Group
Results
SR3 Ensureall employees | All employees have | Managers / Fiscalnote Ongoing
are taking advantage| attendedhtleastone Supervisors
Goall of professional, professional
personal, and development
leadership initiative
development
opportunities.

During HR Roundtableneetingswhich areattendedy all HR Leadsin the ExecutiveBranch,aswell asnon
Executive Branch organizations; the Division of Statewid®ning and HR Solutions provides updates on
educational opportunities that are being rolled out in an effort to trittklen advertise to agency staff.
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SECTION IV: WORKFORCE ANALYSIS

Department of Human ResourcesSVORKFORCE ANALYSIS OVERVIEW:

TheDepartmenbf HumanResource$DHR) remainsat parity in everycategory.We believethatthis successs
attributed to the following:

T

= =4 =4 A A

Maintainingcareeffields thatarecurrentlyfemaledominant.
Opencommunicatiorandupdatedrom the CabinetSecretaryandemployees.
Socialmediapresencenaintained byD H R @ aentAcquisitionsection.
Vocalizedgoalsfrom each divisiorthat havea statewide strategidmpact.
Training,technologyand paycomparabldo the privatesector.
Compliancewith statewideecruitmentaws, rulesandregulations.

While DHR maintaingparity in eachcategorywe remainvigilant in continuingto attractmaleapplicantgo our
female dominated categorieBhis includes advertising @ocial media and attendance at job fairs.
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Department of Human ResourceDEMOGRAPHICS AT A GLANCE:

Thetotal number oDepartment of Human Resources EE®@Iligible employees as of Jud®, 2024, i250.

The Department of Human Resources EE®orkforce demographic data reflect the race/ethnicity and gender
representation of the its workforce based on the total number of employees within the eight&egories
(Appendix B). Analyses compare this agency workforce demographics to the available Delaware regional lab
marketstatisticsby race/ethnicityandgender. Thé®epartmenof HumanResourcefasanadditionalreductionin
categories hired based on maintenance review re$Misdo not house positions in the Techniclargtective
Services, Skilled Craft or Service Maintenance EEEategories.

Thefollowing summaryof findingswas derivedrom this data:

Minority Representation:

1 Minoritiesrepresent 44% dhetotal agencyvorkforce,al%increasdrom FY23.

FemaleRepresentation:

1 Femalegepresent 86%f thetotal agencyvorkforce,a2% decreasérom FY23.

Male Representation

1 Malesrepresent 14%f theagency workforcea 2% increasdrom FY23.
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEMALE TOTALS
: — %of | .. o : ; : Y%of | .. Total Total ~ Minority
; : White | Black nf:;:rl Asian Ih] dﬂ; w m ;:;: Category D;;td White | Black m Asian I:l:‘:f: . AE:]T II:!:IIZI F:l;t::es Category mz [m?lo_\'ees ‘by ;\ﬁ@rities b\ .% of
Total Total Category  Category  Category
1 Officials & Administrators | 7 3 0 0 0 0 0 10 12% 2 49 19 3 1 0 0 1 7 88% 2
2 Professionals 9 6 0 0 0 0 0 13 13% 1 48 3 3 4 0 0 6 102 87% 9 117 60 51%
3 Technicians 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%
4 Protective Services 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%
3 Para Professional 2 1 0 0 0 0 1 4 13% 0 13 1 3 2 0 0 3 28 88% 2 k) 17 53%
6 Office & Clerical 5 1 0 0 0 0 0 6 3% 3 6 2 1 1 0 0 2 12 67% 2 18 7 30%
7 Skilled Craft 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%
§ Service Maintenance 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%
Totals 3 11 0 0 0 0 1 3 14% 6 116 67 12 8 0 0 12 03 86% 15 250 111 44%

Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender.Thisis an overviewof theentireEEO-4 Workforceby EEO-4 job
category.

Tablel data were obtaineftomthe PHRST systems 0f06/30/2024.
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Minority Labor Market RepresentationFY24

Table 2 (Including Raceand Ethnicity)
Comparison to Minority % of Category
Minority
. Labor IL-qual'it}' \-"arianc; Hispanic/ . Pacific American Multi
EEOQ-4 CATEGORY Market % % of to Labor Black Laliino Asian Islander Indian Racial
Category
= Market
1 Officials & Administrators 25% 33% 8% 27% 4% 1% 0% 0% 1%
2 Professionals 29% 51% 22% 38% 4% 3% 0% 0% 5%
3 Technicians 38% 0% NA 0% 0% 0% 0% 0% 0%
4 Protective Services 37% 0% NA 0% 0% 0% 0% 0% 0%
5 Para Professional 34% 53% 15% 25% 9% 6% 0% 0% 13%
6 Office & Clerical 31% 39% 8% 17% 6% 6% 0% 0% 11%
7 Skilled Craft 26% 0% NA 0% 0% 0% 0% 0% 0%
8 Service Maintenance 45% 0% NA 0% 0% 0% 0% 0% 0%

FemaleLabor Market RepresentationFY24

Table 3 (Including Raceand Ethnicity)

Comparison to Minority % of Category

,  Female
= : - Labor Female % Variance S Hispanic/ . Pacific American Multi
EEO-4 CATEGORY Market % of to Labor White Black Latino Asian Islander Indian Racial
Category
S Market
1 Officials & Administrators 45% 88% 43% 59% 23% 4% 1% 0% 0% 1%
2 Professionals 59% 87% 29% 41% 33% 4% 3% 0% 0% 5%
3 Technicians 50% 0% NA 0% 0% 0% 0% 0% 0% 0%
4 Protective Services 19% 0% NA 0% 0% 0% 0% 0% 0% 0%
5 Para Professional 7% 88% 11% 41% 22% 9% 6% 0% 0% 9%
6 Office & Clerical 65% 67% 2% 33% 11% 6% 6% 0% 0% 11%
7 Skilled Craft 6% 0% NA 0% 0% 0% 0% 0% 0% 0%
8§ Service Maintenance 44% 0% NA 0% 0% 0% 0% 0% 0% 0%

Male Labor Market RepresentationFY?24

Table 4 (Including Raceand Ethnicity)
Comparison to Minority % of Category
Male
_ Labor Male % of Variamce . Hispanic/ . Pacific American Multi
EEO4 CATEGORY Market % Category to Labor White Black Lalicino Asian Islander Indian Racial
Market
1 Officials & Administrators 55% 12% -43% 8% 4% 0% 0% 0% 0% 0%
2 Professionals 41% 13% -19% 8% 5% 0% 0% 0% 0% 0%
3 Technicians 50% 0% NA 0% 0% 0% 0% 0% 0% 0%
4 Protective Services 81% 0% NA 0% 0% 0% 0% 0% 0% 0%
5 Para Professional 23% 13% -11% 6% 3% 0% 0% 0% 0% 3%
5 Office & Clerical 35% 33% -2% 8% 6% 0% 0% 0% 0% 0%
7 Skilled Craft 94% 0% NA 0% 0% 0% 0% 0% 0% 0%
8 Service Maintenance 56% 0% NA 0% 0% 0% 0% 0% 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLaborMarketandagencydemographicsAlso illustratedis a
percentage breakdown of demograpligresentation by race/ethnicity, gender, and B5Gb category.

Tables2, 3, and4 datawereobtainedfromthe PHRSTsystem asf 06/30/2024.
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Minority RepresentationTrends FY22,23,24

Table 5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Minority Variance of
Labor Market Labor Market Labor Market

1 Officials &Administrators 9% 12% 8%
2 Professionals 14% 16% 22%

3 Technicians NA NA NA

4 Protective Services NA NA NA

5 Paraprofessional 28% 15% 19%

6 Office & Clerical 14% 19% 8%

7 Skilled Craft NA NA NA

& Service Maintenance NA NA NA

FemaleRepresentationTrends FY22, 23,24

Table 6
FY22 FY23 FY24
EEO-4 CATEGORY Female Variance of Female Variance of Female Variance of
Labor Market Labor Market Labor Market

1 Officials &Admimistrators 47% 46% 43%
2 Professionals 29% 25% 29%

3 Technicians NA NA NA

4 Protective Services NA NA NA

5 Paraprofessional 20% 18% 11%

6 Office & Clerical 26% 25% 2%

7 Skilled Craft NA NA NA

8 Service Mamtenance NA NA NA

Table 7

EEO-4 CATEGORY

FY22

Market

Male RepresentationTrends FY22, 23,24

FY23

Market

FY24

Male Variance of Labor Male Variance of Labor Male Variance of Labor

Market

1 Officials & Admimistrators -47% -46% -43%
2 Professionals -29% -25% -29%
3 Technicians -50% NA NA
4 Protective Services NA NA NA
5 Paraprofessional -20% -18% -11%
6 Office & Clerical -26% -25% -2%
7 Skilled Craft NA NA NA
8 Service Maintenance NA NA NA

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographics for minorities, females, and male employees-4yobE@tegory.

Tablesb, 6, and 7 datawereobtainedfrom the PHRSTsystem asf 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table 8

There havebeenno complaintsthis year at DHR

Table 8illustratestotal complaintsdy genderrace/ethnicityemploymenstatuscategorytype, status andresolution.

Table8 data wereobtainedfromagencyinternal recordssubmitted tahe Division of Diversity& Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table 9

FY 23-24 EEO REPORT KEY OBSERVATIONS

PERCENT
TYPE Total Percent Total Percent CHANGE
DISCIPLINES
Total Female Non-Mmority Disciplines 0 0% 0 0% 0%
Total Female Mmority Disciplines 1 100% 2 100% 100%
Total Male Non-Minority Disciplines 0 0% 0 0% 0%
Total Male Minority Disciplines 0 0% 0 0% 0%
Total Disciplines 1 100% 2 100% 100%
SEPARATIONS
Total Female Non-Minority Separations 2 11% 17 43% 750%
Total Female Minority Separations 13 68% 16 40% 23%
Total Male Non-Mmority Separations 5% 5 13% 400%
Total Male Minority Separations 3 16% 2 5% -33%
Total Separations 19 100% 40 100% 111%
NEW HIRES
Total Female Non-Mmority New Hires 15 31% 14 35% -7%
Total Female Mmority New Hires 21 43% 20 50% -5%
Total Male Non-Minority New Hires 10 20% 3 8% -70%
Total Male Minority New Hires 3 6% 3 8% 0%
Total New Hires 49 100% 40 100% -18%
PROMOTIONS
Total Female Non-Minority Promotions 7 32% 37 52% 429%
Total Female Minority Promotions 13 59% 23 32% 77%
Total Male Non-Minority Promotions 1 5% 8 11% 700%
Total Male Minority Promotions 1 5% 3 4% 200%
Total Promotions Lk 100% 71 100% 223%

Table 9 displaysthetotal numberof disciplines separationsjew hires,andpromotionsby genderandminority

status.

Table9 data wereobtainedfromthe PHRST systeras 0f06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10
Training by Gender
Dept2 »¥ Deptd v
Count of Training Title
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User Gender v
Female
u Male
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Figure 11 Training by Raceand Ethnicity
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Figure 12 Training by EEO-4 Job Category
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Figures 10-12 displaythetotal numberof attendee$or D&I -relatedtraining coursesdy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 data wereobtained fronthe DelawareLearningCenter(DLC) systenasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

Total Female

Total Non-Minority Female

Total Minority Female

Total Male

Total Non-Minority Male

Total Minority Male

Total Emplovees Requesting Tuition Reimbursement

= o = = = [

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby gender ananinority status.

Table13 datawereobtainedfrom agencyinternal recordsduring FY24.

Disabilities Summary
Table 14

DISABILITIES SUMMARY

Total Emplovees Self-Identified or Disclosed Disabled
Total Request for Accommodations

| o)
—

Total Request Accommodated
Total Selectrve Placement Candidates Interviewed
Total Selective Placement Candidates Hired

= e |

Table 14displays the total number of employees who requested accommodations, the total number of accept
accommodations, the total numbereofiployees who seltlentified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgramandthetotal numberof employeesiredeithervia the
Selective Placement Program.

Table1l4 datawereobtained fronthe PHRST systers 0f06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Good Average Below Average Poor Total
Percentage Total #Percentage Total # Percentage Total # Percentage Total #Percentage Total #Percentage Total #
American Indian or Alaska Native 100% 1 0% 0 0% 0 0% 0 0% 0 5% 1
Asian 0% 0 0% 0 0% 0 0% 0 100% 1 5% 1
Black or African American B86% 5] 14% 1 0% 0 0% 0 0% 0 33% 7
Hispanic or Latino 0% 0 100% 1 0% 0 0% 0 0% 0 5% 1
Native Hawaiian or Other Pacific 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Islander

Two or More Races 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
White 44% 4 33% 3 1% 1 0% 0 1% 1 43% 9
Prefer Mot to Identify 0% 0 50% 1 50% 1 0% 0 0% 0 10% 2
Total 52% 11 29% 6 10% 2 0% 0 10% 2 100% 21

Answered 21

Skipped 9

Table 15illustratesExit Survey Summargatafor employees whéeft the Department and wevdlling to respond.

Tablel5datawereobtained frontheemployeegesponse$rom an online surveyduring FY24
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SECTION VIII: RECRUITMENT AND RETENTION SUMMARY

DHR HAS NO HARD TO FILL VACANCIES

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the appligaipeline statistics for
those harédo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedperposting,andtheaveragenumberof applicantsdeemed taneetthe minimumqualifications
(MMQ) for the position.

Tablel6 datawereobtained fronthe PHRST systeras 0f06/30/2024.
Tablel7 datawereobtained fronthe DelawareEmploymentink (JobApsyecruitmentsystenmasof 06/30/2024.

Table 18

Turnover by Division

. Turnover Rate | Turnover Rate | Change in %
Dept ID Division FY23 FY24 FY24 vs FY23

160101010 DHE/Oft of the Sectv/OMB 0% 0% 0%
160101011 DHE/Ofc of the Secty/DTI 0% 50% 50%
160101016 DHR/Ofc of the Secty/DHR 0% 61% 61%
160101020 DHE/Ofc of the Secty/State 62% 0% -62%
160101025 DHR/Ofc of the Secty/Finance 0% 29% 29%
160101035 DHE/Oft of the Secty/DHSS 15% 43% 28%
160101037 DHE/Oft of the Sectw/DSCYF 2% 0% -9%
160101038 DHR/Ofc of the Secty/DOC 15% 0% -15%
160101040 DHE/Oft of the Sectyw/ DNREC 0% 0% (%
160101045 DHR./Ofc of the Secty/DSHS 0% 8% 8%
160101055 DHE/Ofc of the Secty/DelDOT 4% 0% -4%
160101060 DHE/Oft of the Sectv/ DOL 20% 0% -20%
160101065 DHR/Ofc of the Secty/Deptof Ag 0% 8% 8%
160101100 DHR / Office of the Secretary 8% 11% 3%
160201200 DHE. Division of Talent Mgmt 0% 0% 0%
160202200 DHR/DivTainMgmt/StaffDevé& Trng 0% 16% 16%
160301300 DHE.Div of DhvrsitvEqutvinclusn 0% 0% (%
160401400 DHE./Div of EE & Lbr Relations 25% 16% -9%
160501500 DHE./Div of Statewide Benefits 5% 0% -5%
160502500 DHE/Div Stwide Ben/TnsCargOffc 0% 18% 18%
160601600 DHR/Ofc of Women's Advemt&Adwve 0% 0% 0%

Department Average 5% 12% 5%
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Table 19

DHR HAS NO HARD TO FILL VACANCIES

Tables 18 and 19 displayemployeeurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the numbarnew employees versus the numbeemployees who leave or transferatwother
Department. Employees who transfer between Divisions within the same Department do not count.

Tables18 and 19 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Applicant Pipeline

In FY24, 1715 people applied online to DHR jobs, a 9.3% increase from FY23 in which 1569
applied.This dataincludesall jobspostedn the DelawareEmploymentLink (JobAps)Recruitment
System including/excluding Casual Seasonal Recruitments.

Figure 20 . .
FY24 Applicant Pipeline by Gender
FY24 Applicant Pipeline by Gender
100% 1% 22 1% 2 3%
90%
80%
0%
60%
50%
40%
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10%
0%
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Hired
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Figure 21
FY24 Applicant Pipeline by Minority vs.Non-Minority
FY24 Applicant Pipeline by Minority Status
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Minority = Non-Minority = Not Identified Hired
Figures20and?2li | l ustrate the total number of applicant:

primaryhiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vslinority
andgender Furtherillustratedarethetotal applicantsvho werefound qualifiedandhired, alsdoy minority vs. non
minority and gender.

Figures20and21 datawereobtainedfromthe DelawareEmploymentink (JobApsyecruitmentsystenasof 06/30/2024.
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Recruitment and Hiring Times
FY23 and FY24

Table 22
Fiscal Year Average Time to Fill (days) Average Time to hire (days)
FY23 43 il
FY24 51.5 4225
Change FY23 vs FY24 8.5 11.25
Table 23
Fiscal Year Average Time Request-to-Open | Average Time Closing Date-to-
(davs) Referral (davs)
FY23 4 2
FY24 6.5 1.75
Change FY23 vs FY24 2.5 -0.25

Table 22 illustratestheaveragdimein calendadaysit takesto hire for vacanfobsandmeasureshehiring
manager 6s effectiveness in making hires.

ATime-to-Fill is measuredy the numberof calendadaysfrom recruitmenipostingto a conditionaloffer for hire.
The current metric is 4€alendar days.

ATime-to-Hire is measuredy the numberof calendadaysfrom thetime areferrallist of qualified candidatess
created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days.

Table 23Iillustratestheaveragdime in calendadaysit takesto postrecruitmentgor vacanjobsandmeasures
HR6s effectiveness in processing recruitments.

AAverage Time from Request-Openis measured by the number of calendar days it takes HR from the time th
receivearequesto fill avacantpositionuntil theygettherecruitmeniposted.Thecurrentmetricis 2 calendaidays.

AAverage Time Closing Dat®-Referralis measured by the number of calendar days from the time recruitment
closeauntil areferrallist of qualifiedcandidatess createdor the hiring managerThecurrentmetricis 5 calendar
days.

Tables22 and 23 datawereobtainedfrom the DelawareEmployment.ink (JobAps)ecruitmentsystenas of
06/30/2024.
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SECTION IX: PLAN OF ACTION FUTURE STEPSTO IMPLEMENT : JuLY 1,2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees
working onsite and remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresggapsin retention,

Strategic

Priority

recruitment, and workforce underrepresentation via collaboration with DHR.

Objective

Measuresof

Success/Key
Results

Responsible
Group

Resources

Target Dateto
Completion

SR1 Continue to promote | Attendance rate of DHRDEI Teamand | CulturalHeritage Ongoing
Goall CHM to determine DHR employeesnd | Local Diversity Month Event

whetheror notweare | survey results Committee Calendar and

creating the Marketing

awareness to create | 5% of DRH Materials

an inclusive Employeewill attend

environment within | a Cultural Heritage

DHR Month Event
SRk1 Promotenclusionby | Organize ateamto | DHR Ongoing
Goal2 leveraging the identify bestpractices

knowledgeof diverse
groups in process
improvements

to support the
recruitment, hiring,
and engagement of
underrepresented
groups, including
persons with
disabilities and
veterans
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increaseananagemerdandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield

ri gorous

wor kf or ce

out comes

and

nment of

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresggapsin retention,

Strategic Priority

Objective

Measuresof
Success/Key

recruitment, and workforce underrepresentation via collaboration with DHR.

Responsible
Group

Resources

Target Dateto
Completion

Developleadership

Results
Increased
participation in

and ining leadi DHR Training

supervisoreducation| training leading | _

initiatives for HR to increased Development

professionals, knowledge and
SR2 including but not skills for , . .
Goall limited to professionaHR DHdRI Dl}/er_sny Ongoing

communication employees. and Inclusion

skills, strategic

thinking, and Increase Manag(_arsmd

problemsolving Participatiorb Supervisor

skills ariicipatioroy

5%

SR2 CulturalHeritage 25% of DHR Training June2024
Goal?2 Month Managemenrand | and

Supervisors will
participate in the
CulturalHeritage
Month Events to
increase their
knowledge of
Inclusivenesi
the Workplace

Development

DHR Diversity
and Inclusion

Managersaind
Supervisor
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education, and Awareness

Enhanceand provide professiongersonal, and leadership development programs to adtfasaccess @&ll employees
acrosghelife cycleof their careerswith akeyfocuson equitableenrolimentandparticipationin professionatievelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresggapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof
Success/Key
Results

Responsible
Group

Target Dateto
Completion

Strategic

Objective Resources

Priority

SR3 Ensure all Fiscalnote

Goall

employees are
takingadvantagef
professional,
personal, and
leadership
development
opportunities.

All employeesave

attended three
selected DEI
professional
development
opportunities

Managers /
Supervisors

Ongoing
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Delaware Health
and Social Services

Office of the Secretary

1901 N. DUPONT HIGHWAY, NEW CASTLE, DE 19720 * TELEPHONE: 302-255-9040 FAX: 302-255-4429

MEMORANDUM

TO: Claire DeMatteis
CabinetSecretaryDepartmenbf HumanResources

CC: RichardPotter,Jr.
Chief DiversityOfficer
Division of Diversity, Equity andInclusion

FROM: JosetteD. Manning,Esq.
CabinetSecretaryDepartmenbf HealthandSocialServices
Josette.Manning@delaware.gov

SueB. Weber MSM
HR Director/Lead
Susan.Weber@delaware.gov

DATE: Septembe6, 2024

SUBJECT: DHSSFY24 Equal Employment Opportunity/Affirmative Action Report and FY 25 Action
Plan

Attached is a copy of the Department of Health and Social Services FY24 Equal Employment
Opportunity/AffirmativeAction ReportandFY 25 Action Plansubmittedn accordancevith ExecutiveOrder No.
30, Del awareds Conti nui Wakpl&e. mmi t ment to a Respec

We havereviewedthe FY24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY25 Action Planand
endorse its accuracy and content that will enable progress and results\agkncy

If you haveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:Josette.Manning@delaware.gov
mailto:Susan.Weber@delaware.gov
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SECTION I: POLICY STATEMENT

|l ncluded with this Report is the official decl ar
the Respectful Workplace and Afdiscrimination Policy (RWAD), dated and signed by Josette D. Manning, Es
DelawareDepartmenbf HealthandSocialService DHSS)CabinetSecretaryExecutiveOrder30 (AppendixA) is also
attached to this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

TheDelawareDepartmenof HealthandSocialServicef DHSS)continuego promotea diversework forcein whichemployees
and clientsaarevalued,respecte@ndexperience senseof belonging. DHSScontinuego monitor alignmentwith labormarket
benchmark$or raceandsex,while focusingon abroadsetof characteristicincludingbutnotlimited to age disability, religion,
sexual orientation, and identity.

AggressivelyrecruitingnursegRNs,LPNs,CNAs) andotherhealthcarestaff remainsapriority. Thea g e n auyeatiscentive
program has been effective in attracting aathining the following classifications: Certified Nursing Assistant, Licens
Practical Nurses-lll, Registered Nurse-lll, and Nursing Supervisors. In addition, through a partnership with the Departn
of Human Resources, a CNA Tuition Assistance Program has been in effect since January 2024.

DHSSis committedto employeedevelopmenandcreatingopportunitiefor advancemerthatleadto employeesatisfactiorand
increased retention. Divisions have implemented succession planning strategies to encourage existing staff to &
promotional opportunitienowledgetransferstrategiediavebeen successful in addressopgerationaheedsvhen vacancies
occur . DHSS continues its fALeadership Academyo which
with broadbased knowledge regarding the Department, exposure to the duties of leadership members, and an oppo
research and propose innovations.

TheDivision of SocialServiceDSS)andDivision of StateServiceCenterdDSSC)mergedon July 1, 2024andarenow under
theumbrella ofDSS.The mainobjectiveof the mergeris to streamlineandimproveoperationaprocedureso enhancehe
client experience through improved service delivery, and the delivery of holistic, fenstamed care that meet servic
users' evolving needsWhile change can be challenging, we expect improvements in communication, coordinatio
overall workplace culture.

Divisions continue to attend employee training in areas of trauma awareness to support an inclusive workplace
Additionally, promoting awareness of the stateds Wor |
health and wellness is a priority. Other continued i
1 DHSSTownHall meetingheldmonthlyandfacilitatedby the DHSSSecretaryanddivisional Town Halls with
division leadership to facilitate information and encourage communication.
1 DHSS Book Drive meetings whiabncourage book discussions on various books or themes which pror
dialogue related to cultural awareness.
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DEPARTMENT SUMMARY

Name ofDivision # of Employeesd

Office of the SecretaryandAdministration(OSECi ADMIN) 506
Division of Child SupportServices 160
Division of DevelopmentaDisabilitiesServicegDDDS) 304
Division of HealthCareQuality (DHCQ) 56
Division of MedicaidandMedical Assistanc DMMA) 174
Division of PublicHealth(DPH) 610
D?visiq_n_of Servicedor Aging andAdultswith Physical 424
Disabilities(DSAAPD)
Division of SocialServicegDSS) 454
Division of StateServiceCenters 3
Division of Substancé&buseandMentalHealth(DSAMH) 424
Division for theVisually Impaired(DVI) 54

TOTAL 3169

! Divisiontotals representfull-time employeeslt isimportant to note that DHS®mployeeshundredsof casual/seasonamployeesasa

critical part of the workforce.




STATE OF DELAWARE

Department of Health and Social Service@DHSS)
FY2024/FY2025EEO REPORT AND ACTION PLAN

RESPONSIBILITIES FOR IMPLEMENTATION:

Theultimateresponsibilityfor theimplementatiorof the Department'€ EOReportandAction Planrestswith theDHSSCabinet
Secretary. The Secretary oversees the i mpl emen thatttiiso
implemented promptly and effectively. The Deputy Cabinet Secretaries and Division Directors affirm commitment to th
and associated action items by demonstrating their leadership in implementing the expectations and activities require
Action Plan.TheHumanResourcdirector/AgencylLead,SueWeber,3027356219,Susan.Weber@delaware.gimplements
the EEOAction Planandensureshatmanagersollow federalandstatelaws,regulationsandexecutiveorders.Thedutiesand
responsibilities include:

1. Providingoversightof Departmentatompliancewvith ExecutiveOrderNumberEight, the Stateof DelawareRespectful
Workplace andinti-Discrimination Policy, and applicable state and federal laws.

2. Drafting, maintaining anddistributingthe Department' € EOReportandAction Plan.

3. Serving as the official liaison with relevant State organizations as designated by the Sadriettry, including, but
not limited to, the Department of Human Resources/Office of Diversity and Inclusion.

4. Consultingwith DepartmenteadershimndDivision staff on workforcediversity,equity,andinclusionissues.

5. Ensuringthatall EEOproceduresindrequirementsutlinedin this Planarefollowed.

6. Promotingdiversity,equalemploymenbpportunity andinclusioninitiativesandprovidingtechnicalassistancensuch
issues as recruitment, interviewing, and adhering to applicable regulations and laws governing EEO.

7. Identifyingand recommending initiativekatintegrate diversity, equity, and inclusion intoagpect®f theemployment
lifecycle.

ORGANIZATIONAL CHART:

Sue B. Weber
HRDirector/Lead
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SECTION lI: FY23 ACCOMPLISHMENTS : JULY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshe valueof diversityamongall employeesvorking on-siteand
remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof

Strategic Priority Objective Success/Key Reéponsmle StepsTaken Status
roup
Results
SP1 Succession Ability tocontinue [DHSSDHR Performance Performance
Goall Planning operations while Review Reviews were
experiencing Managersand completedn certain
employment gaps. |Supervisors work units, with
follow up
Measuret of DHR Classification Performance
promotions and Compensation Improvement Plans
implementedwhere
needed.
Promotiongotaled
nearly250,ashigh
performers were
identified within
DHSS.
SR 1 Task the DHSS [DHSSEmployee |DHSSDHR CulturalHeritage |Approximately300
Goal2 Local Diversity attendance at Month Activities  |DHSS employees
Committeeto ensurgCulturalheritage  |DHSSLocal and Marketing attended DHR
the workforce month events Diversity Material cultural heritage
participates in Committee events.
DHR® s Cu l{Surveyresponses
Heritage month  |related to DEI in [D H R ®EI Team Stepswveretakento
activitiesasa meangtheir workplace build the DHSS
of engaging the Local Diversity
DHSS workforce in Committee which
meaningful will be active in
conversations abot FY25.
DEI topics
SR 1 Utilize MaintenancgMeasuredythe# [DHR Classification|DHR Classification|Career Ladder
Goal3 Review to provide |of career ladders |and Compensationand Compensationpositionsresulting
more career laddenadded in from Maintenance
Maintenance DHSSDHR DHSSDivision Reviews:
Review Feedback FiscalAssociate
Fiscal Advisor
Identificationof Investigator
positions that can Training and
haveacareetadder EducatiorSpec.
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield

rigorousworkforceoutcomesndattainmenofthes t a missiénsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof Responsible
Strategic Priority Objective Success/Key G StepsTaken Status
roup
Results
SR2 Increase DHSS |Participation of [DHSSDHR Inclusive DHSS and DHR
Goall management and [managers in Leadership collaboration is underwe
leadership inclusiveleadershilDHR DEI Team [Trainingand to identify training
capability to training Curriculum opportunities/expectatiol
engage, motivate for new supervisors
and retain its Spotlight on (LEAD)
workforce by managers who
utilizing Inclusive [exemplifyinclusive
leadershigraining |Leadership
SR2 Increase Participation of |DHSSDHR Marketing of 20 DHSS employees
Goal2 Participationin the |[Managersn the Leadership participated and
Leadership Leadership Academy during |graduatedromtheDHSS
Academyto ensurelAcademy DHSS Town Hall |Leadership Academy
that managers are and in materials
effectivein leading deliveredvia email
their workforce to
achieving the
missionof DHSS
SR2 Pilot the DHSS  |Supervisor and [DHSSDHR Developmenof thgThe performance review
Goal3 performanceeviewmanagement performanceeviewprocess is well underwa
processo introduceeffectiveratingson |Division Directors |process with anevaluatiorof 360

a 360degree
component focuse
on supervisor and
management
effectiveness.

DHSS employee
pulsesurveysmeet
an initial targeted
rating of at least
75% effectivenesg
within theyearone

ratingtimeframe.

Managersand
Supervisors

degree options continuil
in FY25.
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STRATEGIC PRIORITY (SP-3)

Enhance and provide professional, personal, and leadership development programs to advance the success of all er

ProfessionalDevelopment Education,and Awareness

acrosghelife cycleof their careerswith akeyfocuson equitableenrollmentandparticipationin professionatevelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

MBIl Responsible
Strategic Priority Objective Success/Key G StepsTaken Status
Results roup
SR3 Increase DHSS |Participation of |DHSSHR Inclusive DHSS and DHR
Goall management and |managers in Leadership collaboration is underwg
leadership inclusiveleadershilDHR DEI Team  (Trainingand to identify training
capability to training Curriculum opportunities/expectatio
engagemotivate, for new supervisors
and retain its Spotlight on (iLEAD)
workforce by managers who
utilizing inclusive |exemplifyinclusive
leadershigraining (leadership
SRk 3 Utilize Measuredythe# |DHR ClassificationDHR ClassificationCareelLadderpositions
Goal2 Maintenance of career ladders [and Compensatiofand Compensatiorlresulting from
Reviewto provide |added in Maintenance Reviews:
more career Maintenance DHSSHR DHSSDivision Fiscal Associate
ladders Review Feedback FiscalAdvisor
Investigator
Identification of TrainingandEducation
positionsthatcan Spec.
have a career
ladder
SRk 3 Utili ze |DHSSEmployee |DHSSHR CulturalHeritage |Approximately 300
Goal3 Cultural Heritage |attendance at Month Activities |DHSS employees
month activities to|Culturalheritage [DHSSLocal and Marketing  [attendedHR cultural
engage the DHSSmonth events Diversity Material heritage events.
workforce in Committee
meaningful Steps were taken to bui
conversationabou|{Surveyresponses D H R ®El Team theDHSSLocalDiversity
DEI topics related to DEI in Committee which will be
their workplace active in FY25.
SP3 Succession Ability tocontinue DHSSDHR Performance Performancdreviews
Goal4 Planning operations while Review were completed, with
experiencing Managersand follow upPerformance
employment gaps|Supervisors Improvement Plans
implemented, where
Measurét of DHR Classification needed.
promotions and Compensatiof

Promotiongotalednearly
250, as high performersg
were identified within

DHSS.
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SECTION IV: WORKFORCE ANALYSIS

DHSSWORKFORCE ANALYSIS OVERVIEW:

The Department of Health and Social Services is underrepresented in oredaEgory. DHSS has 3,169 full
time employeesndminoritiesrepresenb4%of the DHSSworkforce.lIt is importantto notethatDHSSemployees
hundreds of casual/seasonal employees as part of the workforce.

Below areobservablérendsthataffectD H S Sopportunityto increasediversityin their workforce:

X

Competition is highor nursing talenamongState Agenciedpcal hospitalsand nursing homes. DHSS
introduced a Tuition Assistance Certified Nursing Assistant Program, maintained incentives for nursing
positions partneredvith the Departmentf HumanResource$o hold ajob fair onthe DHSScampusand
engaged in targeted recruitment efforts.

DHSSis underrepresentead theSkilled Craft EEO-4 category specificallyasit relatesto females.

DHSShas42job classificationglefinedashardto-fill. Themajority areNursingandBehavioralHealth
Case Manager positions.

While turnoverrateschangedslightly in nearlyall divisions,the Departmenturnoverrateaverageemained
the same at 14%.

DHSScontinuedo requiremanageeducatioron leadership/supervisoskills to improveworkplaceculture
and equityln addition, continued efforts facilitate succession planning by usipgrformance plans,
performance reviews, and gap analysis, is underway.

Malesareunderrepresenteth all EEQ-4 categories.
Femalesarenot undefrepresenteth anyEEO-4 categories.
Employeeseparationslecreasefly 5%.

DHSSDivisionswereall representedtthe 2024Stateof DelawareJobFair, aneventwhich includedover
1,000 job seekers.

Theaveragelimeto Fill wasreducedby 23 dayscomparedo FY23.

Theaveragelime to Hire wasreducedby 16 dayscomparedo FY23.
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DHSSDEMOGRAPHICS AT A GLANCE:

Thetotal numberof DHSSEEO-4 eligible employeessof June30, 2024,is 3169.

The DHSS EE®! workforce demographic data reflect the race/ethnicity and gegpi@sentation of the DHSS
workforce based on the total number of employees within the eight4ega@egories (Appendix B). Analyses
compareDHSSworkforcedemographic$o theavailableDelawareregionallabor marketstatisticsy race/ethnicity
and gender.

Thefollowing summaryof findingswasderivedfrom this data:

Minority Representation:

1 Minoritiesrepresent 54%f thetotal DHSSworkforce,a 2% increasdrom FY23.

1 Minorities areunderrepresenteth thefollowing EEO-4 categories:
o Skilled Craft

FemaleRepresentation:

1 Femalegepresent 74%f thetotal DHSSworkforce,thesameasin FY23.
1 Femalesarenotunderrepresenteth any EEO-4 category.

Male Representation

1 Malesrepresent 26%f the DHSSworkforce,the samesin FY23.
1 Malesareunderrepresenteth thefollowing EEO-4 categories:
o Officials & Administrators(-30%)
Professional§-21%)
Techniciang-5%)
ProtectiveServiceq-19%)
Paraprofessiongt4%)
Office andClerical £27%)
Skilled Craft ¢2%)
ServiceMaintenancé-4%)

O O0O0O0OO0OO0O0
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEMALE TOTALS
T - e sy Yoof | .. . ; ; : %of |.. Total Total  Minority
MOttt Black m Asian Ifl::ld&& Amn m ;::: Category D;::’r White | Black Hi;p;:d Asian l:::::r Aﬂ:ﬁn 12‘1:1]:1] !‘:::es Category ];z:::: [m!Jloyeesby Mi@rities by ‘%of
Total Total Category  Category  Category
1 Officials & Administrators | 66 Ji] 0 3 0 1 2 05 | 252% § 164 86 13 10 0 0 9 28 | 8% | 16 m 147 30.0%
2 Professionals 176 102 17 pi) 0 1 9 /] 8% [ A 510 530 81 4 2 2 3 14 | H2% | 6 1608 862 53.6%
3 Technicians PA) 11 0 j 0 1 3 | U8% 2 18 2 4 1 0 0 1 5| 5% 0 96 5 55.2%
4 Protective Services 28 28 2 0 0 0 ) 60 | 619% 4 2% 9 2 0 0 1 0 | 8% 1 97 4 54%
3 Para Professional 13 H ) 4 0 0 2 68 | 19.6% 5 90 169 § § 0 0 § M| 804% | U M 24 70.3%
6 Office & Clerical 10 14 3 ! 0 0 0 28 8.1% 4 134 140 19 12 ! 3 9 38 | 99% [ 7 346 202 584%
7 Skilled Craft 58 4 2 3 0 0 3 0| 921% 0 j j 0 0 0 0 0 6 19% 0 76 15 19.7%
§ Service Maintenance 2 64 ] 2 0 1 2 14 | 51.8% § 36 39 5 j 0 2 1 106 | 48.2% 1 00 142 04.8%
Totals 418 290 k) 5 0 4 3 812 | 256% [ 50 140 [ 1025 13 86 3 § 61 255 | 4% | 1 3167 1709 54.0%

Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender. Thiss anoverviewof theentireEEO-4 Workforceby EEO-4 job
category?

Tablel datawereobtainedfromthe PHRSTsystenasof 06/30/2024.

2 Thetable notesatotal of 3167DHS®mployeeswhichistwo lessthan the total numberof employeegeportedin the DepartmentSummaryon page5, andthroughoutthe document.
Thisisaresultof the fact that this table doesnot includecategory No EE4 w S LJ2 NIhaDBAAREeport identifiesthesetwo employees.
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Minority Labor Market RepresentationFY24
(Including Raceand Ethnicity)

Table2

Comparisonto Minority % of Category

. Minority

EEO-4 CATEGORY Labor Mmo(r)l;y % Variance Hispanic/ . Pacific ~ American Multi

Market % Category to Labor Latino Islander Indian Racial
Market
1 Officials & Administrators 25% 39% 14% 29% 3%

2 Professionals 29% 54% 25% 39% 6% 5% 0% 0% 3%

3 Technicians 38% 55% 18% 42% 4% 4% 0% 1% 4%

4 ProtectiveServices 37% 45% 9% 38% 4% 0% 0% 1% 2%

5 ParaProfessional 34% 70% 37% 61% 4% 3% 0% 0% 2%

6 Office & Clerical 31% 58% 27% 45% 6% 4% 0% 1% 3%

7 Skilled Craft 26% 20% -6% 9% 3% 4% 0% 0% 4%

8 ServiceMaintenance 45% 65% 19% 56% 4% 2% 0% 1% 1%

FemaleLabor Market RepresentationFY24
Table 3 . -
(Including Raceand Ethnicity)
Comparisonto Minority % of Category
Female% Fef“a'e . . . . .
EEO-4 CATEGORY Labor of Variance White Black Hlspfamlc/ Asian Pacific Amerllcan MulFl
Market % to Labor Latino Islander Indian Racial
(CEIETY Market
1 Officials & Administrators 75% 30% 44% 23% 3% 3%

2 Professionals 59% 79% 21% 35% 33% 5% 3% 0% 0% 2%

3 Technicians 50% 55% 5% 19% 30% 4% 1% 0% 0% 1%

4 ProtectiveServices 19% 38% 19% 26% 9% 2% 0% 0% 1% 0%

5 ParaProfessional 7% 80% 4% 26% 49% 2% 2% 0% 0% 2%
6 Office & Clerical 65% 92% 27% 39% 40% 5% 3% 0% 1% 3%
7 Skilled Craft 6% 8% 2% 4% 4% 0% 0% 0% 0% 0%
8 ServiceMaintenance 44% 48% 4% 16% 27% 2% 1% 0% 1% 0%

Male Labor Market RepresentationFY?24
(Including Raceand Ethnicity)

Comparisonto Minority % of Category

Table4

Male
EEO-4 CATEGORY Labor Male % of Variance White Black Hispgnic/ Asian Pacific Amer.ican Mul.ti
Market % | Category to Labor Latino Islander Indian Racial
Market
1 Officials & Administrators

2 Professionals 41% 21% -21% 11% 6% 1% 2% 0% 0% 1%

3 Technicians 50% 45% -5% 26% 11% 0% 3% 0% 1% 3%

4 ProtectiveServices 81% 62% -19% 29% 29% 2% 0% 0% 0% 2%
5 ParaProfessional 23% 20% -4% 4% 13% 1% 1% 0% 0% 1%
6 Office & Clerical 35% 8% -27% 3% 4% 1% 0% 0% 0% 0%
7 Skilled Craft 94% 92% -2% 76% 5% 3% 4% 0% 0% 4%

8 ServiceMaintenance 56% 52% -4% 19% 29% 1% 1% 0% 0% 1%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a
percentage breakdown of demographic representation by race/ethnicity, gender, ah¢bBESegory.

Tables2, 3, and4 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Minority RepresentationTrendsFY22,23,24

Table5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Minority Variance ofLabor
Labor Market Labor Market Market
1 Officials &Administrators 10% 9% 14%
2 Professionals 23% 23% 25%
3 Technicians 14% 14% 18%
4 ProtectiveServices 9% 8% 9%
5 Paraprofessional 37% 37% 37%
6 Office & Clerical 21% 21% 27%
7 Skilled Craft -6% -6% -6%
8 ServiceMaintenance 15% 15% 19%
FemaleRepresentationTrends FY22,23,24
Table 6
FY22 FY23 FY24
EEO-4 CATEGORY FemaleVariance of Labor FemaleVariance of Labor FemaleVariance of Labor
Market Market Market
1 Officials &Administrators 30% 30%
2 Professionals 20% 19% 21%
3 Technicians 10% 4% 5%
4 ProtectiveServices 17% 19% 19%
5 Paraprofessional 5% 3% 4%
6 Office & Clerical 25% 24% 27%
7 Skilled Craft 4% 3% 2%
8 ServiceMaintenance 7% 5% 4%
Male RepresentationTrends FY22,23,24
Table7
FY22 FY23 FY24
EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor
\ET Gl Market Market
1 Officials &Administrators -30% -30% -30%
2 Professionals -20% -19% -21%
3 Technicians -4% -4% -5%
4 ProtectiveServices -18% -19% -19%
5 Paraprofessional -4% -3% -4%
6 Office & Clerical -24% -24% -27%
7 Skilled Craft -3% -3% -2%
8 ServiceMaintenance -4% -5% -4%

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographics for minorities, females, and male employees-4éyobE@tegory.

Tablesb, 6, and7 datawereobtainedfrom the PHRSTsystermas of 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table 8
Male 6 ADA 0
Woman 24 Discrimination 3
Other 0 Gender 0
Total 30 Generidssue 0
Harassment 1
HostileWork Environment 19
Black- African American 11 Merit Rule 0
Asian 0 Misconduct 0
Hispanic/Latinx 2 Retaliation 1
Native American/AlaskanNative 0 SexualHarassment 2
Not Identified 2 WorkplaceViolence 0
Pacificlslander/NativaHawaiian 0 Other 4
Two or moreraces 1 Total 30
White 14
Total 30
Open 7
Closed 23
Merit 22 Total 30
Non-Merit Exempt 1
Casual/Seasonal 1
Temporary 6 To beDetermined 7
Total 30 Substantiated 5
Unsubstantiated 18
Total 30
Informal 0
Formal 30
External 0
Total 30

Table 8 illustratestotal complaintsby genderyace/ethnicityemploymenstatuscategorytype,statusandresolution.

Table8 datawereobtainedfrom agencyinternal recordssubmittedo the Division of Diversity & Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24 EEO REPORT KEY OBSERVATIONS

TYPE 2023 \ 2024 PERCENT
Total Percent | Total | Percent | CHANGE
DISCIPLINES
TotalFemaleNon-Minority Disciplines 2 12% 56 26% 2700%
TotalFemaleMinority Disciplines 9 53% 98 46% 989%
TotalMale Non-Minority Disciplines 3 18% 24 11% 700%
TotalMale Minority Disciplines 3 18% 34 16% 1033%
Total Disciplines 17 100% 212 100% 1147%
SEPARATIONS
TotalFemaleNon-Minority Separations 131 31% 119 30% -9%
TotalFemaleMinority Separations 185 43% 179 44% -3%
TotalMale Non-Minority Separations 56 13% 51 13% -9%
TotalMale Minority Separations 54 13% 54 13% 0%
Total Separationy 426 100% 403 100% -5%
NEW HIRES
TotalFemaleNon-Minority New Hires 247 33% 140 28% -43%
TotalFemaleMinority NewHires 344 45% 223 45% -35%
TotalMale Non-Minority New Hires 93 12% 62 13% -33%
TotalMale Minority New Hires 73 10% 70 14% -4%
Total NewHires 757 100% 495 100% -35%
PROMOTIONS
TotalFemaleNon-Minority Promotions 126 39% 98 40% -22%
TotalFemaleMinority Promotions 113 35% 87 36% -23%
TotalMale Non-Minority Promotions 41 13% 32 13% -22%
TotalMale Minority Promotions 43 13% 26 11% -40%
Total Promotions 323 100% 243 100% -25%

Table 9 displaysthetotal numberof disciplines separationsjewhires,andpromotionsby genderandminority
status.

Table9 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT
Training by Gender

Figure 10
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Training by EEO-4 Job Category
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Figures 10-12 displaythetotal numberof attendee$or D&I -relatedtraining coursesy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfromthe DelawareLearningCenter(DLC) systenmasof 06/30/2024
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J

Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

Number
TotalFemale 15
TotalNon-Minority Female 7
TotalMinority Female 8
TotalMale 2
TotalNon-Minority Male 1
TotalMinority Male 1
Total EmployeesRequestingTuition Reimbursement 17

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby genderandminority status.

Tablel3 datawereobtainedfromagencyinternal recordsduring FY24.

Disabilities Summary
Table 14

DISABILITIES SUMMARY

Number
TotalEmployeesSelfIdentified or DisclosedDisabled 171
TotalRequesfor Accommodations 75
TotalRequesiccommodated 39
Total SelectivePlacemenCandidatesnterviewed 4
Total SelectivePlacemenCandidateired 0

Table 14displays the total number employees who requested accommodations, the total number of accepted
accommodationghetotal numberof employeesvho self-identifiedor disclosedasdisabledthetotal amountof
candidates interviewed via the Selective Placement Program, and the total number of employees hired via th
Selective Placement Program.

Tablel4 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Good Average Below Average Poor Total
Percentage Total # Percentage Total # Percentage Total # Percentage Total # Percentage Total # Percentage Total #
American Indian or Alaska Native 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Asian 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Black or African American 16% 5 25% 8 22% 7 22% 7 16% 5 33% 32
Hispanic or Latino 60% 3 0% 0 0% 0 40% 2 0% 0 5% 5
Native Hawaiian or Other Pacific 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Islander ° ° ° ° ? °
Two or More Races 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
White 20% 11 34% 19 20% 11 14% 8 13% 7 58% 56
Prefer Not to Identify 67% 2 0% 0 0% 0 0% 0 33% 1 3% 3
Total 22% 21 28% 27 19% 18 18% A 14% 13 100% 96
Answered 96
Skipped 9

Table 15illustratesExit SurveySummarydatafor employeesvho left the Departmentandwerewilling to respond.

Tablel5 datawereobtainedfromthe employegesponses froran online surveyduring FY24
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SEcTioN VIIE: RECRUITMENT AND RETENTION SUMMARY
Table 16
Vacancies Vacancies Job Code Job Title Tot.a'll # VacancyRate | VacancyRate | Changein %
(asof 6/30/23) | (asof 6/30/24) Positions FY 23 FY 24 FY24vsFY23
4 2 MDGBO05 AdvancePracticeNurse 15.00 100% 13% -87%
2 0 MADAO05 App.SupporProjectlLeader 19.00 11% 0% -11%
2 1 MDGB06/MUDG04 AssistaniNursingDirector 5.00 29% 20% -9%
31 119 UDCDO02/UDCD32 Certified NursingAssistant 287.00 11% 41% 31%
1 1 MDEBO02 ChiefPhysician 3.00 33% 33% 0%
2 0 MDECO04 ChiefPsychiatrist 2.00 100% 0% -100%
9 6 UDGZ02 ComplianceNurse 23.00 39% 26% -13%
3 3 uUbDCz02 DentalAssistant 5.00 60% 60% 0%
0 0 MUDEO1 DentalDirector 1.00 0% 0% 0%
2 3 MDEAO1 Dentist 3.00 67% 100% 33%
2 0 MDABO1 Epidemiologistl 3.00 67% 0% -67%
4 3 MDABO2 Epidemiologistll 15.00 29% 20% -9%
1 3 MDABO3 Epidemiologistlll 6.00 33% 50% 17%
0 0 MDABO04 EpidemiologistlV/ 2.00 0% 0% 0%
0 1 UDGA01/MDGAO01/ LicensedPracticalNursel 4.00 0% 25% 25%
UDGA11
N/A 0 UDGA02/UDGAO03/ LicensedPracticalNursell 3.00 N/A 0% N/A
UDGA12/MDGA02
14 25 UDGAO03/UDGA13/ LicensedPracticaNurselll 62.00 18% 40% 22%
MDGAO03
3 5 MDGZ01/UDGZ01 NurseConsultant 7.00 43% 71% 29%
0 0 MDGBO07 Nursing Administrator 2.00 0% 0% 0%
14 18 UDCDO01 Nursing Assistant 38.00 48% 0% -48%
0 0 MUDGO01 Nursing Director 5.00 0% 0% 0%
5 6 MDGBO04/UDGY04/ Nursing Supervisor 58 9% 10% 2%
UDGY14
3 0 UDFAO01 Nutritionist | 12 25% 0% -25%
0 0 UDFA02 Nutritionist Il 5 0% 0% 0%
1 1 MDFAO03 Nutritionist Il 6 17% 17% 0%
1 1 MDEBO1 Physician 3 33% 33% 0%
10 6 MDBCO01 ProgramComplianceSpecialist 21 48% 29% -19%
15 18 MDDRO02 PsychiatricSocialWorkerll 21 71% 86% 14%
N/A 8 MDDRO03/UDDRO03/ PsychiatricSocialWorkerlll 30 N/A 27% N/A
UDDR33
3 2 MDECO03 Psychiatristll 8 38% 25% -13%
5 6 MDIAO1 Psychologist 10 50% 60% 10%
4 6 UDGB01/MDGBO01 Registered Nursé 9 50% 67% 17%
5 4 UDGB02/MDGB02 Registered Nurs#é 7 83% 57% -26%
82 65 UDGBO03/MDGBO03/ Registered Nursél 205 38% 32% -7%
UDGB13/MDGY03
0 0 UCBDO02 SeniorFoodServiceWorker 5 0% 0% 0%
16 8 MADAO04 Sr. ApplicationSupportSpecialist 39 40% 3% -37%
7 1 MADZ21 Sr. SystemsSoftwareSpecialist 8 88% 0% -88%
8 6 MACZ10 Teacher(DHSS/DVI) 25 32% 24% -8%
3 6 MADF03 Telecom/NetworkTechlll 6 11% 100% 89%
1 1 MDKA04/UDKA04 Therapistll 4 25% 25% 0%
1 1 MDKAO1 TherapyAssistant 3 33% 33% 0%
4 0 MACEQ2 Trainer/Educatot! (New Title: 33 67% 0% -67%
TrainingandEducationSpecialistll)
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Table 17

. #TimesPosted Total #Aps |Average #Aps| Total # Aps | Average #Aps
ClzesCat CEeRli in FY24 Receive?j Rec?eivedp Qualif;:z Quagdifiet?p
MDGBO05 AdvancePracticeNurse 3 3 1 2 1
MADAO5 App.SupportProjectLeader 1 9 9 2 2
MDGB06/MUDG04 AssistantNursingDirector 5 33 7 9 2
UDCDO02/UDCD32 CertifiedNursingAssistant 10 165 17 73 7
MDEBO02 ChiefPhysician 4 8 2 2 1
MDECO04 ChiefPsychiatrist 0 0 0 0 0
UDGZz02 ComplianceNurse 3 31 10 24 8
UbDCZ02 Dental Assistant 1 10 10 0 0
MUDEO1 DentalDirector 0 0 0 0 0
MDABO1 Epidemiologist 3 82 27 47 16
MDABO2 Epidemiologistl 7 169 24 71 10
MDABO03 Epidemiologistll 3 23 8 12 4
MDABO4 EpidemiologistV 0 0 0 0 0
UDGA01/MDGAOL LicensedPracticalNursel
UDGA11 9 35 4 28 3
UDGAO02/UDGAO03/ LicensedPracticalNursell
UDGA12/MDGAO2 9 34 4 24 3
UDGAO3/UDGA13 LicensedPracticalNurselll
MDGAO3 8 38 5 23 3
MDGZ01/UDGZ01 NurseConsultant 4 29 7 9 2
MDGBO07 NursingAdministrator 0 0 0 0 0
UDCDO1 NursingAssistant 4 75 19 64 16
MUDGO01 NursingDirector 0 0 0 0 0
MDGB04/UDGY04 NursingSupervisor
UDGY14 13 91 7 64 5
MDFA01/UDFAO1 Nutritionist| 5 24 5 6 1
MDFA02/UDFA02 Nutritionist Il 0 0 0 0 0
MDFAO03 Nutritionist Il 1 5 5 2 2
MDEBO1 Physician 0 0 0 0 0
MDBCO01 ProgramComplianceSpecialist 7 134 19 67 10
MDDRO02 PsychiatricSocialWorkerll (New Title:
BehavioraHealth Casévlanageril) 13 126 10 85 !
MDDRO3/UDDRO03{ PsychiatricSocialWorkerlll (NewTitle: 10 86 9 67 7
UDDR33 BehavioraHealth Caséanagerll)
MDECO03 Psychiatristll 0 0 0 0 0
MDIAO1 Psychologist 2 4 2 3 2
UDGB01/MDGBO01, Registered Nurske 7 22 3 13 2
UDGB02/MDGB02 Registered Nursi 7 18 3 16 2
UDGB03/MDGBO3/| Registered Nurs#l
UDGB13/MDGY03 25 187 7 126 5
MBDZ01/UBDZ09/UB SecurityOfficer 7 142 20 48 7
DZ10/UBDIOL/UBDIO2
MADAO04 Sr. Application SupportSpecialist 9 63 . a1 3
UCBDO02 SeniorFoodServiceWorker 1 9 9 2 2
MADZ21 Sr.SystemsSoftwareSpecialist 4 13 3 9 2
MACZ10 Teache(DHSS/DVI) 0 0 0 0 0
MADF03 Telecom/NetworkTech Il 5 36 7 24 5
MDKAO04/UDKAO04 Therapistll 1 10 10 1 1
MDKAO1 Therapy Assistant 5 29 6 2 0
MACEO02 Trainer/Educatolll ((NewTitle: Trainingand
. o 2 4 2 1 1
EducationSpecialistlll)

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the applicant pipeline statistics ft
those hareo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedperposting,andtheaveragenumberof applicantsdeemed taneetthe minimumqualifications
(MMQ) for the position.

Tablel6 datawereobtainedfrom the PHRSTsystemasof 06/30/2024.
Tablel7 datawere obtainedromthe DelawareEmploymentink (JobApsYecruitmentsystenasof 06/30/2024.
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Table 18

.~ TumoverbyDiision

Dent ID . Turnover Rate | Turnover Rate | Changein %
ept Division Fy23 FY24 FY24vsFY23
350100000 DHSS/OSEC/Administration 11% 11% 0%
350200000 DHSS/Medicaic® MedicalAssist 12% 13% 2%
350500000 DHSS/PublicHealth 16% 14% -3%
350600000 DHSS/Substanc&buse&Mental Health 16% 14% -2%
350700000 DHSS/SocialServices 8% 10% 2%
350800000 DHSS/Visuallyimpaired 17% 12% -5%
350900000 DHSS/HealthCareQuality 15% 18% 3%
351000000 DHSS/ChildSupporiServices 16% 9% -7%
351100000 DHSS/DevelopmentdDisabilities 17% 18% 2%
351200000 DHSS/State&ServiceCenters 14% 26% 11%
351400000 DHSS/SvcAging & Adultsw/ PhysDis 15% 14% -1%
Department Average 14% 14% 0%
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Table 19
Turnover by Hard-to-Fill Jobs
Turnover | Turnover %
Job Code Job Title Rate | Rate Fc;z‘:i‘;
FY23 FY24 Y23
MDGBO03 Advance Practice Nurse 0% 0% 0%
MADADS Application Support Project Leader 6% 0% -6%
MDGB06MUDG04 Assistant Nurse Director 0% 22% 22%
UDCD02UDCD32 Certified Nursing A ssistant 0% 17% 17%
MDEBO2 Chief Physician 0% 0% 0%
MDEC04 Chief Psychiatrist 0% 0% 0%
UDGZ02 Compliance Nurse 0% 11% 11%
UDCZ02 Dental Assistant 0% 0% 0%
MUDEN Dental Director 0% 0% 0%
MDABO1 Epidemologist 33% 0% 33%
MDAB02 Epidemologist IT 0% 0% 0%
MDABO3 Epidemologist ITI 0% 0% 0%
MDABO4 Epidemologist IV 50% 0% 50%
MDGAOL/UDGAOLUDGALL License Pratical Nurse I 0% 0% 0%
MDGAO02UDGAO2 License Pratical Nurse II 0% 0% 0%
MDGAO3TUDGAO3 License Pratical Nurse III 0% 28% 28%
MDGZ01/UDGZ01 Nurse Consultant 0% 25% 25%
MDGB07 Nursing Administrator 0% 0% 0%
MDCDO1/UDCDO1 Nursing Assistant 10% 26% 16%
MUDGO1 Nursing Director 0% 0% 0%
MDGBM/UDGYM/UDGY 14 Nursing Supervisor 22% 7% 15%
MDFAQL/UDFAQL Nutrionist T 0% 0% 0%
MDFAQ2/UDFAQ2 Nutritionist IT 0% 0% 0%
MDFAO3 Nutrionist 11T 0% 0% 0%
MDEBO1 Physician 0% 0% 0%
MDBCO1 Program Compliance Specialist I 0% 13% 13%
MDDR02/UDDR02/UDDR22 Psychiatric Social Worker II (New Title: Behavioral Health Case Manager IT) 16% 14% -3%
MDDR03/UDDRO03/UDDR33 Psychiatric Social Worker IIT (New Title: Behavioral Health Case Manager I1T) 2% 17% 15%
MDECO3 Psychiatrist I11 10% 0% 10%
MDIAOL Psychologist 57% 13% 44%
MDGB(01/UDGB01/UDGBI11 Registered Nurse I 0% 0% 0%
MDGB02/UDGB02/UDGB22 Registered Nurse I 0% 0% 0%
MDGY03MDGB03/ UDGEO3 Registered Nurse ITT 8% 9% 1%
TUDGE13
MBDZ01/UBDZ0%UBDZ1Y Security Officer 0% 7% 7%
UBDIOLTBDI02
MADAD4 Senior Application Support Specialist 3% 3% 0%
UCBDO2MCBDO2 Senior Food Service Worker 0% 0% 0%
MADZ21 Senior System Software Specialist 17% 18% 2%
MACZ10 Teacher (DHSS/DVI) 11% 0% 11%
MADF03 TelecommunicationNetwork Technician I1T 4% 0% 4%
MDEADN4 Therapist ITT 0% 0% 0%
MDEAD! Therapy Assistant 0% 0% 0%
MACE2 Trainer/Educator IIT (New Title: Training and Education Specialist IIT) 0% 0% 0%

Tables 18 and 19 displayemployeeurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the number of new employees versus the number of employees who leave or taotier to
Department. Employees who transfer between Divisions within the same Department do not count.

Tablesl18 and 19 datawereobtainedfrom the PHRSTsystenmas of 06/30/2024.
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Applicant Pipeline

In FY24, 14,909 people applied online to DHSS jobs, an increase from FY23 in which 13,208
applied.Thisdataincludesall jobspostedn the DelawareEmploymentLink (JobAps)Recruitment
System including Casual Seasonal Recruitments.

Figure 20
FY24 Applicant Pipeline by Gender
FY24 Applicant Pipeline by Gender
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Figure 21

FY24 Applicant Pipeline by Minority vs.Non-Minority

FY24 Applicant Pipeline by Minority Status
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Figures 20 and 2lillustrate the total number of applicants who applied tdheat e of Del awar e
primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority sysimaity
andgenderFurtherillustratedarethetotal applicantsvho werefoundqualifiedandhired,alsoby minority vs. non
minority and gender.

Figures20and?21 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsysterrasof 06/30/2024.
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Recruitment and Hiring Times
FY23 and FY24

Table 22

Fiscal Year AverageTime to Fill (days) AverageTime to hire (days)

FY23 81 58
FY24 58 42

Change FY23vsFY24 -23 -16

Table 23
Fiscal Year AverageTime Requestto-Open| AverageTime Closing Date-to-
(days) Referral (days)
FY23 6 4
FY24 4 2
Change FY23vsFY24 -2 -2

Table 22 illustratestheaveragdime in calendadaysit takesto hire for vacantobsandmeasuresghe hiring
ma n a gefectiGemessn makinghires.

ATime-to-Fill is measuredy the numberof calendadaysfrom recruitmentpostingto a conditionaloffer for hire.
The current metric is 40 calendar days.

ATime-to-Hire is measuredy the numberof calendadaysfrom thetime areferrallist of qualified candidatess
created for the hiring manager until a conditional offer for hire. The current metricéettslar days.

Table 23 illustratestheaveragdimein calendadaysit takesto postrecruitmentdor vacanfjobsandmeasures
H R Gefectivenessn processingecruitments.

AAverage Time from Request-Openis measured by the number of calendiays it takes HR from the time they
receivearequesto fill avacantpositionuntil theygettherecruitmentposted.Thecurrentmetricis 2 calendadays.

AAverage Time Closing Dat®-Referralis measured by the number of calendar days from the time recruitment
closesuntil areferrallist of qualifiedcandidatess createdor the hiring managerThecurrentmetricis 5 calendar
days.

Tables22 and 23 datawereobtainedfrom the DelawareEmploymentink (JobApsYyecruitmentsystemnas of
06/30/2024.
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STATE OF DELAWARE

SECTION IX: PLAN OF ACTION FUTURE STEPSTO | MPLEMENT : JUuLY 1,2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

working onsite and remotely. *

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Target Dateto

. Measuresof . )
Objective Success/KeyResults ResponsibleGroup Resources

Priority Completion
SR1 Successiolanning | Numberof Promotions | D H S SDHR Team GEAR Certification | June2025
Goall

Knowledge Gaps DHSSDivision FrontlineLeadership
IdentifiedandFilledas | Leadership Training
Part of Retirement
Readiness Plan DHSSLeadership
Academy
StandardDperating
Procedures
DHR Workforce
Planning
SR1 EngagingheDHSS | DHSS Employee DHS SOHR Team DHSSLocal April 2025
Goal2 workforce in attendance at DHR Diversity
meaningful CulturalHeritagemonth | DHSSDEI&A Core Committee
conversationsbout | €vents Group
DEI&A topics o DHR - DEI
Building of a DHSS
DEI&A Workgroupand DHSSIntranet
introduction of
events/activities/training
Release of DHSS
intranetpagedocused
on DEI&A topics
SR1 Recruitmenpipeline | Newpipelinescreated | D H S SOHR Team DHR Internship April 2025
Goal3 development within communities. Program
DHR1 Talent
Acquisition/Recruitment| Pathwaydrogram

SelectivePlacement
Program

CommunityPartners
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield
rigorousworkforceoutcomesandattainmenbf thes t a migsidOmsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

. Measuresof .
St'.a t‘?g'c Objective Success/Key NIl Resources Target Da_t elo
Priority Group Completion
Results
SR2 Increase DHSS Participation of DHS SOHR Team DHRT Trainingand | June2025
Goall management and managersn inclusive HR Solutions
leadership capability | leadership training | DHSSDivision (Delaware Learning
to engage, motivate Leadership Center)
and retain its Recognition of
workforce by managers who _ DHSS- DEI&A Core
applying inclusive exempln‘ymcluswe Group
leadershimpproacheg 'eadership
DHSSLeadership
Incorporation of Academy
leadership
expectationsvithin DHR - DEI
performancelans
SR2 360-degredeedback | Supervisor and DHS SOHR Team DHRT Trainingand | June2025
Goal2 component management 360 HR Solutions
incorporated in feedbackool piloted | DHSSDivision
professional as part of succession| Leadership
development planning
activitiesfocusedon
supervisor and
management

effectiveness
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Al

J

STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personand leadership development programadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocusonequitableenrolimentandparticipationin professionatievelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic L Measuresof Responsible Target Date to
. Objective Resources )
Priority Success/KeyResults Group Completion
SR3 Increase DHSS Participation of DHS SR Team | DHRT Trainingand | June2025
Goall management and | managerin inclusive HR Solutions
leadershifzapability | leadership training DHSSDivision (Delaware Learning
to engage, motivate Leadership Center)
and retain its Recognition of
workforce by managers who DHSS- DEI&A
applying inclusive exempllfylncluswe CoreGroup
Ieadership Ieadershlp
approaches DHSSLeadership
Incorporation of Academy
leadershigxpectations
within performance DHR - DEI
plans
DHSS intranet
pageswith HR-
relatedcontent
SR 3 Evaluate potential | Numberof career D H S SOHR Team | DHR Classification | April 2025
Goal2 expansiorof career | ladders used for and Compensation
ladderusein DHSS | advancement. DHSSDivision
= _ Leadership DHSSSubject
Addition of previously Matter Experts
unused career ladders
within DHSS
SR 3 Engage the DHSS | DHSS Employee DHS SR CulturalHeritage April 2025
Goal3 workforce in attendance at DHR Team Month Activities
meaningful CulturalHeritagemonth
conversationabout | €vents DHSS- DEI&A DHR - DEI
DEI topics CoreGroup

Building of a DHSS
DEI&A Workgroupand
introduction of
events/activities/training

Release of DHSS
intranetpagedocused
on DEI&A topics
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STATE OF DELAWARE
DELAWARE NATIONAL GUARD
JOINT FORCE HEADQUARTERS

1 VAVALA WAY
NEW CASTLE, DELAWARE 19720-2417

MEMORANDUM

TO: Claire DeMatteis
CabinetSecretaryDepartmenbf HumanResources

CC: RichardPotter,Jr.
Chief DiversityOfficer
Division of Diversity, Equity andInclusion

FROM: MichaelR. Berry
Major GeneralTheAdjutantGeneral
michael.r.berry8.mil@army.mil

Mark A. Smith
mark.a.smith6.civ@army.mil

Kemberly A. HinesFairfax
kemberly.a.hinesfairfax@delaware.gov

DATE: 9/1/2004

SUBJECT: DelawareNational Guard FY24 Equal Employment Opportunity/Affirmative
Action Report and FY 25 Action Plan

Attachedis a copyof the DelawareNationalGuardFY 24 EqualEmploymentOpportunity/AffirmativeAction
Report and FY25 Action Plan submitted in accordanceithe cut i ve Or der No. 30,
Commitment to a Respectful Workplace.

We havereviewedthe FY24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY25 Action Planand
endorse its accuracy and content that will enable progress and results\agkncy

If youhaveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:michael.r.berry8.mil@army.mil
mailto:mark.a.smith6.civ@army.mil
mailto:kemberly.a.hinesfairfax@delaware.gov
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SECTION I: POLICY STATEMENT

|l ncluded with this Report is the official decl ar
the RespectfuWorkplaceandAnti-DiscriminationPolicy (RWAD), datedandsignedby Major GeneraMichaelR.
Berry. Executive Order 30 (Appendix A) is also attached to this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

The Delaware National Gua(®NG) remains committed to embed the principles of Equal Employment
Opportunity(EEO)into everyfacetof our organizationThis commitmentunderscoresur policy to ensurehatall
human resource policies, practices, and programs are administered fairly and equitably. We will not tolerate
unlawful discrimination, harassment, or retaliation against any individual based on race, religion, color, national
origin, ethnicity, sex, pregnancy, gender identity or expression, sexual orientation, age (40 or older), political
affiliation, National Guard or veteran status, genetic information, or disability.

Theleadershipwithin the DNG playsacritical role in thisinitiative. Eachleaderis accountabldor overseeing
all aspect®f employmenpractice$ rangingfrom hiring anddismissako compensatiorjob assignmentyaining,
and benefitd ensuring compliance with both federal and state EEO laws. This accountability ensures that we
uphold and promote an equitable workplace, reinforcing our commitment to fostering an environment where all
individuals can thrive.

An integralcomponentf our EEOpolicy is theprotectionit providesto employeesandapplicantsindividuals
shall never face harassment or retaliation for engaging in any activity related to EEO compliance, including filing
complaints or participating in investigations. This protection is vital to cultivating a culture where everyone feels
safe to voice concerns and advocate for their rights.

The focus of our EEO initiative is clear: we must train and develop leaders who are prepared to navigate the
complexities of a diverse military organization. Our leadership development aims to equip leaders with the skills
necessaryo fosteranenvironmenthatemphasizeachievemenandinclusivity, therebyhelpingindividualsreach
their highest potential in service to our State and Federal missions.

Supervisoraretaskedwith the affirmativeimplementatiorof thesepolicies,with the expectatiorthatthey
will actively work to prevendiscrimination andiphold EEOprinciples.Every employeés equally expected to
recognize and cooperate with these policies, contributing to a culture of fairness and respect.

This reportpresent@ananalysisof statisticalanddemographidatafor FiscalYear2024(FY-23), spanning
from July 1, 2023, to June 30, 2024. It reflects our achievements and measures our progress toward establishing
equal opportunity within the DNG. By examining this data, we gain valuable insights into our workforce
compositionjdentify areador improvementandcelebrateur progressn building amoreequitablevorkplace.

Diversity, equity, inclusion, and belonging are not merely goals; they are institutional priorities that drive our
missionforward. We activelyinvite leaderdrom variousagencieso collaboraten fosteringa cultureof belonging.
It is through these partnerships that we can amplify our impact and create a cohesive and supportive environment
for all.

We recognize that reasonable accommodations for applicants and empl®yessential to their success,
particularly those with disabilities or unique religious practices. DNG provides these accommodations without
incurringunduehardshipthusensuringhateveryoneénasequalaccess$o opportunitieswithin our organization.

Our EEO staff work diligently to make EEO information accessible to all employees and job seekers. We
understandheimportanceof stayinginformedaboutevolvinglegislation EEOCguidanceandexecutiveorders.
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Relevantinformationis prominentlydisplayedhroughoubur facilitiesandis alsoaccessibl®n ourlocalintranet,
ensuring that our workforce remains educated and aware of their rights.

Finally, our commitmento maintaininga culturethatvalueseveryoneasanequalpartneris paramountWe
aim to position the National Guard as a leader in fair and equitable treatment, celebrating our diversity as our
greatest strength. Leaders within the DNG will actively pursue excellence, working to create coalitions of shared
interests that transcend color, race, or ethnicity. Together, we will foster a military organization enriched by its
diverse fabric, where every member feels valued and empowered to contribute to our collective success.



STATE OF DELAWARE
Delaware National Guard (DNG)

FY2024/FY2025EEO REPORT AND ACTION PLAN

DEPARTMENT SUMMARY

- # of # Full-Time
Name ofDivision :
Employees Equivalent
AdjutantGeneral 1 1
CommandGroup 6 8
Comptroll erq 5 5
HumanResource 2 2
Anti-Terrorism/ForcdProtection 1 1
Family Readiness 4 4

ConstructiorFacility Management 27 29

Bethany Beach Trainin§ite 0 1
Environmentat Army 4 4
ElectronicSecurityService 1 1
SecurityPolice 24 25
Firefighter 24 30

Civil Engineers 16 17
Environmentat Air 1 1

TOTAL 116 129
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RESPONSIBILITIES FOR IMPLEMENTATION:

TheAdjutantGenerabf the DelawareNationalGuard oversedbeimplementatiorof theD e p a r t Affieativéd s
Action Planto ensurehatit is implemented promptlgndeffectively. The StateEqualEmploymentManagerMark

A. Smith 302326-7262,mark.a.smith6.civ@army.mimplements the Affirmative Action Plan and ensures that
managersollow federalandstatelaws, regulationsandexecutiveorders.The Affirmative ActionOf f | dukes 0 s
and responsibilities include:

State Employment Manager (SEEM): Positionis adirectreportto TAG with administrativecoordinationbetween
theHumanResource®ffice (HRO) andthe DelawareNationalGuard(DNG) Chiefsof Staff (CoSs). This position

is under the general supervision of the HRO, witlct access and advisory responsibility to TAG on all EEO an
diversity managementissuee.he posi ti onds purpose is to provide
senior commanders, managers on statutory requirements relating to the entire EEO B&dikhs the principal
point of contact with the Nati onal -EQuaadtlk loBaldistech u 6
office of the Equal Employment Opportunity Commission (EECEGHEM communicates with Senior Leadership
to ensure DE&I, EEO Compliance is supported throughout DNG. Proactive strategies are incorporated into tf
EEO-AA Plan. By doing sothestrategy taaiseawareness1 DE&I in all decisiondecomes sustainableoal.

I n conjunction with State of Del awareds EEO/ AA
opportunity,all full-time DNG personnemattersnvolving equalopportunityandtreatmenbenefitromD o D6 s
affirmative employment program managed by the SEEM.

ORGANIZATIONAL CHART:

TheAdjutantGenera

MG MichaelR.Berry

]

HumanResource
Director(HRO)

PhillipCroall

StatePersonne

StateEqual
EmploymentManager

Diversity Equity&

BranchManager InclusionCoordinatol

DanielSus Mark A. Smith

KemberlyFairfax
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SECTION lI: FY23 ACCOMPLISHMENTS : JULY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshe valueof diversityamongall employeesvorking on-siteand
remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,

Strategic

recruitment, and workforce underrepresentation via collaboration with DHR.

Objective

Measuresof

Responsible

StepsTaken

Status

Priority Success/KeyResults Group
SR1 Gainin-depthfeedback | Quarterlymonitoring | DNG-HRO Initiate surveyfor | Complete
Goall from the workforce to | of employee training| DNG- OEODI currentemployee;
impact the work & policy DNG-DEI review quarterly
environment acknowledgement exitinterviews
SP1 Increasdhecultural DNG-HRO Diversity,Equity& | Ongoing
Goal2 | competence of Participation in Inclusion Hire
Employees Cultural Heritage Supervisors
Eventsranby alocal
Employeesreoften Diversity Committee | DNG-OEODI
unaware that their and DHR
actions may be
offensiveto others
SR1 Resource equitable Eliminatebarrierso | DNG-HRO Analyzegroupsby | Complete
Goal3 employealevelopment | employment race & gender
& access to opportunities for DNG-OEODI throughout hiring

opportunities

protected class
individuals

process
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdndsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield

rigorousworkforceoutcomesndattainmenofthes t a missiénsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic . MR Responsible
_ Objective Success/Key StepsTaken
Priority
Results
SR2 Hold all managers | FY24Performance | CMD-GRP Performance Ongoing
Goall & supervisors appraisals rating | DNG-HR evaluationsnclude
accountabléo EEO | period completion | DNG-PM adherence to EEO
& Diversity Supervisors & DEI policies
Principles
SR2 Developeffective Increase CMD-GRP Develop Complete
Goal2 & accountable e mp | osemss®f6 DNG-HRO measurable teams
leadership for responsibility to DNG-OEODI & individualgoals
advancement advance that demonstrate
achievement &
establish track
recordsof success
for advancement
SR2 EnshrineDiversity | Safe& harassment | DNG-HRO Provide sound FY23EEO/AA
Goal3 & EEO as free workplace Supervisors guidancepromptly | ReportandFY 24
foundations of an | functionallyaligned | DNG-OEODI respond to EEO | Plan of Action
effective & with the issues &
productiveagency | vision, mission, recommend

goals &objectives

equitable dispute
resolution
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personand leadership development programadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocusonequitableenrolimentandparticipationin professionatievelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyaps inretention,
recruitment, and workforcenderrepresentation via collaboration with DHR.

Strategic
Priority

Objective

Measuresof
Success/Key
Results

Responsible

Group

StepsTaken

SR3 Partnewith DHR Participatiorinthe | DNG-HR Trainingprograms | Ongoing
Goall to pilot a DEI training programs | DHR DEI Team from DHRO

training Program website

for employees
SR3 Us e DHRO s| Attendance at DNG-HR D HR &€wdtural Ongoing
Goal2 Cultural Heritage | D H R Gudtural DNG Local HeritageMonth

month activities to | HeritageMonth diversity Events

increasenclusivity | Events Committee

and provide a DHRDEI Team Schedul®NG

cultural learning Feedbackrom post Diversity Day

opportunity for event surveys Spring 2025

employees
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SECTION IV: WORKFORCE ANALYSIS

DELAWARE NATIONAL GUARD WORKFORCE ANALYSIS OVERVIEW:

The DelawareNationalGuardis underrepresentdad four EEO-4 categoriesvith 116fulltime employees
the opportunitiedo changethe demographicarelimited. Minorities represen3% of theworkforce,a 1%
decrease from FY23.

Below areobservabldérendsthataffect DENationalGuardsopportunityto increaseliversityin its workforce.

1. Protective services positions remain difficult to fill and retain qualified employees due to competitive
salaries.CurrentlyDE NationalGuardis unableto offer bonusesomparableo our civilian counterparts.
This population remains high turnover since FY21.

2. DE National Guard has one (1) position in the Official & Administrator category which will cause this
categoryto consistentlyfall in aunderrepresenteagroup. Historically speakinghe positionhasbeenfilled
by both male and female representation.

a. LocalDiversity Councilhasbeenestablishedvith quarterlymeetingsscheduledhroughJune2025.

Overall intent is to expand efforts to develop subgroups in order address the needs of the entire workforce

b. DE NationalGuardmustcontinueto requireleadershipandsupervisoryeducatiorskill to improve
workplace culture and equity.

c. A review of current internship and fellowship programs is underway to ensure these opportunities
attractdiversecandidatesGiventhatsuchprogramsftenserveasgatewaygo futureemploymentactively
promoting them within underrepresented communities is essential in paving the way for a more diverse
workforce.

In conclusion,The DelawareNationalGuard'sFY 24 EqualEmploymentOpportunity/AffirmativeAction
Report and FY25 Action Plan reflect a sincere commitment to diversity, equity, and inclusion. By analyzing
current workforce trends and implementing strategic outreach initiatives, the DE National Guard is on a pa
to cultivate a diverse team that embodies the values of the communities it serves. Not only does this
commitment enhance the workforce, but it also enriches the organizational culture, fostgriaghe éind
innovativeenvironmenfor all personnelThroughrelentlessffortsto champiorequalopportunitiesthe DE
National Guard is welequipped to fulfill its mission while celebrating the unique contributions of every
candidate.



STATE OF DELAWARE

Delaware National Guard (DNG)
FY2024/FY2025EEO REPORT AND ACTION PLAN

DELAWARE NATIONAL GUARD DEMOGRAPHICS AT A GLANCE:

Thetotal numberof DelawareNationalGuardEEO-4 eligibleemployeesasof June30,2024,is 123.

The DELAWARE NATIONAL GUARD EEQ4 workforce demographic data reflect the race/ethnicity and gend
representationf the DELAWARE NATIONAL GUARD workforcebasedn thetotal numberof employeesvithin
the eight EE®4 categories (Appendix B). Analyses compare DELAWARE NATIONAL GUARD workforce
demographics to the available Delaware regional labor market statistics by race/ethnicity and gender.

Thefollowing summaryof findings wasderivedfrom this data:

Minority Representation:

1 Minoritiesrepresent 23%f thetotal DNG workforce,a-1% decreasérom FY23.
1 Minorities areunderrepresenteth thefollowing EEOG-4 categories:
o Officials & Administrators {25%)
Professional§-2%)
ProtectiveServiceq-12%)
Office & clerical (-6%)
Skilled Craft (-15%)
ServiceMaintenance-12%)

O O O0OO0Oo

FemaleRepresentation:

1 Femalegepresen21%of thetotal DNG workforce,no changerom FY23.
1 Femalesareunderrepresenteth thefollowing EEO-4 categories:

o Officials & Administrators {45%)

o0 ProtectiveService(-11%)

o Office & clerical (23%)

0 ServiceMaintenancg-35%)

Male Representation

1 Malesrepresent 78%f the DNG workforce,a 2% increase fronfFY23.
1 Malesareunderrepresenteth thefollowing EEO-4 categories:

o Professional$§14%)

o Paraprofessiongt23%)

o Skilled Craft (8%)
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEMALE TOTALS
3 ; . S Y%of |.. . : ; : Y%of |.. Total Total  Minority
s Black m Asian I:l:::r A;:mn R;M:fl m Category m White | Black Hf::zd Asian I:l:::ecr A;;T :a:l:l FeTlont:lles Category ?::::: [m!Jloyees by h@oﬁties by .% of
Total Total Category ~ Category  Category
1 Officials & Administrators [ | 0 0 0 0 0 0 1 [ 1000% [ 0 0 0 0 0 0 0 0 0 0.0% 0 1 0 0.0%
2 Professionals 3 0 0 0 0 0 0 3 213% 3 5 2 ! 0 0 0 0 8 .1% 0 1 3 21.3%
3 Technicians 0 0 0 0 0 0 0 0 0.0% 0 0 0 0 0 0 0 0 0 0.0% 0 0 0 0%
4 Protective Services 3 § 2 1 0 0 ! 45| 98% 2 4 0 0 0 0 0 0 4 8.2% 0 4 12 24.5%
3 Para Professional 0 0 0 0 0 0 0 0 0.0% 0 0 2 0 0 0 0 0 2 | 1000% [ 0 2 2 100.0%
6 Office & Clerical 6 0 ! 0 0 0 0 1 583% 0 j 0 2 0 0 0 0 5 41.7% 0 1 3 25.0%
7 Skilled Craft ) 2 0 0 0 1 0 5| 862% 2 4 0 0 0 0 0 0 4 13.8% 0 pi) 3 10.3%
§ Service Maintenance 1 2 2 0 0 0 0 1| 97% 0 1 0 0 0 0 0 0 1 8.3% 0 1 4 3.3%
Totals n 12 5 1 0 1 1 92 | 19.3% 1 7 4 3 0 0 0 0 U1 0% 0 116 Ji 23.3%

Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender.Thisis anoverviewof theentire EEG4 Workforceby EEO-4 job
category.
Tablel datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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Minority Labor Market RepresentationFY24

Table 2 (Including Raceand Ethnicity)
Comparisonto Minority % of Category
Minority
sEO4CATEGORY e, Mo vaenceo e R il e
Market
1 Officials & Administrators 25% 0% -25% 0% 0% 0% 0% 0% 0%
2 Professionals 29% 27% -2% 18% 9% 0% 0% 0% 0%
3 Technicians 38% 0% NA 0% 0% 0% 0% 0% 0%
4 ProtectiveServices 37% 24% -12% 16% 4% 2% 0% 0% 2%
5 ParaProfessional 34% 100% 66% 100% 0% 0% 0% 0% 0%
6 Office & Clerical 31% 25% -6% 0% 25% 0% 0% 0% 0%
7 SkilledCraft 26% 10% -15% 7% 0% 0% 0% 3% 0%
8 ServiceMaintenance 45% 33% -12% 17% 17% 0% 0% 0% 0%

FemaleLabor Market RepresentationFY24

Table3 (Including Raceand Ethnicity)
Comparisonto Minority % of Category

Female% VFe_maIe . . - . .

EEO-4 CATEGORY e ariance Black Hlspgnlcl Asian Pacific Amerlcan Mqu
Category to Labor Latino Islander Indian Racial

Market

1 Officials & Administrators| 45% 0% -45% 0% 0% 0% 0% 0% 0% 0%

2 Professionals 59% 73% 14% 45% 18% 9% 0% 0% 0% 0%

3 Technicians 50% 0% NA 0% 0% 0% 0% 0% 0% 0%

4 ProtectiveServices 19% 8% -11% 8% 0% 0% 0% 0% 0% 0%

5 ParaProfessional 7% 100% 23% 0% 100% 0% 0% 0% 0% 0%

6 Office & Clerical 65% 42% -23% 25% 0% 17% 0% 0% 0% 0%

7 SkilledCraft 6% 14% 8% 14% 0% 0% 0% 0% 0% 0%

8 ServiceMaintenance 44% 8% -36% 8% 0% 0% 0% 0% 0% 0%

Male Labor Market RepresentationFY?24
Table 4

(Including Raceand Ethnicity)
Comparisonto Minority % of Category

Male
Male % . . . ” .
EEO-4 CATEGORY o Variance Black H|sp_an|c/ Asian Pacific Amerlcan
Catedo to Labor Latino Islander Indian
gory Market
1 Officials & Administrators 55% 100% 45% 100% 0% 0% 0% 0% 0% 0%
2 Professionals 41% 27% -14% 27% 0% 0% 0% 0% 0% 0%
3 Technicians 50% 0% NA 0% 0% 0% 0% 0% 0% 0%
4 ProtectiveServices 81% 92% 11% 67% 16% 4% 2% 0% 0% 2%
5 ParaProfessional 23% 0% -23% 0% 0% 0% 0% 0% 0% 0%
6 Office & Clerical 35% 58% 23% 50% 0% 8% 0% 0% 0% 0%
7 SkilledCraft 94% 86% -8% 76% 7% 0% 0% 0% 3% 0%
8 ServiceMaintenance 56% 92% 36% 58% 17% 17% 0% 0% 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a
percentage breakdown of demographic representation by race/ethnicity, gender, ah¢bBESegory.

Tables2, 3, and4 datawereobtainedfromthe PHRSTsystenas of 06/30/2024.



STATE OF DELAWARE

Delaware NationalGuard (DNG)
FY2024/FY2025EEO REPORT AND ACTION PLAN

Minority RepresentationTrendsFY?22,23,24

Table5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Labor Minority Variance of Labor Minority Variance of Labor
Market Market Market
1 Officials &Administrators -25% -25% -25%
2 Professionals -19% -9% -2%
3 Technicians NA NA NA
4 ProtectiveServices -12% -9% -12%
5 Paraprofessional 33% 33% 66%
6 Office & Clerical -19% -13% -6%
7 SkilledCraft -9% -10% -15%
8 ServiceMaintenance -12% -12% -12%

Table6

EEO-4 CATEGORY

FemaleRepresentationTrends FY22,23,24

FemaleVariance of Labor

FemaleVariance of Labor

FemaleVariance of Labor

Market Market Market
1 Officials &Administrators -45% -45% -45%
2 Professionals 8% 11% 14%
3 Technicians NA NA NA
4 ProtectiveServices -11% -12% -11%
5 Paraprofessional 23% 23% 23%
6 Office & Clerical -2% -10% -23%
7 SkilledCraft 8% 7% 8%
8 ServiceMaintenance -36% 36% -36%

Male RepresentationTrends FY22,23,24

Table7
FY22 \ FY23 FY24
EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor

Market Market Market

1 Officials &Administrators 45% 45% 45%
2 Professionals -8% -11% -14%

3 Technicians NA NA NA

4 ProtectiveServices 11% 12% 11%

5 Paraprofessional -23% -23% -23%

6 Office & Clerical 2% 10% 23%

7 SkilledCraft -8% 7% -8%

8 ServiceMaintenance 36% 36% 36%

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographics for minorities, females, and male employees-&yoBE&iegory.

Tables5, 6, and7 datawereobtainedfrom the PHRSTsystermas of 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table 8

No recorded complaintsfor FY 2024

Table 8 illustratestotal complaintdy genderyace/ethnicityemploymenstatuscategorytype,statusandresolution.

Table8 datawereobtainedfromagencyinternal recordssubmittedo the Division of Diversity & Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24 EEO REPORT KEY OBSERVATIONS

TYPE PERCENT
Total Percent Total Percent CHANGE
DISCIPLINES
Total Female Non-Minority Disciplines 0 0% 0 0% 0%
Total Female Minority Disciplines 0 0% 0 0% 0%
Total Male Non-Minority Disciplines 2 100% 0 0% -100%
Total Male Minority Disciplines 0 0% 0 0% 0%
Total Disciplines 2 100% 0 0% -100%
SEPARATIONS
Total Female Non-Minority Separations 0 0% 7 19% 0%
Total Female Minority Separations 3 20% 1 3% -67%
Total Male Non-Minority Separations 10 67% 21 57% 110%
Total Male Minority Separations 2 13% 8 22% 300%
Total Separations 15 100% 37 100% 147%
NEW HIRES
Total Female Non-Minority New Hires 0 0% 3 14% 0%
Total Female Minority New Hires 1 8% 2 10% 100%
Total Male Non-Minority New Hires 10 77% 12 57% 20%
Total Male Minority New Hires 2 15% 4 19% 100%
Total New Hires 13 100% 21 100% 62%
PROMOTIONS
Total Female Non-Minority Promotions 0 0% 1 14% 0%
Total Female Minority Promotions 0 0% 1 14% 0%
Total Male Non-Minority Promotions 1 17% 2 29% 100%
Total Male Minority Promotions 5 83% 3 13% -40%
Total Promotions o 100% 7 100% 17%

Table 9 displaysthetotal numberof disciplines separationsyewhires,andpromotionsby genderandminority

status.

Table9 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10
Training by Gender
DA = . »
Number
Female 15
Male 55
TOTAL EMPLOYEES 70
Figure 11
Training by Raceand Ethnicity
Number
WHITE 54
HISPANIC 4
BLACK 10
AMIND 1
MULTI 1
TOTAL EMPLOYEES 70
Figure 12

Training by EEO-4 Job Category

RA OB CATAGOR
Number

1 Officials & Administrators 1
2 Professionals 9
3 Technicians 0
4 ProtectiveServices 30
5 ParaProfessional 0
6 Office & Clerical 7
7 Skilled Craft 17
8 ServiceMaintenance 6
Total Employees 70

Figures 10-12 displaythetotal numberof attendee$or D&I -relatedtrainingcoursesy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfromthe DelawareLearningCenter(DLC) systenmasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

Number
Total Female 80
Total Non-Minority Female 42
Total Minority Female 38
Total Male 161
Total Non-Minority Male 97
Total Minority Male 64
Total EmployeesRequestingTuition Reimbursement 241

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby genderandminority status.

Tablel3 datawereobtainedfromagencyinternal recordsduring FY24.

Disabilities Summary

Table 14
DISAB AR
Number
Total EmployeesSelf-Identifiedor Disclosedisabled 7
Total Requesfor Accommodations 2
Total RequesAiccommodated 2
Total SelectivePlacemenCandidatesnterviewed 0
Total SelectivePlacemen€Candidateslired 0

Table 14displays the total number of employees who requested accommodations, the total number of accept
accommodations, the totalimber of employees who sélfentified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgramandthetotal numberof employeediredeithervia the
Selective Placement Program.

Tablel4 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Good Average Below Average Poor Total
Percentage Total #Percentage Total #Percentage Total # Percentage Total #Percentage Total #Percentage Total #
American Indian or Alaska Mative 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Asian 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Black or African American 67% 4 33% 2 0% 0 0% 0 0% 0 22% 6
Hispanic or Latino 100% 1 0% 0 0% 0 0% 0 0% 0 4% 1
Mative Hawaiian or Other Pacific
Islander 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Two or More Races 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
White 63% 12 16% 3 21% 4 0% 0 0% 0 70% 19
Prefer Not to Identify 0% 0 100% 1 0% 0 0% 0 0% 0 4% 1
Total 63% 17 22% 6 15% 4 0% 0 0% 0 100% 27
Answered 27
Skipped 1

Table 15illustratesExit SurveySummarydatafor employeesvho left the Departmenandwerewilling to respond.

Tablel5 datawereobtainedfromtheemployeeesponses froran online surveyduring FY24
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SECTION VIII: RECRUITMENT AND RETENTION SUMMARY

Table 16
HARD-TO-FILL VACANCIES
Vacancies| Vacancies Job Total # Vacancy | Vacancy | Changein
(as of (as of Code Job Title Positions RateFY | RateFY | % FY24
6/30/23) | 6/30/24) Allocated 23 24 vsFY23
6 10 N82691 | Fire Protection 30.00 11% 33% 22%
Table 17

HARD-TO-FILL APPLICANT PIPELINE

Class # Times Total # Average# Total # | Average#
Code ClassTitle Postedin Aps Aps Aps Aps
FY24 Received | Received | Qualified | Qualified
N82691 Fire Protection 5.00 10.00 2.00 9.00 1.80

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the applicant pipeline statistics ft
those hardo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedperposting,andtheaveragenumberof applicantsdeemed taneetthe minimumqualifications
(MMQ) for the position.

Tablel6 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
Tablel7 datawere obtainedromthe DelawareEmploymentink (JobApsYecruitmentsystenasof 06/30/2024.

Table 18

Turnover by Division

Turnover Rate | Turnover Rate | Change in %
Dept ID Divisio
°pt . FY23 FY24 FY24 vs FY23
760101001 National Guard 11% 20% 0%
Department Average 11% 20% 9%
Table 19
TURNOVER BY HARD-TO-FILL VACANCIES
. Turnover Rate | Turnover Rate | Change in %
Job Cod Job Titl
o8 ote o8 e FY23 FY24 FY24 vs FY23
NE2691 Fire Protection 11% 33% 22%

Tables 18 and 19 displayemployeeurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the number of new employees versus the number of employees who leave or taotier to
Department. Employees who transfer between Divisions within the same Departmenta@not

Tables18 and 19 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Applicant Pipeline

In FY24,106 peopleappliedonlineto DNG jobs,anincreasdrom FY23in which 63 applied.This
data includes all jobs posted in thelaware Employment Link (JobAps) Recruitment System
including/excluding Casual Seasonal Recruitments.

Figure 20
FY24 Applicant Pipeline by Gender
100% 0 2% ! =
90%
0%5
'5';'00
:“;'do
_:lgl"
10%
0%g
Total Applied Percent Applied Total Qualified Percent Qualified  Total Hired
hale ®Female w®NotIdentified
Figure 21
FY24 Applicant Pipeline by Minority Status
00%% % 4 6%
80%
- Total Applied Percent Applied Total Qualified Percent Qualified Total Hired
Minority Non-Minority = Not Identified
Figures20and2li | l ustrate the total number

Percent
Hired

Percent
Hired

of

applicant

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority sysimaity
andgenderFurtherillustratedarethetotal applicantsvho werefoundqualifiedandhired,alsoby minority vs. non

minority and gender.

Figures20and21 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsysterras of 06/30/2024.
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Recruitment and Hiring Times
FY23 and FY24

Table 22

Fiscal Year Average Time to Fill (days) AverageTime to hire (days)
FY23 57 21
FY24 68 21
ChangeFY23vsFY24 11 0

Table 23
Fiscal Year AverageTime Requestto- AverageTime ClosingDate-
Open (days) to- Referral (days)
FY23 | 17 14

FY24 8 16
ChangeFY23vsFY24 -9 2

Table 22illustratestheaveragdaime in calendadaysit takesto hire for vacanfjobsandmeasureshe hiring
ma n a getectiGemessn makinghires.

ATime-to-Fill is measuredy thenumberof calendadaysfrom recruitmentpostingto a conditionaloffer for hire.
The current metric is 40 calendar days.

ATime-to-Hire is measuredy the numberof calendadaysfrom thetime areferrallist of qualified candidatess
created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days.

Table 23 illustratestheaveragdimein calendadaysit takesto postrecruitmentdor vacanfjobsandmeasures
H R éGefectivenessn processingecruitments.

AAverage Time from Request-Openis measured by the number of calendar days it takes HR from the time th
receivearequesto fill avacantpositionuntil theygettherecruitmentosted.Thecurrentmetricis 2 calendadays.

AAverage Time Closing Dat®-Referralis measured by the number of calendar days from the time recruitment
closesuntil areferrallist of qualifiedcandidatess createdor the hiring managerThecurrentmetricis 5 calendar
days.

Tables22 and 23 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsystenas of
06/30/2024.



STATE OF DELAWARE

Delaware NationalGuard (DNG)
FY2024/FY2025EEO REPORT AND ACTION PLAN

SECTION IX: PLAN OF ACTION FUTURE STEPSTO | MPLEMENT : JULY 1,2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees

working onsite and remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Measuresof

Responsible

Target Dateto

Priority Objective Success/Key Group Resources Completion
RESS
SP1 Develop robust Conduciguarterly | DNG HRO DHRandDNG 28 February2025
Goall leadership LDC meetings to policies
engagement discusoutcomes. | DNG OEODI
structure that Develop
includesmembers | subcommittees to
from all vested represent
partners and underrepresented
working groups populations
SP1 Increaseghecultural | Conduct local DNG HRO DNG policiesand 30 April 2025
Goal2 competence of Diversity Day HRIL
Employees events and DNG OEODI
encourage
participationin
DHR Cultural
Heritageevents.
SP1 Recruitandassess | Increasdamiliarity | DNG HRO Presence at state | 30June2025
Goal3 populations that of civilian and andDNG JobFairs

reflect the
comparative
Delaware
population

current DNG
membership with
state employment
opportunities
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdndsupervisorycapacityto lead,engageindmotivatea diverseandinclusiveworkforceto yield
rigorousworkforceoutcomesandattainmenofthes t a missidrsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

: Measuresof .
Str_a t‘?g'c Objective Success/Key NIl Resources Target Da_t elo
Priority Group Completion
Results
SP2 Recruitfor hardto- | Turnover rate and | DNG StateJobFairs,J9 | 30June2025
Goall fill positions: number of office, DHR
Firefighter vacancieslecrease | Supervisors
to less than 5%
DNG Recruiting
SP2 Enhance talent Increase DNGHRO Employee 30June2025
Goal2 management/interng demographic Performanc®lans
employee lifecycle | diversity among Supervisors
process by using thoseselectedor
achievable key career
milestones to affect | assignments and
change education. Limit
non-competitive
reassignments.
SP2 Manage and Decrease DNGHRO Incentive 30June2025
Goal3 maintainqualified controllabldosses | Supervisors opportunities,

employeghrough

retentioninitiatives

by 20% FY25

Performanc®lans
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personand leadership development programadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocuson equitableenrolimentandparticipationin professionatlevelopment,

engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Measuresof

Responsible

Target Dateto

Priority Objective Success/Key Group Resources Completion
Results
SP3 Prioritizeequitable | Identify, evaluate | DNG HRO DHR andDNG 30March2025
Goall accessindbalanced| and address curren TEAMS Share
distribution of barriersto equitable | Supervisors drives; Social
resources & access to MediaPresence
opportunities opportunities; DNG OEODI
develop
mechanisms to
deliver
communications to
100% of the
workforce.
SP3 Increase Developleadership | DNG Delaward_earning | 30June2025
Goal2 representation of | training program/ Center; DNG
diversepopulations | Variance between | Supervisors training course
in underrepresented local labor market listing by position
career fields and at| and DNG DNG OEODI
all levels. populationdecrease
SP3 Developrelevant Incorporatdraining | DNG HRO DNG PublicAffairs | 30 March2025
Goal3 and meaningful program at all Office, State
training for levels of the Supervisors Training
management. organization with
refresher and DNG OEODI

update training

annually.
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MEMORANDUM

TO: Claire DeMatteis
CabinetSecretaryPepartmenbf HumanResources

CC: RichardPotter,Jr.
Chief DiversityOfficer
Division of Diversity, Equity andInclusion

FROM: Shawn M.Garvin
CabinetSecretaryDepartmenbf NaturalResourceandEnvironmentalControl
shawn.garvin@delaware.gov

Tonya Brady
tonya.brady@delaware.gov

Carlina Nickerson
carlina.nickerson@delaware.gov

DATE: 10/1/2024

SUBJECT: DNREC FY24 Equal Employment Opportunity/Affirmative
Action Report and FY 25 Action Plan

Attachedis a copyof the DNRECFY24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY25
Action Plan submitted in accordancewihrxk e cut i ve Or der No. 30, Del awar
Respectful Workplace.

We havereviewedthe FY 24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY25 Action Planand
endorse its accuracy and content that will enable progress and results\agkncy

If youhaveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:shawn.garvin@delaware.gov
mailto:tonya.brady@delaware.gov
mailto:carlina.nickerson@delaware.gov
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SECTION I: POLICY STATEMENT

Includedwith this Reportis the official declaratiorof the stateexecutivebrancha g e n @omnitsnentto EEOand
the Respectful Workplace and Arliscrimination Policy (RWAD), dated and signlegl Secretary Shawn Garvin.
Executive Order 30 (Appendix A) is also attached to this Report.

SECTION II: EXECUTIVE SUMMARY

The Department of Natural Resources Engironmental Control (DNREC) continues to promote a diverse
workforce in which each employee at every level of the organization is valued and respected. We are focusec
ensuringaworkforceclimatethatis inclusiveby continuingto promoteequalopportunitiego all personof diverse
backgrounds regardless of their race, color, religion, national origin, age, sex, mental or physical disability, se
orientation, gender identity or expression, and veteran or military status.

The mission of DNREC is to ensure the wise management, conservation, and enhancement of the State's na
resourcesprotectpublic healthandthe environmentprovidequality outdoorrecreationjmprovethe quality of life,

and educate the public on historic, cultural, and natural resource use, requirements, and issues. We realize tl
effectively carry out this mission, our workforce must be representative of those we serve.

During FY24, DNREC Human Resources worked in collaboration with the Department of Human Resources
Division of Diversity, Equity & Inclusion,to establisha Local Diversity Committeg(LDC) formedfrom adiverse

mix of DNREC employees at various divisions throughout the agency. The DNREC LDC was created to prov
insight, feedback, and actionable nstaps that promote access and opportunity for all people to achieve an
equitable workplace within the DNREC community.

In response to the increased vacancies within the agency, DNREC identified positions in the sciences, hard t
positions, other classifications, and expanded recruitment efforts by reclassifying positions in the marketing a
environmental sciences classifications. The agency also highlightetbHdrdlassifications during the teday
DelawareStateFair which allowedHumanResourcestaffto engagewith potentialapplicantdrom variousdiverse
groups and strengthen our efforts to recruit a diverse workforce.
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DEPARTMENT SUMMARY

Name ofDivision # of Employees
Office of theSecretary 114
Division of Air Quality 56
Division of ParksandRecreation 159
Division of FishandWildlife 94
Division of Watershedtewardship 57
Division of WasteandHazardousSubstances 90
Division of Water 83
Division of Climate,CoastaEnergy 39
TOTAL 692
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RESPONSIBILITIES FOR IMPLEMENTATION:

TheSecretaryof DNRECoverseesheimplementatioroftheD e p a r t Affienmativé Action Planto ensurehatit

is implemented promptly and effectively. The EEO/AA Officer, Tonya Brady7&®9060,
tonya.brady@delaware.gamplements the Affirmative Action Plan and ensures that managers follow federal a
state | aws, regulations, and executive orders. T

List responsibilities

1. Act asakeyresourcdo agencymanagementegardingequalemploymenbpportunity affirmativeaction,
and workforce diversity matters.

2. Coordinateandmonitoractionplansdesignedo identify the cause®f underutilizationconcernsandto
eliminate employment barriers.

3. Reviewagencypoliciesandprocedureso ensurehereis no adverseémpactagainstemployeesn any
racial/ethnic, gender, gender identification, disability, or any of he protected categories.

4. Manageghediscriminationcomplaintsystenmwhichincludesinvestigatingallegationsof discrimination,
maintaining tracking systems, records, and appropriate posting requirements.

5. Proposegersonneimanagemenpolicies,proceduresndpracticegi.e. recruitmenthiring, retention etc.).

6. Participatan outreach/recruitmermilanningandevaluateshe resultsof efforts.

7. Provideconsultationtraining,assistancandadviceto the agencyon workforcediversityissuesavailability,
and trends.

8 Chair the Agencyods Local Diversity Committee
consultationtechnicalassistancen suchissuesasdevelopingrecruitmentpools,interviewingskills and
procedures.

9. Educatesandinformsincomingstaff onthe DNREC commitmento beinganinclusiveemployer by way of
the New Employee Orientation.


mailto:tonya.brady@delaware.gov
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ORGANIZATIONAL CHART:

Shawn Garvin

Cabinet Secretary

Eric Dawson
Chief Operating Officer

Carlina Nickerson

HR Administrator

Tonya Brady

HR Manager | -
Affirmative Action Officer




STATE OF DELAWARE

SECTION lI: FY23 ACCOMPLISHMENTS : JUuLY 1,2023- JUNE 30,2024

Department of Natural Resourcesand Environmental Control (DNREC)
FY2024/FY2025 EEO REPORTAND ACTION PLAN

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusive environmerthatrecognizeshevalueof diversityamongall employeesvorking on-siteand

remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic
Priority

Objective

Measuresof
Success/Key

Responsible
Group

StepsTaken

Status

in order to celebrate
diversity and foster

inclusivity

Results
SR1 Prevent Expansion in Human Resources, | Assured that Hiring| ongoing
Goall discri_mina_tory recruitme'nt areas. Agency,andDivision | managers and
pract!ces in Increa_sechteresnnd level Management interview panelists
recruitment. attraction from a .
more diverse were well trained
applicant pool. by assigning
Improvement in updated training
agencydiversity. that helped
attendeesoidentify
and prevent
unconscious and
implicit biases in
decisionmaking.
SR1 Achieve a culture of | Improved and Human Resources, | We now require all Implementecnd
Goal?2 accountability, consistentipplication | Agency,andDivision | management to ongoing
inclusivity, and of Performance level Management | consult with Human
accessibility. Utilize | Review process resources before
the data, analytics, | &cross the agency. recommending or
and information to Reduct|_on in staff imposingdisciplinary
supportevaluateand co_mplalnts and and corrective
) grievances and .
improvethea g e n © improvedstaffwork actions.
awareness programs| ho formance.
and processes.
SR1 Increasattendancat | Evaluationsurvey DHR DE&I team Eventevaluation Survey completed
Goal3 DHR6s Cul t surveysweresentto andresultsreceived
Heritage month all attendees for and evaluated by
learningopportunities feedback. DNREC LDC
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasemanagemerdndsupervisorycapacityto lead,engagendmotivatea diverseand inclusiveworkforceto yield

rigorousworkforceoutcomesandattainmenofthes t a missiénsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Priority

Objective

Measuresof
Success/Key
Results

Responsible
Group

StepsTaken

Status

SR2 Continueto work to EEO AA report HumanResources, Implemented a ongoing
Goall improve hiring beingrepresentative | Agency level consistenprocess
practices in of the Delaware Management, to confirm that all
recrwt_ment and workforce Division level interviewpanelsare
selection processes Management inclusive and
diverse in gender
andethnicity
SR2 Continue to develop Human Resources, | Implemented a ongoing
Goal2 and implement Reduction in claims | TrainingEducation | process to
g{;‘sg:&igin&"?}%ﬁor of discriminatory | Administrators, periodicallyreview
managers to identi practices fe1ating o | Agency level and offer updated
ger entify | membersf protected | management, d
and eliminate bias in | ¢jasses, Division & Section and necessary
conflict resolutions. level Management. trainings to
management
SR2 Enhance diversity, Improvedlieadership | Human Resources, | Notyetaddressed Pending
Goal3 equity,inclusion,and | training and Agency,andDivision
accessibility in the accountability level Management
workplace. standards.
Develop baselines Improvedfeedback
and measure the surveyso measure
effectiveness of training
management effectiveness.
educational tools. Improved work
Develop and relationsbetween
implemeniconsistent | Management and
requirements for staff.
mandatory trainings. | Reductionin staff
turnover.
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personand leadership development programadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocuson equitableenrolimentandparticipationin professionatlevelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic Measuresof Responsible
ateg Objective Success/Key P StepsTaken
Priority Group
RESIS
SP-3 Provide effective Generate more Human Resources,
Goall delivery of opportunitiego foster | AgencyLeadership
meaningful policy partnerships between
engagement and agencyeadershiand

addresgompelling Human Resources.
challengegogether.

SR3 Create a more robust]

Goal2 presencén secondary
education while
widening

participation and
access to programs i
underserved
communities.
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SECTION IV: WORKFORCE ANALYSIS

DNREC WORKFORCE ANALYSIS OVERVIEW:

The Department of Natural Resources and Environmental Contmotiesrepresented in six EEDcategories.
DNREChas692employeesandminoritiesrepresenii5%of the DNRECworkforcewhichincludes7.4%Black and
2% Hispanic.

Below areobservabldrendsthataffectD N R E @pPpsrtunityto increaseliversityin their workforce:

Competitionfor engineeringandstemfields is high from privateindustryandthe FederalGovernmentDNRECdid
continues to offer recruitment incentives for the Engineer series.

DNREC has excellent outreach to the public, especiall{pthision of Parks and Recreatioiihe agency is
particularlyactiveon socialmediato promotetheagencyandemploymenbpportunitiesDNREC musttarget
recruitmenteffortstowardsdiverseschoolsandpromotejob shadowingandinternshipghroughthe Delaware
Pathways Program to encourage students to join the field, thus increasing diversity in the workforce.

DNREChiresover500casual/seasonamployeesiuringthe summer Ensuringwe aretargetingdiverseschoolso
get more interest in our summer jobs, which may lead to more diverse recruitmentstiiorefybsitions.

To staycompetitivein thejob market, DNREC s allowing remotework to attracttheyoungergenerationso our
jobs.

DNREC continuedo educateniring managersntheirrole in creatinga diverseworkforcethroughrecruitmentand
retention efforts.

In summary, although DNREC is underrepresented in sevend=gaegories the trend is changing due to the
establishmenof morediversesourcingpipelines DNREC continuedo educatéhiring managersn diversity hiring
and respectful workplace policies to ensure we attract, hire, and retain minority employees while ensuring an
inclusive workplace climate. DNRECOG6s wor kf orsecope p
while focusing on positions that are HaadFill and/or have high rates of retirement eligible employees such as
Engineering, Environmental Scientists, and DNREC Enforcement.
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DNREC DEMOGRAPHICS AT A GLANCE:

Thetotal numberof DNRECEEO-4 eligible employeesisof June30, 2024,is 692.

The DNRECEEO-4 workforcedemographidatareflecttherace/ethnicityandgenderepresentationf the DNREC
workforce based on the total number of employees within the eight4eta@egories (Appendix B). Analyses
compare DNREC workforce demographics to the available Delaware regional labor market statistics by
race/ethnicity and gender. DNREC does not hire in the-Parf@ssional and Service Maintenance EEO
categories.

Thefollowing summaryof findings wasderivedfrom this data:

Minority Representation:

1 Minoritiesrepresent 15%f thetotal DNRECworkforce,thesameasFY24.
1 Minorities areunderrepresenteth thefollowing EEO-4 categories:

o Officials & Administratorg(-13%)

0 Professional$-10%)

o0 Techniciang-7%)

o0 ProtectiveServiceq-34%)

o Paraprofessiond5%)

o Office & Clerical (15%)

o Skilled Craft(-17%)

FemaleRepresentation:

1 Femalegepresentt4% of thetotal DNRECworkforce, a 2.33%ncreasdrom FY24.
1 Femalesareunderrepresenteth thefollowing EEO-4 categories:
o Officials & Administrators {3%)
Professional§-6%o)
Techniciang-11%)
ProtectiveServiceq-12%)
Paraprofessionat$§%)
Skilled Craft (-3%)

O O O0OO0Oo

Male Representation

1 Malesrepresent 56% dhe DNRECworkforce, al.79% decreaseom FY24.
1 Malesareunderrepresentedh thefollowing EEO-4 categories:

o Office & Clerical (23%)
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Tablel

AT L .
: o % of i % of 0ta 0 10

EEQ-4 CATEGORY Hispanic/ Pacific |American| Multi | Total ~ | Disabled Y Hispanic/ ) Pacific |American| Multi | Total Disabled i ; )
MK Latno | ™| nder | o | ol | s | 0| s | M B g | S i | i | Rl | Fens | | e el
1 Officials & Administrators | 33 ) 1 5 ( 1 0 03 58% 1 4 4 0 1 0 0 0 46 42% 1 109 13 12%
2 Professionals 124 12 0 12 0 0 2 150 47% 3 133 17 1 6 0 0 < 167 53% ) 37 60 19%
3 Technicians 14 3 1 0 0 1 1 20 61% 2 4 1 2 0 0 0 1 13 39% 0 3 10 30%
4 Protective Services 03 0 1 0 0 0 1 03 93% 2 5 ( 0 0 0 0 0 5 % 0 70 1 3%
5 Para Professional 1 1 ( 0 0 0 0 ] 9% 0 4 0 0 0 0 0 1 5 1% 0 1 2 0%
6 Office & Clerical § 0 1 0 0 0 0 9 12% 0 53 6 3 0 0 1 1 64 88% 0 7 12 16%
7 Skilled Craft 62 3 ( 1 0 1 1 68 97% 1 2 0 0 0 0 0 0 1 3% 0 0 6 9%
§ Service Maintenance 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%
Totals ki Pl 4 18 0 3 5 3 56% 9 w1 28 12 7 0 1 7 302 44% 3 679 103 15%

Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender.This is anoverviewof theentire EEG4 Workforceby EEO-4 job
category.

Tablel datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Minority Labor Market RepresentationFY24
(Including Raceand Ethnicity)

Table 2
Comparison to Minority % of Category
A Minority
Minority . . . - c c -
. . Labor .  Variance Hispanic/ . Pacific American  Mulii
¥, 5 t LUV ACK Fa 1 I
EEO-4 CATECORY Market % _ of _ to Labor Black Latino Asial  yjander  Indian Racial
Category
=" Market
1 Officials & Administrators 25% 12% -13% 3% 1% 6% 0% 1% 0%
2 Professionals 29% 19% -10% 9% 2% 6% 0% 0% 2%
3 Technicians 38% 30% 7% 12% 9% 0% 0% 3% 6%
4 Protective Services 37% 3% -34% 0% 1% 0% 0% 0% 1%
5 Para Professional 34% 29% -3% 14% 0% 0% 0% 0% 14%
6 Office & Clerical 31% 16% -15% 8% 5% 0% 0% 1% 1%
7 Skilled Craft 26% Q%% -17% 4% 0% 1% 0% 1% 1%
8 Service Maintenance 45% 0% NA 0% 0% 0% 0% 0% 0%

FemaleLabor Market RepresentationFY24

Table3 (Including Raceand Ethnicity)

Comparison te Minority % of Category

Labor emale % \]*?Hfme Hispanic/ Pacific Ameri Multi
e “ = ;A D0r  Ariance s ~ Spﬂllll'-.l' . ACIIC £ erican Lilind
EEOQ-4 CATEGORY Market % cmzinw to Labor White Black Latino Asian Islander Indian Racial

=" Market

1 Officials & Administrators |  45% 42% 3% 38% 4% 0% 1% 0% 0% 0%

2 Professionals 50% 53% 6% 2% 5% 2% 2% 0% 0% 1%

3 Technicians 50% 39% 11% 27% 3% 6% 0% 0% 0% 3%

4 Protective Services 10% 7% 12% 7% 0% 0% 0% 0% 0% 0%

5 Para Professional 77% 1% 5% 37% 0% 0% 0% 0% 0% 14%

6 Office & Clerical 63% 88% 23% 73% 8% 4% 0% 0% 1% 1%

7 Skilled Craft 6% 3% 3% 3% 0% 0% 0% 0% 0% 0%

§ Service Maintenance 14% 0% NA 0% 0% 0% 0% 0% 0% 0%

Male Labor Market RepresentationFY24

Including Raceand Ethnici
Table4 ( g v)

Comparisen to Minority %o of Category

Male

ol [ Fi 04 arii i ispanic/ acific ¥ o il
FEO-4 CATECORY Labor Male % of Variance White Black Hispanic Asian Pacific American  Multi

Market % Category to Labor Latino Islander  Indian Racial
Market
1 Officials & Administrators 55% 38% 3% 0% 1% 1% 5% 0% 1% 0%
2 Professionals 41% 47% 6% 39% 4% 0% 4% 0% 0% 1%
3 Technicians 0% 61% 11% 2% %% 3% 0% 0% 3% 3%
4 Protective Services B1% 03% 12% 00% 0% 1% 0% 0% 0% 1%
5 Para Professional 23% 29% 3% 14% 14% 0% 0% 0% 0% 0%
6 Office & Clerical 35% 12% -23% 11% 0% 1% 0% 0% 0% 0%
7 Slalled Craft 04%% 07% 3% 0% 4% 0% 1% 0% 1% 1%
3 Service Maintenance 36% 0% NA 0% 0% 0% 0% 0%3 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a
percentage breakdown of demographic representation by race/ethnicity, gender, ah¢bBESegory.

Tables2, 3, and4 datawereobtainedfrom the PHRSTsystenas of 06/30/2024.



STATE OF DELAWARE

Department of Natural Resourcesand Environmental Control (DNREC)
FY2024/FY2025 EEO REPORTAND ACTION PLAN

Minority RepresentationTrendsFY?22,23,24
Table5

EEO-4 CATEGORY

FY22

Minority Variance of

FY23
Minority Variance of

FY24

Minority Variance of

Labor Market

Labor Market

Labor Market

1 Officials &Admimistrators -16% -17% -13%
2 Professionals -13% -12% -10%
3 Technicians -13% -6% -7%
4 Protective Services -33% -34% -34%
5 Paraprofessional -9% -9% -5%
6 Office & Clerical -1% -7% -15%
7 Skilled Craft -17% -17% -17%
8 Service Mamtenance NA NA NA

FemaleRepresentationTrends FY22,23,24

Table 6
FY22 FY23 FY24
EEO-4 CATEGORY Female Variance of Female Variance of Female Variance of
Labor Market Labor Market Labor Market
1 Officials &Admimistrators -0% -5% -3%
2 Professionals -7% -8% -6%
3 Technicians -23% -16% -11%
4 Protective Services -11% -10% -12%
5 Paraprofessional -14% -14% -5%
6 Office & Clerical 27% 22% 23%
7 Skilled Craft -3% -4% -3%
8 Service Maintenance NA NA NA

Male RepresentationTrends FY22,23,24
Table 7

FY22 FY23 FY24
EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor

Market Market Market

1 Officials &Administrators 9% 5% 3%
2 Professionals 7% 8% 6%
3 Technicians 23% 16% 11%
4 Protective Services 11% 10% 12%
5 Paraprofessional 14% 14% 5%
6 Office & Clerical -27% -22% -23%
7 Skilled Craft 3% 4% 3%
8 Service Maintenance NA NA NA

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographicsnamorities, females, and male employees by EEGb category.

Tables5, 6, and7 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table 8

Total Complaints by Gender Total Complaints by type

Male 3 ADA ]
Woman 4 Discrimination 1
Other 0 Gender 0
Total 7 Generic Issue 4
Harassment 0
Total Complaints by Race/Ethnicity Hostile Work Environment 2
Black - African American 1 Merit Rule 0
Asian 0 Misconduct 0
Hispanic/Latinx 0 Retaliation 0
Native American’ Alaskan Native 0 Sexual Harassment 0
Not Identified 0 Workplace Violence 0
Pacific Islander/Native Hawatian 0 Total 7
Two or more races 0
White 6 Total Compaints by Current Status
Total 7 Open
Closed 7
Total Complaints by Employment Status Total
Merit 5
Non-Merit Exempt Total Complaints by Resolution
Casual/'Seasonal 1 To be Determined ]
Total o Substantiated 2
Unsubstantiated 5
Total Complaints by Category Total 7
Informal 3
Formal 4
External 0
Total 7

Table 8 illustratestotal complaintsdy genderrace/ethnicityemploymenstatuscategorytype,statusandresolution.

Table8 datawereobtainedfromagencyinternal recordssubmittedo the Division of Diversity & Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24 EEO REPORT KEY OBSERVATIONS

PERCENT
TAFE Total Percent Total Percent CHANGE
Total Female Non-Minority Disciplines 1 33% 1 14% 0%
Total Female Minority Disciplines 1 33% 0 0% -100%
Total Male Non-Minority Disciplines 1 33% 5 71% 400%
Total Male Minority Disciplines 0 0% 1 14% 0%
Total Disciplines 3 100% 7 100% 133%
SEPARATIONS
Total Female Non-Minority Separations 19 35% 23 30% 21%
Total Female Minority Separations 5 9% 3 11% 60%
Total Male Non-Minority Separations 26 48% 38 50% 46%
Total Male Minority Separations 4 7% 7 0% T5%
Total Separations 54 100% 76 100% 41%
NEW HIRES
Total Female Non-Minority New Hires 16 31% 32 43% 100%
Total Female Minority New Hires 7 14% 8 11% 14%
Total Male Non-Minority New Hires 26 51% 30 41% 15%
Total Male Minority New Hires 2 4% 4 5% 100%
Total New Hires 51 100% T4 100% 45%
PROMOTIONS
Total Female Non-Minority Promotions 25 38% 23 27% -8%
Total Female Minority Promotions 4 6% 12 14% 200%
Total Male Non-Minority Promotions 36 55% 44 51% 22%
Total Male Minority Promotions 0 0% 7 &% 0%
Total Promotions 65 100% 86 100% 32%

Table 9 displaysthetotal numberof disciplines separationsyewhires,andpromotionsby genderandminority

status.

Table9 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10
Training by Gender
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Figure 11 Training by Raceand Ethnicity
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Figure 12 Training by EEO-4 Job Category
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Figures 10-12 displaythetotal numberof attendee$or D&I -relatedtrainingcoursesy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfrom the DelawareLearningCenter(DLC) systemasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

E

Total Female

Total Non-Minority Female

Total Minority Female

Total Male

Total Non-Minority Male

Total Minority Male

Total Emplovees Requesting Tuition Reimbursement

o (f (e e S C s T W O

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby gendeandminority status.

Tablel3 datawereobtainedfromagencyinternal recordsduring FY24.

Disabilities Summary
Table 14

DISABILITIES SUMMARY

Total Emplovees Self-Identified or Disclosed Disabled 7
Total Request for Accommodations o
Total Request Accommodated ]
Total Selective Placement Candidates Interviewed 2
Total Selective Placement Candidates Hired 0

Table 14displays the total number of employees who requested accommodations, the total number of accept
accommodations, the total number of employees wheadssitified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgram andthetotal numberof employeesiredeithervia the
Selective Placement Program.

Tablel4 datawere obtainedromthe PHRSTsystenmasof 06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Good Average Below Average Poor Total
Percentage Total # Percentage Total #Percentage Total # Percentage Total #Percentage Total #Percentage Total #
American Indian or Alaska Native 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Asian 50% 1 0% 0 50% 1 0% 0 0% 0 5% 2
Black or African American 75% 3 25% 1 0% 0 0% 0 0% 0 10% -
Hispanic or Latino 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Mative Hawaiian or Other Pacific 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Islander
Two or More Races 0% 1] 0% 1] 0% 1] 0% 1] 0% 0 0% 0
White 30% 9 30% 9 27% 8 0% 0 13% 4 75% 30
Prefer Not to Identify 0% 0 25% 1 0% 0 25% 1 50% 2 10% -
Total 33% 13 28% " 23% 9 3% 1 15% 6 100% 40
Answered 40
Skipped 6

Table 15illustratesExit SurveySummarydatafor employeesvho left the Departmenandwerewilling to respond.

Tablel5datawereobtainedfromtheemployeeesponses froran online surveyduring FY24
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SECTION VIII:

RECRUITMENT AND RETENTION SUMMARY

Table 16
HARD-TO-FILL VACANCIES
R N Job Code Job Title PT“_“_] n#s Vacancy Rate | Vacancy Rate | Change in %o
(as of 6/30/23) | (as of 6/30/24) Fy 23 FY 24 FY24vs FY23
Allocated
0 0 MGBAD4 Aanlytical Chemist IV 8 0% 0% 0%
0 0 MDAZ03 Biometrician 3 0% 0% 0%
0 0 MBEDOS DNREC Chief EO 4 0% 0% 0%
0 0 MEBEDO7 DNERC Captain EO 11 0% 0% 0%
2 0 UBEDO6 DNREC NRP Ligutenant g 22% 0% -22%
0 0 UBBDO3 DNREC NRP Sergeant 10 0% 0% 0%
0 0 UBBDO4 DNREC EOQ IO 18 0% 0% 0%
0 0 UBEDO3 DNRECEOII 14 0% 0% 0%
3 0 UBEDO2 DNRECEQI 18 21% 0% -21%
1 0 MBEDO!1 DNREC Enforcement Trainee 4 11% 0% -11%
0 0 MCCZ13 Electrical and Mechanical Supervisor 2 0% 0% 0%
12 g MFBCOI Engineer I 17 109% 33% -56%
0 1 MFBCO2 Engineer I g 0% 11% 11%
6 1 MFBCO03 Engineer 11T 21 40% 5% -35%
3 1 MFBCO4 Engineer IV 20 19% 3% -14%
0 0 MFBCO5 Engineer V 1 0% 0% 0%
0 3 MFBCO6 Engineer VI 4 0% 5% 5%
3 2 MGCDOI Engineer Program Manager I 4 15% 0% -25%
0 0 MGCDO2 Engineer Program Manager [T 2 0% 0% 0%
4 0 MGCDO1 Environmentlal Program Manager I 10 31% 0% -31%
2 0 MGCD02 Environmentlal Program Manager IT 42 6% 0% -6%
2 0 MGEF02 Hydrologist 1T 16 0% 0% -50%
0 0 MGBF03 Hvdrologist IIT 6 0% 0% 0%
0 3 MGEBF04 Hydrologist IV 22 0% 14% 14%
2 2 MGGEO1 Laboratory Manager I 2 100% 100% 0%
0 0 MGGB02 Laboratory Manager 1T 1 0% 0% 0%
2 3 MFEAD2 Planner II 10 20% 30% 1%
2 3 MFEAD4 Planner IV 16 17% 19%% 2%
0 0 MFEAQ7 Principle Planner 10 0% 0% 0%
0 0 MCCZ25 Senior Deputy Boiler Inspector 1 0% 0% 0%
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Table 17
. # Times Posted| Total # Aps |Average # Aps| Total# Aps |Average # Aps
Class Code Class Title in FY24 Received Received Qualified Qualified
MGBAD4 Aanlytical Chemist IV 1 17 17 4 4
MDAZ03 Biometrician 1 6 6 1 1
MBEBEDOE DNREC Chief EO 0 0 NA 0 NA
MBBDO7 DNER.C Captain EQ 0 0 NA 0 NA
UBBD06 DNEEC EQ Lieutenant 0 0 NA 0 NA
UBBDO03 DNEREC EQ Sergent 1 5 5 4 4
UBBD04 DNEEC EO III 0 0 NA 0 NA
UBBDO03 DNRECEQII 0 0 NA 0 NA
UBBD02 DNRECEOI 0 0 NA 0 NA
MBBDO01 DNREC Enforcement Trainee 2 152 76 26 13
MCCZ13 Electrical and Mechanical Supervisor 1 g 9 2 2
MFBCO1 Engineer [ 5 103 21 0 0
MEB(C02 Engineer 1T 3 18 6 0 0
MEBC03 Engineer I1I 1 4 4 0 0
MEBC04 Engineer IV 0 0 NA 0 NA
MEBC05 Engineer V 0 0 NA 0 NA
MEBC06 Engineer VI 0 0 NA 0 NA
MFBCO07 Engineer Program Manager [ 2 14 7 0 0
MFEBCO08 Engineer Program Manager [1 0 0 NA 0 NA
MGCDO01 Environmentlal Program Manager I 1 6 6 3 3
MGCDO02 Environmentlal Program Manager 11 10 87 9 48 5
MGBF02 Hydrologist I 0 0 NA 0 NA
MGBEF03 Hydrologist I11 2 19 10 0 0
MGBF04 Hydrologist IV 0 0 NA 0 NA
MGGEO1 Laboratory Manager 1 0 0 NA 0 NA
MGGBO2 Laboratory Manager 1T 0 0 NA 0 NA
MFEAD2 Planner 11 7 74 11 27 4
MFEAD4 Planner IV 3 37 12 9 3
MFEAD7 Principle Planner 0 0 NA 0 NA
MCCZ25 Senior Deputy Boiler Inspector 0 0 NA 0 NA

Tables 16 and 1®isplay hareto-fill vacancies by jolzlassification, along with the applicant pipeline statistics for
those harédo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedperposting,andtheaveragenumberof applicantsdleemedo meetthe minimumqualifications
(MMQ) for the position.

Tablel6 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
Tablel17 datawere obtainedromthe DelawareEmployment.ink (JobApsyecruitmentsystenasof 06/30/2024.
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Table 18

Turnover by Division

.. Turnover Rate | Turnover Rate | Change in %

Dept 1D Division FY23 FY24 FY24 vs FY23
400101100 Osec 0% 0% 0%
400402200 AIR 14% 14% 0%
400303300 FISH 1% 40% 39%
400405500 CLIMATE 9% T% -2%
400302200 PARKS 15% 0% -15%
400404400 WASTE 10% 16% 6%
400403300 WATER 15% 0% -15%
400304400 WATERSHED 12% (% -12%
Department Average 10% 10% 0%
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Table 19

TUERNOVER BY HARD-TO-FILL VACANCIES

Turnover RateTurnover Rate | Change in %o

Job Code Job Tidle FY213 FY24 FY24 vs FY23
MGBAD4 Aanlytical Chemist IV 0% 0% 0%
MDAZD3 Biometrician 0% 0% 0%
MEEDOS DNREC Chief EO 0% 0% 0%
MBEDO7 DNERC Captain EQ 0% 0% 0%
UBED6 DNRECEQV 0% 0% 0%
UBED03 DNRECEOQ IV 0% 0% 0%
UEED4 DNREC EO ITT 0% 0% 0%
UBEDO3 DNRECEQTI 0% 0% 0%
UBED(2 DNRECEOQIT 0% 0% 0%
MBEDO! DMREC Enforcement Traines 37% 0% -57%
MCCZ13 Flectrical and Mechanical 0% 0% 30%
MFBCO1 Engineer I 0% 35% 33%
MFBCO2 Engineer 11 17% 17% 0%
MFECO3 Engineer 11T 6% 13% 7%
MFBCO4 Engineer IV 0% 0% 0%
MFBCO3 Engineer V 0% 0% 0%
MFBCOG Engineer VI 0% 0% 0%
MGCDO1  |Environmentlal Program Manager I 12% 13% 1%
MGCDO2 Environmentlal Program Manager 0% 16% 16%
MGBF02 Hydrologist 11 0% 0% 0%
MGBF03 Hydrologist TIT 0% 25% 23%
MGBFO4 Hvdrologist IV 0% 10% 10%%
MGGBO1 Laboratory Manager T 0% 0% 0%
MGGB0O2 Laboratory Manager 11 0% 100% 100%
MFEAQ2 Planner IT 36% 22% -14%
MFEAQ4 Planner IV 11% 0% -11%
MFEAQT Principle Planner 0% 0% 0%
MCCZ25 Senior Deputy Boiler Inspector 0% 0% 0%

Tables 18 and 19 displayemployedurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the number of new employees versus the number of employees whatlaasteotcanother
Department. Employees who transfer between Divisions within the same Department do not count.

Tables18 and 19 datawereobtainedfrom the PHRSTsystemas of 06/30/2024.
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Applicant Pipeline

In FY24, 4884 people applied online to DNREC jobs, a 16% increase from FY23 in which 42C
applied.Thisdataincludesall jobspostedn the DelawareEmploymentLink (JobAps)Recruitment
System including/excluding Casual Seasonal Recruitments.

Figure 20
FY24 Applicant Pipeline by Gender
FY24 Applicant Pipeline by Gender
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Figure 21 . T . . . .
FY24 Applicant Pipeline by Minority vs.Non-Minority
FY24 Applicant Pipeline by Minority Status
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Figures20and 2l | | ustrate the tot al number of applicant:

primary hiringplatform, The Delaware Employment Link at statejobs.delaware.gov. by minority vsinonty
andgenderFurtherillustratedarethetotal applicantsvho werefoundqualifiedandhired,alsoby minority vs. non

minority and gender.
Figures20and21 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsysterras of 06/30/2024.



STATE OF DELAWARE

Department of Natural Resourcesand Environmental Control (DNREC)
FY2024/FY2025 EEO REPORTAND ACTION PLAN

Recruitment and Hiring Times
FY23 and FY24

Table 22
Fiscal Year Average Time to Fill (days) Average Time to hire {(dayvs)
FY23 68 46
FY24 64 41
Change FY23 vs FY24 -4 -5
Table 23
Fiscal Year Average Time Request-to-Open | Average Time Closing Date-to-
{davs) Referral (davs)
FY23 4 4
FY24 9 4
Change FY23 vs FY24 5 0

Table 22illustratestheaveragdaime in calendadaysit takesto hire for vacanjobsandmeasureshe hiring
ma n a gefectiGemessn makinghires.

ATime-to-Fill is measuredby the numberof calendadaysfrom recruitmentpostingto a conditionaloffer for hire.
The current metric is 40 calendar days.

ATime-to-Hire is measuredy the numberof calendadaysfrom thetime areferrallist of qualified candidatess
created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days.

Table 23 illustratestheaveragdimein calendadaysit takesto postrecruitmentdor vacanjobsandmeasures
H R éGefectivenessn processingecruitments.

AAverage Time from Request-Openis measured by the number of calendar days it takes HR from the time th
receivearequesto fill avacantpositionuntil theygettherecruitmentgosted.Thecurrentmetricis 2 calendadays.

AAverage Time Closing Dat®-Referralis measured by the number of calendar days from the time recruitment
closesuntil areferrallist of qualified candidatess createdor the hiring managerThecurrentmetricis 5 calendar
days.

Tables22 and 23 datawereobtainedfrom the DelawareEmploymentink (JobApsYyecruitmentsystenas of
06/30/2024.
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SECTION IX: PLAN OF ACTION FUTURE STEPSTO | MPLEMENT : JULY 1,2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees

working onsite andemotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Objective

Measuresof

Responsible

Resources

Target Dateto

Priority Success/KeyRresults Group Completion
Spl Utilize the DNREC | Increase number of | DNRECLDC, | Firesidechats, FY26
Goall LDC to expand applicants and hires | HR, OTS surveys and

Agency reach into fromvariousdiverse interpersonal

diverse cultures to communities in conversations

identify opportunities | Agency recruitment

for targetrecruitment | pipeline

efforts in those

communities
Spl Expand effectiveness Creategreateinterest | DNRECHR, ExistinglInternship | FY26
Goal2 of DNRECInternship | and eventually OTS program

Program byexposing
internsto positionsin
areas with frequent
vacancies or
considered harddp
fill, in an effort to
garnemgreateinterest

for thosejobs.

increasedpplications
for positions in areas
of harder to fill/retain
jobs within the
department
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdndsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield
rigorousworkforceoutcomesndattainmenofthes t a missiérsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Priority

Sp2
Goall

Objective

The agency will
implementaplanto
utilize management
level personnel as
point of contacts
and event
facilitators during
future LDC
diversity and
inclusionevents

Measuresof
Success/Key
Results
Increased exposurg

and involvement
from agency
managemerduring
recruitment and
applicant selection
process

Responsible
Group

DNRECHR,
Division Level
leadershipDNREC
LDC

Resources

Process
Development and
updatedgrocedures

Target Dateto
Completion

FY26
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhance angrovide professional, personal, and leadership development programs to advance the success of all emg
acrosghelife cycleof their careerswith akeyfocuson equitableenrollmentandparticipationin professionatevelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof
Success/Key
Results

Target Dateto
Completion

Responsible
Group

Strategic

_ Resources
Priority

Objective

Spi 3 Expand upon futurg Increased exposur¢ DNRECLDC, HR, | The agency will Ongoing
Goall LDC opportunities | and applications Recruitment, implementaplanto
to connect and from diverse DNREC Hiring utilize managers as
explorepartnershipg communitiesiuring | ManagersQSec point of contacts

with variousdiverse
community leaders
in aneffort to better
reach those
communities to
increaseecruitment
visibility and
exposure.

recruitment
outreach

and event
facilitatorsin future
LDC diversity and
inclusion events
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MEMORANDUM
TO: Claire DeMatteis
CabinetSecretaryDepartmenbf HumanResources
CC: RichardPotter Jr.
Chief Diversity Officer

Division of Diversity, Equity andInclusion

FROM: Terra Taylor
Commissioner
Terra.Taylor@doc.gov

Beverly BarrFord
Director,HumanResources
Beverly.Barrford@doc.gov

DATE: Septembel 9, 2024

SUBJECT: DOC FY24 Equal Employment Opportunity/Affirmative Action Report and FY 25 Action
Plan

Attachedis a copyof the Departmentf CorrectionFY 24 EqualEmploymentOpportunity/AffirmativeAction Report
andFY25 Action Plansubmittedn accordancevith ExecutiveOrderNo.30,D e | a w @antandingCommitmento
a Respectful Workplace.

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plat
endorse its accuracy and content that will enable progress and results\agkncy

If youhaveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:Terra.Taylor@doc.gov
mailto:Beverly.Barrford@doc.gov
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SECTION I: POLICY STATEMENT

l ncluded with this Report is the official decl ar
the Respectful WorkplacandAnti-DiscriminationPolicy (RWAD), datedandsignedby TerraTaylor, Commissioner.
Executive Order 30 (Appendix A) is also attached to this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

DelawareDepartmenbf C o r r e QOC)xamingmento equalemploymenbpportunityis demonstratethrough
variousinitiativesandpracticesThedepthof thatcommitmenis communicatedhroughthefive (5) DOC corevalues
that guide how we serve our mission.

Integrity Courage Accountability Respect Diversity

DOC Mission Statement:

To protectthe public and promotesuccessful reentrhroughsafeand effectivesupervisionand rehabilitativeservices
supported by a professional and diverse workforce.

During the past year, the DOC has successfully adapted and maintained a forward momentum. The followin
outlinesthe effortsandaccomplishments equalemploymenopportunity. The DOC4InclusionCoalition continues
to fosterunity andcollaboratiorwithin the Departmenby promotinginclusionandequity.In aneffort to keeppositive
momentum within théepartment, DOC continues to provide employees with support through meaningful tra
opportunitieghatwill supplyemployeesvith therighttoolsfor successTheDOC continuedo placerecruitmentand
retention at the forefront of the Department.
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DEPARTMENT SUMMARY

Name of Division # of Employees

Office of the Commissioner 17
Bureauof AdministrativeServices 84
Bureauof Prisons 1686
Bureauof CommunityCorrections 548
Bureauof HealthcareSubstancébuseandMental

) 10
HealthServices

TOTAL 2345
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Responsibilitiesfor Implementation
SeeAppendixB i List of Laws

RESPONSIBILITIES STATEMENT

The Commi ssioner of the Department of Cor rAdfiorative n
Action Planto ensurethatit is implementecpromptly andeffectively. TheD e p a r t leadenshigessthe example
andactsasrole modelsfor all employees$o emulateby demonstratingnappreciatiorfor diversityamongemployees,
offendersandthosein thecommunitytheyserve.Managergrovidetheiremployeesheopportunityto attendraining
on diversity to increase awareness and understanding, as well as to promote an inclusive environment
harassmemawarenesandpreventiortrainingis providedasrequiredby 19 Del. C. 8711A. In addition,management
is charged with the responsibility of ensuring that all allegations of discrimination are addressed prompt
appropriately.

The Director of Human Resources, Beverly Baord, 302857-5203,beverly.barrford@delaware.gowmplements
the Affirmative Action Planandensureshatmanagersomplywith federalandstatelaws,regulationsandexecutive
orders. The Affirmative Action Officerdés duties

1. DirectingtheD e p a r t Affiermativé Action/EqualEmploymentandDiversity programs.
2. Overseeinghedevelopmenandinstructionof trainingrelatedto:
. Diversity & Inclusion

a
b. DiscriminationandAssociatedlopics

o

Implicit BiasAwareness

d. GenerationaDifferencesAwareness

e. SexualHarassmenAwarenesandPrevention
Overseein@ndconductingmediationandresolutionof workplaceissues.
Overseeinghedevelopmenandimplementatiorof workplaceculturesurveys.

Exploringrecruitmentandretentioninitiatives.

o g b~ w

Overseeingheresponseto requestérom theDivision of LaborRelations& EmployeePracticesDepartment
of Human Resources (DHR).

7. Overseeinghe responsedo Chargesof Discriminationfiled with the Equal EmploymentOpportunity
Commission (EEOC) and the Delaware Department of Labor (DDOL)


mailto:beverly.barrford@delaware.gov
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ORGANIZATIONAL CHART:

Commissioner
Terra Taylor

Deputy Commissioner
Shane Troxier

5 imistrats Bureau Chief
Bureayu Chief l}dmmmbve chief of Staff :
Services ey Planning & Research
wende! Lundy e Heather Doncaster

Human Resources Director
Beverdy Barr-Ford Diversity, Equity & Inciusion
Cassandra Davis

Human Resources Empioee/Labor Employee/Labor
Manager Relations Advisor Reiztions Advizor
Sharon Haris-Neal Teresa M. Clark Melanie Magness
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SECTION lI: FY23 ACCOMPLISHMENTS : JULY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employeesvorking on-siteand

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Workplace Environment, Climate, and Culture

remotely. *

S . Measuresof iol
tr_a tegm Objective Success/Key Responsible StepsTaken Status
Priority Group
Results
SkR1 Toincreaseemployee | By conducting DOC4Inclusion The DO4Inclusion | FY24-FY25
Goall engagementand | statewidesite visits | Coalition Coalition
retention at all levels | o1 hoq evellvand conducted site
within the DOC. i . .
Vfacilities.Thegoal visits with
is to solicit leadership at DOC
feedback from and Probation and
employees on this Parole facilities to
topic. Progress is gatherperspectives
measured by and encourage
having proposed open dialog.This
recommendations team also
explored by facilitated Implicit
leadership and Bias Training
having staff sessionsluringthis
acknowledge fiscal year.
when/if changes
areimplemented.
SR1 To addressvorkplace | The DOC4Inclusion | DOC4Inclusion The DOC4Inclusion | FY24-FY25
Goal2 climate impacted by | Coalition hosts Coalition Coalition hosted two
perceived racial employee Implicit Bias training
injusticesasdescribed| engagement sessiong sessions and
on a national level. | statewide at the DOGC facilitated a meeting
Probation and Parole with Dover Probation
Offices. Success is and Parole staff
measured by the members and their
willingness of leadership team on
participantdo engage ways to successfully
in tough but addresshisimportant
necessary topic.
conversations.
SR1 Continuerecruitment | Successs measured | DOCRecruitment DEI successfully FY24-FY25
Goal3 and promotion of through the Team collaborated with
underrepresented continuous DOCpartnergHR
demographics. improvement of and Recruitment),
hiring qualified communitybased

candidates under
represented job
classifications.

organizations,
colleges, and
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universities to
identify potential
candidates from
underrepresented
communities.

The Academy will
continue to partner
with various non
profit agencies such
as Home of the
Brave, Code Purple,
Milford Housing
Authority, and Kent
CountyParksto assist
underserved
populations.

StrateqicPriority 1
Goal 1- IncreaseEmployeeEngagementand Retention

o ConductworkplaceDEI surveyswith leadershi@ndstaff with thegoalof evaluatingemployeeetentionefforts.
A Shardeedbackeceivedwith applicablenembersf theDOC leadershigeamaimedtowardaddressing
areas for potential improvements.
o Facilitatelmplicit BiasTrainingfor all CEIT andBOTC trainingclasses.
o Engage with leadership at all DOC Level V, Level IV, and Probation & Parole facilities in an effort to collabo
on potential ideas to increase employee engagement.
0o DOC SteverR. Floyd TrainingAcademy(SRFTA):

1. Facility-based Adjunct Instructors were trained in CPR/First Aid/AED in FY 23 to prepare then
the deliveryof institutional based training throughout 4. The process dafertifying facility-based
Adjunct I nstructors expanded in FY 24 and
facilities.

2. In compliance with standards set by the American Safety and Health Institute (ASHI), Aca
Instructors certified six (6) new fulime Academy and Adjunct Instructor3hese newly trained
Instructorswill delivertrainingto cadetsn ourbasicprogramgCEIT andBOTC)aswell asfacilitating
bi-annual recertification required trainings.

3. Through a BlueCollar Grant awarded to the DOC Training Academy, the Department was ab
provide Variable Frequency Drives (HVAC system related) training to 39 Officers of the Facil
Maintenance team.

4. Continuing the practicthat startedn FY 23, the Training Academy again incorporated presentatic
by the Special Olympics of Delaware (SODE) into all CEIT and BOTC classes to promote
partnership between the npnofit agency and law enforcemer8ODE is one of the largest annua
fundraisers in the Law Enforcement Torch Run.

5. Implicit Bias was facilitated for all CEIT and BOTC classes. In addition, 231 BQ@&:nt staff members
attended this training which was offered via the DLC Learning Center in FY24.



STATE OF DELAWARE

Department of Correction (DOC)
FY2024/FY2025EEO REPORT AND ACTION PLAN

6. DEI/DOC4Inclusion partnered with the Department of Human Resources (DHR) and the DOC Recrui
teams to ensure DEI representation at hiring events, job fairs, career expos, and-fideersety events.

7. DEIlwill soonoffer NavigatingGenerationaDifferencedrainingfor DOCemployees. Thetrainingwaspiloted
with DOC4InclusionCoalitionMembers,The StepherR. Floyd Training Academy ExecutivelL eadershipand
the State Training Advisory Network of Delaware (STANBased on feedback from these four (4) pilote
sessions, minor changes were made to the curriculiim. proposed finalized training will be presented t
Bureau of Administrative Services (BAS) leadership and the DOC executive staff for final approval.

8. Monthly DOC4InclusiorMeetingswereheldasscheduled Thisincluded establishingulb-committeemeetings
focusedon DEI news/mediahealth& wellnessandplanningeventggearedo highlightandembracehevarious
cultural heritage calendar events.

StrateqicPriority 1
Goal 2- AddressWorkplace Climate Impacted by PerceivedRacial Injustices
DOC4Inclusion Coalition

DOCA4Inclusiorcontinuego havemonthlymeetingswith Coalitionmembers.The Commissionejoins meetings
as her schedule permitkitiatives accomplished thus far include:

1. Bylaws were established in an effortgoovide a structured framework for the DOC4Inclusion goals a
initiatives.

2. The Law EnforcemerBpecific Implicit Bias Training continues this fiscal year. As a supplement to
training, Microlessonsiavebeendevelopedcaindaddedo thetrainingvia the Delaware_earningCenter(DLC).
Six (6) microlessons are assigned once a mdhet
intention is to keep awareness of personal biases at the forefront of those who have attended the trz
they interact with cavorkers.

3. TheDE&I teamplansto conduciasurveyfocusedondeterminingheD e p a r t umdenrstandisgf diversity,
equity, inclusion, and accessibilitfthe results will be used to collaborate with senior leadership on way
improve awareness to this important work.

4. A DOC4Inclusion Cultural Heritage Bulletin Board was placed in the DOC Administration Buil8imge
this building is the primary location for all DOC trainings, many staff members are afforded the oppor
to view theawarenesmformationthatis displayed TheBulletin B o a rinfloémstionis updateconamonthly
basis.

5. TheCoalitionHostsForums/SitéVisits atfacilitiesandofficesthroughouthestateto gatherperspectivefrom
staff and encourage open, solutidrased dialog.

6. Global Bites, an initiative geared to introduce and celebrate culture through food, was establishe
implemented.
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StrategicPriority 1
Goal 3- Continue Recruitment and Promotion of UnderrepresentedDemographics

o0 The DOC partnered with the Department of Human Resources (DHR) in the annual Statewide Career
collaborated with the Delaware National Guard, and successfully executed ten (10) hiring events betw
July 1, 2023 June 30, 2024These events are designed to offer an opportunity for potential applicants &
memberf the public to gainawarenesaboutcareerswithin the DOC. Theultimategoalfor attendingthese
events is to increase the DOC hiring pool of potential applicaltis. Statewide Career Fair and DOC
Hiring Events have brought approximately 960 potential applicants to the DOC.

o In aneffortto improvethe numberof underrepresentedlassificationsthe departmentontinuedo educate
and require Hiring Managers itaterview all qualified candidates for classifications that are under
represented in race and/or gender.
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield
rigorous workforce outcomes and attainment of t

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof
Objective Success/Key
Results
SR2 To providestructured |Measure®f successvill  [DOCHuman Theperformanceappraisatrainingis

Responsible
Group

Strategic

Priority StepsTaken Status

Goall accountabilityia the |includetheimplementationResources providedto newsupervisorgjuarterly

* Referto performance of acohesiveperformance duringtheD e p a r t Froatliné 6 s

additional levaluatiorprocess. |evaluatiortrackingsystem. Leadershiprraining. Theappraisal

g‘;?gvrcat'on tracking system is currently being
developedy theHR Employment
ServicesTeam.

SR2 To providemeaningfulTheDOC continuedo DOCHuman TheLeadershiDevelopmentraining  [FY23/FY24

Goal2 trainingopportunities [promoteemployedraining |Resources; Coursecontinuego behostedbiannually.

* Referto aimedtowardengagindopportunitiesvhich are DOC4iInclusion |TheCoalitionhasdevelopedNavigating

additional  [and motivating a trackedwithin the Delawar¢Coalition;and, GenerabDifferencesandaspreviously

E;OJVT""“O” diverseworkforce.  |LearningCenterandDOC |DOC SRFTA.  |describedtheDOC SRFTAcontinuego

SRFTA. develop and implement meaningful

trainingopportunitiego enhanceheskill
setof currentstaff.

StrateqicPriority 2
Goal 1*- Performance Evaluation Process

Performance Appraisdlrainingis conductediuringthe DOC LeadershifbevelopmenirainingexperienceThe
goal of the training is to provide-aepth guidance on how to write an effective employee evaluation, how to
developanemployeeperformancelan/improvemenplanand,provideratingtoolsto be usedby supervisorand
managers during the process. Managers also receive an overview of the DOC Career Ladder process.

1 InFY 25 the DOC HR Team will continue to work towards the completion of a performance evaluation
tracking system. The system will enable HR to capture the departments in which additional training an
guidancemaybeneededo ensurghatemployeeperformancesvaluationsarebeingcompletedcannually,and
department wide. The goal is to work towards 100% completion of performance evaluations on an anr
basis.

StrateqicPriority 2
Goal 2*- Meaningful Training Opportunities to Motivate and EngageWorkforce
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. Two (2) surveyswerecompletedn FY 2024with specificrecommendationgrovidedto applicablemembers
of the DOC leadershigeamby the DOCaresCommittee. The datareceiveds intendedto be usedduringthe
training that is currently underdevelopméntthe DOC HR Director and in collaboration with the DOCar:
committeeaswell asmember®f theleadershigeam. Thignitiative supportsheC o mmi s s andDepaity 0
Commi ssioner 6s goal to create a sedd @velsmembens bfithe
leadership team (Captain and abov&he primary focus will be promoting employee wellness, mora
retention, and improved overall culture.

DOCA4Inclusion Coalition

. Hosted several site visits at facilities and offices throughout the DOC to gather perspectives and enc
open dialog.

. Continueto facilitate 2 day Law EnforcemenSpecificimplicit Bias Training.
. Isin thelaststageof finalizing the NavigatingGenerationaDifferencesT raining.

. Continue to offer suggestions on ways to improve DOC policy and procedures surrounding diversity,
and inclusion.

ShadowingProgram
DOC Leaders i mplemented this program to prov
ofagency | eadershipo by gaining insights intoc

1. Rolesandresponsibilities
2. Skill requirements
3. Knowledgebase

S.R.Floyd Training Academy

. InFY 24,throughthecompletionof 7 CorrectionaEmployednitial Training(CEIT), 1 BasicOfficer Training
Coursg(BOTC),and2 Non-SecurityBasicTraining(NSBT) basictrainingprogramsthe Academygraduated
175 Correctional Officers, 14 Probation & Parole Officers, and 24-$iworn staff members assigned t
various Level IV and V institutions. An additional CEIT class started prior to the end of the FY 24 anc
graduate during FY 25While these basic training programs tend to receive the most recognition as
directly impact new staffing initiatives and highlight the recruitment efforts of the Department, they are

a portion of the training that is developed and delivered through the Academy.

. In referencdo mandatorytrainingrequirementsgompletionratessteadilyincreasedlespiteDepartmentvide
staffing shortagesWhile not fully back to prgpandemic levels, the significant rise in staff attendan
demonstrates the Departmentés focus on mainta
of thetraininggapsthe Academycontinuedo provideandpromotevirtual trainingthroughvariousplatforms.
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As mentionedpreviously facility-basedadjunctinstructorsweretrainedin CPR/FirstAid/AED anddelivered
training onsite throughout FY 24 to ensure that staff maintained this craeséfication.

3. In addition to basic training, the following accomplishments and initiatives should not go unnoticed. \
thislist is notall-encompassingt providesanoverallsnapshoof the diverseopportunitiegprovidedto DOC
employees, not only to meet mandatory requirements as established by the Delaware Code, Depa
Policy, and ACA guidelines but also for individual professional development.

4. FBI Law EnforcemenExecutiveDevelopmeniAssociationLEEDA) SupervisoryCommandandExecutive
Leadership Institutes. The DOC continued to partner with FBI LEEDA to offer leadership develop
opportunities to DOC staff. These welelkg courses provide participants with the skills necessary
effective law enforcement leadership and promote the exchange of information and best practices use
law enforcemenindustrythroughcollaborationtraining,andeducationWe hostedive coursesn FY 24,and
171 participants completed the training.

5. At the beginning of FY 24, the Department secured a sole source contract with FBI LEEDA, thus solid
ourlong-termcommitmento our partnership.In FY 25, we arescheduledo host4 of theweeklong courses,
which are a part of the Trilogy series. Beginning this year and becausesaii¢hsource contract, we will
increase the maximum participant allotment for each class from 35 participants to 40 participants.

6. The Training Academy has secured contracts with Federal Law Enforcement Training Centers (FLE
deliver both user and instructtavel certifications in Basic Tactical Medical training for first responders
December of 2024. Additionally, Sig Sauer wil
sessions will be attended by DOC staff and officers from other law enforcement agencies.

7. Crisis Communication Coursdn partnership with Wilmington University, this program was originall
developedn FY 18for deliveryto all CorrectionalOfficer seriesstaffasa mandatorytraining. In FY 25, this
course will be restructured and delivered by Academy instructors to specifically meet the needs
department.

8.1 n FY 24, the DepartmeihtbucseontiLeader sbdi ¢ ¢doigared t
by mostly DOC staff, this weelong training program was initially developed for newly promoted swo
supervisory staff.In FY 24, the Academy expanded this opportunity to newly promotedswom
supervisory staff since space allowed for their participation. It was again a success and will continu
offered two times in FY 25.

9. Mental Health First Aid This &hour course is delivered by certified DOC Instructors and has now b
integrated into all CEIT, BOTC and NSBT classes. The focus of this class is to raise awareness of
healthasit relateso societyandprovidesparticipantswith stepby-stepstrategiedor assistinghosein crisis.

10.The Dirill Instructors provide cadetdth a solid foundation to physically and mentally prepare tfarmtheir
careerandinstill asensef serviceto thecommunity.In FY 24, someof thecommunitypartnerghatbenefited
from our cadet volunteers were Home of the Brave, Delaware Teen Challenge, Trap Pond State P«
Milford Housing Authority. While these communibased initiatives were intended to instill the value «
service to others in our cadets, on each occasion, both the cadets and Academy staff finished the de
sense of pride and accomplishment.
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11.Crisis Intervention Training (CIF)After developing a curriculum specific to the needs of the Delaw:
Department ofCorrection, in FY 24, the Nation@lommission for Correctional Health Care (NCCHC) twic
deliveredCIT trainingto CorrectionalOfficer Seriesstaffwhowork with inmatessufferingfrom mentalillness
and are housed i n DOCdhrty-ow (34)lpartidipardasncdmpléted fthes avaluahl

training.



STATE OF DELAWARE

Department of Correction (DOC)
FY2024/FY2025EEO REPORT AND ACTION PLAN

STRATEGIC PRIORITY (SP-3)

Enhance and providarofessional, personal, and leadership development programs to advance the success of all emp
acrosghelife cycleof their careerswith akeyfocuson equitableenrollmentandparticipationin professionatdevelopment,

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,

Strategic

Priority

ProfessionalDevelopment,Education, and Awareness

engagementducation, and training opportunities. *

recruitment, and workforce underrepresentation via collaboration with DHR.

Objective

Measuresof
Success/Key
Results

Responsible
Group

StepsTaken

Status

SR3 To continue sign | The DOC DOCRecruitment| TheDOC offersa$5,000 | FY24-FY25
Goall on bonuses and | continuedotrack | Team signing bonus to new
*Referto referral bonuses and Correctional Officers.
addional | incentivesAttend | measure the DOC Rectruiters have
Eg?gwat'on in-person hiring | effectivenessghat increased their presence|
and community | this incentive at community hiring
events. provides related events, radio streaming
Expanded the usg to recruiting and platforms,andvia social
of virtual job retaining media platforms.
posting services. | employees.
Implement a
recruitmenmedia
plan.
Increase social
mediapresence;
and,
Postrecruitment
flyersonvirtual
bulletinboards.
SR3 The Recruitment| As previously DOC The DOC continues to | FY24-FY25
Goal2 and promotion of| stated, the DOC | HumanResources| Educaténiring managers
*Referto underrepresented| continues to on undefrepresented
additional demographics. improve the classifications
't:‘;?c:vrcam" numbersf under requirements and
represented practices.
classifications by
requiring Hiring
Managers to
interview all
qualified
candidates for
classifications
that are under
represented in
race and/or
gender.
SR3 Decrease the By monitoring DOCHuman Two empl oye|FY24
Goal3 vacancy and vacancyatesfor | Resources/ surveysveresentto all
*Referto turnovematesas | all staff on a DOCares DOC staff members to
additional continuoudasis. determingheir current




STATE OF DELAWARE

Department of Correction (DOC)
FY2024/FY2025EEO REPORT AND ACTION PLAN

information | well as improve | Developaplanof | Committee/ perspectives on
below employeamorale. | actiontoincrease | Leadershipgfeam. | employment within the
employee Department (i.e., what
retention. they enjoyed about
workingfor theDOCand
areas that could be
improved).

StrategicPriority 3
Goal 1*- IncreaseSign on Bonusesand Recruitment Objectives

o0 SigningBonus- TheDOC continuego providethe $5,000signingbonus.This bonushasbeena key process
in increasing the number of quality applicants.

1 Referralincentivefor CurrentStaff- The Departmentontinuego providethe$2,000incentivebonusto
officers and staff who recruit new cadets. This initiative is also vital to increasing the number of quality
applicants.

1 DOC Equivalency Incentive Progranin an effort to aid in recruitment and retention, the Department
continues to offer the equivalency pay incentive program for newly hiredfetate correctional officers.
Theincentiveprogramallows employeesvho haveequivalentwork experiencdrom anotheDepartmenbf
Correctionto be placedon the DOC salarysteptableandreceivethe qualifiedlengthof servicecreditfor up
to and not greater than ten (10) years of servMidate: This incentive applies to compensation only.

1 Outof StateHousingfor Cadets DOC recentlyimplementedan out-of-statefreetemporaryhousingoption
for newly hired cadets who reside more than 75 miles from the training acableR¥24, 75 cadets took
advantage of this provision.

1 SalaryCompressiofi After contractuakalaryincreasesrecalculatedthe DOC continueghe practiceof
reviewing all impacted job classifications to ensure that equitable pay is provided.

1 Hiring and Community EventsDuring FY24 the recruiters, actively engaged in the recruitment of
Correctional Officers and Probation Officeta.addition, they fielded emails and calls from potential
applicants, monitored DOC job postings on INDEED, RECRUIT MILITARY, ZIP RECRUITER and,
assistedHR with contactingapplicantsDOC recruitersalsoattendedL02 careerfairs andcommunityevents
within our recruiting area, as well as actively recruited at all regional military installalitvestecruiters
were also present at five (5) DOC Correctional Officer Hiring Events held throughout the year. See bel
for details of the events attended during FY24:

DOCHiring Events- 5

Flyer Distributionandestablishingontactsvith JobCenterswithin ourrecruitingarea- 52
Virtual Careerfairsi 9

MiscellaneousCareer Communityevents 54

RecruitmenWebinars 1

= =4 =4 4
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1 CollegeCampusVisitsT 28 (In state anaut of state)
1 High SchoolVisitsi 9

SOCIAL MEDIA PRESENCE- The Delaware DOC has been very active with social media and regul
postson Facebook/META|nstagramLinkedIn,and Twitter. ThroughoutFY2024DOC madel 15 postingto
its socialmediaaccountswith astrongresponséo mostpostingsA numberof thesepostingsvereeffectively
boosted throughout the year to enhance recruiting efforts. Our Social Media and Marketing Manac
created numerous flyers throughout the year in support of recruitment efforts, which the recruiter:
regularly distributed throughout the recruiting area. In addition, these fliers have been added to the w
as a link to provide additional information to potential applicants. Our recruitment calendar is also ave
to all on the DOC webpage and is updated regularly. It is also important to note that our current recrt
videos are still being via these platforms.

UPDATED WEBPAGE/NEW URL - ThroughoutY2024therecruitershaveworkedcloselywith D O C éTs
department to maintain and keep current the recruitment webpage and to promote the new
JoinDelawareDOC.com. Also, in addition to the established dedicated recruitment email and phone I
wheremessagearerelayeddirectly to therecruitmenteam,alink hasbeenaddedo the pagewhichincludes
ther e c r wevenhtealendar.Thiswasaddedo betterassisipotentialapplicantsvith locatingarecruitment
event near their home(s).

BILLBOARDS - In FY2024thebillboardlocatedin front of the SussexCorrectionalinstitutein Georgetown
was updated.This message highlights the $5000 signing bonus and the new JoinDelawareDOC.cor
address. Additionally, a large banner was placed in front of the HRat@ity located in Wilmington DE,
advertising the same.

EffecTV CAMPAIGN i DuringtheFY24fiscalyeartherecruiterganthree(3) separatene monthstreaming
ad campaigns throughout DOCO6s recruiting ar ec¢
events. This effort played a significant role in increasing turnout of potential applicants during DOC |
events.

DELAWARE STATE FAIR - In July 2024therecruitmenteamagainhadaboothat the DelawareStateFair
for thelengthof thefair aswell aspostedadvertisementatmultiple locationsthroughouthefair. This package
resulted in numerous impressions for the entire duration of the annual Fair.

FLYERS - All recruitment flyers for Correctional Officers, Probation& Parole Officers, Food Service

Maintenance positions were continuously updated as necessary in a manner that reflected uni
throughoutthe messagingAll flyers were also updateid includethe newrecruitingweb address and phone
numbers, agvell asadding a QReode. These flyers hawadso been added as links the recruitment website
and are distributed by the recruiters when attending events.

ELECTRONIC SIGNAGE AT DOC ADMIN BUILDING- The electronic billboard in front of the DOC
Administrationbuilding on McKee Roadin Doveris constantlyrunningrecruitmentmessagetroughouthe
year, as well as notifying the passing motorist of any upcoming Hiring events.

OTHERADVERTISING/RECRUITMENTINITIATIVES
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1 Continue to partner with DHR to also push out DOC recruitment initiatives via their recruitment ef
which has had a positive result in our recruitment efforts.

1 Continueto placefi N ohv r ibuntgperstickerson all fleet vehicles.

1T The recruitment unit Tahoeds wraps were upd:
thenewweb. New pop-uptentswerealsopurchasedvith the DOC logo andwebaddress.Thesetentsare
used at all outdoaecruitment events.

1 A hiring processhecklistwascreatedo addresgrequentlyaskedquestiong F A Q@r@monlyinquired
by potential applicants.

1 DOC HR Team sends text and email reminder alerts to applicants scheduled to attend hiring even
newly implemented strategy has had a very positive impact on DOC hiring event participation numl

1 Streamlined the ability to contact applicants who have expressed interest via Indeed, through au
responses.

1 Developed a relationship with the Delaware Food Bank allowing DOC recruiters an opportunity to
with their culinary classes in hopes to recruit qualified candidates for vacant food service positions.

1 CO job posting is being advertised through Recruit Military, and is intended to target all military |

within a 150mile radius of Dover for the next year.

Continueto engagewith Department®f LaborandMilitary TAP Programswithin our recruitingarea.

1 A recruitmenbasebaltardadvertainmentvasdevelopedor officersto give outto prospectiveeandidates
while they are out and about.

=

WorkforceRetiremeni PlanningandKnowledgeTransfer

Discussions continued with Bureau leadership to focus on pipeline efforts. The recruitment of
Maintenance Mechanic Positions waddressed through outreach to Delaware Contractors Associc
and Associated Builders and Contractors organizations. Positions in the CO series, specifically S
Lt. positions, were also monitored. Efforts focused on utilizing the Career Ladder, the Leade
DevelopmentTraining Program FBI LEEDA trainingandotheravailabletrainingtoolsdesignedo build
skills to prepare lower ranking officers for career ladder and competitive promotion opportunities.

StrategicPriority 3
Goal 2*- The Recruitment and Promotion of Under-Represented

The Department partnered with the Department of Human Resources in a Statewide Career F
successfully executed five (5) hiring events between July 1, 20R8e 30, 2024. These events are design
to offer an opportunity for potential applicants and members of the public to gain awareness about
within the DOC. The wultimate goal for attendir
applicants.

As previously stated, in an effort to improve the number of underrepresented classifications, the dep:
continues to require Hiring Managers to interview all candidates for classifications identified as being |
represented in race and/or gender.
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SECTION IV: WORKFORCE ANALYSIS

DOC WORKFORCE ANALYSIS OVERVIEW:

TheDepartmenof Correctionis underrepresented four EEO-4 categoriesDOC has2,346employeesndminorities
represent 46% of the DOC workforce which is a 6% increase from FY23.
Below areobservabldrendsthataffectD O C opgportunityto increaseliversityin its workforce:

o

Recruitment for all public safety/law enforcement jobs has become increasingly challenging in the la
yearsdueto theinfluenceof social,political, andeconomidorces.DOC doesoffer recruitmentandretention
incentives for Correctional Officers; however, they continue to be presented with challenges in this are

DOC hasarigid backgroundnvestigationpracticefor all positionswhich limits theapplicantselectionpool.

Generational differences make it harder to attract people to Correctional Officer positions because the
little flexibility in work schedules.The excessive number of vacant positions exacerbates this probler
leading to forced overtime and lasinute schedule changes for current employees.

While the DOC is underrepresented in Technicians, they only have three positions in this category. T
also underrepresented in Office & Administrators, Professionals, Protective Services, Office & Cleric:
Skilled Craftbutthepercenof underrepresentatiaalow, betweerl-5%.DOC continuego targetrecruitment
efforts towards diverse schools and plans to promote job shadowing and internships.

DOC continueseffortsto focuson improved managezducatioron leadership/supervisorskills to ensurean

inclusive environment.

DOC has held targeted camps/events during the year that expose applicants to the field of Correctior
continue to expand this outreachrorease the talent pool.

In summary, DOC remains proactive in efforts to create a more diverse workforce. Further, efforts are foct
increasing their applicant pool for uneepresented positionsn addition to prioritizing recruitment efforts toward
CorrectionalOfficers,theyalsopromotefor othervacantpositionssuchasAdministrative Accounting,Training,and
Probation & Parole vacancies.

DOC will continue to evolve its marketing, sourcing, and outreach to keep talent pipelines flowing. Work
planning and subsequent recruitment and retention efforts are a major goal for the DOC in FY25.
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DEPARTMENT OF CORRECTION DEMOGRAPHICS AT A GLANCE:

Thetotal numberof Departmenbf CorrectionEEO-4 eligible employeessof June30, 2024,is 2,346.

TheDepartmenbf CorrectionEEO-4 workforcedemographidatareflecttherace/ethnicityandgenderrepresentation
of theDepartmenbf Correctionworkforcebasednthetotal numberof employeesvithin theeightEEO-4 categories
(Appendix B). Analyses compare the Department of Correction. The Department of Correction does not hire
ParaProfessional and Service Maintenance EECategories.

Thefollowing summaryof findingswasderivedfrom this data:

Minority Representation:

1 Minorities representt6% of the total DOC workforce,a 6% increasdrom FY23.
1 Minorities areunderrepresenteth thefollowing EEO-4 category:
0 Techniciang-38%)

FemaleRepresentation:

1 FemalesepresenBl1%of thetotal DOC workforce,thesameasFY23.
1 Femalesareunderrepresentech thefollowing EEO-4 categories:

o Officials & Administratorg(-4%)

o Professional§-12%)

o Skilled Craft (-4%)

Male Representation

1 Malesrepresen69% of the DOCworkforce,thesameasFY23.
1 Malesareunderrepresentech thefollowing EEO-4 category:
0 Techniciang-50%)
0 ProtectiveServiceq-1%)
o Office & Clerical (-29%)
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEVALE 0

: % of % of 0td 0 10

FEO-4 CATEGORY Hispanic Paciic |Americn| Mali | Total Disabled | . Hispuig/| | Pacific |Americn| Muki | Toul Disaled [ i
WP g | e | | o | s | O s | P g | A e | i | o | s | T | e i
| Offcds & Admistators| M4 | 9 T 10 | 0 | 0 | 0 | # |[s™/| 3 | 8 2 L0 1 ] 0 0] 0] a1 |a4m] 0 % D
) Professionds w1 % | 2 ] 1 |0 0] 4 | m s 7 ] 7 1 0 | 5 Lo 0] 85 | 3 | 6% 3 A | 3%
3 Technicns 00 0 0 0 ] 0 o 0 % 0] 2 o 0 0 0 0 0o 2 (im0 ] 1| 1%
e Sevics | 66 | @ | 1 | D | 3 | 4 | % | 16 ™% ]| 0 | & | M | B | 3 0] 2 | 8 | a0 |ns%| 1 | 1w 56| 3%
Shwabolesnd | 9 | 5 0000 1 | B 8w | % | 2 | 3 o0 o 1| % || 2 5 n | 5%
§Omce&Chicd | 5 100 0 | 0 | 0 | 0 | 1 | 6 [ sm 0 & | 2] 5 | 3 [0 0] 2 ] % [um| 3 105 B %
7 Skiled Crat W | 8 | 5 | 2 L0 0] 3 | & [w%] 1 | 1 o0 o0 0 o 1 im0 A T

B Service Mantennce. |0 10 10 0. 0 1 0 [ 0] o om0l 0 0 o0 0 0 01 0] 0 [om][0 0 ] "
Totals W | % | 8 | B | 3 | 4 | 4 [ 60 [ 8% ] % | % | M | B | B ] 0 ] 2 ] 0 | % |0%] 9 | 56 | 18 | 6%

Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender.This is anoverviewof the entireEEO-4 Workforceby EEO-4 job
category.

Tablel datawere obtainedromthe PHRSTsystenas of 06/30/2024.
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Minority Labor Market RepresentationFY24

(Including Raceand Ethnicity)
Table 2

Comparison to Minority % of Category

Minority
Variance
to Labor
Market

Labor Minority

% of
Market %
ARREE 8 Category

Multi
Racial

American
Indian

Pacific
Islander

Hispanic/
Latino

EEO-4 CATEGORY Black Asian

1 Officials & Administrators 25% 31% 6% 28% 1% 1% 0% 0% 0%
2 Professionals 29% 34% 6% 27% 4% 1% 0% 0% 2%

3 Technicians 38% 0% -38% 0% 0% 0% 0% 0% 0%

4 Protective Services 37% 53% 17% 43% 6% 1% 0% 0% 3%

5 Para Professional 34% 34% 0% 26% 5% 0% 0% 0% 3%

6 Office & Clerical 31% 31% 0% 21% 5% 3% 0% 0% 3%

7 Skilled Craft 26% 31% 5% 14% 9% 3% 0% 0% 5%

8 Service Maintenance 45% 0% NA 0% 0% 0% 0% 0% 0%

FemaleLabor Market RepresentationFY24
(Including Raceand Ethnici

Comparison to Minority % of Category

Table3

_~ Female
s . . Labor Female % Variance o Hispanic/ : Pacific American Multi
EEO-4 CATEGORY Market % of to Labor White Black Latino Asian Islander Indian Racial
Category
s Market
1 Officials & Administrators 45% 41% -4% 24% 16% 0% 1% 0% 0% 0%
2 Professionals 59% 47% -12% 27% 15% 2% 1% 0% 0% 2%
3 Technicians 50% 100% 50% 100% 0% 0% 0% 0% 0% 0%
4 Protective Services 19% 21% 1% 4% 14% 1% 0% 0% 0% 1%
5 Para Professional 77% 77% 0% 52% 18% 5% 0% 0% 0% 2%
6 Office & Clerical 65% 94% 29% 64% 21% 5% 3% 0% 0% 2%
7 Skilled Craft 6% 2% -4% 2% 0% 0% 0% 0% 0% 0%
8 Service Maintenance 44% 0% NA 0% 0% 0% 0% 0% 0% 0%

Male Labor Market RepresentationFY24

Table4
ave (Including Raceand Ethnicity)

Comparison to Minority % of Category

EEO-4 CATEGORY

Labor

Market %

Male % of
Category

Male
Variance
to Labor

Market

‘White

Black

Hispanic/
Latino

Asian

Pacific
Islander

American
Indian

Multi
Racial

1 Officials & Administrators 55% 59% 4% 45% 12% 1% 0% 0% 0% 0%
2 Professionals 41% 53% 12% 39% 12% 2% 0% 0% 0% 1%

3 Technicians 50% 0% -50% 0% 0% 0% 0% 0% 0% 0%

4 Protective Services 81% 79% -1% 41% 9% 5% 1% 0% 0% 2%

5 Para Professional 23% 23% 0% 14% 8% 0% 0% 0% 0% 2%

& Office & Clerical 35% 6% -29% 5% 0% 0% 0% 0% 0% 1%

7 Skilled Craft 94% S8% 4% 67% 14% S% 3% 0% 0% 5%

8 Service Maintenance 56% 0% NA 0% 0% 0% 0% 0% 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a

percentage breakdown of demographic representation by race/ethnicity, gender, ahibBEaegory.

Tables2, 3, and4 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Minority RepresentationTrends FY22,23,24

Table5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Minority Variance of
Labor Market Labor Market Labor Market

1 Officials &Administrators 7% 5% 6%
2 Professionals 4% 3% 6%
3 Technicians -38% -38% -38%

4 Protective Services 12% 12% 17%

5 Paraprofessional -3% -4% 0%

6 Office & Clerical -49%% -5% 0%

7 Skilled Craft -6% -5% 504

8 Service Maintenance NA NA NA

FemaleRepresentationTrends FY22,23,24

Table 6
FY22 FY23 FY24
EEO-4 CATEGORY Female Variance of Female Variance of Female Variance of
Labor Market Labor Market Labor Market

1 Officials &Administrators -4% -2% -4%
2 Professionals -13% -12% -12%

3 Technicians 50% 50% 50%

4 Protective Services 124 1% 1%

5 Paraprofessional 2% -1% 0%

6 Office & Clerical 26% 24% 29%

7 Skilled Craft -4%% -49% -4%%

8 Service Maintenance NA NA NA

Male RepresentationTrends FY22,23,24

Table7
FY22 FY23 FY24
EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor
Market Market Market

1 Officials &Administrators 4% 2% 4%
2 Professionals 13% 12% 12%
3 Technicians -50% -50% -50%

4 Protective Services -1% -1% -1%

5 Paraprofessional -2% 1% 0%
6 Office & Clerical -20% -24% -29%

7 Skilled Craft 4% 4% 4%

8 Service Maintenance NA NA NA

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branaemographics for minorities, females, and male employees by&BDcategory.

Tablesb, 6, and7 datawereobtainedfrom the PHRSTsystemasof 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Total Complants by Gender

Total Complants by type

Male 17 ADA 0
Woman 16 Discrimination 0
Other 0 Gender 0
Total i3 Generic Issue 0
Harassment 3]
Total Complaints by Race/Ethnicity Hostile Work Environment 15
Black - African American 13 Merit Rule 0
Asian 1 Misconduct 1
Hispanic/T atinx 0 Eetaliation 3
Native American’ Alaskan Native 0 Sexunal Harassment 4
Mot Identified 0 Standards of Conduct 4
Pacific Islander/Native Hawaiian 0 Worlkplace Violence 0
Two or more races 0 Total 33
White 19
Total 33 Total Compaints by Current Status
Open 2
Total Complamts by Employment Status Closed il
Merit i3 Total 33
Non-Merit Exempt 0
Casual'Seasonal 0 Total Complaints by Resolution
Total 13 To be Determined 2
Substantiated 3]
Total Complaints by Category Partially Substantiated 1
[nformal 0 Unsubstantiated 17
Formal 33 Withdrawn 7
External 0 Total 33
Total 33

Table8 datawereobtainedfrom agencyinternal recordssubmittedo the Division of Diversity & Inclusionduring FY24.

Table 8illustratestotal complaintsby genderrace/ethnicityemploymenstatus categorytype,statusandresolution.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24EEO REPORT KEY OBSERVATIONS

2023 2024 PERCENT
Total \ Percent Total Percent ~CHANGE
DISCIPLINES
Total FemaleNon-Minority Disciplines 4 6% 4 5% 0%
Total FemaleMinority Disciplines 10 16% 12 14% 20%
Total Male Non-Minority Disciplines 26 42% 27 32% 4%
Total Male Minority Disciplines 22 35% 41 49% 86%
Total Disciplines 62 100% 84 100% 35%
SEPARATIONS
Total FemaleNon-Minority Separations 34 13% 26 11% -24%
Total FemaleMinority Separations 48 18% 48 20% 0%
Total Male Non-Minority Separations 83 31% 69 28% -17%
Total Male Minority Separations 102 38% 100 41% -2%
Total Separations| 267 100% 243 100% -9%
NEW HIRES
Total FemaleNon-Minority New Hires 18 10% 125 17% 594%
Total FemaleMinority New Hires 40 21% 127 17% 218%
Total Male Non-Minority New Hires 41 22% 246 33% 500%
Total Male Minority New Hires 89 47% 241 33% 171%
Total New Hires 188 100% 739 100% 293%
PROMOTIONS
Total FemaleNon-Minority Promotions 42 11% 146 19% 248%
Total FemaleMinority Promotions 68 17% 149 20% 119%
Total Male Non-Minority Promotions 172 43% 231 30% 34%
Total Male Minority Promotions 116 29% 233 31% 101%
Total Promotions| 398 100% 759 100% 91%

Table 9 displaysthetotal numberof disciplines separationsjewhires,andpromotionsby genderandminority
status.

Table9 datawere obtainedromthe PHRSTsystenas of 06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10
Training by Gender
B~ Tbe ~,
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Figure 11
Training by Raceand Ethnicity
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Figure 12
Training by EEO-4 Job Category
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Figures 10-12 displaythetotal numberof attendee$or D&I -relatedtrainingcoursesy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfrom the DelawareLearningCenter(DLC) systenmasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

Number
Total Female 8
Total Non-Minority Female 1
Total Minority Female 7
Total Male 3
Total Non-Minority Male 2
Total Mimority Male 1
Total Employees Requesting Tuition Reimbursement 11

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby genderandminority status.

Table13datawereobtainedfrom agencyinternal recordsduring FY24.

Disabilities Summary
Table 14

DISABILITIES SUMMARY

Number
Total Employees Self-Identified or Disclosed Disabled 10
Total Request for Accommodations 271
Total Request Accommodated 271
Total Selective Placement Candidates Interviewed 0
Total Selective Placement Candidates Hired 0

Table 14displays the total number of employees who requested accommodations, the total number of accept
accommodations, the total number of employees whadssitified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgramandthetotal numberof employeesiredeithervia the
Selective Placement Program.

Table14 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Average Below Average Poor Total
Percentage Total # #Percentage Total # Percentage Total # Percentage Total #Percentage Total #
American Indian or Alaska Native 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Asian 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Black or African American 38% 3 13% 1 38% 3 0% 0 13% 1 28% B8
Hispanic or Latino 50% 1 0% 0 50% 1 0% 0 0% 0 7% 2
Mative Hawaiian or Other Pacific
lslander 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Two or More Races 0% 0 50% 1 0% 0 0% 0 50% 1 7% 2
White 24% - 29% 5 18% 3 18% 3 12% 2 59% 17
Prefer Not to [dentify 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Total 28% 8 24% 7 24% 7 10% 3 14% 4 100% 289
Answered 29
Skipped 3

Table 15 illustratesExit SurveySummarydatafor employeesvho left the Departmenandwerewilling to respond.

Tablel5 datawereobtainedfromthe employegesponse&rom anonline surveyduring FY24
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SECTION VIII: RECRUITMENT AND RETENTION SUMMARY

Table 16
HARD-TO-FILL VACANCIES
Vacancies Vacancies . Total # Vacancy Rate | Vacancy Rate | Change in %
(as of 6/30/23)| (as of 6/30/24) Job Code Job Title Positions FY 23 FY 24 FY24 vs FY23
1 2 UBDAO1 Correctional Officer/K9 Handler 29 3% 7% 4%
50 29 UBDBO0! Correctional Officer 354 14% 8% -6%
41 UBDB02 Correctional Corporal 360 29% 11% -18%
150 167 UBDB13 Correctional Sergeant 735 20% 23% 3%
2 UCBCO1 CO/Youth Rehab Food Service Specialist 12 8% 17% 9%
13 5 UCBC02 CO/Youth Rehab Food Service Specialist 1T 37 35% 14% -21%
0 1 UCCHO1 CO/Physical Plant Maintenance Trades Mechanic I 17 0% 6% 6%
0 1 UCCHO03  [O/Physical Plant Maintenance Trades Mechanic IT 19 0% 5% 5%
2 1 UCCHO03 CO/Physical Plant Maintenance/Trades Technician 4 1% 25% 24%
2 2 UCCH09 C/0O Physical Plant Maintenance/Master Electrician 4 50% 50% 0%
Table 17

HARD-TO-FILL APPLICANT PIPELINE

. # Times Posted| Total # Aps |Average # Aps| Total # Aps |Average # Aps
Class Code Class Tidle in FY24 Recsived Received Qualificd Qualified
UBDBO1 Correctional Officer 12.00 3357.00 279.75 2798.00 233.17
UBDBO1 Correctional Officer K9 Handler 1.00 18.00 18.00 3.00 3.00
UBDBO02 Correctional Corporal 1.00 3.00 3.00 3.00 3.00
UBDBO03 Cotrectional Sergeant 5.00 96.00 1920 72.00 14.40
UCBCO1 C/O Youth Rehab Food Service Specialist | 1.00 614.00 614.00 180.00 180.00
UCBCO3 C/O Youth Rehab Food Service Specialist 111 5.00 41.00 820 26.00 520
UCCHO1 | C/O Physical Plant Maintenance Trades Mechanic | 1.00 24.00 24.00 14.00 14.00
MCCHO6 | Correctional Physical Plant Maintenance Supv. 1 1.00 10.00 10.00 8.00 8.00
UCCHO8 | C/O Physical Plant Maintenace/Trades Technician 2.00 30.00 15.00 2.00 1.00
UCCH09 | C/O Physical Plant Maintenance/Master Elecirician 2.00 11.00 550 0.00 0.00

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the applicant pipeline statistics ft
those haréo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedperposting,andtheaveragenumberof applicantsleemedo meetthe minimumqualifications
(MMQ) for the position.

Table16 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
Tablel7 datawereobtainedfromthe DelawareEmploymentink (JobApsYecruitmentsystenasof 06/30/2024.
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Turnover by Division

_ . Turnover Rate | Turnover Rate | Change in %
Dept ID Division FY23 FY24 FY24 vs FY23

380101001 DOC/Admin/Off o/t Commissio 14% 7% T%
380102002 DOC/AdminHuman Resources (% (% 0%
380103003 DOC/Planning/Research Reent 0% 0% 0%
380104004 DOC/Education 0% 0% 0%
380110010 DOC/Administrative Services (% 15% 15%
380110011 DOC/Administrative Services 14% (0% -14%
380112012 DOC/Admin/Catrl Offender Re 2% 5% -4%
380114014 DOC/AdminTnformationTechno 20% Q% -11%
380201001 DOC/HC/SA&EMHS MedTrtmntd: Srv 0% 10% 10%
380401001 DOC Prisons/Bur Chief-Priso (% (% 0%
380403003 DOC/Prisons/James T Vaughn 11% 8% -3%
380404004 DOC/ Prisons/Sussex Corr Ins 2% 6% -3%
380405005 DOC Prisons/D Bavlor Corr [ T% Q% 2%
380406006 DOC/Prisons'Howard R Young 16% 8% -8%
380408008 DOC Prisons/Special Operati T% 4% -3%
380409009 DOC/Prisons/DE Corr Industr 0% 0% 0%
380412012 Steven R. Floyd Sr.TraingAc 83% 113% 30%
380413013 DOC/ Intelligence Operations 12% (% -12%
380420020 DOC/Food Services 15% 2% -14%
380420080 DOC/Food Services 18% 0% -18%
380440040 DOC/Facilities Maintenance 8% 3% -5%
380601001 DOC/Community Corr/Bur Chie 0% (0% 0%
380602002 DOC/Com Cor/Probation & Par T% 6% -1%
380607007 DOC/ComCor/Sussex County CC 10% 8% -2%
380608008 DOC/ComCor/Kent County CC 10% 18% T%
380613013 Hazel D. Plant Wmns Trmt Fc 14% 10% -4%
380614014 PlummerCommumnityCorrections &% 2% -6%

Department Average 11% 9% -1%
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Table 19

TURNOVER BY HARD-TO-FILL VACANCIES

. Turnover Rate | Turnover Rate | Change in %
Job Code Job Title Y23 FY24 FY24 vs FY23
UBDA®O] Correctional Officer/K% Handler 0% 0% 0%
UBDB01 Correctional Officer 40% 12% -28%
UBDB(2 Correctional Corporal 25% 11% -15%
UBDBO3 Correctional Sergeant 12% 4% -8%
UCBCO1 CO/Youth Rehab Food Service Specialist I 36% T% -30%
UCBCO2 CO/Youth Rehab Food Service Specialist II 17% 0% -17%
UCCHO1 CO/Physical Plant Maintenance Trades Mechanic I 12% 0% -12%
UCCHO03  [O/Physical Plant Maintenance Trades Mechanic I} 0% 0% 0%
TCCHOS CO/Phvsical Plant Maintenance/Trades Technician 100% 0% -100%
UCCHO09 C/O Physical Plant Maintenance/Master Electrician 0% (0% 0%

Tables 18 and 19 displayemployeeurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the number of new employees versus the nungreplofyees who leave or transferatoother
Department. Employees who transfer between Divisions within the same Department do not count.

Tables18 and 19 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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Applicant Pipeline

In FY24,6,683peopleapplied onlingo DOC jobs,anincreasdrom FY23in which 4,786applied.
This dataincludesall jobspostedn the DelawareEmploymentLink (JobAps)RecruitmentSystem
including Casual Seasonal Recruitments.

Figure 20
FY24 Applicant Pipeline by Gender
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Figure 21
FY24 Applicant Pipeline by Minority Status
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Figures20and2li | | ustrate the tot al number of applicant:

primary hiringplatform, The Delaware Employment Link at statejobs.delaware.gov. by minority vainority
andgenderFurtherillustratedarethetotal applicantsvho werefoundqualifiedandhired,alsoby minority vs. non
minority and gender.

Figures20and21 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsystermasof 06/30/2024.
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Recruitment and Hiring Times
FY23 and FY24

Table 22

Fiscal Year AverageTime to Fill (days) | AverageTime to hire (days)

FY23 69 37
FY24 64 46

ChangeFY23vsFY24 -5 9

Table 23

: AverageTime Requestto- |AverageTime Closing Date-to-
Fiscal Year
Open (days) Referral (days)
FY23 6 7

FY24 | 5 7
ChangeFY23vsFY24 -1 0

Table 22illustratesheaveragdimein calendadaysit takesto hirefor vacanfjobsandmeasurethehiringma n a g e
effectiveness in making hires.

A Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for f
The current metric is 40 calendar days.

A Time-to-Hire is measuredy the numberof calendardaysfrom the time a referrallist of qualified candidatess
created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days.

Table 23illustratestheaveragdime in calendadaysit takesto postrecruitmentgor vacantjobsandmeasuresi R 6 s
effectiveness in processing recruitments.

AAverage Time from Request-Openis measured by the number of calendar days it takes HR from the time th
receive aequest to fill a vacant position until they get the recruitment posted. The current metric is 2 calendar

AAverageTime ClosingDateto-Referralis measurethy thenumberf calendadaysfrom thetimerecruitmentloses
until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar d

Tables22 and 23 data were obtainedfrom the Delaware EmploymentLink (JobAps)recruitmentsystemas of
06/30/2024.
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SECTION IX: PLAN OF ACTION FUTURE STEPSTO IMPLEMENT : JULY 1,2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees

working onsite andemotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof

Strg tgglc Objective Success/Key REelElal Resources Target Da_t elo
Priority Group Completion
Results
SR1 The DOC wiill Increase CEIT DOC Human SurveyMonkey FY25FY26
continue to GraduatiorRates Resourceand
Goall collaborate with the | whilein SRFTA. SRFTA.
SRFTA to identify
key areas that are
causingadecreasén
graduation rates.
SP1 Work with DHR to The DOC in DOC /DHR Human | Collaboration FY25-FY26
Goal? collaborate on conjunction with Resourceand,DOC | Committeeconsisting

potentialmotivating
incentives for
recruitment and the
retention of DOC
employees.

DHRwill continueto
explore feasible
options aimed at
attracting new talent.

Recruitment Teams

of forward,solutions
basedeammembers.
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasananagemerandsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield
rigorous workforce outcomes and attainment of

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

: Measuresof :
Strg t‘?g'c Objective Success/Key RESOEE Resources Target Da_t elo
Priority Completion

SR2 The DOC wiill Results can be SRFTA,HR, University of FY25FY26

continueto createand | measuredy tracking | Leadershiandthe Delawarepotential
Goall providemeaningful the attendance rates | DOC4lInclusion grant funds and

trainingopportunities | of supervisory Coalition. internallyqualified

to engage and training courses that staff members.

motivate a diverse are offered.In

workforce. addition,encouraging

DOC leadership
members to approve
staffds ab
attend training when
opportunities arise.

SR2 Tolncreasdracking | The tracking system | DOCHuman MicrosoftExceland, | FY25-FY26
efforts aimed to will enable HR to Resources trained Excel End
Goal2 ensure supervisor | monitor the Users
accountability Department@ which
regarding additional training/
performance guidance is needed.
plans/evaluations. The end goal is to
ensure that employeg
performance

evaluations are being
completed annually.

SR2 The DOC will Review the path DOC Recruitment, DOC staff members | FY25-FY26
collaborate with forward DOC/DHR Human who actively display

Goal3 DHR&6s Di v g recommendations ResourcesandDOC | a collaborative and
InclusionDepartment| pr ovi d ed B Leadership Teams | teamapproacho this
to identify gaps in Diversity and work.
DOCO&s r et € InclusionDepartment
recruitment, and and continue
workforce measuring

underrepresentation. | improvements while
strivingto implement
change in current
DOCpracticesvhere
feasible.
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education, and Awareness

Enhance angrovideprofessional, personal, and leadership development programs to advaswectss of all employees
acrosghelife cycleof their careerswith akeyfocuson equitableenrollmentandparticipationin professionatdevelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforcenderrepresentation via collaboration with DHR.

Strategic

Priority

Objective

Measuresof
Success/Key
Results

Responsible
Group

Resources

Target Dateto
Completion

SR3 Continuerecruitment | As previously stated,| DOC HR and TrainedManagers FY25
and promotion of the DOC will RecruitmenfTeams | and Supervisors
Goall underrepresented | continue to improve
demographics. thenumbersf under
represented
classifications by
requiring Hiring
Managers to
interviewall qualified
candidates for
classificationghatare
underrepresented in
race and/ogender.
SR3 Continueretention The DOC will DOC4Inclusion DOCTeammembers | FY25
efforts of quality measure the Coalition, Human who actively display
Goal2 Officers through effectiveness by ResourcesSRFTA, a collaborative and
professional tracking employee and Leadership teamapproacho this
development and participation in Teams. work.
growth within the trainingopportunities
Department. via the Delaware
Learning Center and
SRFTA.Adjustments
tothecurriculumwill
be made based on
employee feedback.
SR3 The DOC in Engagement DOC4Inclusion DOC staff members | FY24
collaboration with participation will be | Coalition, DOC who actively display
Goal3 DHR will continue to | trackedoy employee | HumanResources a collaborative and
generat@pportunities| attendance rates. and Leadership teamapproacho this
aimed to increase Teams. work.
employee
engagement.
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MEMORANDUM

TO: Claire DeMatteis
CabinetSecretaryDepartmenbf HumanResources

CC: RichardPotter,Jr.
Chief DiversityOfficer
Division of Diversity, Equity andInclusion

FROM: Mark Holodick, Ed.D
CabinetSecretaryDepartmenof Education
Mark.Holodick@doe.k12.de.us

ShamikaVicLean
HumanResource®fficer

DATE: Septembel 3,2024

SUBJECT: Departmentof Education FY24 Equal Employment Opportunity/Affirmative
Action Report and FY 25 Action Plan

Attachedis a copyof the Departmenbf EducationFY 24 EqualEmploymentOpportunity/AffirmativeAction
Report and FY25 Action Plan submitted in accordanceithe cut i ve Or der No. 30,
Commitment to a Respectful Workplace.

We havereviewedthe FY24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY25 Action Planand
endorse its accuracy and content that will enable progress and results\agkncy

If youhaveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:Mark.Holodick@doe.k12.de.us
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SECTION I: POLICY STATEMENT

|l ncluded with this Report is the official decl ar
the RespectfuWorkplaceandAnti-DiscriminationPolicy (RWAD), datedandsignedby Mark A. Holodick, Ed.D..
Executive Order 30 (Appendix A) is also attached to this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

The Department dEducation is committed to creating and maintaining a work environment in which people are
treated with dignity, decency, and respect. The accomplishment of this goal is essential to the mission of the
department. The work environment of the department is characterized by mutual trust and the absence of
intimidation, oppression, and exploitation. Employees must work and learn in a safe, respectful, and stimulati
atmospherd-orthatreasonwe will nottolerateunlawful discriminationor harassmenif anykind. Eachmanager
and supervisor are responsible for fostering a workplace environment free of discrimination and harassment.
Throughenforcemenof this policy andeducatiorof employeesywe seekto preventcorrect,anddisciplinebehavior
that violates this policy.

As a publicemployerandasthe governingbody of the Delawarepublic schoolsystemthe Departmentf Education
has a special responsibility to not merely comply with the law, but to further the inherent values of fair and eq
treatment in all personnel actions.

In addition, the Department of Education strives to recruit and retain candidates most qualified to serve the di
educational needs of all the Stateds Local IHsthec a
Departmendf E d u ¢ a goaltomtdesnployeedo reflectthe culturalandracialdiversity of all Delawarestudents,
and to hire professional staff with the necessary skills and knowledge to expertly support all of ttkglloatbn
Agencies serving student, including those with disabilities, those with exceptional needs, those with special te
thosewhosefirst languages not English,andthosewho maybevulnerableto inequitablereatmenbecaus®f race,
color, ethnic background, religion, gender, age, sexual preference, genetic information or veteran status.
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DEPARTMENT SUMMARY

Name ofDivision # of Employees

Office of theSecretary 17
AcademicSupportTeam 44
StudentSupportTeam 35
WorkforceSupportTeam 33
OperationsSupportTeam 51
Early Childhood Supporfeam 40
SpecialNeedsProgram/DriveiTraining 60
BoardMembers 3

TOTAL 283
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RESPONSIBILITIES FOR IMPLEMENTATION:

The Secretanof Educationoverseesheimplementatiorof theD e p a r t Affienmativé Action Planto ensurehat
it is implemented promptly and effectively. The Human Resources Officer, Shamika McLeaf830231,
Shamika.McLean@doe.k12.deiogplementghe Affirmative Action Planandensureshatmanagersollow federal
and state | aws, regulations, and executive order
include:

The Departmentdés Affirmative Action Coordinator
being met and work to prepare such reports as required for the effective management of diversity and for the
monitoring of affirmative action.Thecoordinator will also serve as the Affirmative Action Complaints Officer,
whowill hearcomplaintsandresolvedisputesor grievancesvhich mayarisefrom implementatiorof thePlan. The
coordinator will assist the Secretary of Education, as directed, to see that the annual goals of the Plan are re:

DutiesandResponsibilitie®f the DOE
Affirmative Action Coordinator

1. Workwith the Secretaryf Educationto developandimplementan Affirmative Action Plan for the
department.

2. Work with the Secretanof Educationandhiring managerso reviewthe qualificationsof all positionswithin
the department to make certain that such requirements are reasonably related to job performance and
constitute artificial barriers to hiring or promotion.

3. Work with the Secretaryf Educatiorandhiring managerso reviewthe qualificationsof all departmental
employees to assure that women, minorities, veterans, and those with disabilities are given equal
employment opportunity for hiring, promotion, training, transfer, and all personnel actions.

4. Serveasliaisonbetweerthe Departmentf Educatiomandorganizationsgroupsandpersongoncerneadvith
employment opportunities of minorities, women, persons with disabilities and veterans.

5. Providecareercounselingo assisemployeesn identifying advancemenpportunitiesor skills
enhancement which would qualify the employee for possible career advancement.

6. Assistthe Secretaryf Educationin thedischargeof thedutiesandresponsibilitiesetoutin Executive
Order 30.

ORGANIZATIONAL CHART:

Mark A. Holodick
Secretaryf Education

LisaHenry

Chiefof Staff/Policy
Analyst

ShamikaMcLean
HumanResource©fficer
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SECTION lI: FY23 ACCOMPLISHMENTS : JULY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employeesvorking on-siteand
remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Objective

Measuresof

Responsible

StepsTaken

Status

Priority Success/KeyResults Group
SR1 Assessvorkplace | Surveytodetermine | DOEDHR andthe | Aid with thesurvey | Completed the
Goall policiesto ensure | whether staff find Local Diversity from DEI team P&P Manualbut
that they are their work Committee (LDC) | withing DHR and did not do the
inclusive and environment within DOE LDC survey.
sensitive to a inclusive
diverseworkforce.
SR1 Ensure that all Communications DOE/DHR StatewideBenefits Completed
Goal2 employees have | regarding Office
access to the samq professional communications,
resourceshenefits, | development/benefity professional
and opportunities | are distributed to development
for growth and 100% of employees opportunities
development. internally &
externally
SR1 Increase Increaseepresentation| Increase Intentionally recruit | In some areas we
Goal3 representation of | of underrepresented | representation in from specific groups | sawimprovement
underrepresented | 9roupsin DOE (Males | MalesandMinorities | (fraternities/sororities| but in otherareas
groupsby 5%over | and Racial or Ethnic | by 4% each overthe| ojjeges; etc.) we are still
thenextyear. Minorities). nextyear underrepresented.
SR1 Increase 3% increaseof DOE DOEEquityCouncil | Pull number of Thesummitwill not
Goal4 participationin the employeesattending and Equity Summit | attendees form FY23 | happen until
Equity Summit by the summit in 2024. CommitteeMembers | Summitandcompardo | September.

3% over the next

year

FY24 data
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasamanagemerdndsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield
rigorousworkforceoutcomesandattainmenofthes t a missidrsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic . MR Responsible
_ Objective Success/Key StepsTaken Status
Priority Group
Results
SR2 Implement an Number of DOE/DHR Will work with Hasnotbeen
Goall internalsponsorship employeesnvolved DHR Chief completed
program to provide| in the program Diversity Officer on
opportunities for upon its onset. ideas to launch this
employees to cross program
into differentcareer
opportunities.
SR2 Implement a self | 100%of applicants | DOE/Frontline Will work with Unableto complete
Goal2 identificationEEO | will be asked to Frontline to in the systemWe
survey in our complete the implementhisinto | will continue to
applicant tracking | voluntary self are applicant work with Frontline
system. identification tracking system on alternative
guestions when options.
they complete an
application.
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personand leadership development programadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocusonequitableenrolimentandparticipationin professionatievelopment,

engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyaps inretention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic . el Responsible
o Objective Success/Key StepsTaken Status
Priority Group
RESIS
SR3 Offer training and | Number of Cultural | DOE/DHR Guidancdrom Completed.We
Goall development that | heritagemonthevents D HR ®Blteam | haveofferediotsof
would enhance run/sponsored by the| poE Equity events to DOE
culturalcompetency DOE LDC Council employees and
50% of the DOE LEASs centered
_ around cultural
Wor_kforce ywll diversity.
participate in a
LDC event(DOE
runor DHR run)
SR3 Createopportunities| Hostquarterlytown | DOELeadership, | Will workwith We have not had
Goal2 for employees to | hall meetings and | HR, and Equity DHR townhallmeetings,
provide feedback, | measure the Council but we have begun
participate in DEI | attendance of those to talk about EEO
initiatives, and town halls. Ensure within our Equity
engage in open ang that an Equity Council group.
honest discussions| Council member is
about company there to discuss
culture and values.| event and topic of
the equity council
andHR will discuss
the EEO report and
how we are
workingtowardour
goals
SR3 Increase 10%of DOE DOE DHR Eventsandmarketing | In progress.Wehave
Goal3 Participation in workforce will DHRDEI Team materials from DEI | not reached 10%.
Diversity and attenda DE| related Team
Cultural Heritage | event organized by| DOE Local
Month Related DHRO6 s DEI| Diversity
eventorganizedy Committee

t he DHROS

team
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DEPARTMENT OF EDUCATION DEMOGRAPHICS AT A GLANCE:

Thetotal numberof Departmenbf Education EE®4 eligible employeessof June30,2024,is 283.

The Department of Education EEDworkforce demographic data reflect the race/ethnicity and gender
representation of the Department of Education workforce based on the total number of employees within the
EEO4 categories (Appendix B). Analyses compare Department of Education workforce demographics to the
availableDelawareregionallabormarketstatisticsby race/ethnicityandgender The Departmenbf Educationdoes
not hire in the Par®rofessional and Service Maintenance EEEategories.

Thefollowing summaryof findings wasderivedfrom this data:

Minority Representation:

1 Minoritiesrepresent 29%f thetotal Departmenbf Educatiorworkforce,a 1% increasdrom FY23.
1 Minorities areunderrepresenteth thefollowing EEO-4 categories:

o Officials & Administrators {5%)

o Professional§-4%)

0 Techniciang-1%)

FemaleRepresentation:

1 Femalegsepresen?6%of thetotal Department oEducationworkforce,a2% increasdrom FY23.
1 Femalesarenot undefrepresenteth any ofthe EEO-4 categories.

Male Representation

1 Malesrepresent 24% dhe Departmendf Educationwvorkforce, a2% decreasrom FY23.
1 Malesareunderrepresenteth thefollowing EEO-4 categories:

o Officials & Administrators(-18%)

0 Professional§-12%)

o0 Techniciang-41%)

o Office & Clerical £22%)
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEVALE 0

% of % of 0 ota no

EEO-4 CATEGORY Hispanic/ Pacific |Americn| Muli | Total Disabled | Hispnic/| | Pacifi |American| Multi | Tota Disabled [MNAg el
e | BB g | A fnder | odin | Racil | Males || g | M | P pag | A rgunger | Tdin | Racil | Females | 1Y | Fenales [atikisN
Officals @ Admosos | 9 | 1 | T | 0 [ 0 | 0 [ 0 | 1 |3 5 1 3 [0 [ 0] 0 [0 1 [ 1 | % 3 6| 2000%
2 Professionals W [ 6 [ 1 [ 2 [0 [ 0 [ 0 [ 9 [n% 8 » | 2 [ 3 [0 ] 2 [ 2 | W [ % 19 0| 6%
3 Tectnicians ) | 1 o o] 0o [ 0 [ 0 3 [oun O [ 9 [ 1 [ T [0 [0 [ 0] @ [ nm 3 1| 336%
ThrotectveSeress |0 | 0 [ 0 | 0 | 0 [ 0 [ 0 | 0 | 0m 0 | 0 [0 [ o [ o [ 0o [ 0 | 0 |om 0 0 %
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Table lillustratesthetotal FY 24 workforcedemographicey race/ethnicityandgender.Thisis anoverviewof theentire EEG4 Workforceby EEO-4 job
category.

Tablel datawereobtainedfromthe PHRSTsystenasof 06/30/2024.
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Minority Labor Market RepresentationFY24
(Including Raceand Ethnicity)

Table 2
Comparisonto Minority % of Category
. Minority

Minority % . . . - . .

EEO-4 CATEGORY Labor o y 7 Variance Hispanic/ Pacific ~ American Multi
Market % Catedo to Labor Latino Islander Indian Racial

gory Market
1 Officials & Administrators 25% 20% 13% 3% 0%

2 Professionals 29% 25% -4% 18% 2% 3% 0% 1% 1%

3 Technicians 38% 36% -1% 30% 3% 3% 0% 0% 0%

4 ProtectiveServices 37% 0% NA 0% 0% 0% 0% 0% 0%

5 ParaProfessional 34% 0% NA 0% 0% 0% 0% 0% 0%

6 Office & Clerical 31% 38% 7% 25% 8% 0% 0% 5% 0%

7 Skilled Craft 26% 0% NA 0% 0% 0% 0% 0% 0%

8 ServiceMaintenance 45% 0% NA 0% 0% 0% 0% 0% 0%

Table3 FemaleLabor Market RepresentationFY24
(Including Raceand Ethnicity)
Comparisonto Minority % of Category
Female% el
EEO-4 CATEGORY Labor of Variance White Black H|sp§1n|c/ Asian Pacific Amerlcan Mu[tl
Market % Cat to Labor Latino Islander Indian Racial
alegory | Market
1 Officials & Administrators 63% 50% 10% 0% 0%

2 Professionals 59% 70% 12% 51% 14% 1% 2% 0% 1% 1%

3 Technicians 50% 91% 41% 58% 27% 3% 3% 0% 0% 0%

4 ProtectiveServices 19% 0% NA 0% 0% 0% 0% 0% 0% 0%

5 ParaProfessional 77% 0% NA 0% 0% 0% 0% 0% 0% 0%

6 Office & Clerical 65% 87% 22% 54% 25% 5% 0% 0% 3% 0%

7 Skilled Craft 6% 0% NA 0% 0% 0% 0% 0% 0% 0%
8 ServiceMaintenance 44% 0% NA 0% 0% 0% 0% 0% 0% 0%

Male Labor Market RepresentationFY?24
(Including Raceand Ethnicity)

Comparisonto Minority % of Category

Table4

Male
Labor | Male % of | Variance . Hispanic/ . Pacific ~ American Multi
EEO-4 CATEGORY Market % | Category to Labor e LS Latino Asian Islander Indian Racial
Market
1 Officials & Administrators
2 Professionals 41% 30% -12% 24% 4% 1% 1% 0% 0% 0%
3 Technicians 50% 9% -41% 6% 3% 0% 0% 0% 0% 0%
4 ProtectiveServices 81% 0% NA 0% 0% 0% 0% 0% 0% 0%
5 ParaProfessional 23% 0% NA 0% 0% 0% 0% 0% 0% 0%
6 Office & Clerical 35% 13% -22% 8% 0% 3% 0% 0% 2% 0%
7 Skilled Craft 94% 0% NA 0% 0% 0% 0% 0% 0% 0%
8 ServiceMaintenance 56% 0% NA 0% 0% 0% 0% 0% 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a
percentage breakdown of demographic representation by race/ethnicity, gender, ahibBE@egory.

Tables2, 3, and4 datawereobtainedfrom the PHRSTsystenas of 06/30/2024.
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Minority RepresentationTrendsFY?22,23,24

Table5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Minority Variance of Labor
Labor Market Labor Market Market
1 Officials &Administrators -5% -4% -5%
2 Professionals -8% -5% -4%
3 Technicians 2% 0% -1%
4 ProtectiveServices NA NA NA
5 Paraprofessional NA NA NA
6 Office & Clerical -1% 6% 7%
7 Skilled Craft NA NA NA
8 ServiceMaintenance NA NA NA
FemaleRepresentationTrends FY22,23,24
Table 6
Fy22 FY23 FY24
EEO-4 CATEGORY FemaleVariance of Labor| FemaleVariance of Labor| FemaleVariance of Labor
Market Market Market
1 Officials &Administrators 19% 17% 18%
2 Professionals 7% 9% 12%
3 Technicians 39% 42% 41%
4 ProtectiveServices NA NA NA
5 Paraprofessional NA NA NA
6 Office & Clerical 23% 25% 22%
7 Skilled Craft NA NA NA
8 ServiceMaintenance NA NA NA
Male RepresentationTrends FY22,23,24
Table7
Fy22 FY23 FY24
EEO-4 CATEGORY Male Variance of Labor Male Variance of Labor Male Variance of Labor
Market Market Market
1 Officials &Administrators -19% -17% -18%
2 Professionals -7% -9% -12%
3 Technicians -39% -42% -41%
4 ProtectiveServices NA NA NA
5 Paraprofessional NA NA NA
6 Office & Clerical -23% -25% -22%
7 Skilled Craft NA NA NA
8 ServiceMaintenance NA NA NA

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographics for minorities, females, and male employees-4yoBE&tegory.

Tables5, 6, and7 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table 8

Total Complaints by Gender

‘Total Complaints by type

Male 1 ADA
Woman 1 Discrimination 1
Other 0 Gender
Total 2 Generidssue
Harassment 1
HostileWork Environment
Black - African American Merit Rule
Asian Misconduct
Hispanic/Latinx Retaliation
Native American/AlaskanNative SexuaHarassment
Not Identified WorkplaceViolence
Pacificlslander/NativeHawaiian Total 2
Two or moreraces
Whit 2
Total 2 Open
Closed 2
Total 2
Merit
Casual/Seasonal To be Determined
Total 2 Substantiated
Unsubstantiated 2
Totl 2
Informal
Formal
External 2
Total 2

Table 8 illustratestotal complaintsy genderyace/ethnicityemploymenstatuscategorytype,statusandresolution.

Table8 datawere obtainedromagencyinternal recordssubmittedo the Division of Diversity & Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24 EEO REPORT KEY OBSERVATIONS

TYPE 2023 | 2024 PERCENT
Total Percent ~ Total  Percent CHANGE
DISCIPLINES
TotalFemaleNon-Minority Disciplines 0 0% 1 13% 0%
TotalFemaleMinority Disciplines 1 25% 3 38% 200%
TotalMale Non-Minority Disciplines 3 75% 0 0% -100%
TotalMale Minority Disciplines 0 0% 4 50% 0%
Total Disciplines 4 100% 8 100% 100%
SEPARATIONS
TotalFemaleNon-Minority Separations 20 56% 13 41% -35%
TotalFemaleMinority Separations 6 17% 5 16% -17%
TotalMale Non-Minority Separations 8 22% 12 38% 50%
TotalMale Minority Separations 2 6% 2 6% 0%
Total Separations 36 100% 32 100% -11%
NEW HIRES
TotalFemaleNon-Minority New Hires 18 40% 19 51% 6%
TotalFemaleMinority New Hires 19 42% 7 19% -63%
TotalMale Non-Minority New Hires 7 16% 7 19% 0%
TotalMale Minority New Hires 1 2% 4 11% 300%
Total NewHires 45 100% 37 100% -18%
PROMOTIONS
TotalFemaleNon-Minority Promotions 7 50% 5 71% -29%
TotalFemaleMinority Promotions 6 43% 2 29% -67%
TotalMale Non-Minority Promotions 1 7% 0 0% -100%
TotalMale Minority Promotions 0 0% 0 0% 0%
Total Promotions 14 100% 7 100% -50%

Table 9 displaysthetotal numberof disciplines separationsjewhires,andpromotionsby genderandminority
status.

Table9 datawereobtainedfromthe PHRSTsystenasof 06/30/2024.



STATE OF DELAWARE

Department of Education (DOE)
FY2024/FY2025EEO REPORT AND ACTION PLAN

SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10-12

DOE usesits own independenttraining methods.Therefore, this data is not currently available.

Figures 10-12 displaythetotal numberof attendee$or D&l -relatedtraining coursesdy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfromthe DelawareLearningCenter(DLC) systermasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

The Department of Education doesnot offer tuition reimbursement.

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby genderandminority status.

Tablel3 datawereobtainedfromagencyinternal recordsduring FY24.

Disabilities Summary
Table 14

Number
TotalEmployeesSelfIdentified or DisclosedDisabled 7

TotalRequestor Accommodations 7
TotalRequesccommodated 6
Total SelectivePlacemenCandidatesnterviewed 0
Total SelectivePlacemenCandidatesired 0

Table 14displays the total number of employees who requested accommodations, therntef of accepted
accommodations, the total number of employees wheadssitified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgram andthetotal numberof employeedired eithewia the
Selective Placement Program.

Tablel14 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
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Exit Survey Summary
Table 15

Excellent Good \ Average \ Below Average Poor Total
Percentage\ Total # Percentage\ Total #\ Percentage Total #\ Percentage Total # Percentage Total # Percentage Total #

American Indian or Alaska Native

Asian
Black or African American 6% 6 18% 18 19% 19 16% 16 12% 12 14% 71

Hispanic or Latino
Native Hawaiian or Other Pacific

Islander
Two or More Races
White 38% 37 28% 27 12% 12 16% 16 % 7 20% 99
Prefer Not to Identify
Total
Answered
Skipped

Each employee is asked 14 questions during the exit interview prosesiimthey can rate each question as:
Excellent,Good,Average Below Average or Poor. Theyarealsoaske® otheroperendedquestionghatarenot

considered in this data.

Table 15illustratesExit SurveySummary datéor employeesvho left the Departmerdandwerewilling to respond.

Tablel5 datawereobtainedfromthe employegesponses froran online surveyduring FY24
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SECTION VIII: RECRUITMENT AND RETENTION SUMMARY

Table 16and 17

The Department of Education dasst have aeport that we can pull fromur recruitment site but based on interna
tracking, the positions that are haddfill would be for our Adult & Prison Education Resources workgroup. We
currently have 14 prison education positions vacéritave beemnacant for six months or mor&Ve typically
receive2-3 applicanton averagdor thesepositionsandmosttimestheyd o nm&edttherequirement®f the position
or they canodét accept the salary that we are offe

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the applicant pipeline statistics ft
those hardo-fill classifications, including the number of times the position was posted, the average number of
applicationgeceivedperposting,andtheaveragenumberof applicantsleemedo meetthe minimumaqualifications
(MMQ) for the position.

Tablel6 datawere obtainedromthe PHRSTsystenasof 06/30/2024.
Tablel7 datawere obtainedromthe DelawareEmploymentink (JobApsYecruitmentsystermasof 06/30/2024.

Table 18

Turnover by Division

Dept D Division Turnover Rate | Turnover Rate | Changein %
FY23 FY24 FY24vsFY23
950100000 DOE 11% 7% -4%
950300000 DOE 12% 12% 0%
Department Average 12% 10% -2%

Tables 18display employegéurnover rates by Division. Turnover is the difference between the number of new
employeewversusghe numberof employeesvho leaveor transferto anotheDepartmentEmployeesvho transfer
between Divisions within the same Department do not count.

Tables18 datawasobtainedfromthe PHRSTsystenasof 06/30/2024.
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SECTION IX: PLAN OF ACTION FUTURE STEPSTO | MPLEMENT : JULY 1,2024- JUNE 30,2025

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshevalueof diversityamongall employees
working onsite and remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

: Measuresof :
Str_a te_glc Objective Success/Key felilels Resources Target Da_t elo
Priority Group Completion
Results

SP1 Facilitate a Survey to Work with a 3 Aid with the survey | Q3or Q4of FY25
Goall workplace determine the party vendor to from DEI teamwithin

climate/culture workplaceclimate. | facilitatethesurvey | DHR and review

surveyto determine former Climate

thetemperamentf Survey for question

theworkplace development.
SRP1 Increase Increase Increase Intentionally recruit | Q4 of FY25
Goal2 representation of | representation of representation in from specific groups

underrepresented | underrepresented | MalesandMinorities | (fraternities/sororities,

groupsby 5%over groups in DOE_ by 4% each over the colleges, etc.)

the next year. (Malc_esanng_manr next year

Ethnic Minorities).
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STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasemanagemerdndsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield

rigorousworkforceoutcomesndattainmenofthes t a missiénsvision,andvalueproposition*

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strategic

Measuresof

Responsible

Target Dateto

Priority Objective Success/Key Resources Completion
Results
SR2 ImplementCrucial | Complete a survey DOE Crucial Crucial Q4of FY25
Goall Conversation to seehow well the | Conversation Conversation
Training materialhashelped | Facilitators Trainingcontacts
Department wide. | with conversations
betweeremployees
and their
supervisors
SR2 Implement Supervisors will DOEHR/Chiefof Delaward_earning | Q4 of FY25
Goal2 professional complete the Staff Center
learning/trainingor | mandatory DHR Other local
supervisorso equip | trainings.Aim to professional
themto lead and | see a decrease in learning

manage a diverse
and inclusive
workforce.

employee
complaints

opportunities
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personand leadership development programadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocusonequitableenrolimentandparticipationin professionatievelopment,
engagement, education, and training opportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Measuresof

St'.a t‘?g'c Objective Success/Key NIl Resources Target Da.teto
Priority Group Completion
RESTIES

SP3 Increase 10%of DOE DOE DHR Eventsandmarketing | Q4 of FY25
Goall Participation in workforce will DHRDEI Team materials from DEI

Diversity and attendaDElI related Team

Cultural Heritage | event organized by| DOELocal

Month Related DHR® s DE || Diversity

eventorganizedy Committee

t he DHROSs

team
SR3 Implement DEI 10%of DOE DOEEquity Events offered to | Q4of FY25
Goal2 trainingsandevents | workforce will Council ourLEAsthatDOE

monthly or participaten DOE | DOE HR employees can

quarterly to spread | sponsored DEI participate in.

awareness about | events

DElI topics
SR3 Establish a mission, | Ensure that all DOEEquityCouncil | All-Staff meetings Q4 of FY25
Goal3 vision,andgoalsfor employees are awareg

the Equity Council of themission,vision, | DOE HR Equity Council

andensurdhateach | and goals of the Meetings

department within Equity Council and | Leadership

DOE has how it ties to the

representatiom the work of DOE

Equity Council
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MEMORANDUM

TO: Claire DeMatteis
CabinetSecretaryPepartmenbf HumanResources

CC: RichardPotter,Jr.
Chief DiversityOfficer
Division of Diversity, Equity andInclusion

FROM: Rick Geisenberger
Finance Secretary
Rick.Geisenberger@delaware.gov

Rebecc#&oldsmith,DeputyFinanceSecretary
Rebecca.Goldsmith.delaware.gov

DianeBourne, HR Managei|
Diane.Bourne@delaware.gov

DATE: October 292024

SUBJECT: Deptof FinanceFY?24 Equal Employment Opportunity/Affirmative
Action Report and FY 25 Action Plan

Attachedis a copyof the Departmenbdf FinanceFY 24 EqualEmploymentOpportunity/AffirmativeAction Report
andFY25 Action Plansubmittedin accordancevith ExecutiveOrderNo.30,D e | a w @antsidingCommitment
to a Respectful Workplace.

We havereviewedthe FY 24 EqualEmploymentOpportunity/AffirmativeAction ReportandFY 25 Action Planand
endorse its accuracy and content that will enable progress and results\agkncy

If youhaveanyquestionspleasdet usknow.

Thank you.

Enclosures


mailto:Rick.Geisenberger@delaware.gov
mailto:Diane.Bourne@delaware.gov
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SECTION I: POLICY STATEMENT

Includedwith this Reportis the official declaratiorof the stateexecutivebrancha g e n @comniitsmento EEOand
the Respectful Workplace and Afdiscrimination Policy (RWAD), dated and signed by [Name of Cabinet
Secretary/Official Agency Head]. Executive Order 30 (Appendix A)ge attached to this Report.

SECTION II: EXECUTIVE SUMMARY

SUMMARY STATEMENT:

TheDepartmenbdf Finance(DOF) is continuallyworking to produce maintainandretaina diverseandinclusive
workforce. We are committed to ensuring that our employment practices are fair awlisnominatory.

Workforce data is analyzed periodically to track ungkdization of representation of minorities, females, and mal
employees by EEQ job categoriesDOF will continue to focus special attention involvirggruitment and
retention efforts for females in the Paraprofessional and Technician fi@loisaction plan for the FY 2025
Affirmative Action Plan year will strive to move us forward in attaining parity. We continue to ensure that
applicants and employees are not discriminated a
age, sex, pregnancy, marital status, sexual orientation, gender identity or expression, religion, creed, disabilit
v e t e stausfansly responsibilityor asaresultof beingavictim of domesticviolence,sexualassaulor stalking,
or any other category protected by state and/or federal civil rights laws; this includes but is not limited to the
following practices: hiring, promotions, demotiotransfers, recruitment, terminations, and training. The
department publishes vacancies in a variety of methods (print medisjep@aetmental announcements, internet
sites such as linketh and handshake, industry associations, eétcrach a diverse labor mark@te Department
routinely uses a diverse thrperson interview panel to select candidates for all merit vacancies.

Although FY24 showed improvement with respect to qualified applicants for many positions in DOF, several
classifications that require unigue skill sets, such as the Economic Fiscal/Senior Analyst, remain hard to fill.
Vacanciedor this positionwereextendedpostedmultiple times,or resultedn aninability to hire TheFinance
Department continued to request recruitment and retention incentives to help attract and retain qualified staff
Alternative, flexible, and hybrid telecommuting work schedules were continued as an employee retention ince
In May of 2024 the Division of Accounting offer a pilot program to permit up to three days of remote work for
gualifying classifications. The DOF al so partici
Review which began reviewing job classifications and descriptions of roughly 200 Department of Finance
employeesapproximatelytwo-thirdsoftheD e p a r t folletiméw@rkforce. Maintenanceeviewresults begato
bedeliveredin FY 24 andwill continuethroughFY25. To promoteretentionthe DOF alsoworkedwith the DHR to
create a new career ladder seriedfimision of Revenue Tax Auditors and revamped promotional standards for
Paralegal career ladders.

TheS e c r e @Offece cpniimiedo encourag@articipationof DOF Staffin the GEAR Continuoudmprovement
Practitioner Program, worked with DHR to create and pilot a deparwidatHR Managers Performance
Improvementlips & Tricks class,andcompletedheadvancedxcelpilot training offeredto Financeemployees.
The Wellness Committee hosted a fiMarch Well ness
puzzles and wordsearches throughout the office a
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Thecompletionof Lottery Office andDivision of RevenudPublic Servicerenovationsn 2024markeda major
mi |l estone with all employeesd cubicles, offices,
having been renovated, replaced or refurbished since 2018.

During FY 24, 35 participantcompleted th&earContinuoudmprovemen®Practitioner programThe GearTeam
was able to work with DHRO6s Classification and C
Business Analyst, Change Management, Lean Continuous Improvement and Project Manaljesseniew
classificationsaredesignedo betteralign with the specificneedf agencieshatrequirededicatedolesto support
their projects.

The Office of Uncl ai med Property (OUP) had sever
party, pillows andpin art,andpeepsdioramacontest. Theyhadspecialuncheonsgelebratedlack History Month,
Public Service Employee Recognition Week and many holiday evEnsOUP also participated in department
wide SECC eventsAs part of a focus on skill building, staff participated in Excel training for beginners and
advanced users, budget training, FIA, media, legislation, DEFACEetiployees participated in a variety of
training on unclaimed property offered by through vendors, industry associations (NAUPA, UPPO) and other
service providers.

As part of a longeterm succession planning objective, the Division of Accounting (DOA) sent several employe
to the Emerging Leaders Conference in June of 20Z#he DOA Employee Appreciation Committee (EAC) was
responsibldor manyoffice-wide, moraleboostingeventsancludinga Harvestfestival potluck, Winter Holiday party
at Ro ma-6ite restanrang Hdliday themed decoration contest, Super Bowl party and many other events
Employeeslsovolunteered athe FoodBankof Delaware as TeamBuilding event.

TheDivision of Revenuecontinuedo offer their Excellencan TransformatiorLeadershig’rogram.The Division
Director and Deputy hosted Town Hall Meetings offered a Personal Stress Management Class for the Divisio
employees, and hosted many recognition events (Thanksgiving Luncheon, Valentine Sweet Treat, Employee
Appreciation Week, Department Trick or Treat, Ugly Sweater contest, etc). Renovations in the Carvel Public
Service Office were completed in February of 2024.

The State Lottery Office completed renovations on all office facilities. The reception area was enhanced for b
safety and aesthetics while the interior spaces received much needed office rendbvatprosed warehouse
spacegnhancediseracceptancéestinglab spaceanupdatedohonesystemandmodernizedestroonfacilities. As
part of succession planning and employee development the Lottery encouraged training and conference atte!
for many layers of staffOther forms of officewide training were also held, such as CPR training and security
training. Team building events included Adopt a Family, monthlytggethers (tacos, donuts, birthdays), holiday
contests, and an annual holiday luncheon.
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DEPARTMENT SUMMARY

Name ofDivision # of Employees
Office of theSecretary 41
Division of Accounting 54

Division of Revenue 134

Office of Lottery 48

TOTAL 277
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RESPONSIBILITIES FOR IMPLEMENTATION:

RESPONSIBILITIES STATEMENT

The Cabinet Secretary oversees the implementation @féhe ar t ment 6 s Af fi rmati ve
implementegromptlyandeffectively. HR SupervisoDianeBourne(302.577.8987piane.Bourne@delaware.gov
under the direction of Deputy Secretary Rebecca Goldsmith (302.577.829@)ca.Goldsmith@delaware.gov
implements the Affirmative Action Plan and ensures that managers comply with federal and state laws, regul:
and executive orders.

The Cabinet Secretaryhasthe following duties and responsibilities:

A Designatea staff persorto carryoutall EEO/AA functionsfor the Departmentincludingthoseduties and
obligations described in Executive Order Number 30.

A EnsurethatAffirmative Action effortsareincludedin the performancelansof managersindsupervisorsso

they are held accountable.

Di scuss the department 6s Arodressanieadershpemedtings. Aad n ¢C

whenevepossibleo eliminateproblemsof underrepresentatioanddiscriminationwithin the Department.

>

The Affirmative Action Of f i dusiesdnd responsibilitiesinclude:

Developandimplementan EEO/AA planfor the Departmenbf Finance.

Analyzestatisticaldatato determingoroblemareasanddepartmenheeddor Affirmative Action and
workforce diversity strategy and action plan.

In conjunctionwith Division Directors,developstrategiemnda planof actionto correctspecificEEO
problem areas within the Department.

Provideguidanceo managerso increaseheir understandingf andcompliancewith EEO/AA.

In conjunctionwith Division, Directors,investigateandfacilitate a resolutionto discriminationcomplaints.
Meetwith managerandsupervisorso assurecompliancewvith EEO/AA andfair employmenpractices.
Reviewthe procesdor interviewingcandidatesor all positionsto determingf artificial barrierspreventthe
advancement of women and employees who are members of a minority group.

Provideacopy oft h e D e p amuahdirmatidesction Plan toany employeeiponrequest.

> > > > D>

TheDivisionD i r e crésponsibifitiesinclude:

Communicatesupportfor the Affirmative Action Progranto all employees.
Adhereandgovernthemselvesccordinglyto same.

Ensuretheiremployeesinderstandhis informationincludingthe complaintprocess.

Promote participatein, andsupportequalopportunityfor all employeesvith regardto trainingand
advancement.

I > >

Hiring managersand supervisorshavethe responsibility to:

DistributeAffirmative Action literaturetheyreceiveto theiremployees.
Adhereandgovernthemselvesccordinglyto same.

Ensuretheiremployeesinderstandhis information,includingthe complaintprocess.
Supportandactivelyparticipateéint h e D e p @ffirtnativee Adtién SEEO, Diversity, andrelated
training.

v > >


mailto:Diane.Bourne@delaware.gov
mailto:Rebecca.Goldsmith@delaware.gov
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Employeeshavethe responsibility to:

A Bereceptiveto all informationdisseminatedby the Affirmative Action Officer.
A Follow all Affirmative Action policiesandprocedures.
A Actively Participatan Departmeniffirmative Action, EEO, Diversity, andrelatedtrainings.

ORGANIZATIONAL CHART:

RichardlGeisenberger
Secretary of Finance

Rebeccasoldsmith Joel Heller
DeputyCabinetSecretaryof Finance Directorof BondFinance

DavidRoose DianeBourne MikeMyron

Econom_ic =l HumanResource DTIDirector
Forecasting Manager

Brenda Mayrack
Kathy Revel Kyle Pritchard Helene Keeley State of Escheator ¢ Charles Clark

Directorof Revenue Directorof Accountind StateLotteryDirector Directorof Unclaimeg Directorof GEAR
Property
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SECTION lI: FY23 ACCOMPLISHMENTS : JULY 1,2023- JUNE 30,2024

STRATEGIC PRIORITY (SP-1)

Workplace Environment, Climate, and Culture

Fosteranequitableandinclusiveenvironmenthatrecognizeshe valueof diversityamongall employeesvorking on-siteand
remotely. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addressgyapsin retention,
recruitment, and workforce underrepresentationcoilaboration with DHR.

St : Measuresof R iol
'a t‘?g'c Objective Success/Key esponsibie StepsTaken Status
Priority Group
RESIS
SR1 Revamping Public Contracting design | DOR Contract signed, Completed-ebruary,
Goall Service workspaces | and improve the funding acquired, | 2024
andt a x p apybecr | availabilityof access planimplemented.
area for individuals
requiring services
thru ADA.
MeasureRenovation
Completion
SRk1 Continuehiring Encourageualified DOFHR/DOF Request for FY 25 Portionsapprovedor
Goal2 bonuses applicants to apply | Division was submitted in FY 25 and later re
for jobs while Directors/Statewide | April of 2024to DHR | requested.
existing staffing DHR and OMB
resources are
overburdenedueto
vacancies and the
inability to hire.
SR1 ContinueRetention The number of DOFHR/DOF Request for FY 25 Approvedfor FY 25
Goal3 Bonus bonusespprovedand | Division was submitted in
granted reduces Directors/Statewide | April of 2024to DHR
turnovers in critical | pHR and OMB
and understaffed
areas.
Measure: # bonuses
given and dollar
amount of bonuses,
Exit interview
responsem regardo
compensation
Division Turnover
rate
SR1 Continueto offer Utilization rate DOFHR/DOF Employees are FY 25 continuous
Goal4 $3,500annuallyfor Division Directors informed via email
Educational thattheEducational
Assistance Assistance is
available
SR1 ContinueWorkplace | Committeeandstaff | WellnessCommittee | Volunteerstaff, FY 25 continuous
Goal5 Wellness engagement and made up of agency | funding, and
Committee participation employees participationhours.
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Wellness walks and
eventsheldin FY?24.

STRATEGIC PRIORITY (SP-2)

Managementand Supervisory Effectiveness

Increasemanagemerdndsupervisorycapacityto lead,engageandmotivatea diverseandinclusiveworkforceto yield

rigorousworkforceoutcomesndattainmenofthes t a missiérsvision,andvalueproposition *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

Strateai Measuresof R ibl
ategic Objective Success/Key esponsibie StepsTaken Status
Priority Group
Results
SR2 DOR will offer MeasureNumberof | DOR Progranimplemented| Completed.
Goall anotheisessiorofthe | employees with 10+ participants
Excellence in participating
Transformation
Leadership Program | Goal:10participants
in FY24
SR2 Encourage cross MeasureNumberof DOFHR/DOF Divisions held Implemented.
Goal2 training,roundtables, | trainings offered, Division Directors/ multipletrainingsand
and brown bags for | Surveyof employees encouraged
lunch. Goal: 4 trainings conference
offered in FY24 participation.
Management also
focused on career
ladder development
aspartof recruitment
andretentiongoals.
SR2 SuccessioPlanning | Measure: DOFDivision Department wide Completed
Goal3 Provide learning participation in Directors performance

opportunities for
managers to grow
professionally

leadershigraining
and workforce
development
initiatives

management training
developedndoffered
to supervisors and
managers; Many
professional growth
opportunitieoffered
within eachdivision.
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STRATEGIC PRIORITY (SP-3)

ProfessionalDevelopment,Education,and Awareness

Enhanceandprovideprofessional, personandleadership development progratosadvancéhe success of akmployees
acrosghelife cycleof their careersvith akeyfocusonequitableenrolimentandparticipationin professionatievelopment,
engagement, education, and traingpportunities. *

* Atleastoneobjectiveunderthis StrategicPriority shoulddescribehowtheagencyplansto addresgyapsin retention,
recruitment, and workforce underrepresentation via collaboration with DHR.

: Measuresof
Strategic . :
_ Objective Success/Key ResponsibleGroup StepsTaken
Priority
Results
SR3 SupporiContinuous | Numberof new Statewiddnitiative 4 DOF staff Completed.
Goall Improvement Practitioners lead by GEAR participating with
Practitioner statewide. (31 Executive Director full courseoffered
Program statewide) in EY 24
ContinuedDOF
employee
participation
SR3 Conferencend Staffattendancat Division Directors Multiple Continuous.
Goal2 Training conferences and Conferenceand
careesrelated trainingsheldfar
trainings exceeding 16.
Participation of
Goal: ;6 employees norsupervisory
attendingconferences staffis includedand
encouraged
SR3 Improveeffectiveness| Reviseandpilotnew | DOF SOF Implemented. Approximately35
Goal3 and efficiency of Advance Excel participants.

Department staff; training, postcourse
provide professional | surveys, and

growth opportunities professional
improvement.

Goal:50 Participants
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Dept of FinanceDEMOGRAPHICS AT A GLANCE:

Thetotal numberof FinanceEE® eligibleemployeesasof June30,2024,is 277.

TheFinanceEEO-4 workforcedemographiclatareflecttherace/ethnicityandgenderepresentatioof the Finance
workforce based on the total number of employees within the eight4ega@egories (Appendix B). Analyses
compare Finance workforce demographics to the available Delaware regional labor market statistics by
race/ethnicity and gender. The following summary of findings was derived from this data:

Minority Representation:

1 Minoritiesrepresentt7% of thetotal Financeworkforce,a 2% increasdrom FY23.
1 Minorities areunderrepresenteth thefollowing EEO-4 categories:

o Officials andAdministrators(-3%)

0 Techniciang -8%)

FemaleRepresentation:

1 Femalegepresen68% of thetotal Financeworkforce,a 3% decreasérom FY23.
1 Femalesareunderrepresentech thefollowing EEO-4 categories:

0 Techniciang-15%)

o Paraprofession#t18%)

0 ServiceMaintenancg-44%,onepositiondepartmentvide)

Male Representation

1 Malesrepresent 32%f the Financeworkforce,a 3% increasérom FY23.
1 Malesareunderrepresenteth thefollowing EEO-4 categories:

o Officials & Administrators(-12%)

o Professional§-13%)

o Office & Clerical £15%)
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EEO-4 StatusReport FY24
(Without Casual/Seasonal)

Table 1
MALE FEVALE TOTALS

— o0 ; o Yof | . = : : : . Y%of | . Total Total Minority

LS Wi | Buck mfd Asian I’]'“ﬁ‘l m m m Category m White | Black m;"g'od Asian I:;‘:f:r Ai';:‘ﬂ‘f" ;:':'i: F:;':]'es Category lr’e'ﬂz Enployesy Minoidesty % of
Total Total Category  Category  Category

1 Officials & Administrators 12 2 0 0 0 0 0 14 2% 0 14 3 1 1 0 0 0 19 58% 0

2 Professionals 32 5 2 0 0 0 2 41 29% 2 52 30 7 11 0 0 2 102 1% 2 143 59 41%

3 Technicians 10 1 1 1 0 0 0 13 65% 0 4 2 1 0 0 0 0 7 35% 0 20 6 30%

4 Protective Services 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%

3 Para Professional 2 1 1 0 0 1 0 5 2% 0 5 0 1 0 0 0 1 7 58% 0 12 5 2%

6 Office & Clerical 6 6 1 1 0 0 0 14 1% 1 11 35 4 2 0 0 2 M 79% 1 68 51 5%

7 Skilled Craft 0 0 0 0 0 0 0 0 0% 0 0 0 0 0 0 0 0 0 0% 0 0 0 0%

§ Service Maintenance 0 1 0 0 0 0 1 100% 0 0 0% 1 100%

Totals 62 16 5 2 1 2 88 2% 3 86 70 14 14 0 0 5 189 068% 3 m 129 41%

Table lillustratesthetotal FY 24 workforcedemographicky race/ethnicityandgender.Thisis anoverviewof theentire EEG4 Workforceby EEO-4 job
category.
Tablel datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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Minority Labor Market RepresentationFY24

Table 2 (Including Raceand Ethnicity)
Comparison to Minority % of Category
A r Minority
Minority _._ . ° - - ‘ c c
. . - Labor . . Variance . Hispanic/ . Pacific American  Multi
EEO-4 CATEGORY Market % % of ~ to Labor Black Latino Asian Islander  Indian Racial
Category
Market
1 Officials & Administrators 25% 21% -3% 15% 3% 3% 0% 0% 0%
2 Professionals 20% 41% 12% 24% 6% 8% 0% 0% 3%
3 Technicians 38% 30% -8% 15% 10% 5% 0% 0% 0%
4 Protective Services I% 0% NA 0% 0% 0% 0% 0% 0%
5 Para Professional 4% 42% 8% 8% 17% 0% 0% 8% 8%
6 Office & Clerical 31% 75% 4% 60% 1% 4% 0% 0% 3%
7 Skilled Craft 26% 0% NA 0% 0% 0% 0% 0% 0%
8 Service Maintenance 45% 100% 55% 100% 0% 0% 0% 0% 0%

FemaleLabor Market RepresentationFY24

Table3 (Including Raceand Ethnicity)

Comparison to Minority % of Category

- [ IJ'TH?MIE Hispanic/ Pacific  Ameri Multi
. " = ADOT ¢ ariance . -~ Spﬂllll.‘-.l' . AcCIIc £ errcan il
EEO-4 CATECORY Market % of _to Labor White Black Latino Asian Islander  Indian Racial
Category
Market

1 Officials & Admimstrators 45% 8% 12% 42% 9% 3% 3% 0% 0% 0%

2 Professionals 59%% T1% 13% 36% 21% 5% 8% 0% 0% 1%

3 Technicians 50%% 35% -15% 20% 10% 5% 0% 0% 0% 0%

4 Protective Services 19%¢ 0% NA 0% 0% 0% 0% 0% 0% 0%

5 Para Professional 77% 38% -18% 42% 0% 8% 0% 0% 0% 8%

6 Office & Clerical 63% 79% 15% 16% 51% 6% 3% 0% 0% 3%

7 Skilled Craft 6% 0% NA 0% 0% 0% 0% 0% 0% 0%

8 Service Maintenance 44% 0% -44% 0% 0% 0% 0% 0% 0% 0%

Table 4 Male Labor Market RepresentationFY24

(Including Raceand Ethnicity)

Comparison to Minority %o of Category

Male
. . - Labor DMale % of Variance . _ Hispanic/ . Pacific American  Multi
FEO-4 CATEGORY Market % Category to Labor White Black Latino Asian Islander  Imdian Racial
Market
1 Officials & Administrators 35% 42% -12% 36% 6% 0% 0% 0% 0% 0%
2 Professionals 41% 20% -13% 2% 3% 1% 0% 0% 0% 1%
3 Techmicians 0% 63% 15% 0% 3% % 3% 0% 0% 0%
4 Protective Services B1% L) NA L) 0% 0t 0% 0t 0% 0t
> Para Professional 23% 42% 18% 17% 8% 8% 0% 0% 8% 0%
§ Office & Clerical 35% 21% -15% 9% %% 1%2 1% 0% 0% 0%
7 Bkillad Craft 94%% 0% NA 0% 0% 0% 0% 0% 0% 0%
8 Service Maintenance 36% 100% 44%% 0% 100% 0% 0% 0% 0% 0%

Tables2, 3, and 4 illustratethevariancebetweerthe RegionalLabor MarketandagencydemographicsAlso illustratedis a
percentage breakdown of demographic representation by race/ethnicity, gender, ah¢bBESegory.

Tables2, 3,and4 datawereobtainedfromthe PHRSTsystermasof 06/30/2024.
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Table5
FY22 FY23 FY24
EEO-4 CATEGORY Minority Variance of Minority Variance of Minority Variance of
Labor Market Labor Market Labor Market

1 Officials &Administrators 3% -4% -3%
2 Professionals 10% 12% 12%

3 Technicians -8% -14% -8%

4 Protective Services NA NA NA

5 Paraprofessional -17% 16% 8%

6 Office & Clerical 46% 42% 44%

7 Skilled Craft NA NA NA

8 Service Maintenance 55% 55% 55%

Minority RepresentationTrendsFY22,23,24

FemaleRepresentationTrends FY22,23,24
Table 6

FY22 FY23 FY24

EEO-4 CATEGORY Female Variance of Female Variance of

Female Variance of

Labor Market

Labor Market

Labor Market

1 Officials &Administrators 16% 16% 12%
2 Professionals 14% 16% 13%
3 Technicians -15% -17% -15%
4 Protective Services NA NA NA
5 Paraprofessional -10% -10% -18%
6 Office & Clerical 15% 14% 15%
7 Skalled Craft NA NA NA
8 Service Maintenance -44% -14% -44%

Table7

Male RepresentationTrends FY22,23,24

EEO-4 CATEGORY

FY22

Market

FY23

Market

FY24

Male Variance of Labor Male Variance of Labor Male Variance of Labor

Market

1 Officials &Administrators -16% -16% -12%
2 Professionals -14% -16% -13%
3 Technicians 15% 17% 15%
4 Protective Services NA NA NA
5 Paraprofessional 10% 10% 18%
6 Office & Clerical -15% -14% -15%
7 Skilled Craft NA NA NA
8 Service Mamtenance 44% 44% 44%

Tables5, 6, and 7 illustratetrendsfor the pastthreefiscal yearsby comparinghevariancebetweerthe RegionalLabor
Market and Executive Branch demographicsnamorities, females, and male employees by EEGb category.

Tables5, 6, and7 datawereobtainedfrom the PHRSTsystermasof 06/30/2024.
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SECTION V: EMPLOYEE COMPLAINTS

Table 8

Total Complaints by Gender Total Complaints by type

Male ] ADA ]
Woman 2 Discrimination 1
Other 0 Gender 0
Total 2 Generic Issue ]
Harassment 0
Total Complaints by Race/Ethnicity Hostile Work Environment 0
Black - African American 1 Merit Rule 1
Asian 0 Misconduct 0
Hispanic/Latinx 0 Retaliation 0
Native American’ Alaskan Native 0 Sexual Harassment 0
Not Identified 0 Workplace Violence 0
Pacific Islander/Native Hawatian 0 Total 2
Two or more races 0
White 1 Total Compaints by Current Status
Total 2 Open 0
Closed 2
Total Complaints by Employment Status Total 2
Merit 2
Non-Merit Exempt 0 Total Complaints by Resolution
Casual/Seasonal 0 To be Determined 0
Total 2 Substantiated 0
Unsubstantiated 2
Total Complaints by Category Total Y.
Informal 0
Formal 2
External 0
Total 3

Table 8 illustratestotal complaintdy genderyace/ethnicityemploymenstatuscategorytype,status andresolution.

Table8 datawereobtainedfrom agencyinternal recordssubmittedo the Division of Diversity, Equity & Inclusionduring FY24.
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SECTION VI: EMPLOYEE ACTIONS

Table9

FY 23-24 EEO REPORT KEY OBSERVATIONS

PERCENT
TYEE Total Percent Total Percent CHANGE
DISCIPLINES
Total Female Non-Mmority Disciplines 1 11% 3 25% 200%
Total Female Mmority Disciplines 4 44% 5 42% 25%
Total Male Non-Minority Disciplines 3 33% 3 25% 0%
Total Male Mmority Disciplines 1 11% 1 8% 0%
Total Disciplines 9 100% 12 100% 33%
SEPARATIONS
Total Female Non-Mmority Separations 8 20% 17 36% 113%
Total Female Mmority Separations 17 41% 14 30% -18%
Total Male Non-Minority Separations 10 24% 10 21% 0%
Total Male Mmority Separations 6 15% 6 13% 0%
Total Separations 41 100% 47 100% 15%
NEW HIRES
Total Female Non-Mmority New Hires 12 22% 0 21% -25%
Total Female Mmority New Hires 27 49% 14 33% -48%
Total Male Non-Minority New Hires 13 24% 7 17% -46%
Total Male Mmority New Hires 3 5% 12 29% 300%
Total New Hires 55 100% 42 100% -24%
PROMOTIONS
Total Female Non-Mmority Promotions 4 50% 5 31% 25%
Total Female Minority Promotions 2 25% 4 25% 100%
Total Male Non-Mimnority Promotions 2 25% 5 31% 150%
Total Male Mmority Promotions 0 0% 2 13% 200%
Total Promotions 8 100% 16 100% 100%

Table 9 displaysthetotal numberof disciplines separationsjewhires,andpromotionsby genderandminority

status.

Table9 datawereobtainedfrom the PHRSTsystenasof 06/30/2024.
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SECTION VII: EMPLOYEE ENGAGEMENT

Figure 10 Training by Gender

Male, 91, 36%

Female

= Male

Female, 164, 64%

Training by Raceand Ethnicity
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Figures 10-12 displaythetotal numberof attendee$or D&l -relatedtraining coursesy genderyace/ethnicityand
EEO4 Job Category

Figures10-12 datawereobtainedfromthe DelawareLearningCenter(DLC) systenasof 06/30/2024
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Tuition ReimbursementSummary
Table 13

TUITION REIMBURSEMENT SUMMARY

Number
Total Female 2
Total Non-Minority Female 1
Total Minority Female 1
Total Male 3
Total Non-Minority Male 2
Total Minority Male 1
Total Emplovees Requesting Tuition Reimbursement 3

Table 13 displaysthetotal numberof employeeseceivingtuition reimbursemenby genderandminority status.

Table1l3datawereobtainedfrom agencyinternal recordsduring FY24.

Disabilities Summary
Table 14

DISABILITIES SUMMARY

Total Emplovees Self-Identified or Disclosed Disabled
Total Request for Accommodations

Total Request Accommodated
Total Selective Placement Candidates Interviewed
Total Selective Placement Candidates Hired

e e I e L ALY o O Y

Table 14displays the totahumber of employees who requested accommodations, the total number of accepte
accommodations, the total number of employees wheadssitified or disclosed as disabled, the total amount of
candidatesnterviewedvia the SelectivePlacemenProgram andthetotal numberof employeesiredeithervia the
Selective Placement Program.

Tablel4 datawere obtainedromthe PHRSTsystenmasof 06/30/2024.
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Exit Survey Summary
Table 15

Please rate the following:
Workplace Environment (Personal Interactions with your co-worker(s) and/or supervisor(s), organizational culture and your physical work environment)

Excellent Good Average Below Average Poor Total
Percentage Total #Percentage Total #Percentage Total # Percentage Total #Percentage Total #Percentage Total #
American Indian or Alaska Mative 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Asian 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Black or African American 20% 1 0% 0 0% 0 40% 2 40% 2 56% 5
Hispanic or Latino 0% 0 0% 0 0% 0 0% 0 100% 1 1% 1
Mative Hawaiian or Other Pacific
Islander 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
Two or More Races 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0
White 0% 0 0% 0 100% 1 0% 0 0% 0 1% 1
Prefer Not to Identify 50% 1 0% 0 0% 0 0% 0 50% 1 22% 2
Total 22% 2 0% 0 11% 1 22% 2 44% 4 100% 9
Answered 9
Skipped 0

Table 15illustratesExit SurveySummarydatafor employeesvho left the Departmenandwerewilling to respond.

Tablel5 datawereobtainedfromthe employegesponses froran online surveyduring FY24
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SEcTION VIl RECRUITMENT AND RETENTION SUMMARY
Table 16
HARD-TO-FILL VACANCIES
Vacancies Vacancies Total # .
. " Vacancy Rate | Vacancy Rate | Change in %o
(as of 6/30/23)|(as of 6/30124)| IOP Code Job Tidle P‘“‘"‘"“t’; FY 23 FY 24  |FY24vsFY23
2 : MABZ39/40 | Ecomonic Analyst/Sr Economic Analyst 2 100% 20% 0%
2 1 MABT04 State Accountant IV 17 7% 40% 33%
’ Manager of Financial Reporting & o o o
0 0 MADAO4 Hternal Control 1 0% 0% 0%
2 2 MABPO3 Unclaimed Property Claims Supervisor 2 100% 100% 0%
Table 17
HARD-TO-FILL APPLICANT PIPELINE
# Times | Total# | Average | Total # Average
ClassCode ClassTitle Postedin Aps # Aps Aps # Aps
FY24 Received | Received | Qualified | Qualified
Economic/Fiscahnalyst&
MABZ39/40 Sr Analyst 2 54 27 17 8.50
MABMO1 Lottery Field Representativg ~ 3.00 44.00 14.67 18.00 6.00
Lottery Security/Operations
MABQO1 Specialist | 2.00 56.00 28.00 21.00 10.50
Managerof Reportingand
MABZ71 Internal Controls 1.00 11.00 11.00 3.00 3.00
MABTO04/MABC04 StateAccountantV 1.00 14.00 14.00 5.00 5.00

Tables 16 and 1®isplay hareto-fill vacancies by job classification, along with the applicant pipeline statistics ft
those haréo-fill classifications, including the number of times the position was postedy#drage number of
applicationgeceivedperposting,andtheaveragenumberof applicantsdeemed taneetthe minimumqualifications
(MMQ) for the position.

*The StateAccountantV andAccountingAdministratorpositionsaretypically hardto fill. As aresultof theFY 24
Maintenance Review, many of the Division of Accounting positions in these classifications could not be poste
some time.As such the statistics for FY 24 do not necessarily reflect all hard to fill activity.

Tablel6 datawere obtainedromthe PHRSTsystenmasof 06/30/2024.
Tablel17 datawere obtainedromthe DelawareEmployment.ink (JobApsyecruitmentsystemas of 06/30/2024.
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Table 18

Turnover by Division

Turnover Rate | Turnover Rate | Change in %
Dept ID Division
FY23 FY24 FY24 vs FY23
250101100 Dept of Finance/Office of the Secretary 25% 26% 0%
250501100 Dept of Finance /Accounting 16% 12% -4%
250601100 Dept of Finance/Revenue 12% 6% -6%
250701100 Dept of Finance /State Lottery 13% 22% 0%
Department Average 17% 16% 0%
Table 19
TURNOVER BY HARD-TO-FILL VACANCIES
Job Code Job Title Fy23 Fy24 FY24 vs FY23
§ Ecomonic Analyst/Sr Economic
MABZ39/40 Analyst 100% 50% 50%%
MABTO4 State Accountant IV 7% 40% 33%
, Manager of Financial Reporting &
MADAO4 Internal Control 100% 100%s 0%
Unclaimed Property Claims
MABPO3 Supervisor 100%% 100% 0%

Tables 18 and 19 displayemployedurnoverratesby Division andHardto-Fill JobClassificationsTurnoveris the
difference between the number of new employees versus the number of employees who leave or tantier to
Department. Employees who transfer between Divisions within the Bapsrtment do not count.

Tables18 and 19 datawereobtainedfrom the PHRSTsystenmas of 06/30/2024.



STATE OF DELAWARE

Department of Finance (DOF)
FY2024/FY2025EEO REPORT AND ACTION PLAN

Applicant Pipeline

In FY24,908peopleappliedonlineto Departmenbf Financgobs,anincreasdrom FY23in which
810 applied. Thiglata includes all jobs posted in the Delaware Employment Link (JobAps)
Recruitment System including/excluding Casual Seasonal Recruitments.

Figure 20
FY24 Applicant Pipeline by Gender
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Figure 21
FY24 Applicant Pipeline by Minority vs.Non-Minority
FY24 Applicant Pipeline by Minority Status
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Figures20and2li | | ustrate the tot al number of applicant:

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority ysinaoity
andgender Furtherillustratedarethetotal applicantasvho werefound qualifiedandhired,alsoby minority vs. non
minority and gender.

Figures20and21 datawereobtainedfrom the DelawareEmploymentink (JobApsyecruitmentsysterras of 06/30/2024.
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Recruitment and Hiring Times
FY23 and FY24

Table 22
Fiscal Year Average Time to Fill (davs) Average Time to hire (davs)
FY23 51 33
FY24 51 37
Change FY23 vs FY24 0 4
Table 23
Fiscal Year Average Time Request-to-Open | Average Time Closing Date-to-
N (days) Referral (days)
FY23 3 4
FY24 45 23
Change FY23 vs FY24 15 -1.7

Table 22illustratestheaveragdaime in calendadaysit takesto hire for vacanjobsandmeasureshe hiring
ma n a gefectivemessn makinghires.

ATime-to-Fill is measuredy thenumberof calendadaysfrom recruitmentpostingto a conditionaloffer for hire.
The current metric is 40 calendar days.

ATime-to-Hire is measuredy the numberof calendadaysfrom thetime areferrallist of qualified candidatess
created for the hiring managentil a conditional offer for hire. The current metric is 15 calendar days.

Table 23 illustratestheaveragdimein calendadaysit takesto postrecruitmentdor vacanfjobsandmeasures
H R éefectivenessn processingecruitments.

AAverage Time from Request-Openis measured by the number of calendar days it takes HR from the time th
receivearequest tdill avacant positioruntil theygettherecruitmentposted.The curreninetricis 2 calendaidays.

AAverage Time Closing Dat®-Referralis measured by the number of calendar days from the time recruitment
closesuntil areferrallist of qualified candidatess createdor the hiring managerThecurrentmetricis 5 calendar
days.

Tables22 and 23 datawereobtainedfrom the DelawareEmploymentink (JobApsYyecruitmentsystemnas of
06/30/2024.






