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 Introduction   

The State of Delaware is an Equal Opportunity Employer and values a diverse workforce. We strongly 

encourage and seek out a workforce representative of Delaware, including race, color, religion, age, sex, 

national origin, disability status, genetics, protected veteran status, sexual orientation gender identity, or 

expression. 

 

Equal Employment Opportunity (EEO) Statement: The State of Delaware is an Equal Opportunity 

Employer and values a diverse workforce. We strongly encourage and seek out a workforce representative of 

Delaware including race, color, religion, age, sex, national origin, disability status, genetics, protected 

veteran status, sexual orientation, gender identity, or expression. 

 

Governor Carneyôs Executive Order 30, Delawareôs Continuing Commitment to a Respectful Workplace, 

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 

submitted to the Governorôs Office on or before the end of the calendar year. This report is a compilation of 

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

Executive Order 30. 

 

This report reflects EEO-4 workforce data for FY24 drawn from the Payroll Human Resource Statewide 

Technology Database (PHRST) as of June 30, 2024. It is a representation of Executive Branch agencies 

only and includes exempt, merit, and union employees from the following agencies: Agriculture, Correction, 

Education, Finance, Health and Social Services, Housing Authority, Human Resources, Labor, Management 

and Budget, National Guard, Natural Resources and Environmental Control, Safety and Homeland Security, 

State Police, Services for Children, Youth and Their Families, Information Technology, and Transportation. 

In the total counts, Casual/Seasonal staff are excluded, as EEO-4 reporting focuses solely on full-time 

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

 

Assignment to respective EEO-4 Job categories is based upon guidelines set forth by the Federal EEO-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 

Maintenance. For Executive Branch Agencies, job categories are assigned based on position descriptions and 

assignment in the PHRST system. When an Agency does not have jobs in a particular EEO-4 job category, 

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 & Inclusion Lead Data Analyst, Department of Human Resources, Division of Diversity, 

Equity, and Inclusion at (302) 577-8700 or email brian.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 

and Anti-Discrimination Policy; a copy of their individually signed commitment is included in the Appendix 

of this report. 

 

Each agencyôs initial individual report provides a brief overview of the agencyôs mission, vision, mission- 

related functions, organizational chart, and succinct narrative of the status of its accomplishments or 

challenges as described in their FY23-24 action plan with emphasis on progress across three key areas: (1) 

Management and Supervisory Accountability, (2) Workplace Environment/Climate, and (3) Recruitment 

and Retention. These three areas were derived from common themes emerging across narratives, 

aspirations, and aims, from an overview of FY23-24 Executive Branch agency EEO data reports and action 

statements. 

 

Additionally, each agencyôs report represents workforce data tables and purposeful planning across the 

restructured strategic priorities as illustrated in the Equal Employment Opportunity/Affirmative Action 

Annual Report/Plan Requirements for Executive Branch Agencies. The three strategic priorities align with 

the internal DHR Division of Diversity, Equity and Inclusion Plan for 2022-2025: 

 

¶ Strategic Priority  1: Workplace Environment, Climate, and Culture 

¶ Strategic Priority  2: Management and Supervisory Effectiveness 

¶ Strategic Priority  3: Professional Development, Education, and Awareness 

 

 

The emphasis on the three key strategic priorities in FY24-25 is to construct an efficient process within 

which to assess and evaluate each agencyôs progress toward the achievement of actionable and measurable 

objectives within the short and mid-term operating schedule of each agency. Each agency will have the 

opportunity to self-assess its activities, identify and address challenges, and work toward the elimination of 

barriers over the course of the fiscal year. 

 

Next Steps: 

 

 

The FY24 data reports and FY25 plans serve as strategic, action-oriented management tools for Cabinet 

Secretaries and their respective Departments. The Department of Human Resources and the Division of 

Diversity, Equity and Inclusion leadership look forward to ongoing discussions about the FY24 Executive 

Branch EEO/AA Report and implementation of the FY25 Action Plans with the Governor and individual 

Cabinet Secretaries 
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REGIONAL  LABOR  MARKET  PERCENTAGES VERSUS 

DELAWARE LABOR MARKET PERCENTAGES  

 
This report includes Regional Labor Market percentages among the eight EEO-4 categories 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 Delawareôs minority population, females, and males respectively in the labor force of both 

Delaware and the surrounding region. Updated every 10 years following the US Census, these figures serve 

as a benchmark for assessing representation within our state workforce. 

The data on the Regional EEO-4 representation is derived from the U.S. Census Bureauôs American 

Community Survey 2014-2018 and 5-year 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 Delaware EEO-4 category 

reporting beginning in FY21 until new Delaware regional EEO-4 representation data becomes available 

every 10 years following the US Census. Executive Branch Agency Employee data is obtained from PHRST 

as of June 30, 2024. The following reflects a brief overview of overall Executive Branch Agency EEO-4 

workforce demographics as of June 30, 2024: 

Table 1 

 

 

Table 2 

 

Tables 1 and 2 illustrate the Regional Labor Market percentages versus the State of Delaware EEO-4 workforce 

representation for minorities and females for the past two years, by EEO-4 job category. The change illustrates either 

growth or regression during FY24. 
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 Executive Branch Demographics at a Glance:  

According to the DE QuickFacts from the U.S. Census Bureau, Delawareôs population increased from 

approximately 989,946 (as of April 1st, 2020), to 1,031,890 (as of July 1st, 2023), marking a 4.2% increase. 

Among the total, 41.1% are minorities (race and ethnicity) and 51.6% are females. In comparison, 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 total 

population) and Hispanic or Latino (11.1% of the total population). Contrasting this, the Executive Branch 

Agency Workforce consists of 29.7% Black or African Americans (+5.6%) and 4.7% Hispanic/Latinos (- 

6.4%). 

Overall Executive Branch Workforce - Table 3 

¶ Overall, in FY24 Executive Branch employment levels increased in comparison to FY23, with 

approximately 12,808 Executive Branch employees across all agencies in FY24 versus 12,560 employees 

in FY23 for a (1.97%) change. 

¶ In FY24 minorities (male/female combined) represented 5,162 (40.3%) of the Stateôs 12,808 employee 

workforce, a 1.3% increase as compared to FY23. 

¶ At 6,781, females represent (52.9%) of the Stateôs workforce, a 0.9% increase from FY23. 

¶ Minority females comprise 3,153 or (46.5%) of the female workforce, and (24.6%) of the total 

workforce. 

¶ At 6,027 Males represent (47.1%) of the Stateôs workforce, a 0.9% decrease from FY23. 

¶ Minority males comprise 2,009 or (33%) of the male workforce, and (15.7%) of the total workforce. 

¶ Employees who voluntarily self-identified as having a disability include 229 females, and 215 males for 

a total of 444 employees. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://www.census.gov/quickfacts/DE


 

 

 
Executive Branch FY2024 

EEO-4 Status Report 
(Without  Casual/Seasonal) 

June 30, 2024 
Table 3 

 

Table 3 illustrates the total FY24 workforce demographics for all Executive Branch agencies by race/ethnicity and gender. This is an overview of the entire State of 

Delaware Executive Branch EEO-4 Workforce by EEO-4 job category. The total counts in this table do not include casual/seasonal employees or employees that voluntarily 

self-identified as having a disability. 
Table 3 data were obtained from the PHRST system as of 06/30/2024. 
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Labor  Market  Representation 

The following labor market representation tables (Tables 4, 5, and 6), respectively, illustrate the Delaware 

regional labor market by demographic groupings. Each table provides a breakdown by race and ethnicity to 

help further illustrate comparisons and cross-tabulations within each demographic grouping. 

 

Minority  Labor  Market  Representation ï Table 4 

¶ Minority employees overall (male and female), are highly represented in the Paraprofessionals 

EEO-4 job category at (60%), followed by Service Maintenance (55%), and Office Clerical 

respectively at (44%). However, minorities continue to experience underrepresentation in the 

Technician (-14%) and Skilled Craft (-9%) job categories, consistent with trends in FY23. 

 

Female Labor Market  Representation ï Table 5 

¶ Females represent over half the workforce in the following categories: Office and Clerical (87%), 

Paraprofessionals (71%), Professionals (67%), and Officials and Administrators (63%). However, 

females are under-represented in the following categories: Technicians (-20%), Paraprofessionals 

(-6%), Service Maintenance (-5%), and Skilled Craft (-2%). 

 

Male Labor Market  Representation ï Table 6 

¶ Overall, underrepresentation for male employees exists in three EEO-4 categories: Office and 

Clerical (-22%), Officials and Administrators (-18%), and Professionals (-8%) 
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Table 4 

Minority  Labor Market  Representation FY2024 
(Including Race and Ethnicity)  

 

 
 

Table 5 Female Labor  Market  Representation FY2024 
(Including Race and Ethnicity)  

 

 
 

Table 6 Male Labor  Market  Representation FY2024 
(Including Race and Ethnicity)  

 

 
 

Tables 4, 5, and 6 illustrate the variance between the Regional Labor Market and Executive Branch demographics. 

Also illustrated is a percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job 

category. 
Tables 4, 5, and 6 data were obtained from the PHRST system as of 06/30/2024. 
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Table 7 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 8 

Minority  Representation Trends FY 22, 23, 24 

 

 

 

 

 

 

 

 

 

 

 

Female Representation Trends FY 22, 23, 24 

 

 

Table 9 Male Representation Trends FY 22, 23, 24 
 

 

 

Tables 7, 8, and 9 illustrate trends for the past three fiscal years by comparing the variance between the Regional 

Labor Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job 

category. 

Tables 7, 8, and 9 data were obtained from the PHRST system as of 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 

agencies use the Delaware Employment Link as their primary recruitment mechanism, itôs important to note 

that Education, National Guard, Housing Authority, and State Police recruit on their own platforms. 

*Delaware State Housing Authority(DSHA) and Delaware National Guard(DNG) Recruitment data was not available for the 

FY23 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 
 

Figure 11 
 

 

Figures 10 and 11 illustrate the total applicants who applied to State of Delaware jobs on the stateôs primary hiring 

platform, The Delaware Employment Link at statejobs.delaware.gov by minority status and gender. Further illustrated 

are the total number of applicants who were found qualified and hired, also by minority status and gender. This data 

represents those who applied to any posted job in FY23, including casual/seasonal jobs. 

Figures 10 and 11 data were obtained from the Delaware Employment Link (JobAps) recruitment system and internal records as of 06/30/2024 

https://statejobs.delaware.gov/
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Hiring  Times 
 

Table 12 

 

 

Figure 13 

 

Table 12 and Figure 13 illustrate the average time in calendar days it takes to hire for vacant jobs and 

measure the hiring managerôs effectiveness in making hires. 

¶ Time-to-Fill  is measured by the number of calendar days from recruitment posting to a conditional offer 

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 

candidates is created for the hiring manager until a conditional offer for hire. The current metric is 15 

calendar days. 

 
Table 12 and Figure 13 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2023. 
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Recruitment Times 
 

Table 14 

 

 

Figure 15 

 

 

Table 14 and Figure 15 illustrate the average time in calendar days it takes to post recruitments for vacant 

jobs and measure HRôs effectiveness in processing recruitments. 

¶ Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the 

time they receive a request to fill a vacant position until they get the recruitment posted. The current 

metric is 2 calendar days. 

¶ Average Time Closing Date-to-Referral is measured by the number of calendar days from the time 

recruitment closes until a referral list of qualified candidates is created for the hiring manager. The 

current metric is 5 calendar days. 

 
Table 14 and Figure 15 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Table 16 

 

Table 16 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and 

resolution for each agency. Table 16 data were obtained from agency internal records during FY24. 
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Table 17 

 

Table 17 displays the total number of disciplines, separations, new hires, and promotions by gender and 

minority status for all Executive Branch Agencies. 

Table 17 data were obtained from the PHRST system as of 06/30/2024. 
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 Conclusion  

The comprehensive information presented in this report demonstrates to internal and external stakeholders 

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 workplace - free of discrimination - is to 

lead, plan, educate, engage, and communicate the value of the Stateôs workforce enterprise wide. 

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

their respective Cabinet Secretary the EEO/AA data workbooks and FY24 Action Plans, the type of support 

and resources needed to attain the strategic priorities outlined in the individual agency plans and gain the 

Cabinet Secretaryôs commitment to actively pursue the achievement of the strategic priorities, goals, and 

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 FY23-24 is illustrated in the Equal Employment 

Opportunity/Affirmative Action Annual Report/Plan Requirements for Executive Branch Agencies and 

further outlined in this report. The three strategic objectives are: 

¶ Strategic Priority 1: Workplace Environment, Climate, and Culture 

¶ Strategic Priority 2: Management and Supervisory Effectiveness 

¶ Strategic Priority 3: Professional Development, Education, and Awareness 

 

 

The aims outlined in each agencyôs FY25 Action Plan demonstrate the commitment of the Carney 

Administration to set achievable, transformative culture changes across Executive Branch agencies. 

The DHR Cabinet Secretary and Chief Diversity Officer are scheduled to meet regularly with each agency 

Cabinet Secretary and HR Director to monitor compliance with the individual agencyôs EEO/AA reports and 

identify opportunities to address workforce diversity, equity, and inclusion matters. 

 

 

For more information please contact: 

Delaware Department of Human Resources 

Office of Diversity and Inclusion 

13 Reads Way, Suite 201 

New Castle, Delaware 19720 

Phone: (302) 577-8700 

Email: DHR_Diversity@Delaware.gov 
 

 

 

 

 

 

 
 

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

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by Michael T. Scuse. 

Executive Order 30 (Appendix A) is also attached to this Report. 

SECTION II:  EXECUTIVE  SUMMARY  

SUMMARY STATEMENT:  

The Department of Agricultureôs personnel difficulties improved during FY24, though specific positions remain 

hard to fill, and we do not have the volume of applicants that we saw 5-10 years ago. With recent salary increases, 

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 

management at other agencies, where that path might have taken 10 years before. Of course, we hope those novice 

managers do well. Weôre also proud that our staff use of tuition reimbursement and leadership training increased. 

We made an effort to educate staff about these opportunities to boost their careers. Most of those taking advantage 

of these programs are women. 

Our Time-to-Fill and Time-to-Hire metrics increased. These metrics are likely increased by some of our hard to fill 

positions being frequently extended and the logistics of interviewing for positions with specialized skills. DDAôs 

hiring of minorities increased over previous years, though it is still below the percent qualified. Some of this 

probably reflects lower interest from minorities in production agriculture and natural sciences ï patterns also seen in 

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 double 

(doubtful, but possible), what we know. DDAôs hiring statistics suffers from low absolute numbers. With only 22 

new hires last year, individual hiring decisions have an outsized impact on our percentages and can create wide 

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 

benefit retention. DDA used all platforms of social media (Twitter, Facebook, LinkedIn, Handshake, and Glassdoor) 

on job postings. DDA staff participated in the career fairs organized by DHR, University of Delaware, Smyrna High 

School Future Farmers of America (FFA) and the State FFA Convention. DDA also hosted interns from FFA and 

participated in the Department of Stateôs FLii Program (Future Leaders Internship Initiative). We also hosted a 

student from Lake Forest High Schoolôs work-based learning program and plan to host more in the future. 

 

One interesting observation of our personnel data is that the Department of Agriculture has been fairly successful at 

hiring female staff in many roles, but struggles to hire minorities. We believe one reason for this is that Department 

of Agriculture staff tend to reflect those in the agriculture industry as a whole. Minority participation in agriculture 

is a topic receiving great attention nationally. Hiring staff with experience in agriculture makes sense, because those 

individuals often have the skills we need. Also, agriculture is often described as a family affair and it is typical for 

some family members to be directly involved in farm operations while others play support roles which, in modern 

times, include earning external income and medical benefits to support the farm/family. It is natural for people to be 

attracted to careers at our department where they can fill that need while helping the industry they love. 
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Over the long-term, we would expect that as the demographic makeup of agriculture change, that of our staff will 

follow. We have several initiatives that seek to increase the involvement of underserved populations in agriculture. 

We continue planning an incubator farm in coordination with Delaware State University and Delaware Technical 

and Community College. We supported the first Black Farmers Conference and the annual Small Farms Conference 

at DSU. We created a new equipment loan program targeting new farmers. And we offered two grant programs 

through the Delaware Farm and Food Policy Council to support local food systems. We hope that these will attract, 

train, and support a new generation of diverse farmers entering the industry from non-farm backgrounds. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

DEPARTMENT  SUMMARY  

Name of Division # of Employees 

Administration 14 

Agricultural Compliance 7 

Food Products Inspection 17 

Forest Service 19 

Harness Racing Commission & Standardbred Racing 8 

Pesticide Compliance 8 

Planning 3 

Plant Industries 11 

Poultry & Animal Health 7 

Thoroughbred Racing Commision 5 

Weights & Measures 8 

Nutrient Management 5 

Aglands Foundation 2 

TOTAL  114 



STATE OF DELAWARE  

Department of Agriculture (DDA) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 

RESPONSIBILITIES  FOR IMPLEMENTATION:  

The Secretary of Agricultures oversees the implementation of the Departmentôs Affirmative Action Plan to ensure 

that it is implemented promptly and effectively. The HR Administrator, Debbie Carey, (302) 698-4510, 

Debbie.Carey@delaware.gov implements the Affirmative Action Plan and ensures that managers follow federal and 

state laws, regulations, and executive orders. The Affirmative Action Officerôs duties and responsibilities include: 

¶ Carry out all EEO/AA functions for the Department, including those duties and obligations described in 

Executive Order Number 30. 

 

¶ Ensure that Affirmative Action efforts are included in the Performance Plans of managers and supervisors so 

that they can be held accountable. 

 

¶ Analyze statistical data to determine problem areas and Department needs for Affirmative Action and workforce 

diversity planning. 

 

¶ Develop strategies and a plan of action to correct specific EEO problem areas within the Department. 

 

¶ Assist managers in their understanding and compliance with EEO/AA. 

 

¶ Investigate and facilitate the resolution of discrimination complaints. 

 

¶ Meet with managers/supervisors to assure compliance with the EEO/AA and fair employment practices. 

 

¶ Review the process of selecting candidates for all positions to determine if  artificial barriers prevent the 

advancement of women and minorities. 

 

¶ Inform and update management on current developments in equal employment law. 

 

¶ Promote equal opportunity for all employees in training and advancement. 

 

ORGANIZATIONAL  CHART:  

 

mailto:Debbie.Carey@delaware.gov
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-1 

Goal 1 

No overall workplace 

environment/climate 

issues need to be 

addressed. 

Continue a positive 

work environment 

with zero complaints, 

increasing employee 

satisfaction and 

retention. 

None *1 Complaint this year. 

o Employee resigned 

Á Regarding Clear job 

responsibilities and 

communication. 

Á Open door policy 

Á Exit interviews with 

Secretary Scuse 

o Secretary 

engages with 

employees 

Ongoing 

SP-1 

Goal 2 

Continue and increase 

outreach to groups of 

underrepresented 

Delawareans to 

increase their 

participation in 

agriculture as a 

profession and at 

Dept of Agriculture 

as a workplace. 

Participate in 

4 career fairs, host 4 

interns 

Seek other 

collaborations with 

underrepresented 

groups/schools. 

Increase hiring of 

underrepresented 

candidates at all 

levels. 

None  

 

*Internal job fairs to schools 

Smyrna 

UD- Scuse was a speaker 

*Attended Governors Fair 

*Hired 1 interns for the year 

*Try  to hire at least 2 in 

secretaryôs office 

Ongoing 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 

Goal 1 

Reduce the amount 

of time to fill 

vacant positions 

which could result 

in losing highly 

skilled candidates. 

Reduce the 

number of 

average 

number of 

days from 26 

to 20 days. 

Hiring managers ¶ Conservation techs 

(Hard to fill) 

o Approval for 

blanket salary 

(95%) 

o Hired 2 

o Started 

interviewing 

back in 

February. 

Ongoing 

SP-2 

Goal 2 

Increase 

manager/supervisor 

knowledge of 

management 

resources and 

training available 

to them 

100% 

completion of 

manager 

resource 

training, 

topics 

including ï 

Performance 

review, merit 

rules, 

employee 

assistance 

program, 

ADA, and 

cultural 

diversity and 

inclusion 

Administration/HR ¶ New supervisory 

curriculum in DLC 

¶ Forwarding Cultural 

heritage Month 

Information 

¶ Encourage staff to 

participate in monthly 

webinars offered by 

DE&I 

Ongoing 

SP-2 

Goal 3 

Recruit staff to 

participate in the 

GEAR Continuous 

Improvement 

Recruit at 

least 2 staff 

Administration, 

Managers, HR 

¶ GEAR-1 employee 

signed up 

o 1 on waiting 

list (only one 

Ongoing as 

long as 

program is 

offered 
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 Practitioner and 

Frontline 

Leadership 

programs 

  can 

participate) 

¶ Delaware LEAD 

o 2 managers 

participating 

¶ Leadership Essentials 

o 1 employee 

 



STATE OF DELAWARE  

Department of Agriculture (DDA) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 
 

STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

 

Responsible Group 

 

Steps Taken 

 

Status 

SP-3 

Goal 1 

Continue our 

tuition 

reimbursement 

program. 

Increase 

employee 

participation by at 

least one each 

year. 

Managers/supervisors, 

HR 

¶ 1 employee In Masterôs 

program 

¶ Never denied anyone 

from participating (have 

enough resources) 

¶ Send out email reminder 

to the whole department 

and talk about it in 

managers meeting 

¶ Talk about it an 

employee recognitions 

events 

¶ Generally, have 1-2 each 

year 

o Most 4 at one 

time 

Ongoing 

SP-3 

Goal 2 

Recruit staff to 

participate in the 

GEAR 

Continuous 

Improvement 

Practitioner and 

Frontline 

Leadership 

programs 

Recruit at least 2 

staff 

Administration, 

Managers, HR 

¶  GEAR-1 employee 

signed up 

o 1 on waiting list 

(only one can 

participate) 

¶ Delaware LEAD 

o 2 managers 

participating 

¶ Leadership Essentials 

o 1 employee 

Ongoing 

as long as 

program 

is offered. 
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SECTION  IV:  WORKFORCE ANALYSIS  

Department of Agriculture  WORKFORCE  ANALYSIS  OVERVIEW:  

The Department of Agriculture is underrepresented in six EEO-4 categories but only has 119 employees, so 

opportunities to change their demographics are limited. Minorities represent 15% of the DDA workforce, down 1% 

from last year. 

Below are observable trends that affect DDAôs opportunity to increase diversity in its workforce: 

Å DDA employee satisfaction and retention levels are high. However, the high retention rate limits recruitment 

which provides opportunities to increase diversity. DDAôs relatively small size in terms of personnel often 

limits internal promotional opportunities, especially when considering the high employee retention rates. 

The most common explanation employees provide for leaving is salary and a lack of promotional 

opportunities. 

Å DDA requires managers to participate in DE&I-related training every year. 

Å DDA hiring tends to reflect the minority composition of the agriculture industry because those candidates 

often demonstrate greater interest and knowledge of Department programs and the specific skills we seek. A 

drawback of generalized position descriptions (such as environmental scientist) is that a candidate that is 

technically qualified may not have the specific science background we need, such as an air quality scientist 

applying for a plant science role. 

Å With limited personnel, it is difficult  for DDA to attend job fairs and other events that would attract a diverse 

talent pool. However, DDA staff participated in four job fairs and hosted two interns from minority-focused 

programs. Providing staff time for this work is always a challenge. 

Å Recruiting and retention have been difficult for the Meat Inspector classification. This classification is 

designated as essential and requires specialized training in order to obtain the required federal license. It is 

difficult to compete with USDA which offers higher salaries. 

Å Competition is high from other State Agencies and the Federal Government in the industry in which DDA 

functions. 

Å Several Seasonal Agricultural Commodity Inspectors are on-call positions, which makes it difficult  to attract 

applicants. 

Å Weights and Measures and Conservation Technicians receive training from DDA to become CDL drivers. 

Such employees are then often promoted competitively to other agencies which also hire CDL drivers, such 

as DELDOT and DNREC. 

Å DDA works with some local agriculture programs and is interested in partnering with more diverse schools. 

In summary, DDA succeeds in creating a work environment that results in overall employee satisfaction and 

retention. However, DDAôs resources are limited, and they must find ways to attract diverse talent pools to their 

positions as vacancies occur. Partnering with Delaware State University and the High School Pathways programs to 

offer internship/job shadowing opportunities could help to expose students to their work. DDAôs workforce 

planning and subsequent recruitment efforts should be broad in scope but focus on positions with high turnover such 

as Meat Inspectors, Weights and Measures, and Conservation Technicians. 
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Department of Agriculture  DEMOGRAPHICS  AT A GLANCE:  

The total number of Agriculture EEO-4 eligible employees as of June 30, 2024, is 114. 

The Agriculture EEO-4 workforce demographic data reflect the race/ethnicity and gender representation of the 

Agriculture workforce based on the total number of employees within the eight EEO-4 categories (Appendix B). 

Analyses compare Agriculture workforce demographics to the available Delaware regional labor market statistics by 

race/ethnicity and gender. Agriculture does not hire in the Para-Professional and Service Maintenance EEO-4 

categories. 

The following summary of findings was derived from this data: 

Minority  Representation: 

¶ Minorities represent 15% of the total Agriculture workforce, a 1% decrease from FY23. 

¶ Minorities are under-represented in the following EEO-4 categories: 

 

o Officials & Administrators (-17%) 

o Professional (-17%) 

o Technicians (-8%) 

o Protective Services (-37%) 

o Office & Clerical (-18%) 

o Skilled Craft (-26%) 

 

Female Representation: 

¶ Females represent 51% of the total Agriculture workforce, a 4% decrease from FY23. 

¶ Females are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-7%) 

o Professionals (-1%) 

o Technicians (-21%) 

o Skilled Craft (-6%) 

 

 

Male Representation: 

¶ Males represent 49% of the Agriculture workforce, a 4% increase from FY23. 

¶ Males are under-represented in the following EEO-4 categories: 

o Protective Services (-31%) 

o Office & Clerical (-29%) 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Table 2 

Minority  Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 
 

Table 3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 4 

Female Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

 

 

 

 

 

 

 

 

 

Male Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 
Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 
Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 

 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION  VII:  EMPLOYEE  ENGAGEMENT  
 

 

Figure 10 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 11 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 12 

 

Training  by Gender 

 

 

Training  by Race and Ethnicity  
 

Training  by EEO-4 Job Category 

 

 

 

 

 

 

 

 

 

 

 

Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 
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Tuition  Reimbursement Summary 

Table 13 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 

 
 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 
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Exit  Survey Summary 

Table 15 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 

 

 

Table 17 

 

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Table 18 

 

 

Table 19 
 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as of 06/30/2024. 
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Applicant  Pipeline 

 

In FY24, 349 people applied online to DDA jobs, an 18% decrease from FY23 in which 426 

applied. This data includes all jobs posted in the Delaware Employment Link (JobAps) Recruitment 

System including/excluding Casual Seasonal Recruitments. 

Figure 20 

FY24 Applicant  Pipeline by Gender 
 

Figure 21 

FY24 Applicant  Pipeline by Minority  vs. Non-Minority  
 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Recruitment and Hiring  Times 

FY23 and FY24 
 

 

Table 22 
 

 

Table 23 

 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

managerôs effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

 

 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures 

HRôs effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill  a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment 

closes until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar 

days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 
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SECTION IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-1 

Goal 1 

No overall 

workplace 

environment/climate 

issues need to be 

addressed. 

Continue a positive 

work environment 

with zero 

complaints, 

increasing 

employee 

satisfaction and 

retention. 

Administration and 

Managers 

None Ongoing 

SP-1 

Goal 2 

Continue and 

increase outreach to 

groups of 

underrepresented 

Delawareans to 

increase their 

participation in 

agriculture as a 

profession and at 

Dept of Agriculture 

as a workplace. 

Participate in 

4 career fairs, host 

4 interns 

Seek other 

collaborations with 

underrepresented 

groups/schools. 

Increase hiring of 

underrepresented 

candidates at all 

levels. 

Administration and 

managers 

None Ongoing 



STATE OF DELAWARE  

Department of Agriculture (DDA) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 
 

STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-2 

Goal 1 

Reduce the amount 

of time to fill 

vacant positions 

which could result 

in losing highly 

skilled candidates. 

Reduce the number 

of average number 

of days from 26 to 

20 days. 

Hiring managers HR will  continue to 

work with hiring 

managers to shorten 

the hiring process. 

Hiring the best 

talent in the shortest 

amount of time 

considering the 

demands in the 

labor market. 

SP-2 

Goal 2 

Increase 

manager/supervisor 

knowledge of 

management 

resources and 

training available to 

them 

100% completion 

of manager 

resource training, 

topics including ï 

Performance 

review, merit rules, 

employee assistance 

program, ADA, and 

cultural diversity 

and inclusion 

Administration/HR DLC resources Ongoing 

SP-2 

Goal 3 

Recruit staff to 

participate in the 

GEAR Continuous 

Improvement 

Practitioner, GEAR 

Frontline 

Leadership, and 

LEADelaware 

agricultural 

leadership 

Recruit at least 3 

staff 

Administration, 

Managers, HR 

CIP and Frontline 

Leadership program 

resources, 

LEADelaware 

program 

Ongoing as long as 

program is offered 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-3 

Goal 1 

Continue our tuition 

reimbursement 

program. 

Increase employee 

participation by at 

least one each year. 

Managers/ 

supervisor, HR 

Tuition 

reimbursement 

budget. 

Ongoing 

SP-3 

Goal 2 

Recruit staff to 

participate in the 

GEAR Continuous 

Improvement 

Practitioner, GEAR 

Frontline 

Leadership, and 

LEADelaware 

agricultural 

leadership 

Recruit at least 3 

staff 

Administration, 

Managers, HR 

CIP and Frontline 

Leadership program 

resources, 

LEADelaware 

program 

Ongoing as long as 

program is offered 
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FY24 EEO/AA Report 

July 1, 2023 ï June 30, 2024 

 

and 

 

FY25 Action Plan 

July 1, 2024 ï June 30, 2025 
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MEMORANDUM  

 

 

TO: Claire DeMatteis 

Cabinet Secretary, Department of Human Resources 

 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

 

FROM: Jennifer Biddle 

Deputy Secretary 
Jennifer.Biddle@delaware.gov 

 

Tamara Ben Addi 

tamara.ben-addi@delaware.gov 

DATE: September 15, 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 Report and FY25 Action Plan submitted in accordance with Executive Order No. 30, Delawareôs Continuing 

Commitment to a Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

 

If  you have any questions, please let us know. 

Thank you. 

Enclosures 

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

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination 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, the division spearheaded several initiatives and made the following accomplishments: 

 

¶ Hired a Senior Diversity, Equity and Inclusion Data Analyst to create new analytics, visualizations and data 

strategies to assist Executive Branch Agencies. 

¶ Assisted agencies in setting up and maintaining Local Diversity committees. 

¶ Hispanic Heritage Month virtual panel discussion held on September 27, 2023. 

¶ Fireside chat on bridging the disability employment gap held on October 4, 2023. 

¶ Webinar on supporting coworkers with disabilities and functional needs during emergencies held on October 

5, 2023. 

¶ Held the DEI summit on October 18, 2023. With over 350 state employees representing 20 state agencies 

and all branches of government, the summit, themed ñCreating a Culture of Inclusive Excellence,ò provided 

an essential platform for a diverse group of state employees, agency division leaders, industry professionals, 

and civil rights experts to share insights and best practices. Keynote speaker Dr. Janice Bell Underwood, the 

Chief Diversity, Equity, Inclusion & Accessibility Officer for the Biden Administration, emphasized the 

importance of inclusive excellence. Governor Carney declared October as National Disability Employment 

Awareness Month, reinforcing the state's dedication to equal opportunities. While recognizing ongoing work, 

Governor Carney noted that the state workforce now reflects the demographic diversity of Delaware's 

population, a testament to the state's progress in promoting diversity and inclusion. 

¶ Fireside chat on Native American Heritage held on December 7, 2023. 

¶ Fireside chat titled, The 1963 Dream Deferred ï Yet We Still Have Hope; observing the Dr. Martin Luther 

King, Jr. Holiday. 

¶ Joined Governor Carney to commemorate Black History Month with community leaders and cabinet 

members. On February 6, 2024, Governor John Carney, joined by community leaders and advocates, signed 

a proclamation at the Delaware Public Archives Building, recognizing Black History Month. The event, 

attended by various officials, including Lt. Governor Bethany Hall-Long and State Representatives Kendra 

Johnson, Stephanie T. Bolden, and Lyndon Yearick, as well as various cabinet members, highlighted African 

American achievements, acknowledged progress and promoted ongoing efforts for equality. DHR's own 

Chief of Diversity Officer, Richard Potter Jr., provided remarks and emphasized the importance of honoring 
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past struggles against prejudice and discrimination, and fostering a culture of acceptance in communities 

today. 

¶ On February 8, 2024, the Division of Diversity, Equity & Inclusion team released The Inclusive Insider. 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 lecture on The Dover Eight on February 20, 2024. 

¶ Womenôs History Month, Inspired Conversations with author and coach, Dr. Sarah E. Brown on March 6, 

2024. 

¶ Womenôs History Month, Inspired Conversations with Dr. Bethany Hall-Long, Kim Markiewicz, Kaelea 

Shaner and Tamera Fair. 

¶ DEI Town Hall held on April 30, 2024. 

¶ Fireside chat, Asian American Native Hawaiian and Pacific Islander month, Understanding bias, 

intersectionality and the power of Allyship held on May 15, 2024. 

¶ On Tuesday, May 21, 2024, the Division of Diversity, Equity, and Inclusion, in collaboration with the 

Governor's Office, hosted a commemorative panel discussion titled ñBrown v. Board of Education 1954 U.S. 

Supreme Court Decision - 70 Years Later: Delaware's Role in Desegregating Public Schools.ò The event 

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 Kendra 

Johnson, Richard ñMouseò Smith (President of the NAACP Delaware State Conference), David Wilk  (Board 

Chair of Friends of the Hockessin Colored School #107C), and Beatrice ñBebeò Coker (activist and 

education and racial justice advocate). The panel featured Chief Justice Collins J. Seitz, Jr. of the Delaware 

Supreme Court, Reverend JB Redding (daughter of Louis L. Redding, Esq.), Rene Rick-Stamps (daughter of 

Shirley Bulah), James ñSonnyò Knott (former HCS #107C student), Secretary Dr. Mark Holodick from the 

Department of Education, and Dr. Lanette Edwards (author and HCS #107C historian). 

¶ 2nd Edition of the Inclusive Insider distributed on June 12, 2024 featuring Pride Month. 

¶ Juneteenth Flyer advertising events. 

¶ 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. 

Governor Hall-Long, members of the General Assembly, advocates, and community members, all coming 

together to recognize June as Pride Month. This significant event underscores the State of Delawareôs 

commitment to fostering a culture of respect, inclusivity, and equality. We continue to support the LGBTQ+ 

community and reaffirm our dedication to promoting diversity, equity, and inclusion throughout our state 

workforce. 

¶ June 25, 2024, Pride month featuring Understanding Bias that Influences our Beliefs. 
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DEPARTMENT  SUMMARY  

Name of Division # of Employees 

Office of the Secretary 107 

Talent Management 29 

Diversity, Equity and Inclusion 4 

Employee and Labor Relations 16 

Statewide Benefits 31 

Office of Womenôs Advancement and Advocacy 3 

Training and HR Solutions 16 

Classification, Compensation and Talent Acquisition 47 

TOTAL  253 
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RESPONSIBILITIES  FOR IMPLEMENTATION:  

The Secretary of the Department of Human Resources oversees the implementation of the Departmentôs Affirmative 

Action Plan to ensure that it is implemented promptly and effectively. The Human Resources Administrator/Human 

Resource Office, Tamara Ben Addi, 302.735.6279, tamara.ben-addi@delaware.gov implements the Affirmative 

Action Plan and ensures that managers follow federal and state laws, regulations, and executive orders. The 

Affirmative Action Officerôs duties and responsibilities include: 

1.  While our recruitment is now centralized, I provide continuous coaching and support to our Human Resource 

Associate in the areas of Merit Rules and Merit System Hiring rules. I often serve as a conduit for outside of the 

box recruitment efforts to streamline the process to result in a quicker job offer. 

2. I provide guidance to hiring managers for more complex recruitments. 

3. I represent the organization in grievances and external complaints. 

 

 

 

ORGANIZATIONAL CHART:  

 

mailto:tamara.ben-addi@delaware.gov


STATE OF DELAWARE  

Department of Human Resources (DHR) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

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

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-1 

Goal 1 

Understand and 

acknowledge the 

diverse experiences 

and interactions 

within their teams 

Lead, manage, and 

engage cross- 

functional teams by 

streamlining 

communications with 

employees and 

increasing 

opportunities for 

employees to engage 

in teamwork 

DHR  Ongoing 

SP-1 

Goal 2 

Promote inclusion by 

leveraging the 

knowledge of diverse 

groups in process 

improvements 

Organize a team to 

identify best practices 

to support the 

recruitment, hiring, 

and engagement of 

underrepresented 

groups, including 

persons with 

disabilities and 

veterans 

DHR  Ongoing 

 

 

Talent Management: 

¶ Implementing a new employee onboarding system, Delaware LaunchPad, across Executive Branch agencies, 

which advances the Department of Human Resourcesô centralization and modernization initiatives while 

assuring consistent and streamlined preboarding, onboarding, and offboarding process. 

 

¶ Including Employee Benefits Services section work and staff into centralization under Talent Management. 

 

¶ Partnering with DTI to implement the OKTA ILM  for managing IT onboarding, offboarding, and change in a state 

employeeôs digital identity that governs access to the Stateôs computing networks, systems, and online services. 

 

Classification, Compensation and Talent Acquisition 
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Centralization of nine agencies in Classification, Compensation and/or Talent Acquisition including two of our largest 

agencies, DHSS and DSCYF. Centralization has resulted in streamlined processes and results in an equitable salary 

review of all hires, promotions, and voluntarily demotions. 

 

¶ Classification finalized the Fiscal Year 2023 Maintenance Reviews which involved approximately 50 

classifications and 1,200 employees across all three branches of Government for the broad classification categories 

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

o Compensation has completed a compensation review of the 761 employees in Fiscal, Investigator, Internal 

Auditor, Tax Auditor, and Trainer Educator class series covered under the Fiscal Year 2023 Maintenance 

Reviews. Compensation was able to equitable realign salaries through the advanced salary and pay equity 

processes. 

o Compensation facilitated the move of ~800 employees from midpoint-based salary administration plans to step 

plans which recognize the longevity of the employee with the department through incremental pay increases. 

¶ Job Requirement Project initiative ï continuing work that involves broadening job requirements to qualify more 

applicants with experience that do not have a college degree. 

¶ In Fiscal Year 2024, we have seen a significant increase in applications submitted; additionally, applications for 

minorities have increased from to 58% from 60.5% from the prior fiscal year. 

¶ Delaware State Career Fair on March 27, 2024, was successful; over 200 students and 651 job seekers attended. 

o Internship Pool has continued to grow with great success, and Talent Acquisition (TA) is working with 

agencies to identify areas of need. As of 6/30/2024, there were a total of 305 Intern Inquiries, and 12 interns 

placed through the pool. One of the interns has joined the Classification/Compensation team full -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. 

 

¶ Attended approximately 30 hiring events in the fall and spring at area colleges including Historically Black Colleges 

and Universities (HBCU) ranging from Schools (HBCU/Colleges/High schools), DOL, Military, Community, etc. 

¶ Continue to support the Employment Network Program, Selective Placement Program, and Pathways program. For 

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

had 3 hires and 65 applicants. 

o Developed stronger partnerships surrounding the Military  Spouse Transition Network program, which include 

DAFB and DNG Readiness programs, as well as veteran programs. We are in the early stages of partnering 

with the DAFB on a career fair this fall (2024). We also made a Military Spouse Transition Network hire 

within Talent Acquisition. 

o Developed stronger partnerships with the Governorôs office and DelDOT, with their Work Based Learning 

programs for students throughout the state. Have participated in all events hosted by the Governorôs office and 

DelDOT that we have been invited to. We were requested to offer support throughout the events by offering 

resume building workshops, as well as discussions with students to introduce state employment opportunities, 

etc. 

o Began conducting Career Counseling twice monthly due to the high demand of 1:1 requests within the 

department from outreach and event attendance. 

o Partnered with ABC Marketing Company to continue State of Delaware Recruitment Campaign for a wide 

variety of hard to fill  positions. This outreach has boosted DOC, DSCYF, and DHSS interest, and we continue 

to build better outreach for Trades and Nursing/Healthcare roles as well. 

 

¶ Partnering with Delaware Department of Labor, Division of Paid Leave and OMB PHRST to conduct planning 

meetings for the implementation of the stateôs paid family medical insurance leave program. 
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¶ Updating and implementing almost 200 Statewide Policies, Templates and Forms, in support of enacted Federal and 

State legislation and/or Governorôs initiatives to promote consistency and efficiency. 

 

¶ Expanded workplace planning function and launched several strategic workforce initiatives to improve recruitment and 

retention. These initiatives include a comprehensive recruitment, marketing, and social media campaign, legislation to 

promote delayed retirement, advanced data analysis for retention support, a standardized new employee onboarding 

process, and flexible work schedules. 

 

Employee and Labor Relations: 

¶ Centralized DOF and DSCYF Employee and Labor Relations under the Department of Human Resources/Division of 

Employee and Labor Relations 

¶ Negotiated 20 Collective Bargaining Agreements with the respective Unions. 

¶ Continued the Quarterly Agency ER/LR meetings to improve statewide agency HR efficiency and consistency. Also 

centralized ER/LR best practices for state agencies on the Ben Rep site. 

¶ Created a new process and policy for handling Standard of Conduct (SOC) grievances. 

¶ In addition to providing quarterly instruction through DLC of ñFundamentals of Employee and Labor Relationsò, ELR 

also has added ñHearing Officerò training to the DLC portfolio. 

 

Trainings and HR solutions 

 

Provides training and organizational services to employees and agencies statewide. 

¶ Centralized training positions providing training services to DNREC, DelDOT, DOS, and the Statewide Benefits 

Office under the Department of Human Resources/Division of Training and HR Solutions. 

¶ Provided diversity training to over 4,000 employees. 

¶ Meeting biweekly to streamline and improve efficiency and consistency for improved service delivery. 

¶ Streamlined the required policy acknowledgements and training into five curriculums delivered through the Delaware 

Learning Center. The curriculums are designed to ensure consistency in the delivery of training and policies to new 

and existing employees. 

¶ Increased compliance with policy acknowledgements by 13% through consistent delivery. 

 

 

Statewide Benefits Office: 

¶ Expanded employee health benefit coverage to support womenôs health. 

¶ Proposed and received approval for health plan benefit changes related to Mental Health Parity and Addiction Equity 

Act (MHPAEA). 

¶ Implemented legislation mandating coverage of annual behavioral health well checks. 

¶ Developed and implemented training and communication strategies related to education and resources for prevalent 

chronic conditions and preventable diseases, use of preferred sites for laboratory testing, imaging, and acute medical 

episodes, use of high-quality/high-value providers, preventive care, and wellness/care management programs. 

¶ Created a new website content for Menôs* Health, Womenôs* Health and LGBTQIA+ Health. *In this context, ñmenò 

and ñwomenò refer to sex assigned at birth or noted on a birth certificate, not gender identity. 

¶ Added coverage of weight loss medications and began offering bariatric surgery coverage exclusively through Centers 

of Excellence surgeons and facilities. 

¶ Proposed and received approval for changes to the Group Health Insurance Plan Eligibility  and Enrollment Rules to 

eliminate the waiting period for new employees to receive state share employer contributions toward health care. 
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¶ Proposed and received approval for changes to the Disability Insurance Program Rules & Regulations including a new 

section on ñStay at Work Assistanceò. 

¶ Updated the State Employee Benefit Committeeôs Group Health Insurance Plan Strategic Framework with emphasis 

on strategies and tactics that support ñhealthy lifestylesò and ñrisk reductionò. 

Office of Womenôs Advancement and Advocacy: 

¶ Womenôs Hall of Fame event 

¶ Sheôs On Her Way Awards luncheon 

¶ Launched a state employee programming workgroup that meets quarterly to provide input on OWAA programming. 

¶ Released a report on Delaware Women and Construction and a white paper on Title IX Athletics. 

¶ Released fact sheets on Housing insecurity and Equal Pay. 

¶ Conducted four salary negotiation trainings with over 100 participants. 

¶ Developed and distributed lactation room guidelines 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 

Goal 1 

Develop leadership 

and 

supervisory education 

initiatives for HR 

professionals, 

including but not 

limited to 

communication 

skills, strategic 

thinking, and 

problem-solving 

skills 

Increased 

participation in 

Training leading to 

increased 

knowledge and 

skills for 

professional HR 

employees. 

DHR Training and 

Development 

 

DHR Personnel 

Management 

 

DHR Diversity and 

Inclusion 

 

Managers and 

Supervisors 

  

 

The Division of Training and HR Solutions has completed the following: 

 

¶ Through the Blue-Collar Program (19 Del. C §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 program, the Department 

of Human Resources spent $99,609.65 (99.6% of the allocated funds) for career development training initiatives 

such as USCG boat captain and drone pilot training, two levels of training on physical plant and maintenance, and 

a NRMCA Flatworks training for skilled craft positions, HVAC system variable frequency drives training, three 

Microsoft Excel training courses, two writing courses, medical terminology, interviewing techniques, managing 

risks and misunderstandings, Spanish for the workplace, and stress management. Supporting respectful workplaces 

training included diversity and inclusion, overcoming confirmation bias, managing difficult conversations, 

managing conflict, ADA accommodations, conducting investigations and handling complaints, de-escalation 

training. Leadership training included controlling rumors, empowerment and accountability, decision making, 

leading high-performance teams, change management, and conduct performance reviews. 

¶ Issued a confidentiality agreement to new Department of Human Resources employees through the Delaware 

Learning Center. This automates the notification of new hires of the agreement and their responsibilities to ensure 

the confidentiality of employee information. 

¶ Training with a focus on diversity, equity, and inclusion were provided to employees through the Delaware 

Learning Center with the top five courses listed below. These numbers are lower than last year due to the two-year 

renewal cycle for A Respectful Workplace, required again in September 2024. These numbers primarily reflect 

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 technology as a focus to assist the Department of Human Resources in delivering centralized services, DHRôs Training 

and HR Solutions implemented and expanded work on several technology projects: 

 

o Implemented a new contract for a recruitment system to replace an expired contract, enabling the State to 

continue to improve the recruitment and application processes. 

o Implemented an electronic content management system that included scanning three million paper personnel 

records. The solution was implemented, and scanning was successfully completed for all agencies supported 

by the Department of Human Resources with over 3M documents scanned. DHRôs employee records are 

managed completely electronically in the system, improving access and security, and saving valuable space. 

Scanning of additional human resource documents is underway for classification, compensation, employee and 

labor relations. This successful project implementation was selected in 2024 as a recipient of the Delaware 

Government Efficiency and Accountability Review (GEAR) ï P3 Innovation and Efficiency Award, part of 

the Governorôs Team Excellence Award program. 

o Began implementation of a statewide onboarding and offboarding system called Delaware Launchpad. The 

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

o Finalized requirements and vendor demonstration scripts as part of the ERP Modernization Project to guide the 

human resources needs to replace the legacy human resources information system. 

o Implemented five new curricula for new hires, supervisors, required policies, and standards of conduct in 

September 2023. This new approach streamlines DHRôs approach to manage required training and policy 

acknowledgements. In the first month of implementation, compliance increased by 56%. This success process 

improvement was selected for the GEAR ï P3 Trailblazer Award in 2024. 

 

The Department of Human Resources manages certificate programs that support employee career development. 

¶ DHR has 29 employees enrolled in the Human Resources Certification Program and 3 graduates. Employees have 

three years to complete this program. There are a total of 32 employees across the State currently enrolled in the 

program. 

¶ DHR has three employees enrolled in the Frontline Leadership certificate program out of a total of 81 participants. One 

employee graduated from the program in 2024. Five DHR employees completed Leadership Essentials requirements 

for a certificate of completion this year and there are 27 total graduates. Leadership Essentials is a pre-requisite to 

apply for Frontline Leadership. Both programs are part of the iLEAD Delaware Leadership Program, created in 2021 

and fulfill the knowledge of supervision requirement for individuals applying for supervisory positions. There are 179 

graduates of the program statewide and 2672 participants in progress. 

¶ DHR has eight Continuous Improvement Practitioner (CIP) Program graduates. This program is designed to increase 

the Stateôs internal capacity to promote, facilitate, and implement systematic and sustainable improvement efforts by 

developing groups of skilled practitioners to lead and support those efforts, there are 118 statewide graduates. 

¶ Developed a Project and Process Leadership program as part of the iLEAD Delaware Leadership Program. This 

program support GEARôs initiative to build the bench strength of continuous improvement practitioners in the State. 

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

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-3 

Goal 1 

Ensure all employees 

are taking advantage 

of professional, 

personal, and 

leadership 

development 

opportunities. 

All employees have 

attended at least one 

professional 

development 

initiative 

Managers / 

Supervisors 

Fiscal note Ongoing 

 

During HR Roundtable meetings; which are attended by all HR Leads in the Executive Branch, as well as non- 

Executive Branch organizations; the Division of Statewide Training and HR Solutions provides updates on 

educational opportunities that are being rolled out in an effort to trickle-down advertise to agency staff. 
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SECTION  IV:  WORKFORCE ANALYSIS 

Department of Human Resources WORKFORCE  ANALYSIS  OVERVIEW:  

The Department of Human Resources (DHR) remains at parity in every category. We believe that this success is 

attributed to the following: 

¶ Maintaining career fields that are currently female dominant. 

¶ Open communication and updates from the Cabinet Secretary and employees. 

¶ Social media presence maintained by DHRôs Talent Acquisition section. 

¶ Vocalized goals from each division that have a statewide, strategic impact. 

¶ Training, technology and pay comparable to the private sector. 

¶ Compliance with statewide recruitment laws, rules and regulations. 

 

 

While DHR maintains parity in each category, we remain vigilant in continuing to attract male applicants to our 

female dominated categories. This includes advertising on social media and attendance at job fairs. 
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Department of Human Resources DEMOGRAPHICS  AT A GLANCE:  

The total number of Department of Human Resources EEO-4 eligible employees as of June 30, 2024, is 250. 

The Department of Human Resources EEO-4 workforce demographic data reflect the race/ethnicity and gender 

representation of the its workforce based on the total number of employees within the eight EEO-4 categories 

(Appendix B). Analyses compare this agency workforce demographics to the available Delaware regional labor 

market statistics by race/ethnicity and gender. The Department of Human Resources has an additional reduction in 

categories hired based on maintenance review results. We do not house positions in the Technician, Protective 

Services, Skilled Craft or Service Maintenance EEO-4 categories. 

The following summary of findings was derived from this data: 

Minority  Representation: 

¶ Minorities represent 44% of the total agency workforce, a 1% increase from FY23. 

 

Female Representation: 

¶ Females represent 86% of the total agency workforce, a 2% decrease from FY23. 

Male Representation: 

¶ Males represent 14% of the agency workforce, a 2% increase from FY23. 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Table 2 
Minority  Labor  Market  Representation FY24 

(Including Race and Ethnicity)  
 

 

 

 

Table 3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 4 

Female Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

 

 

 

 

 

 

 

 

 

 

Male Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 
Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 

There have been no complaints this year at DHR 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 



STATE OF DELAWARE  

Department of Human Resources (DHR) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 

SECTION  VII:  EMPLOYEE  ENGAGEMENT  
 

Figure 10 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 11 

 

Training by  Gender 

 

 

Training  by Race and Ethnicity  
 

 
Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 

Figure 12 
Training by  EEO-4 Job Category 
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Tuition  Reimbursement Summary 

Table 13 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 
 

 

 

 

 

 

 

 

 

 

 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 
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Exit  Survey Summary 

Table 15 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION  VIII:  RECRUITMENT  AND RETENTION  SUMMARY  
 

 

DHR HAS NO HARD TO FILL VACANCIES  

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 

 

 

Table 18 
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Table 19 

DHR HAS NO HARD TO FILL VACANCIES  
 

 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as of 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 data includes all jobs posted in the Delaware Employment Link (JobAps) Recruitment 

System including/excluding Casual Seasonal Recruitments. 

Figure 20 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 21 

FY24 Applicant  Pipeline by Gender 
 

 

 

FY24 Applicant  Pipeline by Minority  vs. Non-Minority  
 

 
 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 

 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Recruitment and Hiring  Times 

FY23 and FY24 
 

 

Table 22 
 

 

Table 23 

 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

managerôs effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

 

 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures 

HRôs effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill  a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment 

closes until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar 

days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 
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SECTION IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-1 

Goal 1 

Continue to promote 

CHM to determine 

whether or not we are 

creating the 

awareness to create 

an inclusive 

environment within 
DHR 

Attendance rate of 

DHR employees and 

survey results 

5% of DRH 

Employees will  attend 

a Cultural Heritage 

Month Event 

DHR DEI Team and 

Local Diversity 

Committee 

Cultural Heritage 

Month Event 

Calendar and 

Marketing 

Materials 

Ongoing 

SP-1 

Goal 2 
Promote inclusion by 

leveraging the 

knowledge of diverse 

groups in process 

improvements 

Organize a team to 

identify best practices 

to support the 

recruitment, hiring, 

and engagement of 

underrepresented 

groups, including 

persons with 

disabilities and 
veterans 

DHR  Ongoing 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

 

Strategic Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

 

 

 

 

SP-2 

Goal 1 

Develop leadership 

and 

supervisory education 

initiatives for HR 

professionals, 

including but not 

limited to 

communication 

skills, strategic 

thinking, and 

problem-solving 

skills 

Increased 

participation in 

training leading 

to increased 

knowledge and 

skills for 

professional HR 

employees. 

Increase 

Participation by 
5% 

 

DHR Training 

and 

Development 

DHR Diversity 

and Inclusion 

Managers and 

Supervisor 

  

 

 

 

 

Ongoing 

SP-2 

Goal 2 

Cultural Heritage 

Month 
25% of 

Management and 

Supervisors will 

participate in the 

Cultural Heritage 

Month Events to 

increase their 

knowledge of 
Inclusiveness in 

the Workplace 

DHR Training 

and 

Development 

DHR Diversity 

and Inclusion 

 

Managers and 

Supervisor 

 June 2024 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-3 

Goal 1 

Ensure all 

employees are 

taking advantage of 

professional, 

personal, and 

leadership 

development 

opportunities. 

All  employees have 

attended three 

selected DEI 

professional 

development 

opportunities 

Managers / 

Supervisors 

Fiscal note Ongoing 
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State of Delaware 

Department of Health and Social Services (DHSS) 
 

 

 

 

 

FY24 EEO/AA Report 

July 1, 2023 ï June 30, 2024 

 

and 

 

FY25 Action Plan 

July 1, 2024 ï June 30, 2025 



 

 
 

 

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 

Cabinet Secretary, Department of Human Resources 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

FROM: Josette D. Manning, Esq. 

Cabinet Secretary, Department of Health and Social Services 

Josette.Manning@delaware.gov 

 

Sue B. Weber, MSM 

HR Director/Lead 

Susan.Weber@delaware.gov 

 

DATE: September 6, 2024 

 

SUBJECT: DHSS FY24 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/Affirmative Action Report and FY25 Action Plan submitted in accordance with Executive Order No. 

30, Delawareôs Continuing Commitment to a Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

If  you have any questions, please let us know. 

Thank you. 

Enclosures 
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SECTION I:  POLICY  STATEMENT  

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by Josette D. Manning, Esq., 

Delaware Department of Health and Social Services (DHSS) Cabinet Secretary. Executive Order 30 (Appendix A) is also 

attached to this Report. 

SECTION II:  EXECUTIVE  SUMMARY  

SUMMARY STATEMENT:  

The Delaware Department of Health and Social Services (DHSS) continues to promote a diverse work force in which employees 

and clients are valued, respected and experience a sense of belonging. DHSS continues to monitor alignment with labor market 

benchmarks for race and sex, while focusing on a broad set of characteristics including but not limited to age, disability, religion, 

sexual orientation, and identity. 

 

Aggressively recruiting nurses (RNs, LPNs, CNAs) and other healthcare staff remains a priority. The agencyôs current incentive 

program has been effective in attracting and retaining the following classifications: Certified Nursing Assistant, Licensed 

Practical Nurses I-III, Registered Nurse I-III, and Nursing Supervisors. In addition, through a partnership with the Department 

of Human Resources, a CNA Tuition Assistance Program has been in effect since January 2024. 

 

DHSS is committed to employee development and creating opportunities for advancement that lead to employee satisfaction and 

increased retention. Divisions have implemented succession planning strategies to encourage existing staff to apply for 

promotional opportunities. Knowledge transfer strategies have been successful in addressing operational needs when vacancies 

occur. DHSS continues its ñLeadership Academyò which provides employees seeking advancement into leadership positions 

with broad-based knowledge regarding the Department, exposure to the duties of leadership members, and an opportunity to 

research and propose innovations. 

 

The Division of Social Services (DSS) and Division of State Service Centers (DSSC) merged on July 1, 2024 and are now under 

the umbrella of DSS. The main objective of the merger is to streamline and improve operational procedures to enhance the 

client experience through improved service delivery, and the delivery of holistic, person-centered care that meet service 

users' evolving needs. While change can be challenging, we expect improvements in communication, coordination and 

overall workplace culture. 

Divisions continue to attend employee training in areas of trauma awareness to support an inclusive workplace culture. 

Additionally, promoting awareness of the stateôs Workplace Wellness Policy and Procedure to encourage employeesô personal 

health and wellness is a priority. Other continued initiatives related to DHSSôs diversity and inclusivity goals include: 

¶ DHSS Town Hall meetings held monthly and facilitated by the DHSS Secretary, and divisional Town Halls with 

division leadership to facilitate information and encourage communication. 

¶ DHSS Book Drive meetings which encourage book discussions on various books or themes which promote 

dialogue related to cultural awareness. 
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DEPARTMENT  SUMMARY  

Name of Division # of Employees1 

Office of the Secretary and Administration (OSEC ï ADMIN)  506 

Division of Child Support Services 160 

Division of Developmental Disabilities Services (DDDS) 304 

Division of Health Care Quality (DHCQ) 56 

Division of Medicaid and Medical Assistance (DMMA)  174 

Division of Public Health (DPH) 610 

Division of Services for Aging and Adults with Physical 

Disabilities (DSAAPD) 
424 

Division of Social Services (DSS) 454 

Division of State Service Centers 3 

Division of Substance Abuse and Mental Health (DSAMH) 424 

Division for the Visually Impaired (DVI)  54 

TOTAL  3169 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1 Division totals represent full-time employees. It is important to note that DHSS employees hundreds of casual/seasonal employees as a 
critical part of the workforce. 
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Josette D. Manning 

Cabinet Secretary 

 
 
 
 

 
Rebecca Reichardt 

Associate Deputy Secretary 

 

Sue B. Weber 

HR Director/Lead 

 
RESPONSIBILITIES  FOR IMPLEMENTATION:  

The ultimate responsibility for the implementation of the Department's EEO Report and Action Plan rests with the DHSS Cabinet 

Secretary. The Secretary oversees the implementation of the Departmentôs Affirmative Action Plan to ensure that it is 

implemented promptly and effectively. The Deputy Cabinet Secretaries and Division Directors affirm commitment to the Plan 

and associated action items by demonstrating their leadership in implementing the expectations and activities required by the 

Action Plan. The Human Resource Director/Agency Lead, Sue Weber, 302-735-6219, Susan.Weber@delaware.gov, implements 

the EEO Action Plan and ensures that managers follow federal and state laws, regulations, and executive orders. The duties and 

responsibilities include: 

1. Providing oversight of Departmental compliance with Executive Order Number Eight, the State of Delaware Respectful 

Workplace and Anti-Discrimination Policy, and applicable state and federal laws. 

2. Drafting, maintaining, and distributing the Department's EEO Report and Action Plan. 

3. Serving as the official liaison with relevant State organizations as designated by the Cabinet Secretary, including, but 

not limited to, the Department of Human Resources/Office of Diversity and Inclusion. 

4. Consulting with Department leadership and Division staff on workforce diversity, equity, and inclusion issues. 

5. Ensuring that all EEO procedures and requirements outlined in this Plan are followed. 

6. Promoting diversity, equal employment opportunity, and inclusion initiatives and providing technical assistance on such 

issues as recruitment, interviewing, and adhering to applicable regulations and laws governing EEO. 

7. Identifying and recommending initiatives that integrate diversity, equity, and inclusion into all aspects of the employment 

lifecycle. 

 

ORGANIZATIONAL  CHART:  

 

 

 

mailto:Susan.Weber@delaware.gov
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 

 

Strategic Priority  Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-1 

Goal 1 
Succession 

Planning 

Ability  to continue 

operations while 

experiencing 

employment gaps. 

Measure # of 

promotions 

DHSS-DHR 

 

Managers and 

Supervisors 

DHR Classification 

and Compensation 

Performance 

Review 

Performance 

Reviews were 

completed in certain 

work units, with 

follow up 

Performance 

Improvement Plans 

implemented, where 

needed. 

Promotions totaled 

nearly 250, as high 

performers were 
identified within 

DHSS. 

SP- 1 

Goal 2 

Task the DHSS 

Local Diversity 

Committee to ensure 

the workforce 

participates in 

DHRôs Cultural 

Heritage month 

activities as a means 

of engaging the 

DHSS workforce in 

meaningful 

conversations about 
DEI topics 

DHSS Employee 

attendance at 

Cultural heritage 

month events 

 

Survey responses 

related to DEI in 

their workplace 

DHSS-DHR 

DHSS Local 

Diversity 

Committee 

 

DHRôs DEI Team 

Cultural Heritage 

Month Activities 

and Marketing 

Material 

Approximately 300 

DHSS employees 

attended DHR 

cultural heritage 

events. 

 

Steps were taken to 

build the DHSS 

Local Diversity 

Committee which 

will be active in 

FY25. 

SP- 1 

Goal 3 

Utilize Maintenance 

Review to provide 

more career ladders 

Measured by the # 

of career ladders 

added in 

Maintenance 

Review 

 

Identification of 

positions that can 

have a career ladder 

DHR Classification 

and Compensation 

DHSS-DHR 

DHR Classification 

and Compensation 

DHSS Division 

Feedback 

Career Ladder 

positions resulting 

from Maintenance 

Reviews: 

Fiscal Associate 

Fiscal Advisor 

Investigator 

Training and 

Education Spec. 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage, and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 

 

Strategic Priority  Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-2 

Goal 1 
Increase DHSS 

management and 

leadership 

capability to 

engage, motivate 

and retain its 

workforce by 

utilizing Inclusive 
leadership training 

Participation of 

managers in 

inclusive leadership 

training 

Spotlight on 

managers who 

exemplify inclusive 

Leadership 

DHSS-DHR 

DHR DEI Team 

Inclusive 

Leadership 

Training and 

Curriculum 

DHSS and DHR 

collaboration is underway 

to identify training 

opportunities/expectations 

for new supervisors 

(iLEAD) 

SP-2 

Goal 2 

Increase 

Participation in the 

Leadership 

Academy to ensure 

that managers are 

effective in leading 

their workforce to 
achieving the 

mission of DHSS 

Participation of 

Managers in the 

Leadership 

Academy 

DHSS-DHR Marketing of 

Leadership 

Academy during 

DHSS Town Hall 

and in materials 

delivered via email 

20 DHSS employees 

participated and 

graduated from the DHSS 

Leadership Academy 

SP-2 

Goal 3 

Pilot the DHSS 

performance review 

process to introduce 

a 360-degree 

component focused 

on supervisor and 

management 

effectiveness. 

Supervisor and 

management 

effective ratings on 

DHSS employee 

pulse surveys meet 

an initial targeted 

rating of at least 

75% effectiveness 

within the year one 

rating timeframe. 

DHSS-DHR 

Division Directors 

 

Managers and 

Supervisors 

Development of the 

performance review 

process 

The performance review 

process is well underway 

with an evaluation of 360- 

degree options continuing 

in FY25. 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 

 

Strategic Priority  Objective 

Measures of 

Success/Key 
Results 

Responsible 

Group 
Steps Taken Status 

SP-3 

Goal 1 
Increase DHSS 

management and 

leadership 

capability to 

engage, motivate, 

and retain its 

workforce by 

utilizing inclusive 
leadership training 

Participation of 

managers in 

inclusive leadership 

training 

 

Spotlight on 

managers who 

exemplify inclusive 
leadership 

DHSS HR 

DHR DEI Team 

Inclusive 

Leadership 

Training and 

Curriculum 

DHSS and DHR 

collaboration is underway 

to identify training 

opportunities/expectations 

for new supervisors 

(iLEAD) 

SP- 3 

Goal 2 

Utilize 

Maintenance 

Review to provide 

more career 

ladders 

Measured by the # 

of career ladders 

added in 

Maintenance 

Review 

Identification of 

positions that can 

have a career 

ladder 

DHR Classification 

and Compensation 

 

DHSS HR 

DHR Classification 

and Compensation 

 

DHSS Division 

Feedback 

Career Ladder positions 

resulting from 

Maintenance Reviews: 

Fiscal Associate 

Fiscal Advisor 

Investigator 

Training and Education 

Spec. 

SP- 3 

Goal 3 

Utilize DHRôs 

Cultural Heritage 

month activities to 

engage the DHSS 

workforce in 

meaningful 

conversations about 

DEI topics 

DHSS Employee 

attendance at 

Cultural heritage 

month events 

 

Survey responses 

related to DEI in 

their workplace 

DHSS HR 

 

DHSS Local 

Diversity 

Committee 

 

DHRôs DEI Team 

Cultural Heritage 

Month Activities 

and Marketing 

Material 

Approximately 300 

DHSS employees 

attended DHR cultural 

heritage events. 

Steps were taken to build 

the DHSS Local Diversity 

Committee which will be 

active in FY25. 

SP-3 

Goal 4 

Succession 

Planning 

Ability  to continue 

operations while 

experiencing 

employment gaps. 

Measure # of 

promotions 

DHSS DHR 

 

Managers and 

Supervisors 

 

DHR Classification 

and Compensation 

Performance 

Review 

Performance Reviews 

were completed, with 

follow up Performance 

Improvement Plans 

implemented, where 

needed. 

Promotions totaled nearly 

250, as high performers 

were identified within 

DHSS. 
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SECTION  IV:  WORKFORCE ANALYSIS  

DHSS WORKFORCE  ANALYSIS  OVERVIEW:  

The Department of Health and Social Services is underrepresented in one EEO-4 category. DHSS has 3,169 full 

time employees and minorities represent 54% of the DHSS workforce. It is important to note that DHSS employees 

hundreds of casual/seasonal employees as part of the workforce. 

 

Below are observable trends that affect DHSSôs opportunity to increase diversity in their workforce: 

 

× Competition is high for nursing talent among State Agencies, local hospitals, and nursing homes. DHSS 

introduced a Tuition Assistance Certified Nursing Assistant Program, maintained incentives for nursing 

positions, partnered with the Department of Human Resources to hold a job fair on the DHSS campus, and 

engaged in targeted recruitment efforts. 

× DHSS is underrepresented in the Skilled Craft EEO-4 category, specifically as it relates to females. 

× DHSS has 42 job classifications defined as hard-to-fill.  The majority are Nursing and Behavioral Health 

Case Manager positions. 

× While turnover rates changed slightly in nearly all divisions, the Department turnover rate average remained 

the same at 14%. 

× DHSS continues to require manager education on leadership/supervisory skills to improve workplace culture 

and equity. In addition, continued efforts to facilitate succession planning by using performance plans, 

performance reviews, and gap analysis, is underway. 

× Males are under-represented in all EEO-4 categories. 

 

× Females are not under-represented in any EEO-4 categories. 

 

× Employee separations decreased by 5%. 

 

× DHSS Divisions were all represented at the 2024 State of Delaware Job Fair, an event which included over 

1,000 job seekers. 

 

× The average Time to Fill  was reduced by 23 days compared to FY23. 

× The average Time to Hire was reduced by 16 days compared to FY23. 
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DHSS DEMOGRAPHICS  AT A GLANCE:  

The total number of DHSS EEO-4 eligible employees as of June 30, 2024, is 3169. 

The DHSS EEO-4 workforce demographic data reflect the race/ethnicity and gender representation of the DHSS 

workforce based on the total number of employees within the eight EEO-4 categories (Appendix B). Analyses 

compare DHSS 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: 

¶ Minorities represent 54% of the total DHSS workforce, a 2% increase from FY23. 

¶ Minorities are under-represented in the following EEO-4 categories: 

o Skilled Craft 

 

Female Representation: 

¶ Females represent 74% of the total DHSS workforce, the same as in FY23. 

¶ Females are not under-represented in any EEO-4 category. 

 

 

Male Representation: 

¶ Males represent 26% of the DHSS workforce, the same as in FY23. 

¶ Males are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-30%) 

o Professionals (-21%) 

o Technicians (-5%) 

o Protective Services (-19%) 

o Paraprofessional (-4%) 

o Office and Clerical (-27%) 

o Skilled Craft (-2%) 

o Service Maintenance (-4%) 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category.2 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 

 

 

 

 

 

 

 

 

 

 

 

2 The table notes a total of 3167 DHSS employees which is two less than the total number of employees reported in the Department Summary on page 5, and throughout the document. 
This is a result of the fact that this table does not include category Ψb No EEO-4 wŜǇƻǊǘƛƴƎΩΦ The DSAAPD report identifies these two employees. 
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Minority  Labor Market  Representation FY24 

(Including Race and Ethnicity)  

 

Table 2 

 
 Comparison to Minority  % of Category 

 

EEO-4 CATEGORY  

 

Labor 

Market  % 

Minority  % 

of 

Category 

Minority 

Variance 

to Labor 

Market  

 

Black 

 

Hispanic/ 

Latino 

 

Asian 

 

Pacific 

Islander 

 

American 

Indian 

 

Multi 

Racial 

1 Officials &  Administrators 25% 39% 14% 29% 3% 3% 0% 0% 3% 

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

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

4 Protective Services 37% 45% 9% 38% 4% 0% 0% 1% 2% 

5 Para Professional 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 Service Maintenance 45% 65% 19% 56% 4% 2% 0% 1% 1% 
 

Table 3 
Female Labor Market  Representation FY24 

(Including Race and Ethnicity)  
 

 Comparison to Minority  % of Category 

 

EEO-4 CATEGORY  

 

Labor 

Market  % 

Female % 

of 

Category 

Female 

Variance 

to Labor 

Market  

 

White 

 

Black 

 

Hispanic/ 

Latino 

 

Asian 

 

Pacific 

Islander 

 

American 

Indian 

 

Multi 

Racial 

1 Officials & Administrators 45% 75% 30% 44% 23% 3% 3% 0% 0% 2% 

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 Protective Services 19% 38% 19% 26% 9% 2% 0% 0% 1% 0% 

5 Para Professional 77% 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 Service Maintenance 44% 48% 4% 16% 27% 2% 1% 0% 1% 0% 

Table 4 Male Labor  Market  Representation FY24 
(Including Race and 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% 25% -30% 18% 6% 0% 1% 0% 0% 1% 

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 Protective Services 81% 62% -19% 29% 29% 2% 0% 0% 0% 2% 

5 Para Professional 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 Service Maintenance 56% 52% -4% 19% 29% 1% 1% 0% 0% 1% 

 

Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY  

FY22 

Minority  Variance of 

Labor Market  

FY23 

Minority  Variance of 

Labor Market  

FY24 

Minority  Variance of Labor 

Market  

1 Officials &Administrators 10% 9% 14% 

2 Professionals 23% 23% 25% 

3 Technicians 14% 14% 18% 

4 Protective Services 9% 8% 9% 

5 Paraprofessional 37% 37% 37% 

6 Office & Clerical 21% 21% 27% 

7 Skilled Craft -6% -6% -6% 

8 Service Maintenance 15% 15% 19% 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY 

FY22 

Female Variance of Labor 

Market  

FY23 

Female Variance of Labor 

Market  

FY24 

Female Variance of Labor 

Market  

1 Officials &Administrators 30% 30% 30% 

2 Professionals 20% 19% 21% 

3 Technicians 10% 4% 5% 

4 Protective Services 17% 19% 19% 

5 Paraprofessional 5% 3% 4% 

6 Office & Clerical 25% 24% 27% 

7 Skilled Craft 4% 3% 2% 

8 Service Maintenance 7% 5% 4% 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY 

FY22 

Male Variance of Labor 

Market  

FY23 

Male Variance of Labor 

Market  

FY24 

Male Variance of Labor 

Market  

1 Officials &Administrators -30% -30% -30% 

2 Professionals -20% -19% -21% 

3 Technicians -4% -4% -5% 

4 Protective Services -18% -19% -19% 

5 Paraprofessional -4% -3% -4% 

6 Office & Clerical -24% -24% -27% 

7 Skilled Craft -3% -3% -2% 

8 Service Maintenance -4% -5% -4% 
 

 

Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 

 

Total Complaints by Gender  Total Complaints by type 

Male 6 ADA 0 

Woman 24 Discrimination 3 

Other 0 Gender 0 

Total 30 Generic Issue 0 

 Harassment 1 

Total Complaints by Race/Ethnicity  Hostile Work Environment 19 

Black - African American 11 Merit Rule 0 

Asian 0 Misconduct 0 

Hispanic/Latinx 2 Retaliation 1 

Native American/ Alaskan Native 0 Sexual Harassment 2 

Not Identified 2 Workplace Violence 0 

Pacific Islander/Native Hawaiian 0 Other 4 

Two or more races 1 Total 30 

White 14  

Total 30  Total Complaints by Current  Status 

 Open 7 

Total Complaints by Employment Status  Closed 23 

Merit 22 Total 30 

Non-Merit Exempt 1  

Casual/Seasonal 1  Total Complaints by Resolution 

Temporary 6 To be Determined 7 

Total 30 Substantiated 5 

 Unsubstantiated 18 

Total Complaints by Category Total 30 

Informal 0  

Formal 30 

External 0 

Total 30 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

FY 23-24 EEO REPORT KEY  OBSERVATIONS 

TYPE 
2023 2024 PERCENT 

CHANGE Total Percent Total Percent 

DISCIPLINES  

Total Female Non-Minority Disciplines 2 12% 56 26% 2700% 

Total Female Minority Disciplines 9 53% 98 46% 989% 

Total Male Non-Minority Disciplines 3 18% 24 11% 700% 

Total Male Minority Disciplines 3 18% 34 16% 1033% 

Total Disciplines 17 100% 212 100% 1147% 

SEPARATIONS 

Total Female Non-Minority Separations 131 31% 119 30% -9% 

Total Female Minority Separations 185 43% 179 44% -3% 

Total Male Non-Minority Separations 56 13% 51 13% -9% 

Total Male Minority Separations 54 13% 54 13% 0% 

Total Separations 426 100% 403 100% -5% 

NEW HIRES 

Total Female Non-Minority New Hires 247 33% 140 28% -43% 

Total Female Minority New Hires 344 45% 223 45% -35% 

Total Male Non-Minority New Hires 93 12% 62 13% -33% 

Total Male Minority New Hires 73 10% 70 14% -4% 

Total New Hires 757 100% 495 100% -35% 

PROMOTIONS 

Total Female Non-Minority Promotions 126 39% 98 40% -22% 

Total Female Minority Promotions 113 35% 87 36% -23% 

Total Male Non-Minority Promotions 41 13% 32 13% -22% 

Total Male Minority Promotions 43 13% 26 11% -40% 

Total Promotions 323 100% 243 100% -25% 
 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION  VII:  EMPLOYEE  ENGAGEMENT  

Training by Gender 
Figure 10 

 

 

 

 

 

 

 

 

 

 

Figure 11 

 

 

Training  by Race and Ethnicity  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 12 
Training  by EEO-4 Job Category 

 

 
Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 
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Tuition  Reimbursement Summary 

Table 13 

 

TUITION REIMBURSEMENT  SUMMARY  

 Number 

Total Female 15 

Total Non-Minority Female 7 

Total Minority Female 8 

Total Male 2 

Total Non-Minority Male 1 

Total Minority Male 1 

Total Employees Requesting Tuition  Reimbursement 17 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

Disabilities Summary 

Table 14 

 

DISABILITIES  SUMMARY  

 Number 

Total Employees Self-Identified or Disclosed Disabled 171 

Total Request for Accommodations 75 

Total Request Accommodated 39 

Total Selective Placement Candidates Interviewed 4 

Total Selective Placement Candidates Hired 0 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 
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Exit Survey Summary 

Table 15 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION  VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 

 
HARD-TO-FILL  VACANCIES  

Vacancies 

(as of 6/30/23) 

Vacancies 

(as of 6/30/24) 
Job Code Job Title 

Total # 

Positions 

Vacancy Rate 

FY 23 

Vacancy Rate 

FY 24 

Change in % 

FY24 vs FY23 

4 2 MDGB05 Advance Practice Nurse 15.00 100% 13% -87% 

2 0 MADA05 App.Support Project Leader 19.00 11% 0% -11% 

2 1 MDGB06/MUDG04 Assistant Nursing Director 5.00 29% 20% -9% 

31 119 UDCD02/UDCD32 Certified Nursing Assistant 287.00 11% 41% 31% 

1 1 MDEB02 Chief Physician 3.00 33% 33% 0% 

2 0 MDEC04 Chief Psychiatrist 2.00 100% 0% -100% 

9 6 UDGZ02 Compliance Nurse 23.00 39% 26% -13% 

3 3 UDCZ02 Dental Assistant 5.00 60% 60% 0% 

0 0 MUDE01 Dental Director 1.00 0% 0% 0% 

2 3 MDEA01 Dentist 3.00 67% 100% 33% 

2 0 MDAB01 Epidemiologist I 3.00 67% 0% -67% 

4 3 MDAB02 Epidemiologist II 15.00 29% 20% -9% 

1 3 MDAB03 Epidemiologist III  6.00 33% 50% 17% 

0 0 MDAB04 Epidemiologist IV 2.00 0% 0% 0% 

0 1 UDGA01/MDGA01/ 

UDGA11 

Licensed Practical Nurse I 4.00 0% 25% 25% 

N/A 0 UDGA02/UDGA03/ 

UDGA12/MDGA02 

Licensed Practical Nurse II 3.00 N/A 0% N/A 

14 25 UDGA03/UDGA13/ 

MDGA03 

Licensed Practical Nurse III  62.00 18% 40% 22% 

3 5 MDGZ01/UDGZ01 Nurse Consultant 7.00 43% 71% 29% 

0 0 MDGB07 Nursing Administrator 2.00 0% 0% 0% 

14 18 UDCD01 Nursing Assistant 38.00 48% 0% -48% 

0 0 MUDG01 Nursing Director 5.00 0% 0% 0% 

5 6 MDGB04/UDGY04/ 

UDGY14 

Nursing Supervisor 58 9% 10% 2% 

3 0 UDFA01 Nutritionist I 12 25% 0% -25% 

0 0 UDFA02 Nutritionist II 5 0% 0% 0% 

1 1 MDFA03 Nutritionist III  6 17% 17% 0% 

1 1 MDEB01 Physician 3 33% 33% 0% 

10 6 MDBC01 Program Compliance Specialist I 21 48% 29% -19% 

15 18 MDDR02 Psychiatric Social Worker II 21 71% 86% 14% 

N/A 8 MDDR03/UDDR03/ 

UDDR33 

Psychiatric Social Worker III  30 N/A 27% N/A 

3 2 MDEC03 Psychiatrist III  8 38% 25% -13% 

5 6 MDIA01 Psychologist 10 50% 60% 10% 

4 6 UDGB01/MDGB01 Registered Nurse I 9 50% 67% 17% 

5 4 UDGB02/MDGB02 Registered Nurse II 7 83% 57% -26% 

82 65 UDGB03/MDGB03/ 

UDGB13/MDGY03 

Registered Nurse III  205 38% 32% -7% 

0 0 UCBD02 Senior Food Service Worker 5 0% 0% 0% 

16 8 MADA04 Sr. Application Support Specialist 39 40% 3% -37% 

7 1 MADZ21 Sr. Systems Software Specialist 8 88% 0% -88% 

8 6 MACZ10 Teacher (DHSS/DVI) 25 32% 24% -8% 

3 6 MADF03 Telecom/Network Tech III  6 11% 100% 89% 

1 1 MDKA04/UDKA04 Therapist III  4 25% 25% 0% 

1 1 MDKA01 Therapy Assistant 3 33% 33% 0% 

4 0 MACE02 Trainer/Educator III  (New Title: 

Training and Education Specialist III)  

33 67% 0% -67% 



 

Table 17 
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HARD-TO-FILL  APPLICANT  PIPELINE  

Class Code Class Title 
# Times Posted 

in FY24 

Total # Aps 

Received 

Average # Aps 

Received 

Total # Aps 

Qualified 

Average # Aps 

Qualified 

MDGB05 Advance Practice Nurse 3 3 1 2 1 

MADA05 App.Support Project Leader 1 9 9 2 2 

MDGB06/MUDG04 Assistant Nursing Director 5 33 7 9 2 

UDCD02/UDCD32 Certified Nursing Assistant 10 165 17 73 7 

MDEB02 Chief Physician 4 8 2 2 1 

MDEC04 Chief Psychiatrist 0 0 0 0 0 

UDGZ02 Compliance Nurse 3 31 10 24 8 

UDCZ02 Dental Assistant 1 10 10 0 0 

MUDE01 Dental Director 0 0 0 0 0 

MDAB01 Epidemiologist I 3 82 27 47 16 

MDAB02 Epidemiologist II 7 169 24 71 10 

MDAB03 Epidemiologist III  3 23 8 12 4 

MDAB04 Epidemiologist IV 0 0 0 0 0 

UDGA01/MDGA01/ 

UDGA11 

Licensed Practical Nurse I 
9 35 4 28 3 

UDGA02/UDGA03/ 

UDGA12/MDGA02 

Licensed Practical Nurse II  

9 

 

34 

 

4 

 

24 

 

3 

UDGA03/UDGA13/ 

MDGA03 

Licensed Practical Nurse III  
8 38 5 23 3 

MDGZ01/UDGZ01 Nurse Consultant 4 29 7 9 2 

MDGB07 Nursing Administrator 0 0 0 0 0 

UDCD01 Nursing Assistant 4 75 19 64 16 

MUDG01 Nursing Director 0 0 0 0 0 

MDGB04/UDGY04/ 

UDGY14 

Nursing Supervisor 
13 91 7 64 5 

MDFA01/UDFA01 Nutritionist I 5 24 5 6 1 

MDFA02/UDFA02 Nutritionist II 0 0 0 0 0 

MDFA03 Nutritionist III  1 5 5 2 2 

MDEB01 Physician 0 0 0 0 0 

MDBC01 Program Compliance Specialist I 7 134 19 67 10 

MDDR02 Psychiatric Social Worker II  (New Title: 

Behavioral Health Case Manager II) 
13 126 10 85 7 

MDDR03/UDDR03/ 

UDDR33 

Psychiatric Social Worker III  (New Title: 

Behavioral Health Case Manager III)  
10 86 9 67 7 

MDEC03 Psychiatrist III  0 0 0 0 0 

MDIA01 Psychologist 2 4 2 3 2 

UDGB01/MDGB01 Registered Nurse I 7 22 3 13 2 

UDGB02/MDGB02 Registered Nurse II 7 18 3 16 2 

UDGB03/MDGB03/ 

UDGB13/MDGY03 

Registered Nurse III  
25 187 7 126 5 

MBDZ01/UBDZ09/UB 

DZ10/UBDI01/UBDI02 

Security Officer 
7 142 20 48 7 

MADA04 Sr. Application Support Specialist 
9 63 7 31 3 

UCBD02 Senior Food Service Worker 1 9 9 2 2 

MADZ21 Sr. Systems Software Specialist 4 13 3 9 2 

MACZ10 Teacher (DHSS/DVI) 0 0 0 0 0 

MADF03 Telecom/Network Tech III  5 36 7 24 5 

MDKA04/UDKA04 Therapist III  1 10 10 1 1 

MDKA01 Therapy Assistant 5 29 6 2 0 

MACE02 Trainer/Educator III  ( (New Title: Training and 

Education Specialist III)  
2 4 2 1 1 

 
 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 



STATE OF DELAWARE  

Department of Health and Social Services (DHSS) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

Table 18 

 

 

 

 

Turnover  by Division 

Dept ID Division 
Turnover  Rate Turnover  Rate Change in % 

FY23 FY24 FY24 vs FY23 

350100000 DHSS/OSEC/Administration 11% 11% 0% 

350200000 DHSS/Medicaid & Medical Assist 12% 13% 2% 

350500000 DHSS/Public Health 16% 14% -3% 

350600000 DHSS/Substance Abuse &Mental Health 16% 14% -2% 

350700000 DHSS/Social Services 8% 10% 2% 

350800000 DHSS/Visually Impaired 17% 12% -5% 

350900000 DHSS/Health Care Quality 15% 18% 3% 

351000000 DHSS/Child Support Services 16% 9% -7% 

351100000 DHSS/Developmental Disabilities 17% 18% 2% 

351200000 DHSS/State Service Centers 14% 26% 11% 

351400000 DHSS/Svcs Aging & Adults w/ Phys Dis 15% 14% -1% 

Department Average 14% 14% 0% 
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Table 19 
 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as 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. This data includes all jobs posted in the Delaware Employment Link (JobAps) Recruitment 

System including Casual Seasonal Recruitments. 

Figure 20 

FY24 Applicant  Pipeline by Gender 
 

Figure 21 

FY24 Applicant  Pipeline by Minority  vs. Non-Minority  
 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 

 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 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 81 58 

FY24 58 42 

Change FY23 vs FY24 -23 -16 

 

 

Table 23 

 

Fiscal Year 
Average Time Request-to-Open 

(days) 

Average Time Closing Date-to- 

Referral (days) 

FY23 6 4 

FY24 4 2 

Change FY23 vs FY24 -2 -2 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

managerôs effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures 

HRôs effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill  a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment 

closes until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar 

days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 
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SECTION  IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  
Objective 

Measures of 

Success/Key Results 
Responsible Group Resources 

Target Date to 

Completion 

SP-1 

Goal 1 

Succession Planning Number of Promotions 

 

Knowledge Gaps 

Identified and Filled as 

Part of Retirement 

Readiness Plan 

DHSSôs DHR Team 

 

DHSS Division 

Leadership 

GEAR Certification 

 

Frontline Leadership 

Training 

 

DHSS Leadership 

Academy 

 

Standard Operating 

Procedures 

DHR Workforce 

Planning 

June 2025 

SP-1 

Goal 2 

Engaging the DHSS 

workforce in 

meaningful 

conversations about 

DEI&A topics 

DHSS Employee 

attendance at DHR 

Cultural Heritage month 

events 

Building of a DHSS 

DEI&A  Workgroup and 

introduction of 

events/activities/training 

Release of DHSS 

intranet pages focused 

on DEI&A topics 

DHSSôs DHR Team 

DHSS DEI&A  Core 

Group 

DHSS Local 

Diversity 

Committee 

 

DHR - DEI 

 

DHSS Intranet 

April  2025 

SP-1 

Goal 3 

Recruitment pipeline 

development 

New pipelines created 

within communities. 

DHSSôs DHR Team 

 

DHR ï Talent 

Acquisition/Recruitment 

DHR Internship 

Program 

 

Pathways Program 

 

Selective Placement 

Program 

 
Community Partners 

April  2025 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage, and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-2 

Goal 1 

Increase DHSS 

management and 

leadership capability 

to engage, motivate 

and retain its 

workforce by 

applying inclusive 

leadership approaches 

Participation of 

managers in inclusive 

leadership training 

 

Recognition of 

managers who 

exemplify inclusive 

leadership 

 

Incorporation of 

leadership 

expectations within 

performance plans 

DHSSôs DHR Team 

 

DHSS Division 

Leadership 

DHR ï Training and 

HR Solutions 

(Delaware Learning 

Center) 

 

DHSS - DEI&A  Core 

Group 

 

DHSS Leadership 

Academy 

 

DHR - DEI 

June 2025 

SP-2 

Goal 2 

360-degree feedback 

component 

incorporated in 

professional 

development 

activities focused on 

supervisor and 

management 

effectiveness 

Supervisor and 

management 360- 

feedback tool piloted 

as part of succession 

planning 

DHSSôs DHR Team 

 

DHSS Division 

Leadership 

DHR ï Training and 

HR Solutions 

June 2025 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  
Objective 

Measures of 

Success/Key Results 

Responsible 

Group 
Resources 

Target Date to 

Completion 

SP-3 

Goal 1 

Increase DHSS 

management and 

leadership capability 

to engage, motivate, 

and retain its 

workforce by 

applying inclusive 

leadership 

approaches 

Participation of 

managers in inclusive 

leadership training 

 

Recognition of 

managers who 

exemplify inclusive 

leadership 

 

Incorporation of 

leadership expectations 

within performance 

plans 

DHSSôs DHR Team 

DHSS Division 

Leadership 

DHR ï Training and 

HR Solutions 

(Delaware Learning 

Center) 

 

DHSS - DEI&A  

Core Group 

 

DHSS Leadership 

Academy 

 

DHR - DEI 

 

DHSS intranet 

pages with HR- 

related content 

June 2025 

SP- 3 

Goal 2 

Evaluate potential 

expansion of career 

ladder use in DHSS 

Number of career 

ladders used for 

advancement. 

Addition of previously 

unused career ladders 

within DHSS 

DHSSôs DHR Team 

 

DHSS Division 

Leadership 

DHR Classification 

and Compensation 

 

DHSS Subject 

Matter Experts 

April  2025 

SP- 3 

Goal 3 
Engage the DHSS 

workforce in 

meaningful 

conversations about 

DEI topics 

DHSS Employee 

attendance at DHR 

Cultural Heritage month 

events 

Building of a DHSS 

DEI&A  Workgroup and 

introduction of 

events/activities/training 

 

Release of DHSS 

intranet pages focused 

on DEI&A topics 

DHSSôs DHR 

Team 

 

DHSS - DEI&A  

Core Group 

Cultural Heritage 

Month Activities 

 

DHR - DEI 

April  2025 
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and 

FY25 Action Plan 

July 1, 2024 ï June 30, 2025 
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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 

Cabinet Secretary, Department of Human Resources 

 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

 

FROM: Michael R. Berry 

Major General, The Adjutant General 

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: Delaware National Guard FY24 Equal Employment Opportunity/Affirmative 

Action Report and FY 25 Action Plan 

 

 

Attached is a copy of the Delaware National Guard FY24 Equal Employment Opportunity/Affirmative Action 

Report and FY25 Action Plan submitted in accordance with Executive Order No. 30, Delawareôs Continuing 

Commitment to a Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

 

If  you have any questions, please let us know. 

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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¶ Promotions 

Section VII:  Employee Engagement 

¶ Training 

¶ Tuition Reimbursement 

¶ Disabilities 

¶ Exit Survey 

Section VIII:  Recruitment and Retention Summary 

¶ Hard-to-Fill  Jobs 

¶ Turnover 

¶ Applicant Pipeline 

¶ Time-to-Fill/Time-to-Hire 

Section IX:  Plan of Action - Future Steps to Implement in FY25 (July 1, 2024 ï June 30, 2025) 

¶ Strategic Priority 1: Workplace Environment, Climate, and Culture 

¶ Strategic Priority 2: Management and Supervisory Effectiveness 

¶ Strategic Priority 3: Professional Development, Education, and Awareness 
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SECTION I:  POLICY  STATEMENT  

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by Major General Michael R. 

Berry. Executive Order 30 (Appendix A) is also attached to this Report. 

SECTION II:  EXECUTIVE  SUMMARY  

SUMMARY STATEMENT:  

The Delaware National Guard (DNG) remains committed to embed the principles of Equal Employment 

Opportunity (EEO) into every facet of our organization. This commitment underscores our policy to ensure that all 

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. 

The leadership within the DNG plays a critical role in this initiative. Each leader is accountable for overseeing 

all aspects of employment practicesðranging from hiring and dismissal to compensation, job assignment, training, 

and benefitsðensuring 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 integral component of our EEO policy is the protection it provides to employees and applicants. Individuals 

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 

necessary to foster an environment that emphasizes achievement and inclusivity, thereby helping individuals reach 

their highest potential in service to our State and Federal missions. 

Supervisors are tasked with the affirmative implementation of these policies, with the expectation that they 

will  actively work to prevent discrimination and uphold EEO principles. Every employee is equally expected to 

recognize and cooperate with these policies, contributing to a culture of fairness and respect. 

This report presents an analysis of statistical and demographic data for Fiscal Year 2024 (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 

composition, identify areas for improvement, and celebrate our progress in building a more equitable workplace. 

Diversity, equity, inclusion, and belonging are not merely goals; they are institutional priorities that drive our 

mission forward. We actively invite leaders from various agencies to collaborate in fostering a culture of 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 employees are essential to their success, 

particularly those with disabilities or unique religious practices. DNG provides these accommodations without 

incurring undue hardship, thus ensuring that everyone has equal access to opportunities within our organization. 

Our EEO staff work diligently to make EEO information accessible to all employees and job seekers. We 

understand the importance of staying informed about evolving legislation, EEOC guidance, and executive orders. 
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Relevant information is prominently displayed throughout our facilities and is also accessible on our local intranet, 

ensuring that our workforce remains educated and aware of their rights. 

Finally, our commitment to maintaining a culture that values everyone as an equal partner is paramount. We 

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. 
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DEPARTMENT  SUMMARY   

Name of Division 
# of 

Employees 

# Full-Time 

Equivalent 

Adjutant General 1 1 

Command Group 6 8 

Comptrollerôs 5 5 

Human Resource 2 2 

Anti-Terrorism/Force Protection 1 1 

Family Readiness 4 4 

Construction Facility Management 27 29 

Bethany Beach Training Site 0 1 

Environmental - Army 4 4 

Electronic Security Service 1 1 

Security Police 24 25 

Firefighter 24 30 

Civil Engineers 16 17 

Environmental - Air 1 1 

TOTAL  116 129 
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The Adjutant General 

MG Michael R. Berry 

Human Resource 
Director (HRO) 

 

Phillip Croall 

State Personnel 
Branch Manager 

State Equal 
Employment Manager 

Diversity, Equity & 
Inclusion Coordinator 

Daniel Susi Mark A. Smith Kemberly Fairfax 

 

RESPONSIBILITIES  FOR IMPLEMENTATION:  

The Adjutant General of the Delaware National Guard oversees the implementation of the Departmentôs Affirmative 

Action Plan to ensure that it is implemented promptly and effectively. The State Equal Employment Manager, Mark 

A. Smith 302-326-7262, mark.a.smith6.civ@army.mil implements the Affirmative Action Plan and ensures that 

managers follow federal and state laws, regulations, and executive orders. The Affirmative Action Officerôs duties 

and responsibilities include: 

State Employment Manager (SEEM): Position is a direct report to TAG with administrative coordination between 

the Human Resources Office (HRO) and the Delaware National Guard (DNG) Chiefs of Staff (CoSs). This position 

is under the general supervision of the HRO, with direct access and advisory responsibility to TAG on all EEO and 

diversity management issues. The positionôs purpose is to provide guidance and advice to the Adjutant General, 

senior commanders, managers on statutory requirements relating to the entire EEO program. SEEM is the principal 

point of contact with the National Guard Bureauôs office of Equal Opportunity (NGB-EO) and the local district 

office of the Equal Employment Opportunity Commission (EEOC). SEEM communicates with Senior Leadership 

to ensure DE&I, EEO Compliance is supported throughout DNG. Proactive strategies are incorporated into the 

EEO-AA Plan. By doing so, the strategy to raise awareness in DE&I in all decisions becomes a sustainable goal. 

In conjunction with State of Delawareôs EEO/AA Plan and Department of Defense (DoD) sections of equal 

opportunity, all full -time DNG personnel matters involving equal opportunity and treatment benefit from DoDôs 

affirmative employment program managed by the SEEM. 

 

ORGANIZATIONAL  CHART:  
 

 

 

mailto:mark.a.smith6.civ@army.mil
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  
Objective 

Measures of 

Success/Key Results 

Responsible 

Group 
Steps Taken Status 

SP-1 

Goal 1 

Gain in-depth feedback 

from the workforce to 

impact the work 

environment 

Quarterly monitoring 

of employee training 

& policy 

acknowledgement 

DNG-HRO 

DNG- OEODI 

DNG-DEI 

Initiate survey for 

current employee; 

review quarterly 

exit interviews 

Complete 

SP1 

Goal 2 

Increase the cultural 

competence of 

Employees 

 

Employees are often 

unaware that their 

actions may be 

offensive to others 

 

Participation in 

Cultural Heritage 

Events ran by a local 

Diversity Committee 

and DHR 

DNG-HRO 

 

Supervisors 

DNG-OEODI 

Diversity, Equity & 

Inclusion Hire 

Ongoing 

SP-1 

Goal 3 

Resource equitable 

employee development 

& access to 

opportunities 

Eliminate barriers to 

employment 

opportunities for 

protected class 

individuals 

DNG-HRO 

DNG-OEODI 

Analyze groups by 

race & gender 

throughout hiring 

process 

Complete 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 

Goal 1 
Hold all managers 

& supervisors 

accountable to EEO 

& Diversity 

Principles 

FY24 Performance 

appraisals rating 

period completion 

CMD-GRP 

DNG-HR 

DNG-PM 
Supervisors 

Performance 

evaluations include 

adherence to EEO 

& DEI policies 

Ongoing 

SP-2 

Goal 2 

Develop effective 

& accountable 

leadership for 

advancement 

Increase 

employeeôs sense of 

responsibility to 

advance 

CMD-GRP 

DNG-HRO 

DNG-OEODI 

Develop 

measurable teams 

& individual goals 

that demonstrate 

achievement & 

establish track 

records of success 

for advancement 

Complete 

SP-2 

Goal 3 
Enshrine Diversity 

& EEO as 

foundations of an 

effective & 

productive agency 

Safe & harassment- 

free workplace 

functionally aligned 

with the agencyôs 

vision, mission, 

goals & objectives 

DNG-HRO 

Supervisors 

DNG-OEODI 

Provide sound 

guidance, promptly 

respond to EEO 

issues & 

recommend 

equitable dispute 

resolution 

FY23 EEO/AA 

Report and FY 24 

Plan of Action 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-3 

Goal 1 

Partner with DHR 

to pilot a DEI 

training Program 

for employees 

Participation in the 

training programs 

DNG-HR 

DHR DEI Team 
Training programs 

from DHRôs 

website 

Ongoing 

SP-3 

Goal 2 

Use DHRôs 

Cultural Heritage 

month activities to 

increase inclusivity 

and provide a 

cultural learning 

opportunity for 

employees 

Attendance at 

DHRôs Cultural 

Heritage Month 

Events 

 

Feedback from post 

event surveys 

DNG-HR 

DNG Local 

diversity 

Committee 

DHR DEI Team 

DHRôs Cultural 

Heritage Month 

Events 

 

Schedule DNG 

Diversity Day 

Spring 2025 

Ongoing 



 

 

 

SECTION  IV:  WORKFORCE ANALYSIS  

DELAWARE  NATIONAL  GUARD WORKFORCE  ANALYSIS  OVERVIEW:  

 

The Delaware National Guard is underrepresented in four EEO-4 categories with 116 fulltime employees 

the opportunities to change the demographics are limited. Minorities represent 23% of the workforce, a 1% 

decrease from FY23. 

Below are observable trends that affect DE National Guards opportunity to increase diversity in its workforce. 

 

 

1. Protective services positions remain difficult to fill and retain qualified employees due to competitive 

salaries. Currently DE National Guard is unable to offer bonuses comparable to 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 

category to consistently fall in a underrepresented group. Historically speaking the position has been filled 

by both male and female representation. 

a. Local Diversity Council has been established with quarterly meetings scheduled through June 2025. 

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

b. DE National Guard must continue to require leadership and supervisory education skill to improve 

workplace culture and equity. 

c. A review of current internship and fellowship programs is underway to ensure these opportunities 

attract diverse candidates. Given that such programs often serve as gateways to future employment, actively 

promoting them within underrepresented communities is essential in paving the way for a more diverse 

workforce. 

In conclusion, The Delaware National Guard's FY24 Equal Employment Opportunity/Affirmative Action 

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 path 

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, fostering a dynamic and 

innovative environment for all personnel. Through relentless efforts to champion equal opportunities, the DE 

National Guard is well-equipped to fulfill its mission while celebrating the unique contributions of every 

candidate. 
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DELAWARE  NATIONAL  GUARD DEMOGRAPHICS  AT A GLANCE:  

The total number of Delaware National Guard EEO-4 eligible employees as of June 30, 2024, is 123. 

The DELAWARE NATIONAL GUARD EEO-4 workforce demographic data reflect the race/ethnicity and gender 

representation of the DELAWARE NATIONAL  GUARD workforce based on the total number of employees within 

the eight EEO-4 categories (Appendix B). Analyses compare DELAWARE NATIONAL GUARD 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: 

¶ Minorities represent 23% of the total DNG workforce, a -1% decrease from FY23. 

¶ Minorities are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-25%) 

o Professionals (-2%) 

o Protective Services (-12%) 

o Office & clerical (-6%) 

o Skilled Craft (-15%) 

o Service Maintenance (-12%) 

 

Female Representation: 

¶ Females represent 21% of the total DNG workforce, no change from FY23. 

¶ Females are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-45%) 

o Protective Service (-11%) 

o Office & clerical (23%) 

o Service Maintenance (-35%) 

 

Male Representation: 

¶ Males represent 78% of the DNG workforce, a 2% increase from FY23. 

¶ Males are under-represented in the following EEO-4 categories: 

o Professionals (14%) 

o Paraprofessional (-23%) 

o Skilled Craft (8%) 
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EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Table 2 

Minority  Labor  Market  Representation FY24 

(Including Race and Ethnicity)  
 

 Comparison to Minority %  of Category 

 

EEO-4 CATEGORY  

 

Labor 

Market  % 

 

Minority  % 

of Category 

Minority  

Variance to 

Labor 
Market  

 

Black 

 

Hispanic/ 

Latino 

 

Asian 

 

Pacific 

Islander 

 

American 

Indian 

 

Multi  

Racial 

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 Protective Services 37% 24% -12% 16% 4% 2% 0% 0% 2% 

5 Para Professional 34% 100% 66% 100% 0% 0% 0% 0% 0% 

6 Office & Clerical 31% 25% -6% 0% 25% 0% 0% 0% 0% 

7 Skilled Craft 26% 10% -15% 7% 0% 0% 0% 3% 0% 

8 Service Maintenance 45% 33% -12% 17% 17% 0% 0% 0% 0% 
 

 

Table 3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 4 

Female Labor Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

 

 

 

 

 

 

 

 

 

 

Male Labor  Market  Representation FY24 

(Including Race and Ethnicity)  
 Comparison to Minority %  of Category 

 

EEO-4 CATEGORY  

Labor 

Marke 

t % 

Male % 

of 

Category 

Male 

Variance 

to Labor 
Market  

 

White 

 

Black 

 

Hispanic/ 

Latino 

 

Asian 

 

Pacific 

Islander 

 

American 

Indian 

Multi  

Racia 

l 

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 Protective Services 81% 92% 11% 67% 16% 4% 2% 0% 0% 2% 

5 Para Professional 23% 0% -23% 0% 0% 0% 0% 0% 0% 0% 

6 Office & Clerical 35% 58% 23% 50% 0% 8% 0% 0% 0% 0% 

7 Skilled Craft 94% 86% -8% 76% 7% 0% 0% 0% 3% 0% 

8 Service Maintenance 56% 92% 36% 58% 17% 17% 0% 0% 0% 0% 

 

Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 

 Comparison to Minority %  of Category 

 

EEO-4 CATEGORY  

Labor 

Market  

% 

Female % 

of 

Category 

Female 

Variance 

to Labor 

Market  

 

White 

 

Black 

 
Hispanic/ 

Latino 

 

Asian 

 
Pacific 

Islander 

 
American 

Indian 

 
Multi  

Racial 

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 Protective Services 19% 8% -11% 8% 0% 0% 0% 0% 0% 0% 

5 Para Professional 77% 100% 23% 0% 100% 0% 0% 0% 0% 0% 

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

7 Skilled Craft 6% 14% 8% 14% 0% 0% 0% 0% 0% 0% 

8 Service Maintenance 44% 8% -36% 8% 0% 0% 0% 0% 0% 0% 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY  

FY22 FY23 FY24 

Minority  Variance of Labor 

Market  

Minority  Variance of Labor 

Market  

Minority  Variance of Labor 

Market  

1 Officials &Administrators -25% -25% -25% 

2 Professionals -19% -9% -2% 

3 Technicians NA NA NA 

4 Protective Services -12% -9% -12% 

5 Paraprofessional 33% 33% 66% 

6 Office & Clerical -19% -13% -6% 

7 Skilled Craft -9% -10% -15% 

8 Service Maintenance -12% -12% -12% 

 

Female Representation Trends FY22, 23, 24 
 

Table 6 
 

 

EEO-4 CATEGORY  

FY22 FY23 FY24 

Female Variance of Labor 

Market  

Female Variance of Labor 

Market  

Female Variance of Labor 

Market  

1 Officials &Administrators -45% -45% -45% 

2 Professionals 8% 11% 14% 

3 Technicians NA NA NA 

4 Protective Services -11% -12% -11% 

5 Paraprofessional 23% 23% 23% 

6 Office & Clerical -2% -10% -23% 

7 Skilled Craft 8% 7% 8% 

8 Service Maintenance -36% 36% -36% 

 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY  

FY22 FY23 FY24 

Male Variance of Labor 

Market  

Male Variance of Labor 

Market  

Male Variance of Labor 

Market  

1 Officials &Administrators 45% 45% 45% 

2 Professionals -8% -11% -14% 

3 Technicians NA NA NA 

4 Protective Services 11% 12% 11% 

5 Paraprofessional -23% -23% -23% 

6 Office & Clerical 2% 10% 23% 

7 Skilled Craft -8% -7% -8% 

8 Service Maintenance 36% 36% 36% 

 

Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 

No recorded complaints for  FY 2024 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION  VII:  EMPLOYEE  ENGAGEMENT  
 

 

Figure 10 

 

 

 

 

 

 

 

 

 

Figure 11 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 12 

 

Training by Gender 
 

TRAINING  BY GENDER 

 Number 

Female 15 

Male 55 

TOTAL EMPLOYEES 70 

 

Training  by Race and Ethnicity  

 

TRAINING  BY RACE &  ETHNICITY  

 Number 

WHITE 54 

HISPANIC 4 

BLACK 10 

AMIND  1 

MULTI  1 

TOTAL EMPLOYEES 70 

 

 

Training  by EEO-4 Job Category 
 

TRAINING  BY EEO-4 JOB CATAGORY  

 Number 

1 Officials & Administrators 1 

2 Professionals 9 

3 Technicians 0 

4 Protective Services 30 

5 Para Professional 0 

6 Office & Clerical 7 

7 Skilled Craft 17 

8 Service Maintenance 6 

Total Employees 70 

 

Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 
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Tuition  Reimbursement Summary 

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 Employees Requesting Tuition  Reimbursement 241 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 

 

DISABILITIES  SUMMARY  

 Number 

Total Employees Self-Identified or Disclosed Disabled 7 

Total Request for Accommodations 2 

Total Request Accommodated 2 

Total Selective Placement Candidates Interviewed 0 

Total Selective Placement Candidates Hired 0 

 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 
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Exit Survey Summary 

Table 15 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION  VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 

 

HARD-TO-FILL  VACANCIES  

Vacancies Vacancies 
Job 

Code 

 

Job Title 

Total # 

Positions 

Allocated 

Vacancy 

Rate FY 

23 

Vacancy 

Rate FY 

24 

Change in 

% FY24 

vs FY23 
(as of 

6/30/23) 

(as of 

6/30/24) 

6 10 N82691 Fire Protection 30.00 11% 33% 22% 

 

Table 17 
 

HARD-TO-FILL  APPLICANT  PIPELINE  

Class 

Code 

 

Class Title  

# Times 

Posted in 

FY24 

Total # 

Aps 

Received 

Average # 

Aps 

Received 

Total # 

Aps 

Qualified 

Average # 

Aps 

Qualified 

N82691 Fire Protection 5.00 10.00 2.00 9.00 1.80 

 

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 

 

Table 18 

 

Table 19 
 

 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as of 06/30/2024. 
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Applicant  Pipeline 

 

In FY24, 106 people applied online to DNG jobs, an increase from FY23 in which 63 applied. This 

data includes all jobs posted in the Delaware Employment Link (JobAps) Recruitment System 

including/excluding Casual Seasonal Recruitments. 

Figure 20 
 

Figure 21 

 

 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 

 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 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 57 21 

FY24 68 21 

Change FY23 vs FY24 11 0 

 

 

Table 23 

 

Fiscal Year 
Average Time Request-to- 

Open (days) 

Average Time Closing Date- 

to- Referral (days) 

FY23 17 14 

FY24 8 16 

Change FY23 vs FY24 -9 2 

 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

managerôs effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

 

 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures 

HRôs effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill  a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment 

closes until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar 

days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 
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SECTION IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP 1 

Goal 1 

Develop robust 

leadership 

engagement 

structure that 

includes members 

from all vested 

partners and 

working groups 

Conduct quarterly 

LDC meetings to 

discuss outcomes. 

Develop 

subcommittees to 

represent 

underrepresented 

populations 

DNG HRO 

DNG OEODI 

DHR and DNG 

policies 

28 February 2025 

SP 1 

Goal 2 

Increase the cultural 

competence of 

Employees 

Conduct local 

Diversity Day 

events and 

encourage 

participation in 

DHR Cultural 

Heritage events. 

DNG HRO 

DNG OEODI 

DNG policies and 

HRIL 

30 April  2025 

SP 1 

Goal 3 

Recruit and assess 

populations that 

reflect the 

comparative 

Delaware 

population 

Increase familiarity 

of civilian and 

current DNG 

membership with 

state employment 

opportunities 

DNG HRO Presence at state 

and DNG Job Fairs 

30 June 2025 



STATE OF DELAWARE  

Delaware National Guard (DNG) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 
 

STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP 2 

Goal 1 

Recruit for hard-to- 

fill positions: 

Firefighter 

Turnover rate and 

number of 

vacancies decrease 

to less than 5% 

DNG 

Supervisors 

DNG Recruiting 

State Job Fairs, J9 

office, DHR 

30 June 2025 

SP 2 

Goal 2 

Enhance talent 

management/internal 

employee lifecycle 

process by using 

achievable 

milestones to affect 

change 

Increase 

demographic 

diversity among 

those selected for 

key career 

assignments and 

education. Limit 

non-competitive 

reassignments. 

DNG HRO 

 

Supervisors 

Employee 

Performance Plans 

30 June 2025 

SP 2 

Goal 3 

Manage and 

maintain qualified 

employee through 

retention initiatives 

Decrease 

controllable losses 

by 20% FY25 

DNG HRO 

Supervisors 

Incentive 

opportunities, 

Performance Plans 

30 June 2025 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP 3 

Goal 1 

Prioritize equitable 

access and balanced 

distribution of 

resources & 

opportunities 

Identify, evaluate 

and address current 

barriers to equitable 

access to 

opportunities; 

develop 

mechanisms to 

deliver 

communications to 

100% of the 

workforce. 

DNG HRO 

 

Supervisors 

DNG OEODI 

DHR and DNG 

TEAMS Share 

drives; Social 

Media Presence 

30 March 2025 

SP 3 

Goal 2 

Increase 

representation of 

diverse populations 

in underrepresented 

career fields and at 

all levels. 

Develop leadership 

training program/ 

Variance between 

local labor market 

and DNG 

population decrease 

DNG 

Supervisors 

DNG OEODI 

Delaware Learning 

Center; DNG 

training course 

listing by position 

30 June 2025 

SP 3 

Goal 3 

Develop relevant 

and meaningful 

training for 

management. 

Incorporate training 

program at all 

levels of the 

organization with 

refresher and 

update training 

annually. 

DNG HRO 

 

Supervisors 

DNG OEODI 

DNG Public Affairs 

Office, State 

Training 

30 March 2025 
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State of Delaware 

Department of Natural  Resources and Environmental Control  

 

 

FY24 EEO/AA Report 

July 1, 2023 ï June 30, 2024 

and 

FY25 Action Plan 

July 1, 2024 ï June 30, 2025 
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MEMORANDUM  

 

 

TO: Claire DeMatteis 

Cabinet Secretary, Department of Human Resources 

 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

 

FROM: Shawn M. Garvin 

Cabinet Secretary, Department of Natural Resources and Environmental Control 

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 

 

 

Attached is a copy of the DNREC FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 

Action Plan submitted in accordance with Executive Order No. 30, Delawareôs Continuing Commitment to a 

Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

 

If  you have any questions, please let us know. 

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  

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by Secretary Shawn Garvin. 

Executive Order 30 (Appendix A) is also attached to this Report. 

 

 

SECTION II:  EXECUTIVE  SUMMARY  

The Department of Natural Resources and Environmental Control (DNREC) continues to promote a diverse 

workforce in which each employee at every level of the organization is valued and respected. We are focused on 

ensuring a workforce climate that is inclusive by continuing to promote equal opportunities to all persons of diverse 

backgrounds regardless of their race, color, religion, national origin, age, sex, mental or physical disability, sexual 

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 natural 

resources, protect public health and the environment, provide quality outdoor recreation, improve the quality of life, 

and educate the public on historic, cultural, and natural resource use, requirements, and issues. We realize that to 

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 establish a Local Diversity Committee (LDC) formed from a diverse 

mix of DNREC employees at various divisions throughout the agency. The DNREC LDC was created to provide 

insight, feedback, and actionable next steps 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 to fill 

positions, other classifications, and expanded recruitment efforts by reclassifying positions in the marketing and 

environmental sciences classifications. The agency also highlighted hard-to-fill classifications during the ten-day 

Delaware State Fair which allowed Human Resources staff to engage with potential applicants from various diverse 

groups and strengthen our efforts to recruit a diverse workforce. 
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DEPARTMENT  SUMMARY  

Name of Division # of Employees 

Office of the Secretary 114 

Division of Air  Quality 56 

Division of Parks and Recreation 159 

Division of Fish and Wildlife  94 

Division of Watershed Stewardship 57 

Division of Waste and Hazardous Substances 90 

Division of Water 83 

Division of Climate, Coastal Energy 39 

TOTAL  692 
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RESPONSIBILITIES  FOR IMPLEMENTATION:  

The Secretary of DNREC oversees the implementation of the Departmentôs Affirmative Action Plan to ensure that it 

is implemented promptly and effectively. The EEO/AA Officer, Tonya Brady 302-739-9060, 

tonya.brady@delaware.gov, implements the Affirmative Action Plan and ensures that managers follow federal and 

state laws, regulations, and executive orders. The Affirmative Action Officerôs duties and responsibilities include: 

List responsibilities 

1. Act as a key resource to agency management regarding equal employment opportunity, affirmative action, 

and workforce diversity matters. 

2. Coordinate and monitor action plans designed to identify the causes of underutilization concerns and to 

eliminate employment barriers. 

3. Review agency policies and procedures to ensure there is no adverse impact against employees in any 

racial/ethnic, gender, gender identification, disability, or any of he protected categories. 

4. Manages the discrimination complaint system which includes investigating allegations of discrimination, 

maintaining tracking systems, records, and appropriate posting requirements. 

5. Propose personnel management policies, procedures and practices (i.e. recruitment, hiring, retention, etc.). 

6. Participate in outreach/recruitment planning and evaluates the results of efforts. 

7. Provide consultation, training, assistance and advice to the agency on workforce diversity issues, availability, 

and trends. 

8. Chair the Agencyôs Local Diversity Committee and Promote EEO/AA initiatives and provides training, 

consultation, technical assistance on such issues as developing recruitment pools, interviewing skills and 

procedures. 

9. Educates and informs incoming staff on the DNREC commitment to being an inclusive employer, by way of 

the New Employee Orientation. 

mailto:tonya.brady@delaware.gov
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ORGANIZATIONAL  CHART:  
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-1 

Goal 1 

Prevent 

discriminatory 

practices in 

recruitment. 

Expansion in 

recruitment areas. 

Increased interest and 

attraction from a 

more diverse 

applicant pool. 

Improvement in 

agency diversity. 

Human Resources, 

Agency, and Division 

level Management 

Assured that Hiring 

managers and 

interview panelists 

were well trained 

by assigning 

updated training 

that helped 

attendees to identify 

and prevent 

unconscious and 

implicit biases in 

decision making. 

ongoing 

SP-1 

Goal 2 

Achieve a culture of 

accountability, 

inclusivity, and 

accessibility. Utilize 

the data, analytics, 

and information to 

support, evaluate, and 

improve the agencyôs 

awareness programs 

and processes. 

Improved and 

consistent application 

of Performance 

Review process 

across the agency. 

Reduction in staff 

complaints and 

grievances and 

improved staff work 

performance. 

Human Resources, 

Agency, and Division 

level Management 

We now require all 

management to 

consult with Human 

resources before 

recommending or 

imposing disciplinary 

and corrective 

actions. 

Implemented and 

ongoing 

SP-1 

Goal 3 
Increase attendance at 

DHRôs Cultural 

Heritage month 

learning opportunities 

in order to celebrate 

diversity and foster 

inclusivity 

Evaluation survey DHR DE&I  team Event evaluation 

surveys were sent to 

all attendees for 

feedback. 

Survey completed 

and results received 

and evaluated by 

DNREC LDC 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 

Goal 1 

Continue to work to 

improve hiring 

practices in 

recruitment and 

selection processes 

EEO AA report 

being representative 

of the Delaware 

workforce 

Human Resources, 

Agency level 

Management, 

Division level 

Management 

Implemented a 

consistent process 

to confirm that all 

interview panels are 

inclusive and 

diverse in gender 

and ethnicity 

ongoing 

SP-2 

Goal 2 

Continue to develop 

and implement 

effective trainings for 

supervisors and 

managers to identify 

and eliminate bias in 

conflict resolutions. 

 

Reduction in claims 

of discriminatory 

practices relating to 

members of protected 

classes. 

Human Resources, 

Training Education 

Administrators, 

Agency level 

management, 

Division & Section 

level Management. 

Implemented a 

process to 

periodically review 

and offer updated 

and necessary 

trainings to 

management 

ongoing 

SP-2 

Goal 3 

Enhance diversity, 

equity, inclusion, and 

accessibility in the 

workplace. 

Develop baselines 

and measure the 

effectiveness of 

management 

educational tools. 

Develop and 

implement consistent 

requirements for 

mandatory trainings. 

Improved leadership 

training and 

accountability 

standards. 

Improved feedback 

surveys to measure 

training 

effectiveness. 

Improved work 

relations between 

management and 

staff. 

Reduction in staff 

turnover. 

Human Resources, 

Agency, and Division 

level Management 

Not yet addressed Pending 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP -3 

Goal 1 

Provide effective 

delivery of 

meaningful policy 

engagement and 

address compelling 

challenges together. 

Generate more 

opportunities to foster 

partnerships between 

agency leadership and 

Human Resources. 

Human Resources, 

Agency Leadership 
  

SP-3 

Goal 2 

Create a more robust 

presence in secondary 

education while 

widening 

participation and 

access to programs in 

underserved 

communities. 
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SECTION  IV:  WORKFORCE ANALYSIS  

DNREC WORKFORCE  ANALYSIS  OVERVIEW:  

The Department of Natural Resources and Environmental Control is underrepresented in six EEO-4 categories. 

DNREC has 692 employees and minorities represent 15% of the DNREC workforce which includes 7.4% Black and 

2% Hispanic. 

Below are observable trends that affect DNRECôs opportunity to increase diversity in their workforce: 

Competition for engineering and stem fields is high from private industry and the Federal Government. DNREC did 

continues to offer recruitment incentives for the Engineer series. 

DNREC has excellent outreach to the public, especially the Division of Parks and Recreation. The agency is 

particularly active on social media to promote the agency and employment opportunities. DNREC must target 

recruitment efforts towards diverse schools and promote job shadowing and internships through the Delaware 

Pathways Program to encourage students to join the field, thus increasing diversity in the workforce. 

DNREC hires over 500 casual/seasonal employees during the summer. Ensuring we are targeting diverse schools to 

get more interest in our summer jobs, which may lead to more diverse recruitments for full-time positions. 

To stay competitive in the job market, DNREC is allowing remote work to attract the younger generations to our 

jobs. 

DNREC continues to educate hiring managers on their role in creating a diverse workforce through recruitment and 

retention efforts. 

In summary, although DNREC is underrepresented in seven EEO-4 categories the trend is changing due to the 

establishment of more diverse sourcing pipelines. DNREC continues to educate hiring managers on diversity hiring 

and respectful workplace policies to ensure we attract, hire, and retain minority employees while ensuring an 

inclusive workplace climate. DNRECôs workforce planning and subsequent recruitment efforts are broad in scope 

while focusing on positions that are Hard-to Fill 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:  

The total number of DNREC EEO-4 eligible employees as of June 30, 2024, is 692. 

The DNREC EEO-4 workforce demographic data reflect the race/ethnicity and gender representation of the DNREC 

workforce based on the total number of employees within the eight EEO-4 categories (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 Para-Professional and Service Maintenance EEO-4 

categories. 

The following summary of findings was derived from this data: 

Minority  Representation: 

¶ Minorities represent 15% of the total DNREC workforce, the same as FY24. 

¶ Minorities are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-13%) 

o Professionals (-10%) 

o Technicians (-7%) 

o Protective Services (-34%) 

o Paraprofessional (-5%) 

o Office & Clerical (-15%) 

o Skilled Craft (-17%) 

Female Representation: 

¶ Females represent 44% of the total DNREC workforce, a 2.33% increase from FY24. 

¶ Females are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-3%) 

o Professionals (-6%) 

o Technicians (-11%) 

o Protective Services (-12%) 

o Paraprofessional (-5%) 

o Skilled Craft (-3%) 

 

 

Male Representation: 

¶ Males represent 56% of the DNREC workforce, a 1.79% decrease from FY24. 

¶ Males are under-represented in the following EEO-4 categories: 

o Office & Clerical (-23%) 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Table 2 

Minority  Labor Market  Representation FY24 
(Including Race and Ethnicity)  

 

 
 

Table 3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 4 

Female Labor Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

 

 

 

 

 

 

 

 

 

Male Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 
Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 

 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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Figure 11 Training  by Race and Ethnicity  

Figure 12 Training  by EEO-4 Job Category 

 

SECTION  VII:  EMPLOYEE  ENGAGEMENT  

 

Figure 10 

Training by Gender 

 

 

Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 



STATE OF DELAWARE  

Department of Natural  Resources and Environmental Control  (DNREC) 

FY2024/FY2025 EEO REPORT AND ACTION PLAN  

 

 

Tuition  Reimbursement Summary 

Table 13 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 

 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 
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Exit Survey Summary 

Table 15 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION  VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 
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Table 17 

 

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Table 18 
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Table 19 

 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as of 06/30/2024. 



STATE OF DELAWARE  

Department of Natural  Resources and Environmental Control  (DNREC) 

FY2024/FY2025 EEO REPORT AND ACTION PLAN  

 

Applicant  Pipeline 

In FY24, 4884 people applied online to DNREC jobs, a 16% increase from FY23 in which 4204 

applied. This data includes all jobs posted in the Delaware Employment Link (JobAps) Recruitment 

System including/excluding Casual Seasonal Recruitments. 

Figure 20 

FY24 Applicant  Pipeline by Gender 
 

 

Figure 21 
FY24 Applicant  Pipeline by Minority  vs. Non-Minority  

 

 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Recruitment and Hiring  Times 

FY23 and FY24 
 

 

Table 22 
 

 

Table 23 

 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

managerôs effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

 

 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures 

HRôs effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill  a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment 

closes until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar 

days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 
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SECTION IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  
Objective 

Measures of 

Success/Key Results 

Responsible 

Group 
Resources 

Target Date to 

Completion 

Sp-1 

Goal 1 

Utilize the DNREC 

LDC to expand 

Agency reach into 

diverse cultures to 

identify opportunities 

for target recruitment 

efforts in those 

communities 

Increase number of 

applicants and hires 

from various diverse 

communities in 

Agency recruitment 

pipeline 

DNREC LDC, 

HR, OTS 

Fireside chats, 

surveys and 

interpersonal 

conversations 

FY26 

Sp-1 

Goal 2 

Expand effectiveness 

of DNREC Internship 

Program by exposing 

interns to positions in 

areas with frequent 

vacancies or 

considered harder-to 

fill, in an effort to 

garner greater interest 

for those jobs. 

Create greater interest 

and eventually 

increased applications 

for positions in areas 

of harder to fill/retain 

jobs within the 

department 

DNREC HR, 

OTS 

Existing Internship 

program 

FY26 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

Sp-2 

Goal 1 

The agency will 

implement a plan to 

utilize management 

level personnel as 

point of contacts 

and event 

facilitators during 

future LDC 

diversity and 

inclusion events 

Increased exposure 

and involvement 

from agency 

management during 

recruitment and 

applicant selection 

process 

DNREC HR, 

Division Level 

leadership, DNREC 

LDC 

Process 

Development and 

updated procedures 

FY26 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

Sp ï 3 

Goal 1 

Expand upon future 

LDC opportunities 

to connect and 

explore partnerships 

with various diverse 

community leaders 

in an effort to better 

reach those 

communities to 

increase recruitment 

visibility and 

exposure. 

Increased exposure 

and applications 

from diverse 

communities during 

recruitment 

outreach 

DNREC LDC, HR, 

Recruitment, 

DNREC Hiring 

Managers, OSec 

The agency will 

implement a plan to 

utilize managers as 

point of contacts 

and event 

facilitators in future 

LDC diversity and 

inclusion events 

On-going 
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MEMORANDUM  

 

 

TO: Claire DeMatteis 

Cabinet Secretary, Department of Human Resources 

 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

FROM: Terra Taylor 

Commissioner 

Terra.Taylor@doc.gov 

Beverly Barr-Ford 

Director, Human Resources 

Beverly.Barrford@doc.gov 

 

 

DATE: September 19, 2024 

 

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

Plan 

 

 

Attached is a copy of the Department of Correction FY24 Equal Employment Opportunity/Affirmative Action Report 

and FY25 Action Plan submitted in accordance with Executive Order No. 30, Delawareôs Continuing Commitment to 

a Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

 

If  you have any questions, please let us know. 

Thank you. 

Enclosures 

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

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by Terra Taylor, Commissioner. 

Executive Order 30 (Appendix A) is also attached to this Report. 

 

 

SECTION II:  EXECUTIVE  SUMMARY  

SUMMARY STATEMENT:  

Delaware Department of Correctionôs (DOC) commitment to equal employment opportunity is demonstrated through 

various initiatives and practices. The depth of that commitment is communicated through the five (5) DOC core values 

that guide how we serve our mission. 

 

Integrity    Courage    Accountability Respect Diversity 

DOC Mission Statement: 

To protect the public and promote successful reentry through safe and effective supervision, and rehabilitative services 

supported by a professional and diverse workforce. 

During the past year, the DOC has successfully adapted and maintained a forward momentum. The following report 

outlines the efforts and accomplishments in equal employment opportunity. The DOC4Inclusion Coalition continues 

to foster unity and collaboration within the Department by promoting inclusion and equity. In an effort to keep positive 

momentum within the Department, DOC continues to provide employees with support through meaningful training 

opportunities that will  supply employees with the right tools for success. The DOC continues to place recruitment and 

retention at the forefront of the Department. 
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DEPARTMENT  SUMMARY  

Name of Division # of Employees 

Office of the Commissioner 17 

Bureau of Administrative Services 84 

Bureau of Prisons 1686 

Bureau of Community Corrections 548 

Bureau of Healthcare, Substance Abuse and Mental 

Health Services 
10 

TOTAL  2345 
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Responsibilities for  Implementation 
See Appendix B ï List of Laws 

 

RESPONSIBILITIES  STATEMENT  
The Commissioner of the Department of Correction oversees the implementation of the Departmentôs Affirmative 

Action Plan to ensure that it is implemented promptly and effectively. The Departmentôs leadership sets the example 

and acts as role models for all employees to emulate by demonstrating an appreciation for diversity among employees, 

offenders, and those in the community they serve. Managers provide their employees the opportunity to attend training 

on diversity to increase awareness and understanding, as well as to promote an inclusive environment. Sexual 

harassment awareness and prevention training is provided as required by 19 Del. C. §711A. In addition, management 

is charged with the responsibility of ensuring that all allegations of discrimination are addressed promptly and 

appropriately. 

The Director of Human Resources, Beverly Barr-Ford, 302-857-5203, beverly.barrford@delaware.gov, implements 

the Affirmative Action Plan and ensures that managers comply with federal and state laws, regulations, and executive 

orders. The Affirmative Action Officerôs duties and responsibilities include: 

1. Directing the Departmentôs Affirmative Action/Equal Employment and Diversity programs. 

2. Overseeing the development and instruction of training related to: 

a. Diversity & Inclusion 

b. Discrimination and Associated Topics 

c. Implicit Bias Awareness 

d. Generational Differences Awareness 

e. Sexual Harassment Awareness and Prevention 

3. Overseeing and conducting mediation and resolution of workplace issues. 

4. Overseeing the development and implementation of workplace culture surveys. 

5. Exploring recruitment and retention initiatives. 

6. Overseeing the responses to requests from the Division of Labor Relations & Employee Practices-Department 

of Human Resources (DHR). 

7. Overseeing the responses to Charges of Discrimination filed with the Equal Employment Opportunity 

Commission (EEOC) and the Delaware Department of Labor (DDOL) 

mailto:beverly.barrford@delaware.gov
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ORGANIZATIONAL  CHART:  
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-1 

Goal 1 

To increase employee 

engagement and 

retention at all levels 

within the DOC. 

By conducting 

statewide site visits 

at DOC Level IV and 

V facilities. The goal 

is to solicit 

feedback from 

employees on this 

topic. Progress is 

measured by 

having proposed 

recommendations 

explored by 

leadership and 

having staff 

acknowledge 

when/if changes 

are implemented. 

DOC4Inclusion 

Coalition 
The DO4Inclusion 

Coalition 

conducted site 

visits with 

leadership at DOC 

and Probation and 

Parole facilities to 

gather perspectives 

and encourage 

open dialog. This 

team also 

facilitated Implicit 

Bias Training 

sessions during this 

fiscal year. 

FY24-FY25 

SP-1 

Goal 2 

To address workplace 

climate impacted by 

perceived racial 

injustices as described 

on a national level. 

The DOC4Inclusion 

Coalition hosts 

employee 

engagement sessions 

statewide at the DOC 

Probation and Parole 

Offices. Success is 

measured by the 

willingness of 

participants to engage 

in tough but 

necessary 

conversations. 

DOC4Inclusion 

Coalition 

The DOC4Inclusion 

Coalition hosted two 

Implicit Bias training 

sessions and 

facilitated a meeting 

with Dover Probation 

and Parole staff 

members and their 

leadership team on 

ways to successfully 

address this important 

topic. 

FY24 -FY25 

SP-1 

Goal 3 

Continue recruitment 

and promotion of 

under-represented 

demographics. 

Success is measured 

through the 

continuous 

improvement of 

hiring qualified 

candidates in under- 

represented job 

classifications. 

DOC Recruitment 

Team 

DEI successfully 

collaborated with 

DOC partners (HR 

and Recruitment), 

community-based 

organizations, 

colleges, and 

FY24 -FY25 
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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 

County Parks to assist 

underserved 

populations. 

 

 

 
Strategic Priority  1  
Goal 1- Increase Employee Engagement and Retention 

o Conduct workplace DEI surveys with leadership and staff with the goal of evaluating employee retention efforts. 
Á Share feedback received with applicable members of the DOC leadership team aimed toward addressing 

areas for potential improvements. 

o Facilitate Implicit Bias Training for all CEIT and BOTC training classes. 

o Engage with leadership at all DOC Level V, Level IV, and Probation & Parole facilities in an effort to collaborate 

on potential ideas to increase employee engagement. 

o DOC Steven R. Floyd Training Academy (SRFTA): 

 

1. Facility-based Adjunct Instructors were trained in CPR/First Aid/AED in FY 23 to prepare them for 

the delivery of institutional based training throughout FY 24. The process of certifying facility-based 

Adjunct Instructors expanded in FY 24 and now has participation by DOCôs two (2 largest Level 5 

facilities. 

2. In compliance with standards set by the American Safety and Health Institute (ASHI), Academy 

Instructors certified six (6) new full-time Academy and Adjunct Instructors. These newly trained 

Instructors will  deliver training to cadets in our basic programs (CEIT and BOTC) as well as facilitating 

bi-annual recertification required trainings. 

3. Through a Blue-Collar Grant awarded to the DOC Training Academy, the Department was able to 

provide Variable Frequency Drives (HVAC system related) training to 39 Officers of the Facilities 

Maintenance team. 

 

4. Continuing the practice that started in FY 23, the Training Academy again incorporated presentations 

by the Special Olympics of Delaware (SODE) into all CEIT and BOTC classes to promote the 

partnership between the non-profit agency and law enforcement. SODE is one of the largest annual 

fundraisers in the Law Enforcement Torch Run. 

5. Implicit Bias was facilitated for all CEIT and BOTC classes. In addition, 231 DOC current staff members 

attended this training which was offered via the DLC Learning Center in FY24. 
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6. DEI/DOC4Inclusion partnered with the Department of Human Resources (DHR) and the DOC Recruitment 

teams to ensure DEI representation at hiring events, job fairs, career expos, and diversity-focused events. 

 

7. DEI will  soon offer Navigating Generational Differences training for DOC employees. The training was piloted 

with DOC4Inclusion Coalition Members, The Stephen R. Floyd Training Academy, Executive Leadership, and 

the State Training Advisory Network of Delaware (STAND). Based on feedback from these four (4) piloted 

sessions, minor changes were made to the curriculum. The proposed finalized training will be presented to 

Bureau of Administrative Services (BAS) leadership and the DOC executive staff for final approval. 

 

8. Monthly DOC4Inclusion Meetings were held as scheduled. This included, establishing sub-committee meetings 

focused on DEI news/media, health & wellness and planning events geared to highlight and embrace the various 

cultural heritage calendar events. 

 

 

Strategic Priority  1 
Goal 2- Address Workplace Climate Impacted by Perceived Racial Injustices 

DOC4Inclusion Coalition 

 

DOC4Inclusion continues to have monthly meetings with Coalition members. The Commissioner joins meetings 

as her schedule permits. Initiatives accomplished thus far include: 

 

1. Bylaws were established in an effort to provide a structured framework for the DOC4Inclusion goals and 

initiatives. 

 

2. The Law Enforcement-Specific Implicit Bias Training continues this fiscal year. As a supplement to this 

training, Microlessons have been developed and added to the training via the Delaware Learning Center (DLC). 

Six (6) microlessons are assigned once a month, following each employeeôs completion of this training. The 

intention is to keep awareness of personal biases at the forefront of those who have attended the training as 

they interact with co-workers. 

 

3. The DE&I team plans to conduct a survey focused on determining the Departmentôs understanding of diversity, 

equity, inclusion, and accessibility. The results will be used to collaborate with senior leadership on ways to 

improve awareness to this important work. 

 

4. A DOC4Inclusion Cultural Heritage Bulletin Board was placed in the DOC Administration Building. Since 

this building is the primary location for all DOC trainings, many staff members are afforded the opportunity 

to view the awareness information that is displayed. The Bulletin Boardôs information is updated on a monthly 

basis. 

 

5. The Coalition Hosts Forums/Site Visits at facilities and offices throughout the state to gather perspectives from 

staff and encourage open, solutions-based dialog. 

 

6. Global Bites, an initiative geared to introduce and celebrate culture through food, was established and 

implemented. 
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Strategic Priority  1 
Goal 3- Continue Recruitment and Promotion of Underrepresented Demographics 

 

o The DOC partnered with the Department of Human Resources (DHR) in the annual Statewide Career Fair, 

collaborated with the Delaware National Guard, and successfully executed ten (10) hiring events between 

July 1, 2023 ï June 30, 2024. These events are designed to offer an opportunity for potential applicants and 

members of the public to gain awareness about careers within the DOC. The ultimate goal for attending these 

events is to increase the DOC hiring pool of potential applicants. The Statewide Career Fair and DOC 

Hiring Events have brought approximately 960 potential applicants to the DOC. 

 

o In an effort to improve the number of under-represented classifications, the department continues to educate 

and require Hiring Managers to interview all qualified candidates for classifications that are under- 

represented in race and/or gender. 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 To provide structured Measures of success will  DOC Human The performance appraisal training is FY24 

Goal 1 accountability via the include the implementation Resources provided to new supervisors quarterly  

*Refer to performance of a cohesive performance  during the Departmentôs Frontline  

additional 

information 

below 

evaluation process. evaluation tracking system.  Leadership Training. The appraisal 

tracking system is currently being 

developed by the HR Employment 

 

    Services Team.  

SP-2 To provide meaningful The DOC continues to DOC Human The Leadership Development Training FY23/FY24 

Goal 2 training opportunities promote employee training Resources; Course continues to be hosted biannually.  

*Refer to aimed toward engaging opportunities which are DOC4Inclusion The Coalition has developed Navigating  

additional 

information 

below 

and motivating a 

diverse workforce. 

tracked within the Delaware 

Learning Center and DOC 

SRFTA. 

Coalition; and, 

DOC SRFTA. 

General Differences, and as previously 

described, the DOC SRFTA continues to 

develop and implement meaningful 

 

    training opportunities to enhance the skill  

    set of current staff.  

 

Strategic Priority  2 
Goal 1*- Performance Evaluation Process 

Performance Appraisal Training is conducted during the DOC Leadership Development Training experience. The 

goal of the training is to provide in-depth guidance on how to write an effective employee evaluation, how to 

develop an employee performance plan/ improvement plan and, provide rating tools to be used by supervisors and 

managers during the process. Managers also receive an overview of the DOC Career Ladder process. 

 

¶ In FY 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 and 

guidance may be needed to ensure that employee performance evaluations are being completed annually, and 

department wide. The goal is to work towards 100% completion of performance evaluations on an annual 

basis. 

 

 

 

Strategic Priority  2  
Goal 2*- Meaningful Training  Opportunities to Motivate and Engage Workforce 
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1. Two (2) surveys were completed in FY 2024 with specific recommendations provided to applicable members 

of the DOC leadership team by the DOCares Committee. The data received is intended to be used during the 

training that is currently underdevelopment by the DOC HR Director and in collaboration with the DOCares 

committee, as well as members of the leadership team. This initiative supports the Commissionerôs and Deputy 

Commissionerôs goal to create a DOC specific training targeted for mid - senior level members of the 

leadership team (Captain and above). The primary focus will be promoting employee wellness, morale, 

retention, and improved overall culture. 

 

¶ DOC4Inclusion Coalition 

 

1. Hosted several site visits at facilities and offices throughout the DOC to gather perspectives and encourage 

open dialog. 

 

2. Continue to facilitate ½ day Law Enforcement Specific Implicit Bias Training. 

 

3. Is in the last stage of finalizing the Navigating Generational Differences Training. 

 

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

and inclusion. 

 

 

¶ Shadowing Program 

 

DOC Leaders implemented this program to provide staff the opportunity to experience ña day in the life 

of agency leadershipò by gaining insights into the: 

 

1. Roles and responsibilities 

 

2. Skill requirements 

 

3. Knowledge base 

 

¶ S.R. Floyd Training  Academy 

1.  In FY 24, through the completion of 7 Correctional Employee Initial Training (CEIT), 1 Basic Officer Training 

Course (BOTC), and 2 Non-Security Basic Training (NSBT) basic training programs, the Academy graduated 

175 Correctional Officers, 14 Probation & Parole Officers, and 24 Non-Sworn staff members assigned to 

various Level IV and V institutions. An additional CEIT class started prior to the end of the FY 24 and will 

graduate during FY 25. While these basic training programs tend to receive the most recognition as they 

directly impact new staffing initiatives and highlight the recruitment efforts of the Department, they are only 

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

 

2. In reference to mandatory training requirements, completion rates steadily increased despite Department-wide 

staffing shortages. While not fully back to pre-pandemic levels, the significant rise in staff attendance 

demonstrates the Departmentôs focus on maintaining a skilled workforce. As in recent years, to bridge some 

of the training gaps, the Academy continued to provide and promote virtual training through various platforms. 
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As mentioned previously, facility-based adjunct instructors were trained in CPR/First Aid/AED and delivered 

training on-site throughout FY 24 to ensure that staff maintained this critical certification. 

 

3. In addition to basic training, the following accomplishments and initiatives should not go unnoticed. While 

this list is not all-encompassing, it provides an overall snapshot of the diverse opportunities provided to DOC 

employees, not only to meet mandatory requirements as established by the Delaware Code, Departmental 

Policy, and ACA guidelines but also for individual professional development. 

 

4. FBI Law Enforcement Executive Development Association (LEEDA) Supervisory, Command, and Executive 

Leadership Institutes. The DOC continued to partner with FBI LEEDA to offer leadership development 

opportunities to DOC staff. These week-long courses provide participants with the skills necessary for 

effective law enforcement leadership and promote the exchange of information and best practices used in the 

law enforcement industry through collaboration, training, and education. We hosted five courses in 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 solidifying 

our long-term commitment to our partnership. In FY 25, we are scheduled to host 4 of the week-long courses, 

which are a part of the Trilogy series. Beginning this year and because of the sole source 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 (FLETC) to 

deliver both user and instructor-level certifications in Basic Tactical Medical training for first responders in 

December of 2024. Additionally, Sig Sauer will host another armorerôs course at our facility. Both training 

sessions will be attended by DOC staff and officers from other law enforcement agencies. 

 

7. Crisis Communication Course- In partnership with Wilmington University, this program was originally 

developed in FY 18 for delivery to all Correctional Officer series staff as a mandatory training. In FY 25, this 

course will be restructured and delivered by Academy instructors to specifically meet the needs of our 

department. 

 

8. In FY 24, the Department continued to deliver the ñin-houseò Leadership Development Course. Facilitated 

by mostly DOC staff, this week-long training program was initially developed for newly promoted sworn 

supervisory staff. In FY 24, the Academy expanded this opportunity to newly promoted non-sworn 

supervisory staff since space allowed for their participation. It was again a success and will continue to be 

offered two times in FY 25. 

 

9. Mental Health First Aid- This 8-hour course is delivered by certified DOC Instructors and has now been 

integrated into all CEIT, BOTC and NSBT classes. The focus of this class is to raise awareness of mental 

health as it relates to society and provides participants with step-by-step strategies for assisting those in crisis. 

 

10. The Drill Instructors provide cadets with a solid foundation to physically and mentally prepare them for their 

careers and instill a sense of service to the community. In FY 24, some of the community partners that benefited 

from our cadet volunteers were Home of the Brave, Delaware Teen Challenge, Trap Pond State Park, and 

Milford Housing Authority. While these community-based initiatives were intended to instill the value of 

service to others in our cadets, on each occasion, both the cadets and Academy staff finished the day with a 

sense of pride and accomplishment. 
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11. Crisis Intervention Training (CIT)- After developing a curriculum specific to the needs of the Delaware 

Department of Correction, in FY 24, the National Commission for Correctional Health Care (NCCHC) twice 

delivered CIT training to Correctional Officer Series staff who work with inmates suffering from mental illness 

and are housed in DOCôs Level 4 and 5 facilities. Thirty-four (34) participants completed this valuable 

training. 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-3 

Goal 1 

*Refer to 

additional 

information 

below 

To continue sign 

on bonuses and 

referral 

incentives; Attend 

in-person hiring 

and community 

events. 

Expanded the use 

of virtual job 

posting services. 

Implement a 

recruitment media 

plan. 

Increase social 

media presence; 

and, 

Post recruitment 

flyers on virtual 

bulletin boards. 

The DOC 

continues to track 

bonuses and 

measure the 

effectiveness that 

this incentive 

provides related 

to recruiting and 

retaining 

employees. 

DOC Recruitment 

Team 

The DOC offers a $5,000 

signing bonus to new 

Correctional Officers. 

DOC Recruiters have 

increased their presence 

at community hiring 

events, radio streaming 

platforms, and via social 

media platforms. 

FY24 -FY25 

SP-3 

Goal 2 

*Refer to 

additional 

information 

below 

The Recruitment 

and promotion of 

under-represented 

demographics. 

As previously 

stated, the DOC 

continues to 

improve the 

numbers of under- 

represented 

classifications by 

requiring Hiring 

Managers to 

interview all 

qualified 

candidates for 

classifications 

that are under- 

represented in 

race and/or 

gender. 

DOC 

Human Resources 

The DOC continues to 

Educate hiring managers 

on under-represented 

classifications 

requirements and 

practices. 

FY24 -FY25 

SP-3 

Goal 3 

*Refer to 

additional 

Decrease the 

vacancy and 

turnover rates as 

By monitoring 

vacancy rates for 

all staff on a 

continuous basis. 

DOC Human 

Resources/ 

DOCares 

Two employee ñstayò 

surveys were sent to all 

DOC staff members to 

determine their current 

FY24 
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information 

below 
well as improve 

employee morale. 

Develop a plan of 

action to increase 

employee 

retention. 

Committee/ 

Leadership Team. 

perspectives on 

employment within the 

Department (i.e., what 

they enjoyed about 

working for the DOC and 

areas that could be 

improved). 

 

 
Strategic Priority  3 
Goal 1*- Increase Sign on Bonuses and Recruitment Objectives 

 

o Signing Bonus - The DOC continues to provide the $5,000 signing bonus. This bonus has been a key process 

in increasing the number of quality applicants. 

 

 

¶ Referral Incentive for Current Staff - The Department continues to provide the $2,000 incentive bonus to 

officers and staff who recruit new cadets. This initiative is also vital to increasing the number of quality 

applicants. 

 

¶ DOC Equivalency Incentive Program - In an effort to aid in recruitment and retention, the Department 

continues to offer the equivalency pay incentive program for newly hired out-of-state correctional officers. 

The incentive program allows employees who have equivalent work experience from another Department of 

Correction to be placed on the DOC salary step table and receive the qualified length of service credit for up 

to and not greater than ten (l0) years of service. Note: This incentive applies to compensation only. 

 

¶ Out of State Housing for Cadets ï DOC recently implemented an out-of-state free temporary housing option 

for newly hired cadets who reside more than 75 miles from the training academy. In FY24, 75 cadets took 

advantage of this provision. 

 

¶ Salary Compression ï After contractual salary increases are calculated, the DOC continues the practice of 

reviewing all impacted job classifications to ensure that equitable pay is provided. 

 

¶ Hiring and Community Events - During FY24 the recruiters, actively engaged in the recruitment of 

Correctional Officers and Probation Officers. In addition, they fielded emails and calls from potential 

applicants, monitored DOC job postings on INDEED, RECRUIT MILITARY, ZIP RECRUITER and, 

assisted HR with contacting applicants. DOC recruiters also attended 102 career fairs and community events 

within our recruiting area, as well as actively recruited at all regional military installations. The recruiters 

were also present at five (5) DOC Correctional Officer Hiring Events held throughout the year. See below 

for details of the events attended during FY24: 

 

¶ DOC Hiring Events - 5 

¶ Flyer Distribution and establishing contacts with Job Centers within our recruiting area - 52 

¶ Virtual Career Fairs ï 9 

¶ Miscellaneous Career / Community events ï 54 

¶ Recruitment Webinars ï 1 
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¶ College Campus Visits ï 28 (In state and out of state) 

¶ High School Visits ï 9 

 

o SOCIAL MEDIA PRESENCE - The Delaware DOC has been very active with social media and regularly 

posts on Facebook/META, Instagram, LinkedIn, and Twitter. Throughout FY2024 DOC made 115 posting to 

its social media accounts, with a strong response to most postings. A number of these postings were effectively 

boosted throughout the year to enhance recruiting efforts. Our Social Media and Marketing Manager has 

created numerous flyers throughout the year in support of recruitment efforts, which the recruiters have 

regularly distributed throughout the recruiting area. In addition, these fliers have been added to the webpage 

as a link to provide additional information to potential applicants. Our recruitment calendar is also available 

to all on the DOC webpage and is updated regularly. It is also important to note that our current recruitment 

videos are still being via these platforms. 

 

o UPDATED WEBPAGE/ NEW URL - Throughout FY2024 the recruiters have worked closely with DOCôs IT 

department to maintain and keep current the recruitment webpage and to promote the new URL 

JoinDelawareDOC.com. Also, in addition to the established dedicated recruitment email and phone number 

where messages are relayed directly to the recruitment team, a link has been added to the page which includes 

the recruitersô events calendar. This was added to better assist potential applicants with locating a recruitment 

event near their home(s). 

o  BILLBOARDS - In FY2024 the billboard located in front of the Sussex Correctional Institute in Georgetown 

was updated. This message highlights the $5000 signing bonus and the new JoinDelawareDOC.com web 

address. Additionally, a large banner was placed in front of the HRYCI facility located in Wilmington DE, 

advertising the same. 

 

o EffecTV CAMPAIGN ï During the FY24 fiscal year the recruiters ran three (3) separate one- month streaming 

ad campaigns throughout DOCôs recruiting area(s). Each ad was timed to coincide with upcoming hiring 

events. This effort played a significant role in increasing turnout of potential applicants during DOC hiring 

events. 

 

o DELAWARE STATE FAIR - In July 2024 the recruitment team again had a booth at the Delaware State Fair 

for the length of the fair as well as posted advertisements at multiple locations throughout the fair. This package 

resulted in numerous impressions for the entire duration of the annual Fair. 

 

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

Maintenance positions were continuously updated as necessary in a manner that reflected uniformity 

throughout the messaging. All flyers were also updated to include the new recruiting web address and phone 

numbers, as well as adding a QR code. These flyers have also been added as links on the recruitment website 

and are distributed by the recruiters when attending events. 

 

o ELECTRONIC SIGNAGE AT DOC ADMIN BUILDING - The electronic billboard in front of the DOC 

Administration building on McKee Road in Dover is constantly running recruitment messages throughout the 

year, as well as notifying the passing motorist of any upcoming Hiring events. 

 OTHER ADVERTISING/RECRUITMENT INITIATIVES  
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¶ Continue to partner with DHR to also push out DOC recruitment initiatives via their recruitment efforts 

which has had a positive result in our recruitment efforts. 

¶ Continue to place ñNow Hiringò bumper stickers on all fleet vehicles. 

¶ The recruitment unit Tahoeôs wraps were updated to provide an improved visual appeal and to promote 

the new web. New pop-up tents were also purchased with the DOC logo and web address. These tents are 

used at all outdoor recruitment events. 

¶ A hiring process checklist was created to address frequently asked questions (FAQôS) commonly inquired 

by potential applicants. 

¶ DOC HR Team sends text and email reminder alerts to applicants scheduled to attend hiring events. This 

newly implemented strategy has had a very positive impact on DOC hiring event participation numbers. 

¶ Streamlined the ability to contact applicants who have expressed interest via Indeed, through automatic 

responses. 

¶ Developed a relationship with the Delaware Food Bank allowing DOC recruiters an opportunity to speak 

with their culinary classes in hopes to recruit qualified candidates for vacant food service positions. 

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

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

¶ Continue to engage with Departments of Labor and Military  TAP Programs within our recruiting area. 

¶ A recruitment baseball card advertainment was developed for officers to give out to prospective candidates 

while they are out and about. 

 

Workforce Retirement ï Planning and Knowledge Transfer 

 

Discussions continued with Bureau leadership to focus on pipeline efforts. The recruitment of Plant 

Maintenance Mechanic Positions was addressed through outreach to Delaware Contractors Association 

and Associated Builders and Contractors organizations. Positions in the CO series, specifically Sgt. and 

Lt. positions, were also monitored. Efforts focused on utilizing the Career Ladder, the Leadership 

Development Training Program, FBI LEEDA training and other available training tools designed to build 

skills to prepare lower ranking officers for career ladder and competitive promotion opportunities. 

 

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

 

The Department partnered with the Department of Human Resources in a Statewide Career Fair and 

successfully executed five (5) hiring events between July 1, 2023 ï June 30, 2024. These events are designed 

to offer an opportunity for potential applicants and members of the public to gain awareness about careers 

within the DOC. The ultimate goal for attending these events is to increase the DOCôs hiring pool of potential 

applicants. 

 

As previously stated, in an effort to improve the number of underrepresented classifications, the department 

continues to require Hiring Managers to interview all candidates for classifications identified as being under- 

represented in race and/or gender. 
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SECTION  IV:  WORKFORCE ANALYSIS  

DOC WORKFORCE  ANALYSIS  OVERVIEW:  

The Department of Correction is underrepresented in four EEO-4 categories. DOC has 2,346 employees and minorities 

represent 46% of the DOC workforce which is a 6% increase from FY23. 

Below are observable trends that affect DOCôs opportunity to increase diversity in its workforce: 

 

o Recruitment for all public safety/law enforcement jobs has become increasingly challenging in the last few 

years due to the influence of social, political, and economic forces. DOC does offer recruitment and retention 

incentives for Correctional Officers; however, they continue to be presented with challenges in this area. 

 

o DOC has a rigid background investigation practice for all positions which limits the applicant selection pool. 

 

o Generational differences make it harder to attract people to Correctional Officer positions because they offer 

little flexibility in work schedules. The excessive number of vacant positions exacerbates this problem by 

leading to forced overtime and last-minute schedule changes for current employees. 

 

o While the DOC is underrepresented in Technicians, they only have three positions in this category. They are 

also underrepresented in Office & Administrators, Professionals, Protective Services, Office & Clerical and 

Skilled Craft but the percent of underrepresentation is low, between 1-5%. DOC continues to target recruitment 

efforts towards diverse schools and plans to promote job shadowing and internships. 

 

o DOC continues efforts to focus on improved manager education on leadership/supervisory skills to ensure an 

inclusive environment. 

 

 

o DOC has held targeted camps/events during the year that expose applicants to the field of Corrections. They 

continue to expand this outreach to increase the talent pool. 

 

In summary, DOC remains proactive in efforts to create a more diverse workforce. Further, efforts are focused on 

increasing their applicant pool for under-represented positions. In addition to prioritizing recruitment efforts toward 

Correctional Officers, they also promote for other vacant positions such as Administrative, Accounting, Training, and 

Probation & Parole vacancies. 

DOC will continue to evolve its marketing, sourcing, and outreach to keep talent pipelines flowing. Workforce 

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:  

The total number of Department of Correction EEO-4 eligible employees as of June 30, 2024, is 2,346. 

The Department of Correction EEO-4 workforce demographic data reflect the race/ethnicity and gender representation 

of the Department of Correction workforce based on the total number of employees within the eight EEO-4 categories 

(Appendix B). Analyses compare the Department of Correction. The Department of Correction does not hire in the 

Para-Professional and Service Maintenance EEO-4 categories. 

The following summary of findings was derived from this data: 

Minority  Representation: 

¶ Minorities represent 46% of the total DOC workforce, a 6% increase from FY23. 

¶ Minorities are under-represented in the following EEO-4 category: 

o Technicians (-38%) 

 

Female Representation: 

¶ Females represent 31% of the total DOC workforce, the same as FY23. 

¶ Females are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-4%) 

o Professionals (-12%) 

o Skilled Craft (-4%) 

 

Male Representation: 

¶ Males represent 69% of the DOC workforce, the same as FY23. 

¶ Males are under-represented in the following EEO-4 category: 

o Technicians (-50%) 
o Protective Services (-1%) 
o Office & Clerical (-29%) 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 

 

Table 1 

 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Table 2 

Minority  Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

 

 

Table 3 
Female Labor  Market  Representation FY24 

(Including Race and Ethnicity)  

 

 

 

 

 

 

 

 

 

 

Table 4 
Male Labor  Market  Representation FY24 

(Including Race and Ethnicity)  
 

Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 
Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 
 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

FY 23-24 EEO REPORT KEY  OBSERVATIONS 

TYPE 
2023 2024 PERCENT 

CHANGE Total Percent Total Percent 

DISCIPLINES  

Total Female Non-Minority Disciplines 4 6% 4 5% 0% 

Total Female Minority 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 Female Non-Minority Separations 34 13% 26 11% -24% 

Total Female Minority 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 Female Non-Minority New Hires 18 10% 125 17% 594% 

Total Female Minority 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 Female Non-Minority Promotions 42 11% 146 19% 248% 

Total Female Minority 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 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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Training  by Race and Ethnicity  

SECTION  VII:  EMPLOYEE  ENGAGEMENT  
 

 

Figure 10 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 11 

Training  by Gender 
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Figure 12 

Training  by EEO-4 Job Category 
 

 

 

 

Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 
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Tuition  Reimbursement Summary 

Table 13 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 

 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 



 

 

 

Exit  Survey Summary 

Table 15 
 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 

 

Table 17 

 

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Table 18 
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Table 19 

 

 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as of 06/30/2024. 
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Applicant  Pipeline 

In FY24, 6,683 people applied online to DOC jobs, an increase from FY23 in which 4,786 applied. 

This data includes all jobs posted in the Delaware Employment Link (JobAps) Recruitment System 

including Casual Seasonal Recruitments. 

 
Figure 20 

 

Figure 21 

 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 

 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 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 69 37 

FY24 64 46 

Change FY23 vs FY24 -5 9 

 

 

Table 23 
 

 

 

Fiscal Year 
Average Time Request-to- 

Open (days) 

Average Time Closing Date-to- 

Referral (days) 

FY23 6 7 

FY24 5 7 

Change FY23 vs FY24 -1 0 

 

 

 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring managerôs 

effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

 

 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures HRôs 

effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment closes 

until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 
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SECTION IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-1 

Goal 1 

The DOC will 

continue to 

collaborate with the 

SRFTA to identify 

key areas that are 

causing a decrease in 

graduation rates. 

Increase CEIT 

Graduation Rates 

while in SRFTA. 

DOC Human 

Resources and 

SRFTA. 

Survey Monkey FY25-FY26 

SP-1 

Goal 2 

Work with DHR to 

collaborate on 

potential motivating 

incentives for 

recruitment and the 

retention of DOC 

employees. 

The DOC in 

conjunction with 

DHR will  continue to 

explore feasible 

options aimed at 

attracting new talent. 

DOC /DHR Human 

Resources and, DOC 

Recruitment Teams 

Collaboration 

Committee consisting 

of forward, solutions- 

based team members. 

FY25-FY26 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-2 

Goal 1 

The DOC will 

continue to create and 

provide meaningful 

training opportunities 

to engage and 

motivate a diverse 

workforce. 

Results can be 

measured by tracking 

the attendance rates 

of supervisory 

training courses that 

are offered. In 

addition, encouraging 

DOC leadership 

members to approve 

staffôs ability to 

attend training when 

opportunities arise. 

SRFTA, HR, 

Leadership and the 

DOC4Inclusion 

Coalition. 

University of 

Delaware potential 

grant funds and 

internally qualified 

staff members. 

FY25-FY26 

SP-2 

Goal 2 

To Increase tracking 

efforts aimed to 

ensure supervisor 

accountability 

regarding 

performance 

plans/evaluations. 

The tracking system 

will enable HR to 

monitor the 

Departments in which 

additional training/ 

guidance is needed. 

The end goal is to 

ensure that employee 

performance 

evaluations are being 

completed annually. 

DOC Human 

Resources 

Microsoft Excel and, 

trained Excel End 

Users 

FY25-FY26 

SP-2 

Goal 3 

The DOC will 

collaborate with 

DHRôs Diversity and 

Inclusion Department 

to identify gaps in 

DOCôs retention, 

recruitment, and 

workforce 

underrepresentation. 

Review the path 

forward 

recommendations 

provided by DHRôs 

Diversity and 

Inclusion Department 

and continue 

measuring 

improvements while 

striving to implement 

change in current 

DOC practices where 

feasible. 

DOC Recruitment, 

DOC/DHR Human 

Resources, and DOC 

Leadership Teams 

DOC staff members 

who actively display 

a collaborative and 

team approach to this 

work. 

FY25-FY26 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-3 

Goal 1 

Continue recruitment 

and promotion of 

under-represented 

demographics. 

As previously stated, 

the DOC will 

continue to improve 

the numbers of under- 

represented 

classifications by 

requiring Hiring 

Managers to 

interview all qualified 

candidates for 

classifications that are 

under-represented in 

race and/or gender. 

DOC HR and 

Recruitment Teams 

Trained Managers 

and Supervisors 

FY25 

SP-3 

Goal 2 

Continue retention 

efforts of quality 

Officers through 

professional 

development and 

growth within the 

Department. 

The DOC will 

measure the 

effectiveness by 

tracking employee 

participation in 

training opportunities 

via the Delaware 

Learning Center and 

SRFTA. Adjustments 

to the curriculum will 

be made based on 

employee feedback. 

DOC4Inclusion 

Coalition, Human 

Resources, SRFTA, 

and Leadership 

Teams. 

DOC Team members 

who actively display 

a collaborative and 

team approach to this 

work. 

FY25 

SP-3 

Goal 3 

The DOC in 

collaboration with 

DHR will continue to 

generate opportunities 

aimed to increase 

employee 

engagement. 

Engagement 

participation will be 

tracked by employee 

attendance rates. 

DOC4Inclusion 

Coalition, DOC 

Human Resources 

and Leadership 

Teams. 

DOC staff members 

who actively display 

a collaborative and 

team approach to this 

work. 

FY24 
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MEMORANDUM  

 

 

TO: Claire DeMatteis 

Cabinet Secretary, Department of Human Resources 

 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

 

FROM: Mark Holodick, Ed.D 

Cabinet Secretary, Department of Education 

Mark.Holodick@doe.k12.de.us 

 

Shamika McLean 

Human Resources Officer 

 

 

 

DATE: September 13, 2024 

 

SUBJECT: Department of Education FY24 Equal Employment Opportunity/Affirmative 

Action Report and FY 25 Action Plan 

 

 

Attached is a copy of the Department of Education FY24 Equal Employment Opportunity/Affirmative Action 

Report and FY25 Action Plan submitted in accordance with Executive Order No. 30, Delawareôs Continuing 

Commitment to a Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

 

If  you have any questions, please let us know. 

Thank you. 

Enclosures 

mailto:Mark.Holodick@doe.k12.de.us
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SECTION I:  POLICY  STATEMENT  

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by Mark A. Holodick, Ed.D.. 

Executive Order 30 (Appendix A) is also attached to this Report. 

SECTION II:  EXECUTIVE  SUMMARY  

SUMMARY STATEMENT:  

 

The Department of Education 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 stimulating 

atmosphere. For that reason, we will  not tolerate unlawful discrimination or harassment of any kind. Each manager 

and supervisor are responsible for fostering a workplace environment free of discrimination and harassment. 

Through enforcement of this policy and education of employees, we seek to prevent, correct, and discipline behavior 

that violates this policy. 

As a public employer and as the governing body of the Delaware public school system, the Department of Education 

has a special responsibility to not merely comply with the law, but to further the inherent values of fair and equal 

treatment in all personnel actions. 

In addition, the Department of Education strives to recruit and retain candidates most qualified to serve the diverse 

educational needs of all the Stateôs Local Education Agencies (LEA) and nearly 150,000 school students. It is the 

Department of Educationôs goal for its employees to reflect the cultural and racial diversity of all Delaware students, 

and to hire professional staff with the necessary skills and knowledge to expertly support all of the Local Education 

Agencies serving student, including those with disabilities, those with exceptional needs, those with special talents, 

those whose first language is not English, and those who may be vulnerable to inequitable treatment because of race, 

color, ethnic background, religion, gender, age, sexual preference, genetic information or veteran status. 
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DEPARTMENT  SUMMARY  

Name of Division # of Employees 

Office of the Secretary 17 

Academic Support Team 44 

Student Support Team 35 

Workforce Support Team 33 

Operations Support Team 51 

Early Childhood Support Team 40 

Special Needs Program/Driver Training 60 

Board Members 3 

TOTAL  283 
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RESPONSIBILITIES  FOR IMPLEMENTATION:  

The Secretary of Education oversees the implementation of the Departmentôs Affirmative Action Plan to ensure that 

it is implemented promptly and effectively. The Human Resources Officer, Shamika McLean, 302-735-4031, 

Shamika.McLean@doe.k12.de.us implements the Affirmative Action Plan and ensures that managers follow federal 

and state laws, regulations, and executive orders. The Affirmative Action Officerôs duties and responsibilities 

include: 

The Departmentôs Affirmative Action Coordinator will work to ensure that the goals and objectives of the Plan are 

being met and work to prepare such reports as required for the effective management of diversity and for the 

monitoring of affirmative action. The coordinator will also serve as the Affirmative Action Complaints Officer, 

who will  hear complaints and resolve disputes or grievances which may arise from implementation of the Plan. The 

coordinator will assist the Secretary of Education, as directed, to see that the annual goals of the Plan are realized. 

Duties and Responsibilities of the DOE 

Affirmative Action Coordinator 

1. Work with the Secretary of Education to develop and implement an Affirmative Action Plan for the 

department. 

2. Work with the Secretary of Education and hiring managers to review the qualifications of all positions within 

the department to make certain that such requirements are reasonably related to job performance and do not 

constitute artificial barriers to hiring or promotion. 

3. Work with the Secretary of Education and hiring managers to review the qualifications of 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. Serve as liaison between the Department of Education and organizations, groups and persons concerned with 

employment opportunities of minorities, women, persons with disabilities and veterans. 

5. Provide career counseling to assist employees in identifying advancement opportunities or skills 

enhancement which would qualify the employee for possible career advancement. 

6. Assist the Secretary of Education in the discharge of the duties and responsibilities set out in Executive 

Order 30. 

ORGANIZATIONAL  CHART:  

 

Mark A. Holodick 

Secretary of Education 

  

  

Lisa Henry 

Chief of Staff/Policy 
Analyst 

  

Shamika McLean 

Human Resources Officer 

mailto:Shamika.McLean@doe.k12.de.us
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  
Objective 

Measures of 

Success/Key Results 

Responsible 

Group 
Steps Taken Status 

SP-1 

Goal 1 

Assess workplace 

policies to ensure 

that they are 

inclusive and 

sensitive to a 

diverse workforce. 

Survey to determine 

whether staff find 

their work 

environment 

inclusive 

DOE DHR and the 

Local Diversity 

Committee (LDC) 

within DOE 

Aid with the survey 

from DEI team 

withing DHR and 

LDC 

Completed the 

P&P Manual but 

did not do the 

survey. 

SP-1 

Goal 2 

Ensure that all 

employees have 

access to the same 

resources, benefits, 

and opportunities 

for growth and 

development. 

Communications 

regarding 

professional 

development/benefits 

are distributed to 

100% of employees 

DOE/DHR Statewide Benefits 

Office 

communications, 

professional 

development 

opportunities 

internally & 

externally 

Completed 

SP-1 

Goal 3 

Increase 

representation of 

underrepresented 

groups by 5% over 

the next year. 

Increase representation 

of underrepresented 

groups in DOE (Males 

and Racial or Ethnic 

Minorities). 

Increase 

representation in 

Males and Minorities 

by 4% each over the 

next year 

Intentionally recruit 

from specific groups 

(fraternities/sororities, 

colleges, etc.) 

In some areas we 

saw improvement 

but in other areas 

we are still 

underrepresented. 

SP-1 

Goal 4 

Increase 

participation in the 

Equity Summit by 

3% over the next 

year 

3% increase of DOE 

employees attending 

the summit in 2024. 

DOE Equity Council 

and Equity Summit 

Committee Members 

Pull number of 

attendees form FY23 

Summit and compare to 

FY24 data 

The summit will  not 

happen until 

September. 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 

Goal 1 

Implement an 

internal sponsorship 

program to provide 

opportunities for 

employees to cross 

into different career 

opportunities. 

Number of 

employees involved 

in the program 

upon its onset. 

DOE/DHR Will work with 

DHR Chief 

Diversity Officer on 

ideas to launch this 

program 

Has not been 

completed 

SP-2 

Goal 2 

Implement a self- 

identification EEO 

survey in our 

applicant tracking 

system. 

100% of applicants 

will be asked to 

complete the 

voluntary self- 

identification 

questions when 

they complete an 

application. 

DOE/Frontline Will work with 

Frontline to 

implement this into 

are applicant 

tracking system 

Unable to complete 

in the system. We 

will continue to 

work with Frontline 

on alternative 

options. 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-3 

Goal 1 

Offer training and 

development that 

would enhance 

cultural competency 

Number of Cultural 

heritage month events 

run/sponsored by the 

DOE LDC 

 

50% of the DOE 

Workforce will 

participate in a 

LDC event (DOE 

run or DHR run) 

DOE/DHR 

 

DOE Equity 

Council 

Guidance from 

DHRôs DEI team 

Completed. We 

have offered lots of 

events to DOE 

employees and 

LEAs centered 

around cultural 

diversity. 

SP-3 

Goal 2 

Create opportunities 

for employees to 

provide feedback, 

participate in DEI 

initiatives, and 

engage in open and 

honest discussions 

about company 

culture and values. 

Host quarterly town 

hall meetings and 

measure the 

attendance of those 

town halls. Ensure 

that an Equity 

Council member is 

there to discuss 

event and topic of 

the equity council 

and HR will  discuss 

the EEO report and 

how we are 

working toward our 

goals 

DOE Leadership, 

HR, and Equity 

Council 

Will  work with 

DHR 

We have not had 

town hall meetings, 

but we have begun 

to talk about EEO 

within our Equity 

Council group. 

SP-3 

Goal 3 

Increase 

Participation in 

Diversity and 

Cultural Heritage 

Month Related 

events organized by 

the DHRôs DEI 

team 

10% of DOE 

workforce will 

attend a DEI related 

event organized by 

DHRôs DEI Team 

DOE DHR 

DHR DEI Team 

 

DOE Local 

Diversity 

Committee 

Events and marketing 

materials from DEI 

Team 

In progress. We have 

not reached 10%. 
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DEPARTMENT  OF EDUCATION  DEMOGRAPHICS  AT A GLANCE:  

The total number of Department of Education EEO-4 eligible employees as of June 30, 2024, is 283. 

The Department of Education EEO-4 workforce demographic data reflect the race/ethnicity and gender 

representation of the Department of Education workforce based on the total number of employees within the eight 

EEO-4 categories (Appendix B). Analyses compare Department of Education workforce demographics to the 

available Delaware regional labor market statistics by race/ethnicity and gender. The Department of Education does 

not hire in the Para-Professional and Service Maintenance EEO-4 categories. 

The following summary of findings was derived from this data: 

Minority  Representation: 

¶ Minorities represent 29% of the total Department of Education workforce, a 1% increase from FY23. 

¶ Minorities are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-5%) 

o Professionals (-4%) 

o Technicians (-1%) 

 

Female Representation: 

¶ Females represent 76% of the total Department of Education workforce, a 2% increase from FY23. 

¶ Females are not under-represented in any of the EEO-4 categories. 

 

Male Representation: 

¶ Males represent 24% of the Department of Education workforce, a 2% decrease from FY23. 

¶ Males are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-18%) 

o Professionals (-12%) 

o Technicians (-41%) 

o Office & Clerical (-22%) 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Minority  Labor Market  Representation FY24 

(Including Race and Ethnicity)  

 

Table 2 
 

 Comparison to Minority  % of Category 

 

EEO-4 CATEGORY  

 

Labor 

Market  % 

Minority  % 

of 

Category 

Minority 

Variance 

to Labor 

Market  

 

Black 

 

Hispanic/ 

Latino 

 

Asian 

 

Pacific 

Islander 

 

American 

Indian 

 

Multi 

Racial 

1 Officials & Administrators 25% 20% -5% 13% 3% 0% 0% 0% 3% 

2 Professionals 29% 25% -4% 18% 2% 3% 0% 1% 1% 

3 Technicians 38% 36% -1% 30% 3% 3% 0% 0% 0% 

4 Protective Services 37% 0% NA 0% 0% 0% 0% 0% 0% 

5 Para Professional 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 Service Maintenance 45% 0% NA 0% 0% 0% 0% 0% 0% 
 

Table 3 
Female Labor Market  Representation FY24 

(Including Race and Ethnicity)  
 

 Comparison to Minority %  of Category 

 

EEO-4 CATEGORY 

 

Labor 

Market  % 

Female % 

of 

Category 

Female 

Variance 

to Labor 

Market  

 

White 

 

Black 

 

Hispanic/ 

Latino 

 

Asian 

 

Pacific 

Islander 

 

American 

Indian 

 

Multi  

Racial 

1 Officials & Administrators 45% 63% 18% 50% 10% 0% 0% 0% 0% 3% 

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 Protective Services 19% 0% NA 0% 0% 0% 0% 0% 0% 0% 

5 Para Professional 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 Service Maintenance 44% 0% NA 0% 0% 0% 0% 0% 0% 0% 

Table 4 Male Labor  Market  Representation FY24 
(Including Race and 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% 37% -18% 30% 3% 3% 0% 0% 0% 0% 

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 Protective Services 81% 0% NA 0% 0% 0% 0% 0% 0% 0% 

5 Para Professional 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 Service Maintenance 56% 0% NA 0% 0% 0% 0% 0% 0% 0% 

 

 
Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY  

FY22 

Minority  Variance of 

Labor Market  

FY23 

Minority  Variance of 

Labor Market  

FY24 

Minority  Variance of Labor 

Market  

1 Officials &Administrators -5% -4% -5% 

2 Professionals -8% -5% -4% 

3 Technicians 2% 0% -1% 

4 Protective Services NA NA NA 

5 Paraprofessional NA NA NA 

6 Office & Clerical -1% 6% 7% 

7 Skilled Craft NA NA NA 

8 Service Maintenance NA NA NA 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY 

FY22 

Female Variance of Labor 

Market  

FY23 

Female Variance of Labor 

Market  

FY24 

Female Variance of Labor 

Market  

1 Officials &Administrators 19% 17% 18% 

2 Professionals 7% 9% 12% 

3 Technicians 39% 42% 41% 

4 Protective Services NA NA NA 

5 Paraprofessional NA NA NA 

6 Office & Clerical 23% 25% 22% 

7 Skilled Craft NA NA NA 

8 Service Maintenance NA NA NA 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 

EEO-4 CATEGORY  

FY22 

Male Variance of Labor 

Market  

FY23 

Male Variance of Labor 

Market  

FY24 

Male Variance of Labor 

Market  

1 Officials &Administrators -19% -17% -18% 

2 Professionals -7% -9% -12% 

3 Technicians -39% -42% -41% 

4 Protective Services NA NA NA 

5 Paraprofessional NA NA NA 

6 Office & Clerical -23% -25% -22% 

7 Skilled Craft NA NA NA 

8 Service Maintenance NA NA NA 

 

Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity & Inclusion during FY24. 

Total Complaints by Gender 

Male 1 

Woman 1 

Other 0 

Total 2 

 

Total Complaints by type 

ADA  

Discrimination 1 

Gender  

Generic Issue  

Harassment 1 

Hostile Work Environment  

Merit Rule  

Misconduct  

Retaliation  

Sexual Harassment  

Workplace Violence  

Total 2 

 

Total Complaints by Race/Ethnicity 

Black - African American  

Asian  

Hispanic/Latinx  

Native American/ Alaskan Native  

Not Identified  

Pacific Islander/Native Hawaiian  

Two or more races  

White 2 

Total 2 

 

Total Compaints by Current  Status 

Open  

Closed 2 

Total 2 

 

Total Complaints by Employment Status 

Merit  

Non-Merit Exempt 2 

Casual/Seasonal  

Total 2 

 

Total Complaints by Resolution 

To be Determined  

Substantiated  

Unsubstantiated 2 

Total 2 

 

Total Complaints by Category 

Informal  

Formal  

External 2 

Total 2 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

FY 23-24 EEO REPORT KEY  OBSERVATIONS 

TYPE 
2023 2024 PERCENT 

CHANGE Total Percent Total Percent 

DISCIPLINES  

Total Female Non-Minority Disciplines 0 0% 1 13% 0% 

Total Female Minority Disciplines 1 25% 3 38% 200% 

Total Male Non-Minority Disciplines 3 75% 0 0% -100% 

Total Male Minority Disciplines 0 0% 4 50% 0% 

Total Disciplines 4 100% 8 100% 100% 

SEPARATIONS 

Total Female Non-Minority Separations 20 56% 13 41% -35% 

Total Female Minority Separations 6 17% 5 16% -17% 

Total Male Non-Minority Separations 8 22% 12 38% 50% 

Total Male Minority Separations 2 6% 2 6% 0% 

Total Separations 36 100% 32 100% -11% 

NEW HIRES 

Total Female Non-Minority New Hires 18 40% 19 51% 6% 

Total Female Minority New Hires 19 42% 7 19% -63% 

Total Male Non-Minority New Hires 7 16% 7 19% 0% 

Total Male Minority New Hires 1 2% 4 11% 300% 

Total New Hires 45 100% 37 100% -18% 

PROMOTIONS 

Total Female Non-Minority Promotions 7 50% 5 71% -29% 

Total Female Minority Promotions 6 43% 2 29% -67% 

Total Male Non-Minority Promotions 1 7% 0 0% -100% 

Total Male Minority Promotions 0 0% 0 0% 0% 

Total Promotions 14 100% 7 100% -50% 
 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION  VII:  EMPLOYEE  ENGAGEMENT  
 

 

Figure 10-12 

 

 

 

DOE uses its own independent training  methods. Therefore, this data is not currently  available. 
 

 

 

 

 

Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 
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Tuition  Reimbursement Summary 

Table 13 

The Department of Education does not offer tuition  reimbursement. 
 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 

 

DISABILITIES  SUMMARY  

 Number 

Total Employees Self-Identified or Disclosed Disabled 7 

Total Request for Accommodations 7 

Total Request Accommodated 6 

Total Selective Placement Candidates Interviewed 0 

Total Selective Placement Candidates Hired 0 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 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% 7 20% 99 

Prefer Not to Identify             

Total             

Answered 

Skipped 

Each employee is asked 14 questions during the exit interview process in which they can rate each question as: 

Excellent, Good, Average, Below Average, or Poor. They are also asked 4 other open-ended questions that are not 

considered in this data. 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION  VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 and 17 

The Department of Education does not have a report that we can pull from our recruitment site but based on internal 

tracking, the positions that are hard-to-fill would be for our Adult & Prison Education Resources workgroup. We 

currently have 14 prison education positions vacant. 6 have been vacant for six months or more. We typically 

receive 2-3 applicants on average for these positions and most times they donôt meet the requirements of the position 

or they canôt accept the salary that we are offering. 
 

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 

 

 

Table 18 

 

Turnover  by Division 

Dept ID Division 
Turnover Rate 

FY23 

Turnover Rate 

FY24 

Change in % 

FY24 vs FY23 

950100000 DOE 11% 7% -4% 

950300000 DOE 12% 12% 0% 

Department Average 12% 10% -2% 

 

 

Tables 18 display employee turnover rates by Division. Turnover is the difference between the number of new 

employees versus the number of employees who leave or transfer to another Department. Employees who transfer 

between Divisions within the same Department do not count. 

 
Tables 18 data was obtained from the PHRST system as of 06/30/2024. 



STATE OF DELAWARE  

Department of Education (DOE) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 

 

 

SECTION IX:  PLAN  OF ACTION  FUTURE STEPS TO IMPLEMENT : JULY  1, 2024 - JUNE 30, 2025 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees 

working on-site and remotely. * 

 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-1 

Goal 1 

Facilitate a 

workplace 

climate/culture 

survey to determine 

the temperament of 

the workplace 

Survey to 

determine the 

workplace climate. 

Work with a 3rd 

party vendor to 

facilitate the survey 

Aid with the survey 

from DEI team within 

DHR and review 

former Climate 

Survey for question 

development. 

Q3 or Q4 of FY25 

SP-1 

Goal 2 

Increase 

representation of 

underrepresented 

groups by 5% over 

the next year. 

Increase 

representation of 

underrepresented 

groups in DOE 

(Males and Racial or 

Ethnic Minorities). 

Increase 

representation in 

Males and Minorities 

by 4% each over the 

next year 

Intentionally recruit 

from specific groups 

(fraternities/sororities, 

colleges, etc.) 

Q4 of FY25 
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STRATEGIC  PRIORITY  (SP-2) 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-2 

Goal 1 

Implement Crucial 

Conversation 

Training 

Department wide. 

Complete a survey 

to see how well the 

material has helped 

with conversations 

between employees 

and their 

supervisors 

DOE Crucial 

Conversation 

Facilitators 

Crucial 

Conversation 

Training contacts 

Q4 of FY25 

SP-2 

Goal 2 

Implement 

professional 

learning/training for 

supervisors to equip 

them to lead and 

manage a diverse 

and inclusive 

workforce. 

Supervisors will 

complete the 

mandatory 

trainings. Aim to 

see a decrease in 

employee 

complaints 

DOE HR/Chief of 

Staff 

DHR 

Delaware Learning 

Center 

Other local 

professional 

learning 

opportunities 

Q4 of FY25 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Resources 
Target Date to 

Completion 

SP-3 

Goal 1 

Increase 

Participation in 

Diversity and 

Cultural Heritage 

Month Related 

events organized by 

the DHRôs DEI 

team 

10% of DOE 

workforce will 

attend a DEI related 

event organized by 

DHRôs DEI Team 

DOE DHR 

DHR DEI Team 

 

DOE Local 

Diversity 

Committee 

Events and marketing 

materials from DEI 

Team 

Q4 of FY25 

SP-3 

Goal 2 

Implement DEI 

trainings and events 

monthly or 

quarterly to spread 

awareness about 

DEI topics 

10% of DOE 

workforce will 

participate in DOE 

sponsored DEI 

events 

DOE Equity 

Council 

DOE HR 

Events offered to 

our LEAs that DOE 

employees can 

participate in. 

Q4 of FY25 

SP-3 

Goal 3 

Establish a mission, 

vision, and goals for 

the Equity Council 

and ensure that each 

department within 

DOE has 

representation in the 

Equity Council 

Ensure that all 

employees are aware 

of the mission, vision, 

and goals of the 

Equity Council and 

how it ties to the 

work of DOE 

DOE Equity Council 

DOE HR 

Leadership 

All -Staff meetings 

 

Equity Council 

Meetings 

Q4 of FY25 



STATE OF DELAWARE  

Department of Finance (DOF) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 

 

 

 

 

 

 

 

 

 

 

State of Delaware 
Department of Finance 

 

 

FY24 EEO/AA Report 

July 1, 2023 ï June 30, 2024 

and 

 

FY25 Action Plan 

July 1, 2024 ï June 30, 2025 



STATE OF DELAWARE  

Department of Finance (DOF) 

FY2024/FY2025 EEO REPORT AND ACTION  PLAN 

 

 

MEMORANDUM  

 

 

TO: Claire DeMatteis 

Cabinet Secretary, Department of Human Resources 

CC: Richard Potter, Jr. 

Chief Diversity Officer 

Division of Diversity, Equity and Inclusion 

FROM: Rick Geisenberger 

Finance Secretary 

Rick.Geisenberger@delaware.gov 

 

Rebecca Goldsmith, Deputy Finance Secretary 

Rebecca.Goldsmith.delaware.gov 

 

Diane Bourne, HR Manager II 

Diane.Bourne@delaware.gov 

 

DATE: October 29, 2024 

 

SUBJECT: Dept of Finance FY24 Equal Employment Opportunity/Affirmative 

Action Report and FY 25 Action Plan 

 

 

Attached is a copy of the Department of Finance FY24 Equal Employment Opportunity/Affirmative Action Report 

and FY25 Action Plan submitted in accordance with Executive Order No. 30, Delawareôs Continuing Commitment 

to a Respectful Workplace. 

 

We have reviewed the FY24 Equal Employment Opportunity/Affirmative Action Report and FY25 Action Plan and 

endorse its accuracy and content that will enable progress and results agency-wide. 

 

If  you have any questions, please let us know. 

Thank you. 

Enclosures 

mailto:Rick.Geisenberger@delaware.gov
mailto:Diane.Bourne@delaware.gov
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SECTION I:  POLICY  STATEMENT  

Included with this Report is the official declaration of the state executive branch agencyôs commitment to EEO and 

the Respectful Workplace and Anti-Discrimination Policy (RWAD), dated and signed by [Name of Cabinet 

Secretary/Official Agency Head]. Executive Order 30 (Appendix A) is also attached to this Report. 

SECTION II:  EXECUTIVE  SUMMARY  

SUMMARY STATEMENT:  

The Department of Finance (DOF) is continually working to produce, maintain and retain a diverse and inclusive 

workforce. We are committed to ensuring that our employment practices are fair and non-discriminatory. 

Workforce data is analyzed periodically to track under-utilization of representation of minorities, females, and male 

employees by EEO-4 job categories. DOF will continue to focus special attention involving recruitment and 

retention efforts for females in the Paraprofessional and Technician fields. Our action 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 against based upon the personôs race, color, national origin, gender, 

age, sex, pregnancy, marital status, sexual orientation, gender identity or expression, religion, creed, disability or 

veteranôs status, family responsibility or as a result of being a victim of domestic violence, sexual assault or 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, demotions, transfers, recruitment, terminations, and training. The 

department publishes vacancies in a variety of methods (print media, intra-departmental announcements, internet 

sites such as linked-in and handshake, industry associations, etc.) to reach a diverse labor market. The Department 

routinely uses a diverse three-person 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 unique skill sets, such as the Economic Fiscal/Senior Analyst, remain hard to fill. 

Vacancies for this position were extended, posted multiple times, or resulted in an inability to hire. The Finance 

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 incentive. 

In May of 2024 the Division of Accounting offer a pilot program to permit up to three days of remote work for 

qualifying classifications. The DOF also participated in the Department of Human Resourcesô (DHR) Maintenance 

Review which began reviewing job classifications and descriptions of roughly 200 Department of Finance 

employees, approximately two-thirds of the Departmentôs full -time workforce. Maintenance review results began to 

be delivered in FY 24 and will  continue through FY25. To promote retention, the DOF also worked with the DHR to 

create a new career ladder series for Division of Revenue Tax Auditors and revamped promotional standards for 

Paralegal career ladders. 

 

The Secretaryôs Office continued to encourage participation of DOF Staff in the GEAR Continuous Improvement 

Practitioner Program, worked with DHR to create and pilot a department-wide HR Managers Performance 

Improvement Tips & Tricks class, and completed the advanced excel pilot training offered to Finance employees. 

The Wellness Committee hosted a ñMarch Wellness Weekò including a lunchtime games event, wellness walks, 

puzzles and wordsearches throughout the office and a very popular ñRiddle of the Day.ò 
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The completion of Lottery Office and Division of Revenue Public Service renovations in 2024 marked a major 

milestone with all employeesô cubicles, offices, common, and public spaces within the Department of Finance 

having been renovated, replaced or refurbished since 2018. 

 

During FY 24, 35 participants completed the Gear Continuous Improvement Practitioner program. The Gear Team 

was able to work with DHRôs Classification and Compensation staff to create four new job classification series: 

Business Analyst, Change Management, Lean Continuous Improvement and Project Management. These new 

classifications are designed to better align with the specific needs of agencies that require dedicated roles to support 

their projects. 

 

The Office of Unclaimed Property (OUP) had several Team Building activities during FY ó24, such as a painting 

party, pillows and pin art, and peeps diorama contest. They had special luncheons, celebrated Black History Month, 

Public Service Employee Recognition Week and many holiday events. The OUP also participated in department 

wide SECC events. As part of a focus on skill building, staff participated in Excel training for beginners and 

advanced users, budget training, FIA, media, legislation, DEFAC etc. Employees 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 longer-term succession planning objective, the Division of Accounting (DOA) sent several employees 

to the Emerging Leaders Conference in June of 2024. The DOA Employee Appreciation Committee (EAC) was 

responsible for many office-wide, morale boosting events including a Harvest festival potluck, Winter Holiday party 

at Romaôs an off-site restaurant, Holiday themed decoration contest, Super Bowl party and many other events. 

Employees also volunteered at the Food Bank of Delaware as a Team Building event. 

 

The Division of Revenue continued to offer their Excellence in Transformation Leadership Program. The Division 

Director and Deputy hosted Town Hall Meetings offered a Personal Stress Management Class for the Division 

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 both 

safety and aesthetics while the interior spaces received much needed office renovations ï improved warehouse 

space, enhanced user acceptance testing lab space, an updated phone system, and modernized restroom facilities. As 

part of succession planning and employee development the Lottery encouraged training and conference attendance 

for many layers of staff. Other forms of office-wide training were also held, such as CPR training and security 

training. Team building events included Adopt a Family, monthly get-togethers (tacos, donuts, birthdays), holiday 

contests, and an annual holiday luncheon. 
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DEPARTMENT  SUMMARY  

Name of Division # of Employees 

Office of the Secretary 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 of the Departmentôs Affirmative Action Plan to ensure it is 

implemented promptly and effectively. HR Supervisor Diane Bourne (302.577.8987) Diane.Bourne@delaware.gov 

under the direction of Deputy Secretary Rebecca Goldsmith (302.577.8999), Rebecca.Goldsmith@delaware.gov 

implements the Affirmative Action Plan and ensures that managers comply with federal and state laws, regulations 

and executive orders. 

 

The Cabinet Secretary has the following duties and responsibilities: 

Á Designate a staff person to carry out all EEO/AA functions for the Department, including those duties and 

obligations described in Executive Order Number 30. 

Á Ensure that Affirmative Action efforts are included in the performance plans of managers and supervisors, so 

they are held accountable. 

Á Discuss the departmentôs Affirmative Action commitment and progress at leadership meetings. Act 

whenever possible to eliminate problems of under-representation and discrimination within the Department. 

 

The Affirmative  Action Officerôs duties and responsibilities include: 

Á Develop and implement an EEO/AA plan for the Department of Finance. 

Á Analyze statistical data to determine problem areas and department needs for Affirmative Action and 

workforce diversity strategy and action plan. 

Á In conjunction with Division Directors, develop strategies and a plan of action to correct specific EEO 

problem areas within the Department. 
Á Provide guidance to managers to increase their understanding of and compliance with EEO/AA. 

Á In conjunction with Division, Directors, investigate and facilitate a resolution to discrimination complaints. 

Á Meet with managers and supervisors to assure compliance with EEO/AA and fair employment practices. 

Á Review the process for interviewing candidates for all positions to determine if  artificial barriers prevent the 

advancement of women and employees who are members of a minority group. 

Á Provide a copy of the Departmentôs annual Affirmative Action Plan to any employee upon request. 

 

The Division Directorsô responsibilities include: 

Á Communicate support for the Affirmative Action Program to all employees. 

Á Adhere and govern themselves accordingly to same. 

Á Ensure their employees understand this information including the complaint process. 

Á Promote, participate in, and support equal opportunity for all employees with regard to training and 

advancement. 

Hiring  managers and supervisors have the responsibility to: 

Á Distribute Affirmative Action literature they receive to their employees. 

Á Adhere and govern themselves accordingly to same. 

Á Ensure their employees understand this information, including the complaint process. 

Á Support and actively participate in the Departmentôs Affirmative Action, EEO, Diversity, and related 

training. 

mailto:Diane.Bourne@delaware.gov
mailto:Rebecca.Goldsmith@delaware.gov
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Charles Clark 

Director of GEAR 

Brenda Mayrack 
State of Escheator & 
Director of Unclaimed 

Property 

Helene Keeley 

State Lottery Director 

Kyle Pritchard 

Director of Accounting 

Kathy Revel 

Director of Revenue 

Richard J Geisenberger 

Secretary of Finance 

David Roose 

Economic 
Forecasting 

MIke Myron 

DTI Director 

Diane Bourne 

Human Resources 
Manager 

Rebecca Goldsmith 

Deputy Cabinet Secretary of Finance 

Joel Heller 

Director of Bond Finance 

Employees have the responsibility to: 

Á Be receptive to all information disseminated by the Affirmative Action Officer. 

Á Follow all Affirmative Action policies and procedures. 

Á Actively Participate in Department Affirmative Action, EEO, Diversity, and related trainings. 

 

 

ORGANIZATIONAL  CHART:  
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SECTION  III:  FY23 ACCOMPLISHMENTS : JULY  1, 2023 - JUNE 30, 2024 
 

STRATEGIC  PRIORITY  (SP-1) 
 

Workplace Environment, Climate, and Culture 

Foster an equitable and inclusive environment that recognizes the value of diversity among all employees working on-site and 

remotely. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-1 

Goal 1 

Revamping Public 

Service workspaces 

and taxpayerôs public 

area 

Contracting design 

and improve the 

availability of access 

for individuals 

requiring services 

thru ADA. 

Measure: Renovation 

Completion 

DOR Contract signed, 

funding acquired, 

plan implemented. 

Completed February, 

2024 

SP-1 

Goal 2 

Continue hiring 

bonuses 

Encourage qualified 

applicants to apply 

for jobs while 

existing staffing 

resources are 

overburdened due to 

vacancies and the 

inability to hire. 

DOF HR/DOF 

Division 

Directors/Statewide 

DHR 

Request for FY 25 

was submitted in 

April  of 2024 to DHR 

and OMB 

Portions approved for 

FY 25 and later re- 

requested. 

SP-1 

Goal 3 

Continue Retention 

Bonus 

The number of 

bonuses approved and 

granted reduces 

turnovers in critical 

and understaffed 

areas. 

 

Measure: # bonuses 

given and dollar 

amount of bonuses, 

Exit interview 

responses in regard to 

compensation 

Division Turnover 

rate 

DOF HR/DOF 

Division 

Directors/Statewide 

DHR 

Request for FY 25 

was submitted in 

April  of 2024 to DHR 

and OMB 

Approved for FY 25 

SP-1 

Goal 4 

Continue to offer 

$3,500 annually for 

Educational 

Assistance 

Utilization rate DOF HR/DOF 

Division Directors 

Employees are 

informed via email 

that the Educational 

Assistance is 

available 

FY 25 continuous 

SP-1 

Goal 5 

Continue Workplace 

Wellness 

Committee 

Committee and staff 

engagement and 

participation 

Wellness Committee 

made up of agency 

employees 

Volunteer staff, 

funding, and 

participation hours. 

FY 25 continuous 
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    Wellness walks and 

events held in FY24. 

 

 

STRATEGIC  PRIORITY  (SP-2) 
 

Management and Supervisory Effectiveness 

Increase management and supervisory capacity to lead, engage and motivate a diverse and inclusive workforce to yield 

rigorous workforce outcomes and attainment of the stateôs mission, vision, and value proposition. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 

 

Steps Taken 

 

Status 

SP-2 

Goal 1 

DOR will offer 

another session of the 

Excellence in 

Transformation 

Leadership Program 

Measure: Number of 

employees 

participating 

Goal: 10 participants 

in FY24 

DOR Program implemented 

with 10+ participants 

Completed. 

SP-2 

Goal 2 

Encourage cross- 

training, round tables, 

and brown bags for 

lunch. 

Measure: Number of 

trainings offered, 

Survey of employees 

Goal: 4 trainings 

offered in FY24 

DOF HR/DOF 

Division Directors/ 

Divisions held 

multiple trainings and 

encouraged 

conference 

participation. 

Management also 

focused on career 

ladder development 

as part of recruitment 
and retention goals. 

Implemented. 

SP-2 

Goal 3 

Succession Planning- 

Provide learning 

opportunities for 

managers to grow 

professionally 

Measure: 

participation in 

leadership training 

and workforce 

development 

initiatives 

DOF Division 

Directors 

Department wide 

performance 

management training 

developed and offered 

to supervisors and 

managers; Many 

professional growth 

opportunities offered 

within each division. 

Completed 
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STRATEGIC  PRIORITY  (SP-3) 

Professional Development, Education, and Awareness 

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

across the life cycle of their careers with a key focus on equitable enrollment and participation in professional development, 

engagement, education, and training opportunities. * 

* At least one objective under this Strategic Priority should describe how the agency plans to address gaps in retention, 

recruitment, and workforce underrepresentation via collaboration with DHR. 
 

Strategic 

Priority  

 

Objective 

Measures of 

Success/Key 

Results 

 

Responsible Group 

 

Steps Taken 

 

Status 

SP-3 

Goal 1 

Support Continuous 

Improvement 

Practitioner 

Program 

Number of new 

Practitioners 

statewide. (31 

statewide) 

 

Continued DOF 

employee 

participation 

Statewide Initiative 

lead by GEAR 

Executive Director 

4 DOF staff 

participating with 

full  courses offered 

in FY 24 

Completed. 

SP-3 

Goal 2 

Conference and 

Training 

Staff attendance at 

conferences and 

career-related 

trainings 

 

Goal: 16 employees 

attending conferences 

Division Directors Multiple 

Conferences and 

trainings held far 

exceeding 16. 

Participation of 

non-supervisory 

staff is included and 

encouraged 

Continuous. 

SP-3 

Goal 3 

Improve effectiveness 

and efficiency of 

Department staff; 

provide professional 

growth opportunities 

Revise and pilot new 

Advance Excel 

training, post-course 

surveys, and 

professional 

improvement. 

 

Goal: 50 Participants 

DOF SOF Implemented. Approximately 35 

participants. 
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Dept of Finance DEMOGRAPHICS  AT A GLANCE:  

The total number of FinanceEEO-4 eligible employees as of June 30, 2024, is 277. 

The Finance EEO-4 workforce demographic data reflect the race/ethnicity and gender representation of the Finance 

workforce based on the total number of employees within the eight EEO-4 categories (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: 

¶ Minorities represent 47% of the total Finance workforce, a 2% increase from FY23. 

¶ Minorities are under-represented in the following EEO-4 categories: 

o Officials and Administrators (-3%) 

o Technicians ( -8%) 

 

Female Representation: 

¶ Females represent 68% of the total Finance workforce, a 3% decrease from FY23. 

¶ Females are under-represented in the following EEO-4 categories: 

o Technicians (-15%) 

o Paraprofessional (-18%) 

o Service Maintenance (-44%, one position department-wide) 

 

 

Male Representation: 

¶ Males represent 32% of the Finance workforce, a 3% increase from FY23. 

¶ Males are under-represented in the following EEO-4 categories: 

o Officials & Administrators (-12%) 

o Professionals (-13%) 

o Office & Clerical (-15%) 



 

 

 

 

EEO-4 Status Report FY24 

(Without Casual/Seasonal) 
 

 

Table 1 
 

 

 

 

Table 1 illustrates the total FY 24 workforce demographics by race/ethnicity and gender. This is an overview of the entire EEO-4 Workforce by EEO-4 job 

category. 

Table 1 data were obtained from the PHRST system as of 06/30/2024. 
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Table 2 
Minority  Labor Market  Representation FY24 

(Including Race and Ethnicity)  
 

 

 

 

Table 3 
Female Labor Market  Representation FY24 

(Including Race and Ethnicity)  
 

 

 

Table 4 Male Labor  Market  Representation FY24 
(Including Race and Ethnicity)  

 

Tables 2, 3, and 4 illustrate the variance between the Regional Labor Market and agency demographics. Also illustrated is a 

percentage breakdown of demographic representation by race/ethnicity, gender, and EEO-4 job category. 

Tables 2, 3, and 4 data were obtained from the PHRST system as of 06/30/2024. 
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Table 5 
Minority  Representation Trends FY22, 23, 24 

 

 
 

 

Table 6 
Female Representation Trends FY22, 23, 24 

 

 
 

 

Table 7 
Male Representation Trends FY22, 23, 24 

 

 
Tables 5, 6, and 7 illustrate trends for the past three fiscal years by comparing the variance between the Regional Labor 

Market and Executive Branch demographics for minorities, females, and male employees by EEO-4 job category. 

Tables 5, 6, and 7 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION V:  EMPLOYEE  COMPLAINTS  

 

Table 8 

 

 

Table 8 illustrates total complaints by gender, race/ethnicity, employment status, category, type, status, and resolution. 

Table 8 data were obtained from agency internal records submitted to the Division of Diversity, Equity & Inclusion during FY24. 
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SECTION VI:  EMPLOYEE  ACTIONS 

 

Table 9 

 

 

Table 9 displays the total number of disciplines, separations, new hires, and promotions by gender and minority 

status. 

Table 9 data were obtained from the PHRST system as of 06/30/2024. 
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SECTION  VII:  EMPLOYEE  ENGAGEMENT  

Figure 10 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 11 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 12 

Training by Gender 
 

Training  by Race and Ethnicity  
 

Training  by EEO-4 Job Category 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figures 10-12 display the total number of attendees for D&I -related training courses by gender, race/ethnicity, and 

EEO-4 Job Category 

Figures 10-12 data were obtained from the Delaware Learning Center (DLC) system as of 06/30/2024. 
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Tuition  Reimbursement Summary 

Table 13 

 

 

Table 13 displays the total number of employees receiving tuition reimbursement by gender and minority status. 

Table 13 data were obtained from agency internal records during FY24. 

 

 

 

Disabilities Summary 

Table 14 

 

 

Table 14 displays the total number of employees who requested accommodations, the total number of accepted 

accommodations, the total number of employees who self-identified or disclosed as disabled, the total amount of 

candidates interviewed via the Selective Placement Program, and the total number of employees hired either via the 

Selective Placement Program. 

Table 14 data were obtained from the PHRST system as of 06/30/2024. 
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Exit Survey Summary 

Table 15 

 

 

Table 15 illustrates Exit Survey Summary data for employees who left the Department and were willing  to respond. 

Table 15 data were obtained from the employee responses from an online survey during FY24. 
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SECTION  VIII:  RECRUITMENT  AND RETENTION  SUMMARY  

 

Table 16 

 

 

Table 17 
 

HARD-TO-FILL  APPLICANT  PIPELINE  

 

Class Code 

 

Class Title  

# Times 

Posted in 

FY24 

Total # 

Aps 

Received 

Average 

# Aps 

Received 

Total # 

Aps 

Qualified 

Average 

# Aps 

Qualified 

 
MABZ39/40 

Economic/Fiscal Analyst & 

Sr Analyst 
2 54 27 17 8.50 

MABM01 Lottery Field Representative 3.00 44.00 14.67 18.00 6.00 

 
MABQ01 

Lottery Security/Operations 

Specialist I 
2.00 56.00 28.00 21.00 10.50 

 
MABZ71 

Manager of Reporting and 

Internal Controls 
1.00 11.00 11.00 3.00 3.00 

MABT04/MABC04 State Accountant IV 1.00 14.00 14.00 5.00 5.00 

 

 

Tables 16 and 17 display hard-to-fill vacancies by job classification, along with the applicant pipeline statistics for 

those hard-to-fill classifications, including the number of times the position was posted, the average number of 

applications received per posting, and the average number of applicants deemed to meet the minimum qualifications 

(MMQ) for the position. 

*The State Accountant IV and Accounting Administrator positions are typically hard to fill.  As a result of the FY 24 

Maintenance Review, many of the Division of Accounting positions in these classifications could not be posted for 

some time. As such the statistics for FY 24 do not necessarily reflect all hard to fill activity. 
 

 

 

Table 16 data were obtained from the PHRST system as of 06/30/2024. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Table 18 

 

 

Table 19 
 

 

Tables 18 and 19 display employee turnover rates by Division and Hard-to-Fill  Job Classifications. Turnover is the 

difference between the number of new employees versus the number of employees who leave or transfer to another 

Department. Employees who transfer between Divisions within the same Department do not count. 

 
Tables 18 and 19 data were obtained from the PHRST system as of 06/30/2024. 
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Applicant  Pipeline 

 

In FY24, 908 people applied online to Department of Finance jobs, an increase from FY23 in which 

810 applied. This data includes all jobs posted in the Delaware Employment Link (JobAps) 

Recruitment System including/excluding Casual Seasonal Recruitments. 

Figure 20 
 

Figure 21 

FY24 Applicant  Pipeline by Minority  vs. Non-Minority  
 

 

Figures 20 and 21 illustrate the total number of applicants who applied to the State of Delaware jobs on the stateôs 

primary hiring platform, The Delaware Employment Link at statejobs.delaware.gov. by minority vs. non-minority 

and gender. Further illustrated are the total applicants who were found qualified and hired, also by minority vs. non- 

minority and gender. 

 
Figures 20 and 21 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2024. 
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Recruitment and Hiring  Times 

FY23 and FY24 
 

 

Table 22 
 

 

Table 23 

 

Table 22 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

managerôs effectiveness in making hires. 

Å Time-to-Fill is measured by the number of calendar days from recruitment posting to a conditional offer for hire. 

The current metric is 40 calendar days. 

Å Time-to-Hire is measured by the number of calendar days from the time a referral list of qualified candidates is 

created for the hiring manager until a conditional offer for hire. The current metric is 15 calendar days. 

 

 

Table 23 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and measures 

HRôs effectiveness in processing recruitments. 

Å  Average Time from Request-to-Open is measured by the number of calendar days it takes HR from the time they 

receive a request to fill  a vacant position until they get the recruitment posted. The current metric is 2 calendar days. 

Å Average Time Closing Date-to-Referral is measured by the number of calendar days from the time recruitment 

closes until a referral list of qualified candidates is created for the hiring manager. The current metric is 5 calendar 

days. 

Tables 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 

06/30/2024. 




