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SECTION I: POLICY STATEMENT 
SEE THE STATE OF DELAWARE RESPECTFUL WORKPLACE AND ANTI-DISCRIMINATION 

POLICY 

SECTION II: EXECUTIVE SUMMARY 

SUMMARY STATEMENT: 

The Department of Agriculture (DDA) experienced some significant personnel difficulties during FY22 and, 

unfortunately, these did impact our ability to work on personnel goals. The COVID pandemic was ongoing 

through the winter and the vaccination/testing requirements increased workloads for DDA HR staff. At the 

same time, DDA experienced extreme difficulty in hiring and then an emergency response effort to avian 

influenza.  

Anecdotally, DDA initially seemed somewhat immune to the “great resignation” trend that swept U.S. 

employers. We believe we benefitted from a work environment that staff like to work in as well as being an 

agency that seeks to support industry (agriculture), and where many staff share that as a personal goal. 

However, rising wages outside of state employment as well as increased vacancies in state positions did 

provide opportunities for those looking to either increase their income or seek promotion to roles with more 

responsibility. Overall, our Time-to-Fill metric decreased, but that hides the fact that we were forced to 

repost positions repeatedly to collect enough candidates and often finished the interview process with no 

candidates that would accept the position. It was, frankly, demoralizing for HR and hiring managers. Finance 

and Meat Inspection were hit especially hard with over 60% vacancy for much of FY22, which is still not 

resolved. 

In addition, high-path avian influenza – an extremely contagious and deadly chicken disease was discovered 

at farms in Delaware and Maryland (and many other U.S. locations) triggering a joint emergency response 

between DDA, Maryland Dept of Ag, and USDA starting in February 2022, the peak of our staffing 

difficulties, and had significant activity through June. This put extra and unprecedented strain on our staff as 

it pulled resources from across the agency into the response. 

Despite these challenges, we’re encouraged to see some improvement in our EEO metrics and are hopeful 

that these challenges are fading into memory. Hiring is still difficult but feels like it’s improved from last 

winter. The initial avian influenza farms are returning to normal operation, though we fear a repeat during 

this fall/winter, we will at least be better prepared.  This should allow us more time to dedicate to continued 

improvement. 

Fiscal Year 22 was characterized by massive hiring difficulties not only at DDA but across state government 

as well as private industries. DDA had great difficulty finding applicants, especially qualified applicants, for 

nearly all vacancies. Some positions, especially entry-level, were very hard to fill and experienced extremely 

high turnover. Sadly, it was common to finish the interview process and repost when all offers were declined 

by applicants. Higher pay grade positions were not immune and were often extended and/or reposted 

multiple times. 
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Despite these difficulties, DDA reduced the time-to-fill by 8 days. DDA also increased minority hires by 

three in the past year. DDA requested and received approval for a blanket starting salary and leveling-up for 

the hard-to-fill Meat Inspector I classification. DDA was also included in the blanket starting salary and 

leveling-up for the Environmental Health Specialist II classification. DDA was successful in reclassifying 

several Environmental Scientist positions to the III Level and worked with DHR/Talent Acquisition to revise 

locations on several job postings to eliminate confusion for applicants when applying for specific jobs. DDA 

used all platforms of social media (Twitter, Facebook, LinkedIn, Handshake, and Glassdoor) on job postings. 

DDA staff participated in the DHR Statewide Career Fair on May 11, 2022. 

The Department of Agriculture is committed to ensuring all its employees receive equality of opportunity 

limited only by everyone’s desire and ability. DDA provides a work environment that is diverse and free 

from discrimination.  As an Equal Opportunity Employer, DDA does not discriminate on the basis of a 

person’s race, color, national origin, gender, age, sex, pregnancy, marital status, sexual orientation, gender 

identity or expression, religion, creed, disability, or veteran’s status, and victims of domestic violence, sexual 

assault and/or stalking, family responsibility, or any other category protected by state and/or federal civil 

rights laws.  DDA complies with all applicable equal employment opportunity laws and regulations. 

DEPARTMENT SUMMARY 

Names of Divisions # of Employees 

Administration 13 

Agricultural Compliance 7 

Food Products Inspection 20 

Forest Service 19 

Harness Racing Commission & Standardbred Racing 7 

Pesticide Compliance 8 

Planning 4 

Plant Industries 12 

Poultry & Animal Health 8 

Thoroughbred Racing Commission 5 

Weights & Measures 7 

Nutrient Management 6 

Aglands Foundation 2 

TOTALS 118 
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Responsibilities for Implementation 
 

RESPONSIBILITIES STATEMENT 

The Secretary of Agriculture oversees the implementation of the Department’s Affirmative Action Plan to 

ensure that it is implemented promptly and effectively. The Human Resources Administrator I, Debbie Carey 

(302) 698-4510 or 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 Officer’s 

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 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 ensure 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.  

mailto:Debbie.Carey@delaware.gov
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Section III: FY22 Accomplishments:  July 1, 2021 - June 30, 2022 

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. 

Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-1 

Goal 1 

No overall 

workplace 

environment/

climate issues 

are to be 

addressed. 

 

Continue a 

positive work 

environment 

with zero 

complaints. 

Administration  

 

Managers 

Continue a 

workplace 

environment 

that results in 

overall 

employee 

satisfaction 

and retention. 

DDA received no complaints in 

FY22. 

 

Turnover did increase for some 

positions, some dramatically, 

largely due to completion and 

rapid salary increases from 

competing employers and the slow 

rate at that a state government can 

respond to salary increases. 
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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 state’s mission, vision, and value proposition. 

Strategic 

Priority  
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-2 

Goal 1 

Without a 

way to 

retain and 

transfer 

knowledge

, we 

experience 

difficulties 

training 

new 

employees 

and 

providing 

consistent, 

top-quality 

service to 

customers. 

 

Ensuring that 

key 

knowledge 

from 

departing 

employees is 

stored and 

shared with 

supervisors 

and managers. 

 

Managers Created an onboarding / 

offboarding checklist for 

managers to increase 

consistency and a positive 

beginning for new hires. 

 

Multiple positions have 

drafted desk manuals to 

document common work 

tasks and job functions. 

 

Though we have discussed 

dual incumbency with 

DDA HR, most vacancies 

during FY22 were not 

retirements and we did not 

have enough notice to use 

this. 

DDA will continue 

working on knowledge 

transfer tools. 
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Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-2 

Goal 2 

18% (24 

employees) 

are eligible 

to retire 

immediately 

and about 

15% (31 

employees) 

are eligible 

to retire 

within the 

next five 

years. 

Determine at 

least the top 

three critical 

jobs that are 

on the 

retirement 

list and plan 

for transition 

90 days prior 

to the 

retirement 

date.  

DDA HR 

 

Hiring 

Managers 

 

Administration 

DDA had many 

vacancies during 

FY22, usually due to 

promotions (internal 

and to other State 

agencies) and 

resignations rather 

than retirements. 

DDA will continue to 

maintain awareness of 

employees and their 

retirement plans, to the best 

of our ability. 

Personnel and promotion 

rules always make planning 

for employee retirements 

difficult; retirement planning 

and knowledge transfer could 

be interpreted as favoring a 

particular staff member for 

promotion. 

 

 

SP-2 

Goal 3 

Need to 

reduce the 

number of 

days it takes 

to fill 

vacancies. 

Faster time-

to-fill rates 

along with 

other hiring 

metrics. 

DDA HR 

Hiring 

Managers 

 

Administration 

Posted as expected 

vacancies prior to the 

last day of departing 

staff. Prioritized 

candidate review to 

provide certification 

lists ASAP after 

announcements 

closed.  

 

Continue to coach 

managers/supervisors 

to fill their vacancies 

in a reasonable time 

frame by reducing 

‘dead time’ in the 

hiring process.  

FY22 was characterized by 

massive hiring difficulties 

across state government as 

well as private industries. 

Unfortunately, DDA had 

great difficulty finding 

applicants, especially 

qualified applicants, for 

nearly all vacancies. Some 

positions, especially entry-

level, were very hard to fill 

and experienced extremely 

high turnover. Sadly, it was 

common to finish interviews 

and repost when all offers 

were declined by applicants. 

Higher pay grade positions 

were not immune and were 

often extended and/or 

reposted multiple times. 

 

In spite of these difficulties, 

DDA reduced the time to fill 

by 8 days. Improvements 

were made in the time to 

create referral lists and for 

managers to interview and 

make offers. 
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STRATEGIC PRIORITY (SP-3) 

Recruitment and Retention 

Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Steps Taken Status 

SP-3 

Goal 1 

Salary 

continues to be 

a challenge as 

our pay is often 

lower than 

similar 

positions in 

other state 

agencies (as 

well as the 

private sector 

and federal 

government) 

and thus it will 

continue to be a 

greater 

challenge to 

retain good 

employees. 

 

Work towards 

ensuring 

salaries are 

more in line 

with our 

competition 

such as other 

State Agencies 

and the 

Federal 

Government. 

Administration 

/ DDA HR / 

DHR 

Continue to work with 

DHR to review job 

specifications, salary, 

and career ladder 

series where 

applicable. 

 

Early in FY22, we 

were limited in having 

staff go out to visit 

public schools or 

universities to discuss 

career opportunities 

with students due to 

COVID-19.  

 

We did create custom 

graphics for social 

media posts about our 

open positions. 

 

DDA was included in 

the blanket starting 

salary and leveling-up 

for the Investigator job 

series.  

 

DDA also requested 

and received approval 

for a blanket starting 

salary and leveling-up 

for Meat Inspector I. 

SP-3 

Goal 2 

With limited 

personnel, it is 

difficult to 

attend job fairs 

and other 

events that may 

attract a diverse 

talent pool. 

 

Ensuring there 

is a diverse 

pipeline for 

minorities and 

females as 

positions 

become 

vacant. 

 

DDA HR / 

Administration/ 

DHR Talent 

Acquisition 

Work with 

DHR/Talent 

Acquisition to identify 

minority and female 

pipeline candidates. 

 

DDA staff participated 

in the DHR Statewide 

Career Fair on May 

11, 2022. 

As shown in Figs 19 & 

20, DDA tended to hire 

female and minority 

candidates at higher 

rates than would be 

expected based on the 

applicant pools we 

received.  

 

49% of qualified 

applicants and 67% of 

new hires were female.  

 

29% of qualified 

applicants and 47% of 

new hires were 

minorities. 
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SECTION IV: WORKFORCE ANALYSIS 

DDA Workforce Analysis Overview:  

The Department of Agriculture is underrepresented in five EEO-4 categories but only has 118 

employees, so opportunities to change their demographics are limited. Minorities represent 15% of the 

DDA workforce, a 3% increase from FY21. 

Below are observable trends that affect DDA’s opportunity to increase diversity in its workforce:  

1. Recruiting and retention have been extremely 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.   

2. Competition is high from other State Agencies and the Federal Government in the industry in which 

DDA functions.  

3. Several Seasonal Agricultural Commodity Inspectors are on-call positions, which makes it difficult 

to attract applicants.  

4. Weights and Measures and Conservation Technicians receive training from DDA to 

become CDL drivers.  Such employees are then often promoted competitively to other agencies that 

hire CDL drivers, such as DELDOT and DNREC.  

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

recruitment which provides opportunities to increase diversity.  DDA’s relatively small size in terms 

of personnel often limits internal promotional opportunities, especially considering the high 

employee retention rates.  The most common explanation employees provide for leaving is a lack of 

promotional opportunities.  

6. DDA requires managers to participate in D&I-related training every year.  

7. 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 the DHR Statewide Career Fair on May 

11, 2022. 

8. DDA does work with Smyrna High School’s Agricultural program, but they need to expand 

this outreach to more diverse schools, so students gain interest in the field. They are looking to 

partner with DSU to help their students with capstone projects, but again they have limited staff.  

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

retention.  However, DDA’s 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.  DDA’s 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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DDA Demographics at a Glance: 

 

The total number of DDA employees as of June 30, 2022, in the EEO-4 category is 118. 

 

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

DDA workforce based on the total number of employees within the eight EEO-4 categories. Analyses are 

made comparing DDA workforce demographics to the available Delaware regional labor market statistics 

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

categories. 

 

The following summary of findings were derived from this data: 

 

Minority Representation: 

• Minorities represent 15% of the total DDA workforce, a 3% increase from FY21. 

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

o Officials & Administrators (-10%) 

o Professional (-20%) 

o Technicians (-13%)  

o Office & Clerical (-19%)  

o Skilled Craft (-26%)  

 

Female Representation: 

• Females represent 53% of the total DDA workforce, a 2% decrease from FY21. 

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

o Officials & Administrators (-2%) 

o Professional (-1%) 

o Technicians (-4%)  

o Skilled Craft (-6%)  

 

Male Representation: 

• Males represent 47% of the DDA workforce, a 2% increase from FY21. 

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

o Protective Services (-21%) 

o Office & Clerical (-29) 
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Table 1 illustrates the total FY 22 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 06/30/2022. 

 

 

EEO-4 Status Report FY 2022 

(Without Casual/Seasonal) 

 

Table 1  
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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 06/30/2022. 

Table 2  

Table 3  

Table 4  

Minority Labor Market Representation FY2022 
(Including Race and Ethnicity) 

Female Labor Market Representation FY2022 
(Including Race and Ethnicity) 

Male Labor Market Representation FY2022 
(Including Race and Ethnicity) 



STATE OF DELAWARE 

DEPARTMENT OF AGRICULTURE (DDA) 

FY 2022/FY 2023 EEO REPORT AND ACTION PLAN 

Minority Representation Trends FY20, 21, 22 

Female Representation Trends FY20, 21, 22 

Male Representation Trends FY20, 21, 22 

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 06/30/2022. 

Table 5 

Table 8 

Table 6 

Table 7 

FY20 FY21 FY22

Minority Variance of 

Labor Market

Minority Variance of 

Labor Market

Minority Variance of 

Labor Market

1 Officials &Administrators -20% -25% -10%

2 Professionals -13% -19% -20%

3 Technicians -14% -24% -13%

4 Protective Services 4% 13% 23%

5 Paraprofessional NA NA 0%

6 Office & Clerical -3% -9% -19%

7 Skilled Craft -22% -26% -26%

8 Service Maintenance NA NA 0%

EEO-4 CATEGORY

FY20 FY21 FY22

Female Variance of Labor 

Market

Female Variance of Labor 

Market

Female Variance of Labor 

Market

1 Officials &Administrators -8% -9% -2%

2 Professionals 5% 3% -1%

3 Technicians -8% -5% -4%

4 Protective Services 40% 31% 21%

5 Paraprofessional NA NA 0%

6 Office & Clerical 29% 30% 29%

7 Skilled Craft -4% -6% -6%

8 Service Maintenance NA NA 0%

EEO-4 CATEGORY

FY20 FY21 FY22

Male Variance of Labor 

Market

Male Variance of Labor 

Market

Male Variance of Labor 

Market

1 Officials &Administrators 8% 9% 2%

2 Professionals -5% -3% 1%

3 Technicians 8% 5% 4%

4 Protective Services -40% -31% -21%

5 Paraprofessional NA NA 0%

6 Office & Clerical -29% -30% -29%

7 Skilled Craft 4% 6% 6%

8 Service Maintenance NA NA 0%

EEO-4 CATEGORY
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SECTION V: COMPLAINTS 

DDA HAD ZERO COMPLAINTS IN FY22 

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 during FY22.   
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SECTION VI: EMPLOYEE ACTIONS 

 

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 06/30/2022. 

Table 9 

Total Percent Total Percent

Total Female Non-Minority Disciplines 0 0% 0 0% 0%

Total Female Minority Disciplines 0 0% 1 100% 100%

Total Male Non-Minority Disciplines 1 100% 0 0% -100%

Total Male Minority Disciplines 0 0% 0 0% 0%

Total Disciplines 1 100% 1 100% 0%

Total Female Non-Minority Separations 0 0% 12 48% 100%

Total Female Minority Separations 13 68% 3 12% -77%

Total Male Non-Minority Separations 5 26% 9 36% 44%

Total Male Minority Separations 1 5% 1 4% 0%

Total Separations 19 100% 25 100% 24%

Total Female Non-Minority New Hires 10 63% 8 40% -20%

Total Female Minority New Hires 1 6% 3 15% 67%

Total Male Non-Minority New Hires 4 25% 7 35% 43%

Total Male Minority New Hires 1 6% 2 10% 50%

Total New Hires 16 100% 20 100% 20%

Total Female Non-Minority Promotions 5 45% 4 33% -20%

Total Female Minority Promotions 1 9% 2 17% 50%

Total Male Non-Minority Promotions 5 45% 4 33% -20%

Total Male Minority New Hires 0 0% 2 17% 100%

Total Promotions 11 100% 12 100% 9%

DISCIPLINES

NEW HIRES

PROMOTIONS

SEPARATIONS

20222021 PERCENT 

CHANGE
TYPE
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SECTION VII: EMPLOYEE ENGAGEMENT 

 

 

 

 

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 06/30/2022.

Figure 10 

Figure 11 

Figure 12 

Training by Gender 

Training by Race/Ethnicity 

Training by EEO-4 Job Category 

Training by EEO-4 Job Category 
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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 FY22.  

 

 

 

 

 

 

 

 

 

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 06/30/2022. 

Table 13 

Table 14 

Number

Total Non-Minority Female 0

Total Minority Female 0

Total Non-Minority Male 1

Total Minority Male 0

Total Employees Requesting Tuition Reimbursement 1

TUITION REIMBURSEMENT SUMMARY

Number

Total Employees Self-Identified or Disclosed Disabled 1

Total Requests for Accommodations 1

Total Requests Accomodated 1

Total Selective Placement Candidates Interviewed 0

Total Selective Placement Candidates Hired 0

DISABILITIES SUMMARY



 

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

provide responses. 

Table 15 data were obtained from the employee responses provided on an online survey during FY22. 

Table 15 

EXCELLEN GOOD AVERAGE BELOW POOR TOTAL

41% 29% 12% 12% 6% 100%

7 5 2 2 1 17

6% 6% 24% 24% 41% 100%

1 1 4 4 7 17

12% 41% 12% 12% 24% 100%

2 7 2 2 4 17

47% 29% 24% 0% 0% 100%

8 5 4 0 0 17

53% 18% 12% 6% 12% 100%

9 3 2 1 2 17

35% 41% 18% 6% 0% 100%

6 7 3 1 0 17

24% 65% 6% 6% 0% 100%

4 11 1 1 0 17

24% 47% 18% 0% 12% 100%

4 8 3 0 2 17

24% 59% 12% 0% 6% 100%

4 10 2 0 1 17

53% 47% 0% 0% 0% 100%

9 8 0 0 0 17

13% 0% 6% 31% 50% 100%

2 0 1 5 8 16

50% 19% 25% 6% 0% 100%

8 3 4 1 0 16

Compensation

Family-Friendly Workplace

EXIT SURVEY SUMMARY

Agency commitment to quality and customer 

service

Work area tools available to perform the 

functions of your job

Performance goals were clear and you knew 

what was expected of you in your job

Training and development needs were 

assessed and met

Benefits package

Recognition of 

accomplishments/contributions

Relationships with co-workers

Relationship with your manager/supervisor

Agency as a place to work

Opportunity for advancement or promotion
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SECTION XIII: RECRUITMENT AND RETENTION SUMMARY FY22 (JULY 1, 2022 – JUNE 30, 2023) 

 

 

 

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 06/30/2022. 

Table 17 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2022. 

Table 16 

Table 17 
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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 06/30/2022.  

 

 

Table 18 

Table 19 

Turnover Rate Turnover Rate % Change 

 FY21 FY22 FY22 vs FY21

650101100 Dept of Agr/Administration 13% 14% 1%

650102200 Dept of Agr/Agriclt Complia 0% 25% 25%

650103300 Dept of Agr/Fd Prodcts Insp 0% 67% 67%

650104400 Dept of Agr/Forest Service 0% 18% 18%

650105500 Dept of Agr/Harness Racing 0% 0% 0%

650106600 Dept of Agr/Pesticides 29% 0% -29%

650107700 Dept of Agr/Planning 0% 80% 80%

650108800 Dept of Agr/Plant Industrie 8% 0% -8%

650109900 Dept of Ag / Animal Health 11% 22% 11%

650110010 Dept of Agr/Thrghbred Race 0% 0% 0%

650111110 Dept of Agr/Weights & Measu 57% 33% -24%

650112120 Dept of Agr/Nutrient Managm 0% 0% 0%

650113130 Dept of Agr/Lands Preservat 0% 0% 0%

9% 20% 11%

Turnover by Division 

Dept ID Division

Department Average

Turnover Rate Turnover Rate % Change 

 FY21 FY22 FY22 vs FY21

MDED01  Asst Vet Medical Officer 0% 0% 0%

MGAA01  Agricultural Commodity Inspector I 0% 0% 0%

MGAB01 Meat Inspector I 0% 133% 133%

MGAB02 Meat Inspector II 0% 600% 600%

MGAG01  Weights and Measures Inspector I 57% 50% -7%

MGAG02  Weights and Measures Inspector II 200% 0% -200%

MGBE02  Environmental Scientist II    14% 0% -14%

MGBE03  Environmental Scientist III 0% 0% 0%

MGCA03  Conservation Technician III   0% 18% 18%

Turnover by Hard-to-Fill Jobs

Job Code Job Title
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Figure 20 illustrates the percentage of positions based on their retirement eligibility status. 

Figure 20 data were obtained from the PHRST system as of 06/30/2022. 

Retirement Eligible Criteria: ** 

Employees Initially hired prior to January 1, 2012 

1. Five (5) years pension credited service (must have five (5) consecutive) and has attained age 62; or, 

2. Fifteen (15) years of pension credited service (must have five (5) consecutive) and has attained age 60; or, 

3. Thirty (30) years of pension credited service (must have five (5) consecutive) regardless of age. 

 

Employees Initially hired on or after January 1, 2012 

1. Ten (10) years pension credited service (must have five (5) consecutive) and has attained age 65; or, 

2. Twenty (20) years of pension credited service (must have five (5) consecutive) and has attained age 60; or 

3. Thirty (30) years of pension credited service (must have five (5) consecutive) regardless of age 

 

**Source: State Employees’ Pension Plan Retirement Overview, 29 Del. C. c. 55, as amended. 

 

RETIREMENT ELIGIBILITY BREAKDOWN - FY22  

Figure 20 
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Table 21 illustrates the total number and percentage of positions by Division based on their retirement eligibility 

status.  

Table 21 data were obtained from the PHRST system as of 06/30/2022.

Table 21 RETIREMENT ELIGIBILITY BY DIVISION as of 6/30/2022 

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement
Not Eligible

10 9 1 2 0 1 6

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement
Not Eligible

16 13 3 2 0 2 9

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

7 7 0 1 0 0 6

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

25 19 6 3 0 4 12

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

22 19 3 7 0 3 9

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

7 6 1 4 0 2 0

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

6 6 0 1 0 0 5

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

8 8 0 1 0 1 6

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

4 4 0 1 0 1 2

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

12 12 0 1 0 2 9

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

7 6 1 0 0 0 6

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

3 2 1 0 0 0 2

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

8 7 1 1 0 3 3

Total # 

Positions
Filled Positions Vacant Positions

Hired on or BEFORE 01/01/2012 and 

eligible for full retirement immediately

Hired on or AFTER 01/01/2012 and 

eligible for full retirement immediately

Eligible to retire in 5 years with full or 

reduced retirement

Not

 Eligible

135 118 17 24 0 19 75

Animal Health

Administration

Agricultural Compliance

Food Products Inspections

Forest Service

Harness Racing Commission

Department of Agriculture Totals 

Nutrient Management

Pesticides

Planning

Plant Industries

Thoroughbread Racing Commission

Weights and Measures

Lands Preservation
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Applicant Pipeline 

In FY22, 524 people applied online to DDA, a 13% increase from FY21 in which 457 applied. This includes 

applicants for all jobs posted in the Delaware Employment Link (JobAps) Recruitment System including 

Casual/Seasonal Recruitments. 

 

Figures 22 and 23 illustrate the total number of applicants who applied to State of Delaware jobs on the state’s 

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

Further illustrated is the number of the total applicants who were found qualified and hired, also by minority status and 

gender. 

Figures 22 and 23 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2022.

Figure 23 

 

Figure 22 

 

file:///C:/Users/blaise.belfiore/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/LN71NZBE/statejobs.delaware.gov
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Table 25 

 

 

 

 

 

 

Table 24 illustrates the average time in calendar days it takes to hire for vacant jobs and measures the hiring 

manager’s 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 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 25 illustrates the average time in calendar days it takes to post recruitments for vacant jobs and 

measures HR’s 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. 
 

Tables 24 and 25 data were obtained from the Delaware Employment Link (JobAps) recruitment system as of 06/30/2022.  

 

Fiscal Year

24

-8

43

Change FY21 vs FY22

FY22

FY21

-3

51 27

Average Time-to-Hire (days)Average Time-to-Fill (days)

-7

6

0

2

Change FY21 vs FY22

FY22

FY21

Average Time Closing Date-to- 

Referral  (days)

Average Time Req-to -Open 

(days)
Fiscal Year

132

Table 24 

Recruitment and Hiring Times 
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SECTION IV: PLAN OF ACTION - FUTURE STEPS TO IMPLEMENT IN FY23 (JULY 1, 2022 – JUNE 

30, 2023) 

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 

Launch 

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 
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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 state’s 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 

Launch 

SP-2 

Goal 1 

Without a way to 

retain and transfer 

knowledge, we 

experience 

difficulties training 

new employees 

and providing 

consistent, top-

quality service to 

customers. 

 

Ensure that key 

knowledge from 

departing 

employees is 

stored and shared 

with supervisors 

/managers. 

 

Increase 

documentation of 

work functions and 

tasks for DDA 

positions. 

 

Managers and 

Administration 

Use of dual 

incumbency when 

appropriate. 

Ongoing 
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Strategic 

Priority 
Objective 

Measures of 

Success/Key 

Results 

Responsible 

Group 
Resources 

Target Date to 

Launch 

SP-2 

Goal 2 

18% (24 

employees) are 

eligible to retire 

immediately and 

about 14% (19 

employees) are 

eligible to retire 

within the next 

five years. 

Smoother 

transitions through 

employee 

retirements. 

Managers and 

Administration 

Best practices for 

planning 

retirements – 

particularly for 

staff who are 

‘single resources’ 

– who do not share 

duties with others. 

Ongoing 

SP-2 

Goal 3 

Work with DHR 

on methods to 

increase minority 

representation in 

qualified applicant 

pools. 

An increase in 

minority 

representation in 

qualified applicant 

pools.  

 

DDA hired female 

and minority 

candidates more 

often than they 

applied during 

FY22. Further 

increases would be 

accomplished by 

increasing the rate 

at which they are 

applying to our 

positions. 

DHR / DDA 

Administration 

DHR Talent 

Acquisition 

Ongoing 
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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 

Launch 

SP-3 

Goal 1 

Increase awareness of professional 

development and educational 

assistance programs among DDA 

staff with emphasis on 

advancement for non-professional 

and lower pay grade staff. The 

long-term goal is a promotion to 

underrepresented, professional 

positions. 

 

Enrollment in 

state 

professional 

development 

or educational 

assistance. 

Administration State professional 

development 

program information. 

 

DDA tuition 

reimbursement 

program. 

Jan 

2023 

 


