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I.  Introduction

A.  The following program has been established in furtherance of the goals of the agency being compromised of Law Enforcement officers who reflect the diversity of the population of the community the agency is charged with protecting.  The agency shall make a good faith effort to meet specific goals for recruiting a diverse workforce.  Identifying and addressing underrepresentation.  The means of addressing underrepresentation shall not include quotas or any other legally impermissible provisions.  The Plan makes recommendations relative to the recruitment of minorities and women for full-time sworn law enforcement positions in the Medford Township Police Department.  The department will take a proactive approach to hiring underrepresented utilizing this plan.  Each applicant shall be provided an equal employment opportunity regardless of race, sex, or ethnic background.

1.  Nothing in this plan however, shall change the department’s commitment to hiring the best available candidate based solely upon the consideration of an individual candidate’s qualifications.

II.
Need for a Recruitment Plan
A.  The Medford Township Police Department recognizes the need for a Recruitment plan.  The department has identified, by the demographic analysis below, a need to continue its recruitment efforts focused on the underrepresented population.  

B.  The department also recognizes that the process does not end with the development of a plan.  The plan must be evaluated and results analyzed on a regular basis to ensure that the recommendations made are being effective and that the desired results are being attained.

III.
Demographic Analysis

A.  Medford Township demographic information (2020 census)

1.  Population

 24,497
2.  White

22,757

92.9%

3.  Black or African American
367
   
1.5%

4.  Hispanic – Any race
710
 
2.9%
5.  American Indian or Alaskan Native
0

0.0%

6.  Asian
514

2.9%


7.  Native Hawaiian or Pacific Islander
0

0.0%

8.
Some other race alone

0
0.0%

9. Population of two or more races

538
2.2%

10. Female

12,199
49.8%

B.  Medford Township Police officer demographic information for 2022
1.  Authorized sworn positions 


37
2.  Percentage of whites 



94.6%
3.  Percentage of blacks 



5.4%
4.  Percentage of other minorities 


0.0%

5.  Total % of female officers 


8.1%
6.  Combined % of minority & female officers 
13.5%
IV.
2023 Recruitment Goals
A. By this plan, the department will establish measurable and reasonable goals for 2023 concerning increasing the available pool of qualified applicants.

B. The department anticipates possibly hiring two full time sworn officer in 2023, and we will remain committed to recruitment efforts for future years focused towards underrepresented demographic groups.

1. The department will adhere to its current recruitment policy and programs and expand those programs where necessary, appropriate, and permissible to increase department exposure.  Programs may include but should not be limited to the following:

a. Using recruitment methods that target underrepresented demographic groups, especially local recruitment efforts. This approach may include outreach to law enforcement officer organizations based on race, ethnic group, gender, or religion; local colleges with significant student diversity; minority-serving educational institutions; and military veterans. 

b. Recruitment materials

(1) Reflect visible diversity, by depicting women and minorities in law enforcement employment roles in the agency.
(2) Are reviewed by a diverse team prior to release, and 

(3) Are delivered by a diverse recruiting team.

(4)
A description of duties and responsibilities

(5)
Requisite skills

(7)
Educational level

(8)
Other minimum qualifications and requirements

c. 
Applicant interviews shall be conducted by a diverse team. 

d. 
The recruitment committee along with the School Resource Officers Unit should foster and enhance an interest in law enforcement among diverse youth populations as early as middle school.

e. 
The continued use of standardized forms in the application process that reduce subjective responses that may impact the hiring of underrepresented groups

f.
Continue mandatory training for all members and refresher training for the recruitment committee and hiring team on explicit and implicit bias.

g. 
Continue to maintain the agency’s criteria for hiring and an oversight process for reviewing hiring decisions as outlined in MTPD SOP 2.04 Employee Selection. 

h.
Continue to publically notice possibly applicants of the hiring process and the criteria required to meet the standard of application to include those categories that would disqualify the applicant. 

i.
The background investigators will assess whether particular hiring eligibility requirements adversely affect any underrepresented group and, if so, reassessing whether the requirement is essential. If the requirement is deemed essential, consider developing appropriate supportive initiatives or alternative paths, such as remedial training or deferral options. For example, if background checks consistently disqualify an underrepresented group due to prior financial issues such as bad credit history or bankruptcy, consider whether a mechanism for waiving the requirement in appropriate cases is warranted.

j. 
Assessing what the barriers are to applications by underrepresented groups and devising solutions to overcome those barriers. 

k. 
Connecting with community stakeholders for underrepresented groups in order to better understand the factors affecting those groups in the application process.

(1) 
Police Chaplains and their represented congregations

(2) 
Educational Institutions to include Medford BOE, LRHSD, and BCIT

(3)
Community Organizations

l. 
Establishing mentorship programs for applicants from underrepresented groups that provide support for resume review and physical training requirement preparation, as well as mentorship for current officers seeking promotion. 
m. 
Raising awareness about the police officer testing and hiring process through flyers, advertising on social media, and appearing at job fairs and community events. 

(1)
Conducting recruitment activities outside the agency’s jurisdiction through public service announcements and on Police Department and the Township Web Page and social media platforms.

(2)
Conducting periodically a "career" or "information" night for a particular underrepresented group, such as women or a racial minority.

C. The department will continue to hire the best available candidate, regardless of gender, race, religious or ethnic background.  A policy of affirmative action in recruiting and equal employment opportunity in selection results is a process that is fair and equitable to everyone.

V. Evaluation of the Recruitment Plan
A. The Chief of Police or his designee will conduct an annual review of the recruitment plan/program to evaluate whether the goals are achieved, which should include, but not limited to, performing the above demographic analysis at least annually, determining whether any substantial disparities have been reduced, and revising the programs goals according. 
B. The annual review will of the recruitment plan/program is established to create a process to revise the plan if necessary.

-  End -
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