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BOARD OF REGENTS 
BRIEFING PAPER 

1. AGENDA ITEM TITLE:  Critical Labor Shortage Designation for Deputy Chief Position, University Police
Department Southern Command
MEETING DATE: September 3–4, 2026

2. BACKGROUND & POLICY CONTEXT OF ISSUE:

Law enforcement agencies throughout the country continue to experience historic and unprecedented impacts to 
recruitment and retention of qualified sworn personnel, particularly at command-level and executive leadership ranks. 

On January 23, 2026, the Board of Regents approved Critical Labor Shortage (CLS) designations for several University 
Police Department, Southern Command (UPD) position classes, including University Police Officer I, University Police 
Officer II, Public Safety Dispatcher, Community Service Officer, Sergeant, and Lieutenant, for a two-year (2) period 
through January 15, 2028. The UPD Deputy Chief position class was not included in the January 2026 designation.  

UPD Southern Command now requests that the Board designate the Deputy Chief position class as a critical labor 
shortage position under the provisions of the Nevada Revised Statutes (NRS) for a period of two (2) years, through 
September 4, 2028. At that time, the need to extend the designation will be reassessed and presented to the Board of 
Regents.  

UPD Southern Command has three (3) budgeted Deputy Chief positions within this position class, including one (1) 
position funded through the College of Southern Nevada budget. Two (2) of the three (3) positions are vacant for 
permanent appointment, and one (1) of those vacancies is currently being covered through a time-limited temporary out-
of-class assignment.  

The CLS designation is necessary to broaden the qualified candidate pool to include retired law enforcement executives 
with prior Nevada Public Employees’ Retirement System (PERS) service who may otherwise be unable or unwilling to 
accept the position because of the loss of concurrent retirement income.  

NRS 286.510, NRS 286.520, and NRS 286.523 provide that an employer may re-employ a retired PERS employee to fill 
a position for which there is a critical labor shortage. The determination of reemployment is based upon the appropriate 
and necessary delivery of services to the public. NRS 286.523(4)(c) provides the Board of Regents with the authority to 
designate those positions within the Nevada System of Higher Education for which there are critical labor shortages.  

NRS 286.523(5) sets forth the following criteria necessary to make that designation:  
• The history of the rate of turnover for the position.
• The number of openings for the position and the number of qualified candidates for those openings after all other

efforts of recruitment have been exhausted.
• The length of time the position has been vacant.
• The difficulty in filling the position due to special circumstances, including, without limitation, special

educational or experience requirements for the position.
• The history and success of the efforts to recruit for the position, including, without limitation, advertising,

recruitment outside of this State, and all other efforts made.

3. SPECIFIC ACTIONS BEING RECOMMENDED OR REQUESTED:

University Police Department Southern Command Chief of Police Arnold Vasquez will request the following actions by 
the Board of Regents:  

1. Adoption of the written findings that support the designation of the Deputy Chief employee classification as a
critical labor shortage position based on the criteria set forth in NRS 286.523(5); and

2. Approval to designate the Deputy Chief classification as critical need, pursuant to NRS 286.523(5), for a period
of two (2) years, through September 4, 2028.

4. IMPETUS (WHY NOW?):
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Two of the three budgeted Deputy Chief positions within UPD are currently vacant. The most recent Deputy Chief 
recruitment was unsuccessful. In order to obtain a broad qualified candidate pool, retired law enforcement executives with 
prior PERS service must be eligible to apply without losing concurrent retirement income and/or a reduction in total 
compensation associated with the Fair Labor Standards Act (FLSA)-exempt Deputy Chief role.  

One vacancy is currently covered through a time-limited out-of-class assignment. This arrangement is not sustainable for 
executive command leadership for essential public safety operations across multiple institutions and cannot indefinitely 
substitute for a permanent appointment. Without the CLS designation, otherwise qualified retired law enforcement 
executives with prior Nevada PERS service face a significant financial disincentive to accept a Deputy Chief position. 

5. CHECK THE NSHE STRATEGIC PLAN GOAL THAT IS SUPPORTED BY THIS REQUEST: 
☐ Access (Increase access to higher education)
☐ Success (Improve student success)
☐ Close Institutional Performance Gaps
☐ Workforce (Meet workforce needs in Nevada)
☐ Research (Increase solutions-focused research)
☐ Coordination, Accountability, and Transparency (Ensure system coordination, accountability, and

transparency)
☒ Not Applicable to NSHE Strategic Plan Goals

6. INDICATE HOW THE PROPOSAL SUPPORTS THE SPECIFIC STRATEGIC PLAN GOAL 
N/A 

7. BULLET POINTS TO SUPPORT REQUEST/RECOMMENDATION: 

• Failed recruitment
o The most recent Deputy Chief recruitment was unsuccessful with limited external interest.

• Vacancy status and operational impact
o With two of the three authorized Deputy Chief positions currently vacant, continued reliance on

temporary command coverage is not sustainable for an executive position responsible for divisional
command, accreditation, federal task force coordination, and emergency preparedness.

• PERS-related barrier to recruitment
o The most qualified and experienced candidates are likely to have retired at a leadership rank from

another law enforcement agency within the State of Nevada and currently collect retirement income.
Otherwise qualified and experienced Nevada law enforcement retirees are discouraged from applying
for the vacant Deputy Chief positions due to loss of concurrent PERS retirement income.

• Special qualifications and scope of the position
o The Deputy Chief position class is a divisional commander providing strategic and operational

leadership for law enforcement, emergency preparedness, campus security, accreditation through the
International Association of Campus Law Enforcement Administrators and Commission on
Accreditation for Law Enforcement Agencies (IACLEA and CALEA, respectively), federal task force
coordination, U.S. Department of Homeland Security initiatives, investigations, patrol operations,
special events, community outreach, and threat assessment functions. The position serves a department
covering approximately 100,000 people across more than 800 square miles and multiple campuses—
one of the largest and most complex university police jurisdictions in the western United States.
Competitive candidates typically hold credentials such as the FBI National Academy or the
Northwestern School of Police Staff and Command in addition to extensive command-level sworn
experience.

• Market competitiveness and parallel salary adjustment
o UNLV Human Resources has separately reviewed Deputy Chief compensation and supports a

recruitment-competitive maximum of $180,000 (up from the prior maximum of $160,000), based on
peer R1 university Deputy Chief compensation in the approximately $169,000 range and the expanded
scope reflected in the February 2026 Position Description Questionnaire. The salary adjustment
improves market competitiveness and partially addresses salary compression between the FLSA-
exempt Deputy Chief position and overtime eligible Lieutenant positions, but it does not address the
PERS related barrier described above.

• Alignment with the existing UPD CLS framework
o On January 23, 2026, the Board designated University Police Officer I and II, Public Safety Dispatcher,

Community Service Officer, Sergeant, and Lieutenant positions as CLS classifications through January
23, 2028. CLS hires at the Officer and Lieutenant levels have stabilized line operations and supervisory
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coverage and have contributed to a decline in turnover from approximately 42% to approximately 
7.5%. Extending the CLS designation to the Deputy Chief position class completes the executive 
command tier of this rebuilding strategy. 

• Succession and transition plan 
o CLS-designated Deputy Chiefs would serve in a transitional capacity, providing executive command

stability while mentoring other developing command staff. This mirrors the Department’s broader CLS
strategy, in which seasoned retired professionals build internal capacity for non-CLS successors. The
Department’s intent is to promote a permanent, non-CLS Deputy Chief in a future cycle once the
internal pipeline matures.

• Fiscal impact and potential cost savings 
o The CLS designation does not create new positions or require new appropriation. The Deputy Chief

positions are existing, authorized, budgeted positions, and PERS has previously confirmed there is no
fiscal impact to PERS associated with CLS designations. CLS hires at the Officer and Lieutenant levels
currently generate estimated annual savings of approximately $215,000 across UPD through waived
medical benefits (approximately $60,000) and waived PERS contributions (approximately $155,000).
Comparable savings are expected at the Deputy Chief level if a CLS hire elects to waive medical or
PERS contributions. The designation is also expected to reduce operational and administrative costs
associated with extended vacancies, repeated recruitments, and time-limited out-of-class coverage.

8. POTENTIAL ARGUMENTS AGAINST THE REQUEST/RECOMMENDATION: 

Concern: The Department should not rely on retirees for executive leadership. 
Response: The CLS designation is time-limited and does not obligate the Department to hire a retiree. It removes an 
automatic financial disincentive for otherwise qualified retired Nevada law enforcement executives, allowing them to 
compete on their merits. Any CLS-designated Deputy Chief would serve in a transitional capacity, mentoring developing 
command staff so that the Department can promote a permanent, non-CLS Deputy Chief in a future cycle. This approach 
mirrors the strategy already used successfully at the Officer, Sergeant, and Lieutenant levels.   

Concern: The salary adjustment alone should resolve the recruitment problem. 
Response: The salary adjustment and the CLS designation address two separate recruitment barriers. The salary 
adjustment addresses market competitiveness and the salary compression that exists between the FLSA-exempt Deputy 
Chief position and overtime eligible Lieutenant positions. The CLS designation addresses a separate Nevada PERS 
related barrier affecting retirement eligible candidates. Accordingly, the salary adjustment and CLS designation are 
complementary remedies, and both are necessary to improve recruitment success.    

Concern: The designation could discourage internal succession. 
Response: The designation supports rather than replaces internal succession. Experienced command staff are needed to 
stabilize executive operations and mentor developing leaders during this rebuilding phase. The Department is 
simultaneously addressing the compensation barriers that discourage internal promotion through a separate salary 
adjustment request. As demonstrated at the supervisory Lieutenant and Sergeant levels, CLS designated hires can serve as 
transitional bridges while the Department develops permanent internal candidates for promotion. UPD Southern 
Command's intent remains to promote a non-CLS Deputy Chief once the internal leadership pipeline matures.   

9. ALTERNATIVE(S) TO WHAT IS BEING REQUESTED/RECOMMENDED: 

If the Board does not designate the Deputy Chief position class as a CLS position, UPD Southern Command will 
continue to face significant barriers to permanent recruitment for the two vacant Deputy Chief positions. The Department 
will be unable to fully consider retired Nevada law enforcement executives who are the most qualified and experienced 
but would have to forfeit concurrent PERS retirement income absent the CLS designation.  

Without the designation, the Department will continue to rely on temporary out-of-class assignments for executive 
command coverage. This arrangement delays decision-making at the executive level and constrains the Department’s 
capacity to support patrol operations, emergency preparedness, accreditation, investigations, special events, campus 
safety initiatives, and interagency coordination. Continued vacancy at the Deputy Chief level would also slow the 
Department’s broader stabilization and rebuilding efforts. Executive command leadership is necessary to mentor and 
develop the next generation of UPD Southern Command supervisors, and prolonged vacancies risk reversing recent gains 
in turnover, supervisory coverage, and institutional knowledge.  
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10. RECOMMENDATION FROM THE CHANCELLOR’S OFFICE: 
The Chancellor recommends approval. This action is reasonable given the documented recruitment barriers and supports 
UPD Southern Command’s ability to restore stable executive command coverage. 

11. COMPLIANCE WITH BOARD POLICY: 
☐  Consistent With Current Board Policy:   Title        .  Chapter #       .   Section #    .  
☐ Amends Current Board Policy:     Title #_____   Chapter #_____  Section #_______
☐ Amends Current Procedures & Guidelines Manual:   Chapter #_____  Section #_______
☐ Other:________________________________________________________________________
☒ Fiscal Impact:        Yes         .  No    X     .

Explain: There is no new or additional cost associated with this request because any critical labor shortage hire
would occupy an existing, authorized, and budgeted Deputy Chief position.
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University Police Department, Southern Command 
Arnold Vasquez, Chief of Police 

Police Headquarters - University of Nevada, Las Vegas 4505 S. Maryland Pkwy, Las Vegas, NV 89154 

MEMORANDUM 

To: Board of Regents, Nevada System of Higher Education 

Through: Matt McNair, Chancellor 

From: Arnold Vasquez, Chief of Police 

Date: September 3-4, 2026 

Re: Deputy Chief Critical Designation Request – Written Findings 

The University Police Department, Southern Command (UPD) is seeking Board of Regents approval to 
designate the Deputy Chief, University Police Department position class under the critical labor shortage 
(CLS) provisions of the Nevada Revised Statutes for a period of two (2) years. 

There is no new or additional cost associated with this request because any CLS hire would occupy an 
existing authorized and budgeted Deputy Chief position. CLS designations at the Officer and Lieutenant 
levels currently generate an estimated $215,000 in annual savings through waived medical benefits and 
waived Public Employee Retirement System (PERS) contributions, and comparable savings are possible at 
the Deputy Chief level. Similar to the Department's existing CLS designations, any eligible employee who 
elects to waive medical benefits or PERS contributions may, to the extent they elect to do so, generate 
measurable cost savings for the institutions while maintaining critical public safety leadership coverage. 

UPD Southern Command currently has three authorized Deputy Chief positions within this position class, 
including one position funded through the College of Southern Nevada budget. Two of the three authorized 
positions are vacant for permanent appointment, and one of those vacancies is currently being covered 
through a time-bound out-of-class assignment while the Department pursues permanent appointment. 

The Deputy Chief position class provides executive command leadership for essential public safety 
operations across multiple institutions, campuses, and operational areas, including strategic leadership, 
emergency preparedness, accreditation, investigations, and interagency coordination. 

Pursuant to Nevada Revised Statutes (NRS) 286.510, 286.520, and more specifically NRS 286.523, an 
employer within the State of Nevada may re-employ a retired member of the Public Employees' Retirement 
System (PERS) to fill a position determined to be subject to a critical labor shortage. Such re-employment 
is authorized when necessary to ensure the appropriate and uninterrupted delivery of essential public 
services. 
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In accordance with NRS 286.523(4)(c), the Board of Regents of the Nevada System of Higher Education 
(NSHE) is vested with the authority to designate those positions within NSHE that are determined to be 
experiencing a critical labor shortage. 

Further, NRS 286.523(5) prescribes the criteria that must be considered in making such a designation, 
including: 

a) The history of the rate of turnover for the position.

b) The number of openings for the position and the number of qualified candidates for those openings after
all other efforts of recruitment have been exhausted.

c) The length of time the position has been vacant.

d) The difficulty in filling the position due to special circumstances, including, without limitation, special
educational or experience requirements for the position.

e) The history and success of the efforts to recruit for the position, including, without limitation, advertising, 
recruitment outside of this State, and all other efforts made.

(a) History of the Rate of Turnover 

Historically, the Deputy Chief position class has experienced relatively low turnover and long-term 
incumbency. The current Chief of Police was appointed from a Deputy Chief role on March 1, 2025, after 
serving in that position since September 6, 2022. A second Deputy Chief served continuously in the role 
from 2019 until retirement on May 29, 2026. As a result, the Department had not conducted an open 
Deputy Chief recruitment in several years prior to posting the position in March 2026.   

(b) Number of Openings and Qualified Candidates 

UPD Southern Command currently has two vacant Deputy Chief positions. The minimum qualification 
includes ten (10) years of progressively responsible law enforcement experience including supervisory 
and command-level experience, and current Nevada POST certification or the ability to obtain it within 
one (1) year of hire.  

The most recent Deputy Chief recruitment was unsuccessful. The most qualified and experienced 
candidates are likely to have retired at a leadership rank from another law enforcement agency within the 
State of Nevada. Without the requested designation, any successful Deputy Chief candidate who retired 
from a Nevada law enforcement agency would be required to give up concurrent retirement income 
through PERS. 

(c) Length of Time the Positions Have Been Vacant 

Two of the three Deputy Chief positions are currently vacant for permanent appointment. The CSN-
funded position has been vacant since March 1, 2025, representing approximately 18 months without 
permanent executive command coverage. One of the UNLV-funded positions became vacant on May 29, 
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2026. Together, these vacancies reflect an extended and compounding gap in executive command 
leadership for UPD Southern Command. 

The Department posted recruitment on March 2, 2026, which was unsuccessful. The Department 
currently relies on a time-limited out-of-class assignment for interim executive command coverage, while 
the recruitment barrier demonstrated by the loss of concurrent PERS income for qualified candidates who 
retired from other Nevada law enforcement agencies remains unresolved.  

The existing CLS designations at ranks below Deputy Chief (which includes supervisory Lieutenants and 
Sergeants) allow retirement-eligible employees in those position classes to draw concurrent PERS 
retirement income.  The same designation is necessary to ensure qualified candidates with prior Nevada 
PERS service do not forfeit any benefits if they accept a position as Deputy Chief.  Prompt action is 
therefore necessary to remove this barrier, support renewed recruitment efforts, and avoid further 
prolonged executive command vacancies. 

(d) Difficulty in Filling the Position Due to Special Circumstances 

The Deputy Chief, University Police Department position class is difficult to fill due to a combination of 
market, compensation, and operational factors. 

The Deputy Chief serves as an executive-level divisional commander responsible for strategic leadership, 
emergency preparedness, accreditation, investigations, patrol operations, and interagency coordination 
across one of the largest and most complex university police jurisdictions in the western United States, 
serving approximately 100,000 people across more than 800 square miles and multiple campuses. The 
position requires significant command-level law enforcement experience, executive leadership ability, 
specialized operational expertise, and advanced professional credentials such as FBI National Academy 
or Northwestern University School of Police Staff and Command. 

UPD Southern Command competes for senior command talent within a highly competitive Las Vegas 
metropolitan area law enforcement market that includes the Las Vegas Metropolitan Police Department, 
Henderson Police Department, North Las Vegas Police Department, and Nevada Highway Patrol, among 
others. These agencies offer comparable or greater compensation packages, creating significant 
recruitment pressure at the executive command level. UNLV Human Resources has reviewed Deputy 
Chief compensation and supports a recruitment-competitive salary maximum of $180,000, up from the 
prior maximum of $160,000, based on peer R1 university Deputy Chief compensation and the expanded 
scope of the position. 

Additionally, the Department faces compensation-related recruitment challenges specific to this position 
class. The Deputy Chief position is FLSA-exempt and not overtime eligible, while lower sworn ranks, 
including Lieutenant and Sergeant, remain overtime eligible. This creates salary compression which can 
reduce an employee's compensation if an employee from these ranks were selected as Deputy Chief. 

Compounding this disparity, UPD officers are required to contribute the full 30% Nevada PERS 
employee share, approximately $54,000 annually at the proposed $180,000 salary maximum. Most 
competing local law enforcement agencies absorb the full cost of PERS contributions on behalf of their 
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employees. This structural compensation disadvantage affects recruitment and retention at all sworn 
ranks, and is particularly acute at the executive command level where candidates have the experience and 
credentials to secure employment with local agencies offering more favorable retirement benefit terms. 

The Department also competes for candidates within the Nevada PERS system. Salary adjustment alone 
does not resolve this PERS-related recruitment barrier for experienced and qualified candidates from who 
are retired from leadership positions within other Nevada law enforcement agencies due to loss of 
concurrent retirement income. . 

(e) History and Success of Recruitment Efforts 

UPD Southern Command has been unsuccessful in conducted recruitment efforts for the current 
vacancies within the Deputy Chief position class.  

Rather than immediately reposting the recruitment following the unsuccessful search, the Department first 
evaluated the underlying causes. That review identified two primary barriers: compensation compression 
associated with the FLSA-exempt Deputy Chief role (which cannot earn overtime), and the inability of 
experienced and qualified candidates with prior Nevada PERS service to maintain concurrent retirement 
benefits absent critical labor shortage designation. The Department is therefore pursuing both a market-
aligned salary adjustment and critical labor shortage designation before reposting the position in order to 
improve recruitment competitiveness. Upon Board approval, the Department intends to repost the position 
promptly in order to minimize further vacancy duration. 

The CLS designation has proven effective at other UPD ranks. On January 23, 2026, the Board 
designated University Police Officer I and II, Public Safety Dispatcher, Community Service Officer, 
Sergeant, and Lieutenant positions as critical labor shortage classifications. Those designations have 
contributed to a reduction in UPD turnover from approximately 42% to approximately 7.5%, stabilizing 
line operations and supervisory coverage. Extending the CLS designation to the Deputy Chief position 
class completes the executive command tier of this rebuilding strategy. 

Extending critical labor shortage designation to the Deputy Chief position class will allow UPD Southern 
Command to: 

● Restore permanent executive command coverage.
● Reduce reliance on temporary assignment coverage.
● Maintain continuity in public safety operations, emergency preparedness, accreditation,

investigations, and interagency coordination.
● Support long-term leadership development and organizational stability.

Without this designation, the Department will continue to face significant barriers to permanent 
recruitment, remain unable to fully consider qualified retired law enforcement executives, and continue to 
rely on time-limited out-of-class assignments for executive command coverage, arrangements that 
constrain the Department's capacity across all major operational functions. 
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For these reasons, the Deputy Chief, University Police Department position class within UPD Southern 
Command should be designated as a critical labor shortage position for a period of two (2) years, which is 
within the authority of the Board of Regents under NRS 286.523(7). 
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