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BOARD OF REGENTS 
BRIEFING PAPER 

AGENDA ITEM TITLE:  UNIVERSITY POLICE CRITICAL LABOR SHORTAGE DESIGNATION 

MEETING DATE:  SEPTEMBER 8 & 9, 2022 

 BACKGROUND & POLICY CONTEXT OF ISSUE: 
Law enforcement agencies throughout the country, as well as University Police Services system 
wide, have experienced historic and unprecedented impacts to recruiting and retaining police and 
dispatch employees due to a variety of issues including COVID-19, societal scrutiny, heightened law 
enforcement accountability, a robust hiring environment, and salary and benefit inequities that has 
resulted in employees separating from service for a variety of reasons. 

As a result of these departures, the departments have been challenged in their efforts in recruiting 
police officers and dispatchers. This in turn creates liability and safety concerns for our campuses and 
officers and has lasting impacts on their mental and physical well-being, as well as, significant impact 
on morale due to increased workload and shift and special event overtime hours. Northern and 
Southern Commands compete for talented candidates from the same pool as other law enforcement 
agencies who have the flexibility to pay at a much higher starting salary with more competitive 
benefit programs. In this competitive environment, in order to recruit and retain talent, the 
departments need to be able to engage in innovative ways to hire and maintain critical positions using 
methods which set us apart from other agencies and increase our competitive edge. The inability to 
retain high quality and experienced police officers is costing the departments significantly. Since 
January 2019, 59 employees resigned or retired from both departments. Resignations were attributed 
to retirements, transfers to other state law enforcement positions, and separations from state service. 
Recruitments for law enforcement positions are open year round, drawing approximately 250-500 
applicants annually. Since 2019, these recruitments have only produced a total of 34 new hires. 

In a recent public safety dispatch recruitment, over 200 applications were submitted and thus far only 
two candidates were hired, and one has already voluntarily separated from the department. Further 
data presented in this summary provides evidence of the challenges and hurdles the departments are 
faced with in regards to recruitment and retention.  

In light of the significant challenges to recruit and retain critical positions, this request seeks the 
following action: 

1. Board adoption of the attached written findings that support designating a critical labor
shortage for UPD sworn law enforcement and dispatch positions, based on the criteria set
forth in NRS 286.523(5); and

2. Board approval to designate UPD sworn law enforcement and dispatch positions as critical
labor shortage positions as defined in NRS 286.523.

This provision of NRS 286.523 allows the departments to: 
• Deem certain positions as experiencing a critical labor shortage for up to two years.
• Waives individual penalties related to retirement and medical coverage for those retirees.
• Allows the departments to immediately onboard and integrate trained personnel into campus

patrols.
• Will alleviate burnout and impacts to morale from staffing shortages.
• This will give the department the ability to expeditiously rehire retired law enforcement and

public safety positions, without impacting their retirement benefits.
3. SPECIFIC ACTIONS BEING RECOMMENDED OR REQUESTED:
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In light of the significant challenges to recruit and retain critical positions, this request seeks the 
following action: 

1. Board adoption of the attached written findings that support designating a critical labor 
shortage for UPD sworn law enforcement and dispatch positions, based on the criteria set 
forth in NRS 286.523(5); and  

2. Board approval to designate UPD sworn law enforcement and dispatch positions as critical 
labor shortage positions as defined in NRS 286.523.  

 
 
4. IMPETUS (WHY NOW?): 
Supporting information and data on current recruitment and retention practices is insufficient in the 
current climate. The gravity of the pandemic, societal changes, both cyclical and unplanned retiring 
of officers, and requirements related to the recruitment process have made retaining, hiring, and 
training officers more difficult. 
 
5. CHECK THE NSHE STRATEGIC PLAN GOAL THAT IS SUPPORTED BY THIS REQUEST: 
 Access (Increase participation in post-secondary education) 
 Success (Increase student success) 
 Close the Achievement Gap (Close the achievement gap among underserved student populations) 
 Workforce (Collaboratively address the challenges of the workforce and industry education needs of Nevada) 
 Research (Co-develop solutions to the critical issues facing 21st century Nevada and raise the overall 

research profile) 
 Not Applicable to NSHE Strategic Plan Goals 

 
INDICATE HOW THE PROPOSAL SUPPORTS THE SPECIFIC STRATEGIC PLAN GOAL 
 
N/A 
 
6. BULLET POINTS TO SUPPORT REQUEST/RECOMMENDATION: 

• Northern and Southern Commands are competing for talented candidates from the same pool as other 
law enforcement agencies who have the flexibility to pay at a much higher starting salary with more 
competitive benefit programs 

• Since January 2019, between the Northern and Southern Commands, 59 law enforcement employees 
resigned. The resignations were attributed to retirements, transfers to other state law 
enforcement positions, and separations from state service or other reasons. 
 

• Recruitments for law enforcement positions are open year round, drawing approximately 250-500 
applicants annually. Since 2019, these recruitments have only produced a total of 34 new hires. In a 
recent public safety dispatch recruitment, over 200 applications were submitted and thus far only two 
candidates were hired, and one has already voluntarily separated from the department. 

o For police officer recruitments, there are a number of required steps by the State of Nevada 
and P.O.S.T., which significantly reduces the candidate pool at each step. Following a 
minimum qualification review, written examination, physical agility test, interviews, and 
background investigation; the candidate pool significantly reduces at each phase.  

o The same applies to dispatch recruitments. Following a minimum qualification review, 
interviews, and background investigation; the qualified candidate pool is dwindled down to 
only a few. 

o Additionally, candidates at the offer phase have rejected an offer partially due salary, benefits 
shift availability, or offers from other agencies. 
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7. POTENTIAL ARGUMENTS AGAINST THE REQUEST/RECOMMENDATION: 
There is the potential of push back from other departments across NSHE since this designation is only being 
sought for university police officer and public safety dispatcher positions.  
 
 
8. ALTERNATIVE(S) TO WHAT IS BEING REQUESTED/RECOMMENDED: 
The alternative is to leave hiring the way it is and both northern and southern commands will continue to 
struggle with recruitment, hiring, and retention in these positions.  
 
 
 
9. RECOMMENDATION FROM THE CHANCELLOR’S OFFICE: 
The Chancellor’s Office supports designating university police officer and public safety dispatch positions as critical 
labor shortage positions as defined in NRS 286.523.  
 
 
10. 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: Designating these positon as critical need will not have a fiscal impact on either department. 
________________________________________________ 
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