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• The main agenda is available on University Medical Center of Southern Nevada’s website http://www.umcsn.com.  For 

copies of agenda items and supporting back-up materials, please contact Stephanie Ceccarelli, Board Secretary, at 

(702) 765-7949.  The Human Resources and Executive Compensation Committee may combine two or more agenda 

items for consideration. 

• Items on the agenda may be taken out of order. 

• The Human Resources and Executive Compensation Committee may remove an item from the agenda or delay 

discussion relating to an item at any time. 

• Consent Agenda - All matters in this sub-category are considered by the Human Resources and Executive 

Compensation Committee to be routine and may be acted upon in one motion.  Most agenda items are phrased for a 

positive action.  However, the Committee may take other actions such as hold, table, amend, etc. 

• Consent Agenda items are routine and can be taken in one motion unless a Committee member requests that an item 

be taken separately.  For all items left on the Consent Agenda, the action taken will be staff's recommendation as 

indicated on the item.   

• Items taken separately from the Consent Agenda by Committee members at the meeting will be heard in order. 

 

AGENDA 
 

University Medical Center of Southern Nevada 
UMC GOVERNING BOARD  

HUMAN RESOURCES AND EXECUTIVE COMPENSATION COMMITTEE 
January 26, 2026 2:00 p.m. 

901 Rancho Lane, Las Vegas, Nevada 
Delta Point Building, Emerald Conference Room (1st Floor) 

 
Notice is hereby given that a meeting of the UMC Governing Board Human Resources and 
Executive Compensation Committee has been called and will be held at the time and location 
indicated above, to consider the following matters: 
 

 

 

 

 

 

SECTION 1.  OPENING CEREMONIES 
 

CALL TO ORDER 
 

1. Public Comment   
 

PUBLIC COMMENT.  This is a period devoted to comments by the general public about 
items on this agenda.  If you wish to speak to the Committee about items within its 
jurisdiction but not appearing on this agenda, you must wait until the “Comments by the 
General Public” period listed at the end of this agenda.  Comments will be limited to 
three minutes.  Please step up to the speaker's podium, clearly state your name and 
address and please spell your last name for the record.  If any member of the 
Committee wishes to extend the length of a presentation, this will be done by the Chair, 
or the Committee by majority vote. 
 

2. Approval of minutes of the regular meeting of the UMC Governing Board Human 
Resources and Executive Compensation Committee special meeting on November 10, 
2025.  (For possible action) 
 

3. Approval of Agenda.  (For possible action) 
 

 

This meeting has been properly noticed and posted online at University Medical Center of Southern 
Nevada’s website http://www.umcsn.com and at Nevada Public Notice at https://notice.nv.gov/, and at 
University Medical Center 1800 W. Charleston Blvd. Las Vegas, NV (Principal Office) 
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SECTION 2.   BUSINESS ITEMS 

 
4. Receive an educational update on the Employee Equal Opportunity program at UMC; 

and take action as deemed appropriate. (For possible action)  
 

5. Review and discuss changes to the UMC Equal Opportunity, Non-Discrimination, and 
Anti-Harassment Action Plan, and make a recommendation for approval by the UMC 
Governing Board; and take action as deemed appropriate. (For possible action)  

 
6. Review and discuss the FY26 YTD Turnovers & Hires report; and take action as deemed 

appropriate. (For possible action)  
 

7. Review and discuss the CHRO Updates and take action as deemed appropriate. (For 
possible action) 
 

8. Review and discuss changes to various HR policies and procedures and make a 
recommendation for approval by the UMC Governing Board; and take action as deemed 
appropriate. (For possible action)  

 
SECTION 3.   EMERGING ISSUES 

 
9. Identify emerging issues to be addressed by staff or by the UMC Governing Board 

Human Resources and Executive Compensation Committee at future meetings; and 
direct staff accordingly.  (For possible action) 
 

COMMENTS BY THE GENERAL PUBLIC 
 

A period devoted to comments by the general public about matters relevant to the Committee’s 
jurisdiction will be held. No action may be taken on a matter not listed on the posted agenda.  
Comments will be limited to three minutes.  Please step up to the speaker’s podium, clearly 
state your name and address and please spell your last name for the record. 

 

All comments by speakers should be relevant to the Committee’s action and jurisdiction. 
 

 UMC ADMINISTRATION KEEPS THE OFFICIAL RECORD OF ALL PROCEEDINGS OF UMC GOVERNING BOARD HUMAN 

RESOURCES AND EXECUTIVE COMPENSATION COMMITTEE.  IN ORDER TO MAINTAIN A COMPLETE AND ACCURATE 

RECORD OF ALL PROCEEDINGS, ANY PHOTOGRAPH, MAP, CHART, OR ANY OTHER DOCUMENT USED IN ANY 

PRESENTATION TO THE BOARD SHOULD BE SUBMITTED TO UMC ADMINISTRATION.  IF MATERIALS ARE TO BE 

DISTRIBUTED TO THE COMMITTEE, PLEASE PROVIDE SUFFICIENT COPIES FOR DISTRIBUTION TO UMC ADMINISTRATION 

AND LEGAL COUNSEL. 

THE COMMITTEE MEETING ROOM IS ACCESSIBLE TO INDIVIDUALS WITH DISABILITIES.  WITH TWENTY-FOUR (24) HOUR 

ADVANCE REQUEST, A SIGN LANGUAGE INTERPRETER MAY BE MADE AVAILABLE (PHONE: 765-7949). 
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University Medical Center of Southern Nevada 
Governing Board Human Resources and Executive Compensation Committee 
Monday, November 10, 2025  
______________________________________________________________________________ 

Emerald Conference Room 

Delta Point Building, 1st Floor 
901 Rancho Lane 
Las Vegas, Clark County, Nevada 
Monday, November 10, 2025   
2:00 p.m. 
 
CALL TO ORDER 
 
The University Medical Center Governing Board Human Resources and Executive 
Compensation Committee met at the time and location listed above. The meeting was called to 
order at the hour of 2:00 p.m. by Chair Laura Lopez-Hobbs and the following members were 
present, which constituted a quorum of the members thereof: 
 
Committee Members: 
 

Laura Lopez-Hobbs 
Renee Franklin (Teams) 
Dr. Donald Mackay 
Bill Noonan (Teams) 
Dr. John Fildes (Ex-Officio) 
 
Absent:  
None  
 
Others Present: 
Mason Van Houweling, Chief Executive Officer 
Tony Marinello, Chief Operating Officer (Teams) 
Jennifer Wakem, Chief Financial Officer 
Ricky Russell, Chief Human Resources Officer (Teams) 
Rosalind Bob, Director of Human Resources 
Susan Pitz, General Counsel 
Stephanie Ceccarelli, Board Secretary 
 

SECTION 1. OPENING CEREMONIES 
 
ITEM NO. 1 PUBLIC COMMENT 
 

Chair Lopez-Hobbs asked if there were any persons present in the audience 
wishing to be heard on the item listed on this agenda. 

 
None present. 
 

ITEM NO. 2 Approval of minutes of the regular meeting of the UMC Governing Board 
Human Resources and Executive Compensation meeting on August 25, 
2025. (For possible action) 

 
 FINAL ACTION:   
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UMC Governing Board Human Resources and Executive Compensation Committee 

November 10, 2025  Page 2 of 5 

 

A motion was made by Member Mackay that the minutes be approved as 
recommended. Motion carried by unanimous vote. 
 

ITEM NO. 3 Approval of Agenda (For possible action) 
 

FINAL ACTION:    
A motion was made by Member Mackay that the agenda be approved as 
recommended. Motion carried by unanimous vote. 
 

SECTION 2. BUSINESS ITEMS 
 
ITEM NO. 4 Receive an educational update on 2026 employee health insurance benefits  

and practices; and direct staff accordingly. (For possible action)  
 

DOCUMENTS SUBMITTED:  
- PowerPoint Presentation 

 
DISCUSSION: 
 
Ricky Russell, Chief Human Resources Officer, provided a high-level overview of 

the Employee Health Benefits effective in 2026:  

All plans are self-funded, designed and managed by Clark County, and are 
available to benefits-eligible employees within all of the Clark County entities 
UMR (a division of United Healthcare) is the third-party administrator and UMC 
has a seat on the CCSF Group Insurance Executive Board. The board meets 
quarterly to review changes.  
 
The benefits and the three tiers were discussed in relation to the PPO and the 
EPO plans. Coverages are available for emergency room visits, behavioral 
health, prescriptions, and hospital stays. Rates also include dental coverage. 
Rates for 2026 were reviewed by plan and coverage options, which were 
presented by month and grouped to differentiate the rates by employee, child, 
family, and spouse.  
 
The Committee noted that the annual cost to UMC is a significant advantage for 
employees. A discussion ensued regarding the coverage offered to all 
employees. 

 

FINAL ACTION:    
None taken. 

 
ITEM NO. 5  Review and discuss the FY26 Turnovers & Hires report; and take action as 

deemed appropriate. (For possible action)   
 

DOCUMENTS SUBMITTED:  
- PowerPoint – FY25 HR Performance Goals 

 
DISCUSSION: 
 
Mr. Russell reviewed the turnover and hires report totals for FY026. 
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UMC Governing Board Human Resources and Executive Compensation Committee 

November 10, 2025  Page 3 of 5 

 

 

• Voluntary turnover for FT/PT was 1.78%, remaining consistent year-over-
year. The first-year voluntary turnover rate averaged 15.63%. 
Management continues to monitor this statistic. APP and Physician 
turnover has been minimal. 

• Approximately 55% of employees left voluntarily, 15% retired, about 17% 
of employees were involuntary turnovers, 2% failed probation, 13% 
retirement and 13% for other reasons. 

• Overall for the year, over 165 employees were hired, which includes 32 
RNs and 7 per-diems. 

• There are still about 4,555 in the employee population. Approximately 
1400 employees are RNs, 121 APPs and 260 employed physicians.  

 
Chair Lopez-Hobbs asked whether the hires were replacing vacant positions or 
were new positions. Mr. Russell responded that they are not net-new positions, 
but they are all replacement hires that were approved for posting. 

 
FINAL ACTION:    
None 
 

ITEM NO. 6  Review and discuss the CHRO Updates; and take action as deemed 

appropriate. (For possible action)   

 DOCUMENTS SUBMITTED:  
- PowerPoint Presentation 

 
DISCUSSION: 
 

– FY26 Org Goals –HR –Status Update – All goals are in process and are 

currently being met. A brief discussion ensued regarding the management 

leadership bootcamp. More details will be provided on all goals at the next 

meeting. 

– The Employee Relations Analyst position has been filled.  

– Cornerstone Succession Planning module has been implemented and 

launched. A demonstration will be provided at a future date. Member 

Franklin would like to see visibility in potential C-Suite candidates that are 

available outside the organization. 

FINAL ACTION:    
 
None 
 

ITEM NO. 7  Review and discuss the Physician/Non-Physician Provider Traditional 
Compensation and Benefits Plan; and recommend for approval by the UMC 
Governing Board; and take action as deemed appropriate. (For possible 
action)  

 

DOCUMENTS SUBMITTED:  
- PowerPoint Presentation 
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UMC Governing Board Human Resources and Executive Compensation Committee 

November 10, 2025  Page 4 of 5 

 

 
DISCUSSION: 

 
Mr. Russell discussed the challenges related to recruitment nationwide for 

radiology classification.  

Every two years, staff reviews the fair market value of the physician compensation 

plans and classifications. The substantive changes to this compensation plan are 

as follows: 

1. Revised the Work Schedules language on page 2 to reflect an average of 
15 shifts per month. 

2. Revised Appendix 2 on page 9 of the document, pursuant to an FMV that 
was conducted for Radiology Provider classifications. 

a. Modified base salary ranges for all classifications 
b. Created designations for core faculty, faculty, and non-faculty to 

support the Radiology Residency Program 
c. A night shift differential was added 

3. We anticipate the revisions to be effective on January 1, 2026, and will 
cover existing and future employees within the identified classifications.  

 
Ms. Pitz added that the carve-outs were added to meet ACGME requirements. Mr. 
Van Houweling commented on the increased interest in the radiology residency 
program.  
 
A lengthy discussion ensued regarding the number of physicians needed, their 
classifications, and the salary requirements. Mr. Marinello responded regarding the 
specialty type and the approximate total number of staff that would need to be hired 
to support the hospital's needs. 
 
Member Fildes commented on the formulas used to determine rates and base 
salaries. 
 
FINAL ACTION:    
 
A motion was made by Member Mackay to approve the compensation plan and 
recommend to the UMC Governing Board for approval. Motion carried by majority 
vote.  
 

SECTION 3. EMERGING ISSUES 
 
ITEM NO. 10 Identify emerging issues to be addressed by staff or by the UMC Governing 
 Board Human Resources and Executive Compensation Committee at 
 future meetings; and direct staff accordingly. (For possible action) 
 
 Discussion: 
 

1. Physician recruitment and credentialing processes. 
2. Future presentation from the State Chief Medical Officer and the Department 

of Health and Human Services related to physician recruitment. 
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UMC Governing Board Human Resources and Executive Compensation Committee 

November 10, 2025  Page 5 of 5 

 

COMMENTS BY THE GENERAL PUBLIC: 
 
 At this time, Chair Lopez-Hobbs asked if there were any persons present in the 

audience wishing to be heard on any items not listed on the posted agenda. 
 

SPEAKERS(S):  None 
 
There being no further business to come before the Committee at this time, at the 
time of 3:06 p.m. Chair Lopez-Hobbs adjourned the meeting.  

 
 
 
 
 
Approved:  
Minutes Prepared by: Stephanie Ceccarelli 
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UNIVERSITY MEDICAL CENTER OF SOUTHERN NEVADA 

GOVERNING BOARD 

HUMAN RESOURCES AND EXECUTIVE COMPENSATION 

COMMITTEE 

AGENDA ITEM 
 

 

 

 
 

 
Cleared for Agenda 

January 26, 2026 
 

 

Agenda Item # 

4 

 

Issue: Educational Update – Employee Equal Opportunity Program 
 

 

Back-up: 

      

 

Petitioner: Kendrick Russell, CHRO 
 

 

Clerk Ref. # 

      

 

Recommendation: 

 

The Human Resources and Executive Compensation Committee will receive an educational update 

on the Employee Equal Opportunity program at UMC; and direct staff accordingly. (For possible 

action)   

 

FISCAL IMPACT: 

  

None 

 

BACKGROUND: 

The Committee will receive an educational update on the EEO Program at UMC. 

Page 9 of 89 



UNIVERSITY MEDICAL CENTER OF SOUTHERN NEVADA 

GOVERNING BOARD 

HUMAN RESOURCES AND EXECUTIVE COMPENSATION 

COMMITTEE 

AGENDA ITEM 
 

 

 

Cleared for Agenda 

January 26, 2026 
 

 

Agenda Item # 

5 

 

 

Issue:               

UMC Equal Opportunity, Non-Discrimination, and Anti-Harassment Action Plan,  

 

 

Back-up: 

      

 

Petitioner: Ricky Russell, CHRO 
 

 

Clerk Ref. # 

      

 

Recommendation: 

 

That the Human Resources and Executive Compensation Committee review and discuss changes to 

the UMC Equal Opportunity, Non-Discrimination, and Anti-Harassment Action Plan, and make a 

recommendation for approval by the UMC Governing Board; and take action as deemed 

appropriate. (For possible action)  

 

 

FISCAL IMPACT: 

 Unknown 

 

BACKGROUND: 

 

UMC is making moderate changes to the UMC Equal Opportunity, Non-Discrimination, and Anti-

Harassment Action Plan Updates.  
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University Medical Center  

Equal Opportunity, Non-Discrimination, and Anti-Harassment Action Plan 

University Medical Center  

Equal Opportunity, Non-Discrimination, and Anti-Harassment  

Action Plan 

 

 

University Medical Center (UMC) is an equal opportunity employer and will not 

discriminate on the basis ofbased on race, color, religion, sex, pregnancy, age, national 

origin, disability, sexual orientation, gender identity or expression, or genetic information in 

employment.  In accordance with state and/or federal laws, the leadership of UMC is 

committed to this Equal Opportunity, Non-Discrimination, and Anti-Harassment Action 

Plan which prohibits unlawful discrimination.  This Plan sets forth the steps UMC will take 

to ensure equal opportunity and compliance with fair employment laws, the process for 

making complaints under this Plan, and how such complaints will be resolved by Equal 

Opportunity Program staff or designees.   

 

UMC’s Equal Opportunity, Non-Discrimination, and Anti-Harassment Action Plan (“Plan”) 

is based on the following principles: 

 

1. To recruit, hire, compensate, train, evaluate, and promote employees without unlawful 

regard to race, color, religion, sex, pregnancy, age (40+), national origin, disability, 

sexual orientation, gender identity or expression, or genetic information. except where 

sex, or mental or physical requirements constitute bona fide occupational 

qualifications necessary for effective job performance.  UMC will take proactive 

measures in support of equal opportunity in recruitment, hiring, career advancement, 

and treatment of employees. 

 

2. To ensure that policies regarding all terms and conditions of employment will be 

administered without regard to race, color, religion, sex, pregnancy, age (40+), 

national origin, disability, sexual orientation, gender identity or expression, or genetic 

information. 

 

3. To ensure that the workplace for UMC employees is free of discrimination, sexual 

harassment, harassment, retaliation and bullying. 
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4. To immediately stop and address harassing conduct.investigate and promptly correct 

potentially harassing conduct. 

 

UMC’s Equal Opportunity, Non-Discrimination,  

and Anti-Harassment Action Plan 

 

UMC hereby declares that it is the policy of UMC to prohibit discrimination, workplace 

harassment, and bullying of UMC employees.  UMC is fully committed to creating and 

sustaining a positive and mutually supportive working environment for all employees. 

 

1. PURPOSES 

 

A. To support our workforce and therefore our communityTo create a workplace that 

reflects our community, and to recognize and respect the value of our unique and 

diverse personal characteristics and experiences 

 

B. To reinforce UMC’s commitment to provide a work environment free from 

discrimination, sexual harassment, harassment, retaliation, and bullying, and other 

prohibited conduct for all UMC employees. 

 

C. To address reporting and investigation of workplace discrimination and harassment. 

 

2. RECRUITMENT, EVALUATION, AND COMPENSATION 

 

A. Human Resources staff will: 

1. Announce job openings to reach all potentially qualified candidates minorities, 

women, individuals with disabilities, and other under-represented demographics 

or groups by advertising or disseminating job openings to appropriate 

organizations, groups and agencies; 

 

2. Monitor the application process and applicant data to determine effective ways 

to reach a diversean applicant pool which is varied in experience and education; 

 

3. Review job descriptions and experience requirements of jobs to ensure posted 

qualifications are job-related; 

 

4. Monitor testing, interview processes, and composition of interview panels to 

assure compliance with this Plan and avoid prevent unlawful discrimination; 
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5. As appropriate, provide interviewers with guidelines and/or training to promote 

objective assessment of the abilities of candidates; 

 

6. As appropriate, conduct post-selection assessment, including reasons for non-

selection, to ensure selection is based on job-related factors; 

 

7. Review the performance rating system to verify objectivity.  Recommend 

changes in the system as necessary to comply with this Plan.  Provide 

appropriate training in administering performance evaluations to supervisory 

personnel as required. 

 

8. Periodically review salary structures to assure equal pay for equal work 

regardless of sex, or other protected categories.y. 

 

9. Conduct position audits as needed to avoid inequities in job classifications. 

 

10. Effectively encourage all employees to participate in UMC-provided training 

and tuition reimbursement.  Monitor participation to ensure equitable access to 

training. 

 

11.10. Publicize promotional opportunities throughout UMC; and 

 

12.11. Offer career counseling to UMC employees to identify promotional 

opportunities and training needs, and to encourage preparation and application 

for career advancement. 
 

3. EQUAL OPPORTUNITY PROGRAM 

UMC’s Human Resources staff in charge of the Equal Opportunity Program Manager 

(EOPM) (EOP) shall perform the following services:  
 

A. Training and guidance: 

1. Provide Fair Employment Law and Equal Opportunity Action Plan training to 

staff, supervisors and managers, and ensure that all new employees are given a 

copy of this Plan as well as the Employee Guide to Preventing Sexual 

Harassment in the Workplace. 

 

2. Provide guidance to supervisory and management staff as needed regarding fair 

employment law-related issues. 

 

B. Reporting and monitoring: 

Page 13 of 89 



- 4 - 

 

1. Complete reports or analyses required by federal and state law or regulation 

including but not limited to the United States Equal Employment Opportunity 

Commission. 

 

2. May also be assigned to conduct studies and compile hiring applications and 

employment statistics to monitor the status of UMC’s equal opportunity, 

diversity and anti-harassment efforts.  Any such studies, reports, or materials, 

which are generated for the purpose of self-critical analyses, are confidential. 

 

C. Evaluate requests for accommodation: 

1. Facilitate compliance with the Americans with Disabilities Act (ADA), as 

amended, through intake and evaluation of requests for disability 

accommodation. 

 

2. Facilitate compliance with the Pregnancy Discrimination Act of 1978Pregnant 

Workers Fairness Act and the Nevada Pregnant Workers’ Fairness Act through 

intake and evaluation of requests for pregnancy accommodation. 

 

3. Facilitate compliance with religious protections under Title VII of the Civil 

Rights Act through intake and evaluation of requests for religious 

accommodation. 

 

4. Coordinate and facilitate compliance with Section 504 of the Rehabilitation Act 

and Title II of the ADA: receive, process, and investigate complaints of non-

compliance; receive, process, and evaluate requests for accommodation. 

 

D.  Investigation of Complaints:  

1. An employee or applicant may file a complaint of harassment, sexual 

harassment, discrimination or retaliation with the Equal Opportunity Program 

ManagerEOP staff.  An employee does not need to follow the regular chain of 

command for this type of complaint.  All complaints should be submitted in the 

written format prescribed by the CEO: the Employment Discrimination Intake 

Form which can be found in the Human Resources section of the intranet.  

Employees or applicants will not be subject to retaliation, reprisal, intimidation, 

harassment, or modification of employment status due to filing a complaint.  

 

2. A complaint alleging unlawful discrimination and/or harassment must be filed 

within the statute of limitations set by state and federal enforcement agencies 

having jurisdiction over the alleged unlawful activity; generally 300 days. 
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3. A complainant may not file a complaint of discrimination with the EOPM if 

he/she has filed a charge of discrimination asserting the same allegations based 

upon the same events with any other county, state, or federal administrative 

body or officer having jurisdiction over complaints of discriminatory practices.   

 

4. If a supervisor or manager receives a complaint of unlawful discrimination or 

harassment from an employee, the supervisor or manager is to report the 

complaint to the EOPM HR Manager over the EOP for direction. 

 

5. Upon receipt of a complaint wherein the allegations, if true, would support a 

finding of a violation of this Plan, the EOPM shall immediately notify the CEO, 

COO and CHRO, as well as other Chiefs and department heads as appropriate.  

Each will be provided a summary of the charge and, as appropriate, a request for 

information or request for a response to the allegations set forth in the 

complaint.will be individually notified of a request for information or interview 

in response to the allegations contained therein. 

 

6. Depending on the information provided by the complainant at intake, or by any 

other party claiming to have knowledge of the alleged discrimination or 

harassment, the accused party may be suspended pending investigation, 

commensurate with UMC HR Policies and Procedures. 

 

7. The CEO may assign an investigation to someone other than the EOPMEOP 

Staff to obtain specialized expertise or to avoid any appearance of conflict of 

interest, in which case the outside investigator will act in lieu of the EOPMEOP 

Staff for that complaint. 

 

8. The EOPM staff or designee shall investigate the allegations of the complaint. 

When practical, all interviews shall be recorded and made part of the 

investigative record of the investigation along with all associated documents and 

other material. Written findings of the investigation shall be fully substantiated. 

All information gathered in the course of investigations is confidential except as 

otherwise mandated by law, or necessary to the implementation of this Plan, 

and/or necessitated by issues presented in labor administrative proceedings. 

 

9. Wherein the EOPM staff, or a designated investigator, determines that conduct 

has occurred which warrants corrective action, a report of investigative findings 

will be submitted to Administration, the Chief HR Officer, the department head, 

and the Director of HR Operationsappropriate Employee/Labor Relations 
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Analyst to determine what corrective action is appropriate.would reasonably be 

considered “effective” under equal opportunity law.   

 

10. In the event of a complaint alleging unlawful discrimination or        harassment 

by the CEO, COO or another Chief of UMC, the complainant may be referred to 

an appropriate state or federal administrative enforcement agency. Referral of a 

complaint in this manner does not limit UMC’s ability to take remedial measures 

as it deems appropriate based on the allegations.  

 

11. UMC employees and applicants may, at any time during the process, or at its 

completion, seek relief outside the UMC in accordance with the provisions of 

applicable federal or state statutes. UMC employees may file a complaint with 

the Equal Opportunity Commission and/or the Nevada Equal Rights 

Commission.  Certain procedural requirements and deadlines may apply.  

(Information regarding these agencies is located at the end of this booklet.) 

 

4. BULLYING 

 

A. It is the policy of UMC to maintain a working environment for all persons that is 

free from conduct that, whether intentional or unintentional, is considered bullying 

in nature.  All UMC employees are responsible for conducting themselves in a 

manner that will ensure that others are able to work in a professional and respectful 

work environment. 

 

B. “Bullying” generally means repeated conduct that could be perceived by a 

reasonable person as harmful emotionally, mentally or physically, and unrelated to 

the legitimate business interests of UMC. The following non-exhaustive list provides 

examples of bullying: 
 

1. Repeated verbal abuse in the form of derogatory remarks, name calling, insults, 

unconstructive public criticism or disrespect; 
 

2. Gestures such as eye rolling, or intimidating physical posturing; social 

exclusion/isolation; or work interference/sabotage. 
 

3. Verbal or physical conduct that is threatening, intimidating, or humiliating; or 
 

4. Social exclusion, isolation, or work interference/sabotage. 
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C. Complaints of bullying shall be reported by following the affected employee’s chain 

of command and where appropriate, shall be investigated with the assistance of the 

HR Employee/Labor Relations Analyst assigned to the department/s. in question. 

 

5. SETTLEMENT AND REMEDIATION OF CLAIMS AND COMPLAINTS  

 

A. If UMC determines that discrimination, harassment or bullying has occurred, to 

include conduct which creates legal exposure for UMC, appropriate remedial action 

shall be taken. under the direction of the CEO. If necessary, discipline 

commensurate with the severity of the violation shall be undertaken by staff. as 

directed by the CEO.  All necessary anti-discrimination and anti-harassment training 

will be coordinated by the Equal Opportunity Program ManagerEOP HR Manager 

or a designee. The CEO may assign staff or outside resources to mediate among the 

parties.  

 

B. After UMC has made a finding, the complainant may not proceed on the same facts 

and legal theory before any other UMC administrative body or officer. 

 

6. COMPLIANCE 
 

Adherence to this action plan is mandatory.  Any UMC employee who fails to 

comply with this Action plan is subject to disciplinary action up to and including 

termination.appropriate corrective counseling. 
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Complaint Reporting Options: 

 

 
UMC Equal Opportunity Program – HR Manager 

Anna Caputo – anna.caputo@umcsn.com 

Delta Point - 901 Rancho Lane, Ste. 160A 

Las Vegas, NV 89106 

Phone: (702)207-8264  Fax: (702)671-8759 

 

Equal Opportunity Program – HR Generalist 

Sakinah Holley – sakinah.holley@umcsn.com 

(702)207-8206 

 

 

Nevada Equal Rights Commission 

Park Sahara 

1820 E. Sahara Ave., Ste. 3147220 Bermuda Rd., Ste. 100 

Las Vegas, NV 8911904 

(702)486-7161 

 

 

Equal Employment Opportunity Commission 

333 Las Vegas Blvd. S., Ste. 8112 

Las Vegas, NV 89101 

(702)388-5099 

 

Compliance Hotline (EthicsPoint) – 1-888-691-0772 
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University Medical Center  

Equal Opportunity, Non-Discrimination, and Anti-Harassment Action Plan 

 

University Medical Center (UMC) is an equal opportunity employer and will not 

discriminate based on race, color, religion, sex, pregnancy, age, national origin, disability, 

sexual orientation, gender identity or expression, or genetic information in employment.  In 

accordance with state and/or federal laws, the leadership of UMC is committed to this Equal 

Opportunity, Non-Discrimination, and Anti-Harassment Action Plan, which prohibits 

unlawful discrimination.  This Plan sets forth the steps UMC will take to ensure equal 

opportunity and compliance with fair employment laws, the process for making complaints 

under this Plan, and how such complaints will be resolved by Equal Opportunity Program 

staff or designees.   

 

UMC’s Equal Opportunity, Non-Discrimination, and Anti-Harassment Action Plan (“Plan”) 

is based on the following principles: 

 

1. To recruit, hire, compensate, train, evaluate, and promote employees without unlawful 

regard to race, color, religion, sex, pregnancy, age (40+), national origin, disability, 

sexual orientation, gender identity or expression, or genetic information.  UMC will 

take proactive measures in support of equal opportunity in recruitment, hiring, career 

advancement, and treatment of employees. 

 

2. To ensure that policies regarding all terms and conditions of employment will be 

administered without regard to race, color, religion, sex, pregnancy, age (40+), 

national origin, disability, sexual orientation, gender identity or expression, or genetic 

information. 

 

3. To ensure that the workplace for UMC employees is free of discrimination, sexual 

harassment, harassment, retaliation and bullying. 

 

4. To investigate and promptly correct potentially harassing conduct. 

 

 

UMC’s Equal Opportunity, Non-Discrimination,  

and Anti-Harassment Action Plan 

 

UMC hereby declares that it is the policy of UMC to prohibit discrimination, workplace 

harassment, and bullying of UMC employees.  UMC is fully committed to creating and 

sustaining a positive and mutually supportive working environment for all employees. 
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1. PURPOSES 

 

A. To support our workforce and therefore our community, and to recognize and 

respect the value of our unique and diverse personal characteristics and experiences. 

 

B. To reinforce UMC’s commitment to provide a work environment free from 

discrimination, sexual harassment, harassment, retaliation, bullying, and other 

prohibited conduct for all UMC employees. 

 

C. To address reporting and investigation of workplace discrimination and harassment. 

 

2. RECRUITMENT, EVALUATION, AND COMPENSATION 

 

A. Human Resources staff will: 

1. Announce job openings to reach all potentially qualified candidates by 

advertising or disseminating job openings to appropriate organizations, groups 

and agencies; 

 

2. Monitor the application process and applicant data to determine effective ways 

to reach an applicant pool which is varied in experience and education; 

 

3. Review job descriptions and experience requirements of jobs to ensure posted 

qualifications are job-related; 

 

4. Monitor testing, interview processes, and composition of interview panels to 

assure compliance with this Plan and prevent unlawful discrimination; 

 

5. As appropriate, provide interviewers with guidelines and/or training to promote 

objective assessment of the abilities of candidates; 

 

6. As appropriate, conduct post-selection assessment including reasons for non-

selection to ensure selection is based on job-related factors; 

 

7. Review the performance rating system to verify objectivity.  Recommend 

changes in the system as necessary to comply with this Plan.  Provide 

appropriate training in administering performance evaluations to supervisory 

personnel as required. 

 

8. Periodically review salary structures to assure equal pay for equal work 

regardless of sex, or other protected categories. 
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9. Conduct position audits as needed to avoid inequities in job classifications. 

 

10. Publicize promotional opportunities throughout UMC; and 

 

11. Offer career counseling to UMC employees to identify promotional 

opportunities and training needs, and to encourage preparation and application 

for career advancement. 
 

3. EQUAL OPPORTUNITY PROGRAM 

UMC’s Human Resources staff in charge of the Equal Opportunity Program (EOP) shall 

perform the following services:  
 

A. Training and guidance: 

1. Provide Fair Employment Law and Equal Opportunity Action Plan training to 

staff, supervisors and managers, and ensure that all new employees are given a 

copy of this Plan, as well as the Employee Guide to Preventing Sexual 

Harassment in the Workplace. 

 

2. Provide guidance to supervisory and management staff as needed regarding fair 

employment law-related issues. 

 

B. Reporting and monitoring: 

1. Complete reports or analyses required by federal and state law or regulation 

including but not limited to the United States Equal Employment Opportunity 

Commission. 

 

2. May also be assigned to conduct studies and compile hiring applications and 

employment statistics to monitor the status of UMC’s equal opportunity, anti-

discrimination, and anti-harassment efforts.  Any such studies, reports, or 

materials, which are generated for the purpose of self-critical analyses, are 

confidential. 

 

C. Evaluate requests for accommodation: 

1. Facilitate compliance with the Americans with Disabilities Act (ADA), as 

amended, through intake and evaluation of requests for disability 

accommodation. 
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2. Facilitate compliance with the Pregnant Workers Fairness Act and the Nevada 

Pregnant Workers Fairness Act through intake and evaluation of requests for 

pregnancy accommodation. 

 

3. Facilitate compliance with religious protections under Title VII of the Civil 

Rights Act through intake and evaluation of requests for religious 

accommodation. 

 

4. Coordinate and facilitate compliance with Section 504 of the Rehabilitation Act 

and Title II of the ADA: receive, process, and investigate complaints of non-

compliance; receive, process, and evaluate requests for accommodation. 

 

D.  Investigation of Complaints:  

1. An employee or applicant may file a complaint of harassment, sexual 

harassment, discrimination, and/or retaliation with EOP staff.  An employee 

does not need to follow their chain of command for this type of complaint.  All 

complaints should be submitted in the written format prescribed by the CEO: the 

Employment Discrimination Intake Form which can be found in the Human 

Resources section of the intranet.  Employees or applicants will not be subject to 

retaliation, reprisal, intimidation, harassment, or modification of employment 

status due to filing a complaint.  

 

2. A complaint alleging unlawful discrimination and/or harassment must be filed 

within the statute of limitations set by state and federal enforcement agencies 

having jurisdiction over the alleged unlawful activity; generally 300 days. 

 

3. A complainant may not file a complaint of discrimination with the EOP if he/she 

has filed a charge of discrimination asserting the same allegations based upon 

the same events with any other county, state, or federal administrative body or 

officer having jurisdiction over complaints of discriminatory practices.   

 

4. If a supervisor or manager receives a complaint of unlawful discrimination or 

harassment from an employee, the supervisor or manager is to report the 

complaint to the HR Manager over the EOP for direction. 

 

5. Upon receipt of a complaint wherein the allegations, if true, would support a 

finding of a violation of this Plan, EOP staff shall notify the CEO, COO and 

CHRO, as well as other Chiefs and department heads as appropriate.  Each will 

be provided a summary of the charge and, as appropriate, will be individually 
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notified of a request for information or interview in response to the allegations 

contained therein. 

 

6. Depending on the information provided by the complainant at intake, or by any 

other party claiming to have knowledge of the alleged discrimination or 

harassment, the accused party may be suspended pending investigation, 

commensurate with UMC HR Policies and Procedures. 

 

7. The CEO may assign an investigation to someone other than EOP staff to obtain 

specialized expertise or to avoid any appearance of conflict of interest, in which 

case the outside investigator will act in lieu of EOP staff for that complaint. 

 

8. The EOP staff or designee shall investigate the allegations of the complaint. 

When practical, all interviews shall be recorded and made part of the 

investigative record along with all associated documents and other material. 

Written findings of the investigation shall be fully substantiated. All information 

gathered in the course of investigations is confidential except as otherwise 

mandated by law, or necessary to the implementation of this Plan, and/or 

necessitated by issues presented in labor administrative proceedings. 

 

9. Wherein EOP staff, or a designated investigator, determines that conduct has 

occurred which warrants corrective action, a report of investigative findings will 

be submitted to Administration, the Chief HR Officer, the department head, and 

the appropriate Employee/Labor Relations Analyst to determine what corrective 

action would reasonably be considered “effective” under equal opportunity law.   

 

10. In the event of a complaint alleging unlawful discrimination or harassment by 

the CEO, COO or another Chief of UMC, the complainant may be referred to an 

appropriate state or federal administrative enforcement agency. Referral of a 

complaint in this manner does not limit UMC’s ability to take remedial measures 

as it deems appropriate based on the allegations.  

 

11. UMC employees and applicants may, at any time during the process, or at its 

completion, seek relief outside the UMC in accordance with the provisions of 

applicable federal or state statutes. UMC employees may file a complaint with 

the Equal Employment Opportunity Commission and/or the Nevada Equal 

Rights Commission.  Certain procedural requirements and deadlines may apply.  

(Information regarding these agencies is located at the end of this booklet.) 
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4. BULLYING 

 

A. It is the policy of UMC to maintain a working environment for all persons that is 

free from conduct that, whether intentional or unintentional, is considered bullying 

in nature.  All UMC employees are responsible for conducting themselves in a 

manner that will ensure that others are able to work in a professional and respectful 

work environment. 

 

B. “Bullying” generally means repeated conduct that could be perceived by a 

reasonable person as harmful emotionally, mentally, or physically and unrelated to 

the legitimate business interests of UMC. The following non-exhaustive list provides 

examples of bullying: 
 

1. Repeated verbal abuse in the form of derogatory remarks, name-calling, insults, 

unconstructive public criticism, or disrespect; 
 

2. Gestures such as eye-rolling or intimidating physical posturing; social 

exclusion/isolation; or work interference/sabotage; or 
 

3. Verbal or physical conduct that is threatening, intimidating, or humiliating. 

 

C. Complaints of bullying shall be reported by following the affected employee’s chain 

of command and, where appropriate, shall be investigated with the assistance of the 

Employee/Labor Relations Analyst assigned to the department/s. 

 

5. SETTLEMENT AND REMEDIATION OF CLAIMS AND COMPLAINTS  

 

A. If UMC determines that discrimination, harassment or bullying has occurred, to 

include conduct which creates legal exposure for UMC, appropriate remedial action 

shall be taken. If necessary, discipline commensurate with the severity of the 

violation shall be undertaken by staff.  All necessary anti-discrimination and anti-

harassment training will be coordinated by the EOP HR Manager or a designee. The 

CEO may assign staff or outside resources to mediate among the parties.  

 

B. After UMC has made a finding, the complainant may not proceed on the same facts 

and legal theory before any other UMC administrative body or officer. 

 

6. COMPLIANCE 
 

Adherence to this action plan is mandatory.  Any UMC employee who fails to 

comply with this Action plan is subject to appropriate corrective counseling. 
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Complaint Reporting Options: 

 
Equal Opportunity Program – HR Manager 

Anna Caputo – anna.caputo@umcsn.com 

Delta Point - 901 Rancho Lane 

Las Vegas, NV 89106 

Phone: (702)207-8264  Fax: (702)671-8759 

 

Equal Opportunity Program – HR Generalist 

Sakinah Holley – sakinah.holley@umcsn.com 

(702)207-8206 

 

Nevada Equal Rights Commission 

7220 Bermuda Rd, Ste. 100,  

Las Vegas, NV 89119 

(702)486-7161 

 

Equal Employment Opportunity Commission 

333 Las Vegas Blvd. S., Ste. 8112 

Las Vegas, NV 89101 

(702)388-5099 

 

Compliance Hotline (EthicsPoint) - 1-888-691-0772 
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6 

 

Issue: FY26 UMC Turnovers & Hires update 
 

 

Back-up: 

      

 

Petitioner: Kendrick Russell, CHRO 
 

 

Clerk Ref. # 

      

 

Recommendation: 

 

The Human Resources and Executive Compensation Committee will review and discuss the FY26 

Turnovers & Hires report; and take action as deemed appropriate. (For possible action)   

 

FISCAL IMPACT: 

  

None 

 

BACKGROUND: 

 

UMC monitors turnovers and hires monthly and reports the data to the hospital leadership team. This data 

is reported to the Human Resources and Executive Compensation Committee at least once per quarter. 
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FY2026

 Turnover / Hires
July '25 Aug '25 Sept '25 Oct '25 Nov '25 Dec '25 Jan '26 Feb '26 Mar '26 Apr '26 May '26 June '26

FY2026 

TOTALS

 FT/PT 44 33 42 26 24 30 199

Per-Diem 44 24 25 22 22 18 155

Total All Terms 88 57 67 48 46 48 0 0 0 0 0 0 354

Voluntary Turnover 

FT/PT 
0.85% 0.45% 0.48% 0.42% 0.37% 0.45% 3.02%

YOY Comparison 0.86% 0.67% 0.86% 0.75% 1.12% 0.39% 0.55% 0.66% 0.53% 0.39% 0.58% 0.95% 8.31%

1st Year Voluntary 

T/O - (FT/PT/PD)
15.00% 16.67% 15.09% 12.75% 29.00% 56.00% 10.51%

RN 11 9 4 5 7 5 41

Voluntary Turnover 0.61% 0.17% 0.26% 0.44% 0.35% 0.44% 2.27%

APP 0 2 0 1 1 1 5

Voluntary Turnover 0.00% 2.06% 0.00% 1.03% 0.00% 1.04% 4.13%

Physician 0 0 1 2 0 1 4

Voluntary Turnover 0% 0% 0.48% 0.98% 0% 0.49% 1.95%

Voluntary 
70.00% 51.5% 42.0% 62.0% 58.30% 57.00% 57%

Involuntary
11.60% 21.2% 19.0% 3.8% 0.00% 13.00% 11%

Fail Prob 4.70% 0.0% 2.0% 3.8% 8.30% 10.00% 5%

Retirement 14.00% 24.2% 2.0% 23.1% 33.33% 20.00% 19%

Other (layoff/etc) 0.00% 3.0% 35.0% 7.7% 0% 0.00% 8%

Top 3 Turnover Departments - Fiscal Year To Date

1st year (#)

Food Service (20)

Case Management (6)

EVS (5)

All Employee 

Carve Outs

from All EE

FT/PT

TERMINATIONS / TURNOVER

TERM TYPE

All Employee 

FT/PT 

RN (#)

CRP (9)

TR-ED (6)

TICU/ED (5)

ALL (#)

Food Services (32)

EVS (21)

CRP (17)

Turnover:

Voluntary Turnover: Does not include retirement, death, LT end, VOL in Leiu of term, or PRN

RN Turnover & Data: Includes RN bedside acute care, RN ambulatory, Charge RN | - does not include case management, nurse navigator, management, APPs, LPNs, educators, nurse auditor, etc.
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FY2026

 Turnover / Hires

July '25 Aug '25 Sept '25 Oct '25 Nov '25 Dec '25 Jan '26 Feb '26 Mar '26 Apr '26 May '26 June '26
FY2026 

TOTALS

FT & PT 34 29 39 13 16 24 155

PRN/PD 15 22 26 27 7 18 115

Total All Hires 49 51 65 40 23 42 0 0 0 0 0 0 270

Net Hire Ratio 0.61% 0.89% 0.97% 0.83% 0.50% 0.88% 4.68%

FT & PT 9 4 19 3 1 3 39

PRN/PD 3 1 3 1 2 0 10

Total RN Hires 12 5 22 4 3 3 0 0 0 0 0 0 49

FT/PT FT/PT

P/D P/D

4550 1374Total

All EE

HIRES

All Employee 

(Includes RN)

RN Only

 RN

(Included in all EE data)

Total RNs

P/D 773

PT/FT 3777 1136

238

Total EEs

APP

(Included in all EE data)

Total APPS

96

Employed Physician

(Included in all EE data)

Total Physicians

204

63

267

Employee Counts

24

120

FT/PT

P/D
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July August September October November December January February March April May June Totals

Total # left 1/in 1 year 21 14 16 13 8 10 82

Total # hired in month prev year 140 84 106 102 28 18 45 29 38 42 70 78 780

Tunover % 15.00% 16.67% 15.09% 12.75% 29% 56% 0% 0% 0% 0% 0% 0% 10.51%
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Issue:                CHRO Update  

 

Back-up: 

      

 

Petitioner: Ricky Russell, CHRO 
 

 

Clerk Ref. # 

      

 

Recommendation: 

 

The Human Resources and Executive Compensation Committee review and discuss the CHRO 

Updates; and take action as deemed appropriate. (For possible action)   

 

FISCAL IMPACT: 

  

None 

 

BACKGROUND: 

 

CHRO Updates 
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CHRO UPDATES

– Preview Cornerstone Succession Planning Module 

– IUOE Local 501 CBA Bargaining – 2/5/26

– Lean Six Sigma Yellow Belt Launch

– FY26 Org Goals – HR – Status Update

– Misc.

1
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CHRO UPDATES

FY26 Org Goals – HR – Status Update

2

Goal Status Notes

1. Reduce 1st year voluntary turnover (FT/PT/PD) by at least 1.0%

(target ≤ 18.49%)

On Track

Currently at 10.51%

2. Research and recommend to the UMC Executive Team the

implementation of a grievance tracking system by January 1, 2026.

Reviewed vendors. Identified a potential.

Working w/Contracts soon for next steps.

3. Utilizing the Lean Six Sigma trained UMC employees, identify and

implement process improvement initiatives that lead to at least

$250,000 in savings to the organization in FY26.

TICU Charge Code Projects alone are

estimated to bring $500K+ missed revenue.

4. No later than March 1, 2026, redesign the existing Leadership

Bootcamp curriculum to include at least 50% professional

development content, and lead the first revised curriculum no later

than June 30, 2026.

Plan to present revised agenda and content to

Chiefs late February 2026.

5. Offer at least one professional development opportunity each

quarter of FY26 for all employees to help enhance their soft skills and

prepare them for potential other UMC opportunities.

Q1 – Excel 1 & Emotional Intelligence 101; Q2

– Excel 1 & 2, DISC; Q3 Repeat.
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Issue:                Various HR Policy & Procedure Updates 

 

Back-up: 

      

 

Petitioner: Ricky Russell, CHRO 
 

 

Clerk Ref. # 

      

 

Recommendation: 

 

That the Human Resources and Executive Compensation Committee review and discuss changes to 

various HR policies and procedures and make a recommendation for approval by the UMC 

Governing Board; and take action as deemed appropriate. (For possible action)  

 

 

FISCAL IMPACT: 

 Unknown 

 

BACKGROUND: 

UMC is making modest changes to the following HR policies and procedures, effective on or around 

February1st 2025:  

 

• Disclosure of Improper Governmental Action  
o Scheduled review no change 

• Benefits Program  
o Scheduled review no change 

• Responsibilities of the Chief Human Resources Officer  
o Scheduled review no change 

• Nepotism (Hiring of Relatives)  
o Scheduled review no change 

• Objectives and Scope – Human Resources –  
o Scheduled review no change 

• Educational Development Program -  
o Added LMS testing/education availability in Section D.4. Updated new 

hire requirements in Section E.5. Clarified scope.  
 

• Employment Eligibility Verification -  
o Correcting Section A for new hires and adding updated counseling 

process for renewals in Section B. Removed Section C.  
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• Substance Abuse 
o Scheduled review no change 

• Requesting and Conducting a Classification Audit Study  
o Scheduled review no change 

• Employee Health Services -  
o Updated Policy section to include restrictions for non-compliant 

health care workers from entering, accessing or performing services 
within UMC facilities.  

• Disciplinary Hearing Process -  
o Revised scope section.  

• Progressive Discipline/Corrective Counseling -  
o Changing from a policy to a procedure. Categorized as a policy in 

error during the 2022 during formatting changes. Added Scope 
section.  

• Position Classification and Compensation Plans -  
o Modified Section G to reference Section K in the Recruitment and 

Selection Program for requirements for new hires. Updated 
counseling process for existing employees needing renewals.  

• Recruitment and Selection Program -  
o Modified Section J to reference Sections A and B in the Employment 

Eligibility Verification Policy. Added the updated corrective action 
process in Section K for existing employees.  
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Issue:                Emerging Issues 

 

Back-up: 

      

 

Petitioner: Ricky Russell, Chief Human Resource Officer 
 

 

Clerk Ref. # 

      

 

Recommendation: 

 

That the Human Resources and Executive Compensation Committee identify emerging issues to 

be addressed by staff or by the UMC Governing Board Human Resources and Executive 

Compensation Committee at future meetings; and direct staff accordingly. (For possible action)   

 

FISCAL IMPACT: 

  

None 

 

BACKGROUND: 

 

None 
 

Page 89 of 89 


	Cover Page
	AGENDA
	HR Committee Agenda for January 26.final.pdf.pdf

	SECTION I: OPENING CEREMONIES
	CALL TO ORDER
	1.   Public Comment
	2.   Approval of Minutes
	November 2025 - HR Minutes - DRAFT.pdf

	3.   Approval of Agenda 

	SECTION 2:  BUSINESS ITEMS
	4. Education - Equal Opportunity Program 
	Agenda Item - EEO Program .pdf

	5. Equal Opportunity Non-Discrimination and Anti-Harassment Action Plan
	Agenda Item - EO Non-Discrim_Anti-Harass Plan.pdf
	EO_NonDiscrim_AntiHarass_Action Plan_Track Changes and Final.pdf

	6. FY26 Turnovers and Hires
	Agenda Item - FY26 Turnover and Hires - November 2025.pdf
	FY2026_Turnover_Hires_Dashboard_December 2025.pdf

	7. CHRO Updates
	Agenda Item - CHRO Updates .pdf
	CHRO Updates.pdf

	8. HR Policies
	Agenda Item - HR Policies.pdf
	HR Policies.pdf


	SECTION 3: EMERGING ISSUES
	9. Emerging Issues
	Agenda Item - Emerging Issues.pdf



