
GOAL
 To design curricula and programs responsive to industry needs, preparing a highly skilled workforce.

EDUCATORS
 This regional meeting is for community colleges, K-12, Adult Schools, 

community stakeholders and industry.
INDUSTRY

 Your partnership is critical in building a Strong Workforce. Please join us!

 The agenda includes a labor market update, an industry panel with state and
regional partners, and group discussions.

For more information, please contact: Wendy Deras at wederas@collegeofthedesert.edu 

A s s o c i a t e
D e g r e e  o f

N u r s i n g
R e g i o n a l
A d v i s o r y  

Join us for the Advisory &
Industry Skills Panel

Register Here!

The Riverside Community College District does not discriminate on the basis of race,
color, ethnicity, national origin, sex, disability, age, or any other protected class in its
programs and activities. The following person has been designated to handle inquiries
regarding the nondiscrimination policies or practices:  District Compliance Officer,

3801 Market Street, Riverside, CA 92501, (951) 222-8039.

mailto:wederas@collegeofthedesert.edu
https://forms.gle/HCekC5C5cG6z541S7
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1. INDUSTRY 
ANALYSIS



IED Healthcare Industry Overview

SOURCE: LIGHTCAST, 2024.2

Industry (NAICS) 2023 Jobs

Government (90) 290,210

Health Care and Social Assistance (62) 264,200

Transportation and Warehousing (48-49) 215,957

Industry (NAICS) 2023 Jobs

Management of Companies and 
Enterprises

8,862

Utilities 5,715

Mining, Quarrying, and Oil and Gas 
Extraction

1,524

Largest Industries, 2023 Jobs

Smallest Industries, 2023 Jobs

1,898,327
All IED 

2023 Jobs

145,928
5-Year Change

2,044,254
2028 Jobs

8%
% Change

264,200
Healthcare 
2023 Jobs

41,126
5-Year Change

305,326
2028 Jobs

16%
% Change



IED Healthcare Industry Overview

SOURCE: LIGHTCAST, 2024.2

- The Health Industry 
and Subsectors are all 
roughly in the top 20th 
percent, for growth, 
when compared to 
other subsectors

- The growth is also at a 
comparable rate 
compared to other 
California regions

Key Takeaways

Projected 5-Year Subsector Growth 
(2023-2028)
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2. OCCUPATION 
ANALYSIS



Occupation Overview

O*NET ONLINE JOB DESCRIPTION:
• “Assess patient health problems and needs, 

develop and implement nursing care plans, 
and maintain medical records. Administer 
nursing care to ill, injured, convalescent, or 
disabled patients. May advise patients on 
health maintenance and disease prevention 
or provide case management. Licensing or 
registration required.”

SAMPLE O*NET JOB TITLES:
• Certified Operating Room Nurse 

(CNOR)
• Charge Nurse
• Emergency Department RN
• Staff Nurse

RELEVENT CATEGORIES/CODES:

• TOP Program:
1230.10 Registered Nursing

• CIP Program:
51.3801 Registered Nursing/Registered Nurse

• SOC
29-1141 Registered Nurses



IED DEMAND

Occupation SOC 2023 Jobs 2028 Jobs 2023 – 2028
% Change

5-Year
Openings*

Annual 
Openings*

Registered Nurses 29-1141 32,322 36,581 13% 13,522 2,704

* This includes both new 
and replacement JobsOccupation SOC Unique Job Postings

(Jan 2024 – Dec 2024)
Employers

Registered Nurses 29-1141 12,445 976

Estimated Annual Openings = 2,704 Job Openings

SOURCE: LIGHTCAST, 2024.3, JOB POSTING DATA IS FROM JAN 2024 – DEC 2024



$43.34 

$50.59 

$60.93 

$75.00 

$83.44 

$40.00 

$47.38 

$55.26 

$63.38 

$73.72 

$12.00

$22.00

$32.00

$42.00

$52.00

$62.00

$72.00

$82.00

$92.00

10th Pct. Hourly Earnings 25th Pct. Hourly Earnings Median Hourly Earnings 75th Pct. Hourly Earnings 90th Pct. Hourly Earnings

Hourly Wage Estimates

Occupational Estimates

Job Posting Data

ESTIMATED WAGES

(Entry Level 
Wages)

2024 UW Self-
Sufficiency 
Standard for 
IED ($20.42)

SOURCE: LIGHTCAST, 2024.3, JOB POSTING DATA IS FROM JAN 2024 – DEC 2024



Key TermsEDUCATION AND EXPERIENCE

OCCUPATION ESTIMATES

§ Typical Education:
• Bachelor’s Degree

• Typical Experience Required:
• None

JOB POSTING DATA

§ Typical Minimum Education:
§ High school diploma or equivalent (9%)
§ Associate Degree (39%)
§ Bachelor’s Degree (46%)
§ Above a Bachelor’s Degree (6%)

§ Typical Experience Required:
§ 0-1 Years (50%)
§ 2-3 Years (43%)
§ 4-6 Years (8%)

SOURCE: LIGHTCAST, 2024.3, JOB POSTING DATA IS FROM JAN 2024 – DEC 2024



Key TermsSTUDENT OUTCOMES

SOURCE: LAUNCHBOARD, ACADEMIC YEAR 2021-22

Metric IED Statewide

Unduplicated count of enrolled students 1,540 18,373

Students who attained a noncredit workforce milestone in a year 95% 39%

Students who earned a degree, certificate, or attained apprenticeship 481 4,421

Completed 9+ career education units in one year 70% 57%

Attained a living wage 85% 72%

Median annual earnings (all exits) $72,972 $63,028

Job closely related to the field of study 96% 95%

OUTCOMES FOR ACADEMIC YEAR 2021-22



3. SUPPLY GAP



REGIONAL SUPPLY

SOURCE: MIS DATA MART / IPEDS

TOP 
Code

Program Colleges 2020-21 
Awards

2021-22 
Awards

2022-23 
Awards

3-Year Award 
Average

1230.10 Registered Nursing 7 Colleges 496 557 552 535

CIP 
Code

Program Colleges 2019-20 
Awards

2020-21
Awards

2021-22 
Awards

3-Year Award 
Average

51.3801
Registered 
Nursing/Registered 
Nurse 

6 Colleges 1,328 1,441 1,503 1,424

Community Colleges

Non-Community Colleges

Estimated Annual Total =1,959 Awards



SUPPLY GAP
Estimated Annual Gap = 745 Job Openings

Unmet Job 
Demand



CONTACT INFORMATION

Shannon Moran (IED COE Director)
smoran@iegocollaborative.org

Chris Cruzcosa (Senior Research Analyst)
ccruzcosa@iegocollaborative.org

To find all COE publications: https://coeccc.net/publication-search/

mailto:smoran@iegocollaborative.org
mailto:ccruzcosa@iegocollaborative.org
https://coeccc.net/publication-search/
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Labor Market Analysis for: 

1230.10 Registered Nursing 

Inland Empire/Desert Center of Excellence, Jan 2024 
Prepared by: Christopher Cruzcosa, ccruzcosa@iegocollaborative.org  
  

Summary 
Program LMI Endorsement All LMI Criteria Met 

 

☐ 

Some LMI Criteria Met 
(Proceed with Caution) 

 

LMI Criteria NOT Met 
 

☐ 

 
Program LMI Endorsement Criteria 

Supply Gap Yes    No  ☐ 

 Comments: There is projected to be 2,704 annual job openings throughout the Inland Empire/Desert region, 
which is more than the 1,959 annual average awards conferred by educational institutions over the last 3 
years. Supply data includes both community college awards (535) and non-community college awards (1,424). 

Living Wage Yes   No  ☐ 

 Comments: All (100%) of annual job openings for this occupation have entry-level hourly wages above the 
IE/D living wage of 20.42.1 

Education Yes ☐  No   

 Comments: Most job postings for target occupations require a bachelor’s degree or higher degree 
(52%). See Exhibits 8 and 9 for more details. 

  
The Inland Empire/ Desert (IE/D) Center of Excellence for Labor Market Research (IE/D COE) reviewed the following 
occupations to prepare this report:  

• Above Middle-Skill (typically require a bachelor’s degree) 
o Registered Nurses (29-1141) 

 

Summary of findings 

Demand 

• The number of jobs related to the assessed occupation is projected to increase 13% through 2028, with 2,704 
annual job openings (new and replacement jobs). 

• Hourly entry-level wages for all occupations are above living wage at the 25th percentile hourly wage, estimated to 
be $50.59 in IE/D.  

• There were 12,445 online job postings from 976 employers over the past 12 months with the highest postings for 
registered nurses and home health registered nurses. 

• Most job postings for target occupations require a bachelor’s degree (46%), followed by an associate degree 
(39%), high school diploma or equivalent (9%), and above a bachelor’s degree (6%).  

 Supply 

• On average, there were 1,959 annual awards conferred by educational institutions over the last 3 years in related 
fields: 535 from community colleges and 1,424 from other institutions (e.g., 4-year universities, private schools). 

• IE/D community college students that exited these programs in the 2021-22 academic year earned a median 
annual wage of $72,973 ($35.08 per hour). 

• 96% of students that exited their program in 2021-22 reported that they are working in a job closely related to their 
field of study.  

• Community college programs play an important role diversifying the talent pipeline in these occupations. Most 
IE/D professionals in registered nursing occupations are White or Asian (65%), “mid-career” age category (51%), 
and female (87%). Most community college students in related programs are Hispanic/Latino (55%), “early 
career” or “mid-career” age category (75%), and female (80%). 

  

 
1 The UW self-sufficiency standard is currently used by the CO and other COEs, the self-sufficiency standard was last updated by UW in 2024. To provide an alternative 
perspective, the COE will provide an alternative living wage calculation from MIT in the analysis below as an additional reference point. MIT estimates, the living wage for an 
adult with no kids living in 2024 is $26.30 in Riverside County and $25.17 in San Bernadino County.  

https://selfsufficiencystandard.org/California/
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Introduction 
California Community College Registered Nursing (TOP 1230.10) prepares students in programs leading to licensure by 
the Board of Registered Nursing. Includes nursing care in specialty areas (Taxonomy of Programs, 2023). The knowledge, 
skills, and abilities trained by Registered Nursing programs lead to employment in occupations related to registered 
nursing.  
 

Job Demand 
In 2023, there were 32,322 jobs in occupations related to registered nursing in the IE/D region. Regional employment for 
this occupation group is projected to increase by 13% through 2028 with 2,704 job openings projected annually. Exhibit 1 
displays the job count, five-year projected job growth, and job openings in the region.  
 
 

Exhibit 1. Five-year projections for occupations related to registered nursing,  
IE/D Region, 2023-2028 

 
SOURCE: LIGHTCAST 2024.3 

 

Job Postings 
The following analysis for occupations related to registered nursing using online job posting data.  
 
Important note: The data produced in this section were generated by leveraging online job posting data sourced from 
Lightcast, which is the labor market analytics software tool COEs use to produce these briefs. The job posting data is 
collected from scraping online job boards such as LinkedIn, Indeed, Glassdoor and many others. The process Lightcast 
uses to assemble this data does have some limitations due to methods that recruitment professionals sometimes use 
(e.g., posting one job to fill multiple positions). For example, the number of jobs posted is not necessarily the same as the 
number of job vacancies.2 While not perfect, Lightcast leverages machine learning and other AI technologies to enrich, 
deduplicate and aggregate this information to make it a meaningful dataset.  
 
Exhibit 2 displays the number of job ads posted for occupations related to registered nursing over the last 12 months and 
the median posting duration. Over the previous 12 months, there were 12,445 unique job postings for occupations related 
to registered nursing in the region from 976 employers.  
 

Exhibit 2. Job ads and posting duration, IE/D Region, Jan 2024 – Dec 2024 

 
SOURCE: LIGHTCAST 2024.3 

 

  

 
2 "Job Posting Analytics (JPA) Methodology." Lightcast Knowledge Base, https://kb.lightcast.io/en/articles/6957446-job-posting-analytics-jpa-methodology  
 

https://kb.lightcast.io/en/articles/6957446-job-posting-analytics-jpa-methodology
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Earnings 
Exhibit 3a displays the hourly earnings for registered nurses and Exhibit 3b displays the hourly earnings for job postings of 
the same occupation and compares both to the UW Self-Sufficiency Standard for the IE/D of $20.423 and the MIT IE/D 
living wage of $25.73.4 The living wage criteria is determined by using the data in Exhibit 3a but Exhibit 3b is also shown 
to provide regional context using job posting data. 
 

Exhibit 3a. Projected hourly earnings by percentile, IE/D Region, 2023 

 
 

SOURCE: LIGHTCAST 2024.2 
 

Exhibit 3b. Hourly earnings of job postings by percentile, IE/D Region, Jan 2024 – Dec 2024 

 
 

SOURCE: LIGHTCAST 2024.2 
 

All projected entry-level earnings (that is, the earnings of the lowest paid 25% of employees in the IE/D) were above the 
UW Self-Sufficiency Standard for the IE/D (see Exhibit 3a). The occupation was also above the MIT living wage for an 
adult with no children ($25.73) in projected entry-level earnings (see Exhibit 3a).  

 
3 The UW self-sufficiency standard is currently used by the CO and other COEs, the self-sufficiency standard was last updated by UW in 2024. To provide an alternative 
perspective, the COE will provide an alternative living wage calculation from MIT in the analysis below as an additional reference point. MIT estimates, the living wage for an 
adult with no kids living in 2024 is $26.30 in Riverside County and $25.17 in San Bernadino County.  
4 ibid.  

https://selfsufficiencystandard.org/California/
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Advertised Salary from Online Job Ads 
Exhibit 4 displays the regional online advertised salaries for the occupations related to registered nursing over the last 12 
months. The salary information of online job ad data suggests most employers (96%) advertise an annual salary greater 
than $70,000 ($33.65 per hour).  
 

Exhibit 4. Online advertised salaries for registered nursing,  
IE/D Region, Jan 2024 – Dec 2024 

 

 
SOURCE: LIGHTCAST 2024.3 

 
 

Online Job Advertisements: top job titles, skills, education & work 
experience. 
  
Exhibit 5 displays the job titles most frequently used in job postings for the occupations related to registered nursing over 
the last 12 months. Assessing the top advertised job titles may provide insight into the types of positions sought by 
employers. 
 

Exhibit 5. Job titles most frequently used in job ads,  
IE/D Region, Jan 2024 – Dec 2024 

 
SOURCE: LIGHTCAST 2024.3 
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Exhibit 6 displays the employers posting the most job ads for this occupational group during the last 12 months. Showing 
employer names can provide insight into where students may find employment after completing a program and may 
inform job development and other employer engagement targets for faculty and staff involved in related programs. “Kaiser 
Permanente” and “Loma Linda University Health” had the highest unique job posts for this occupational group in the last 
12 months.  Posting intensity is the ratio of total job posts to unique job posts which are deduplicated. A higher posting 
intensity can represent the level of effort and activity the organization is putting into hiring for that position. The following 
report comes directly from Lightcast’s Job Posting Analytics dashboard.  

  
Exhibit 6. Employers posting the most job ads,  

IE/D Region, Jan 2024 – Dec 2024 
 

 
SOURCE: LIGHTCAST 2024.3 
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Exhibit 7 displays the top common, specialized and computer skills that were included in the job postings over the last 12 
months. Today’s demand is an important indicator of which skills employers are looking for in the current market. 
Analyzing skills from a historical perspective as well as projecting the future needs of employers may provide insight into 
how the job posting skills demand compares to the market as a whole.  Rapidly growing skills are those that are 
increasing in demand at a faster rate than the market as a whole. 5 
 

Exhibit 7. Top 10 in-demand skills from employer job ads,  
IE/D Region, Jan 2024 – Dec 2024 

 

 

 

 
 

SOURCE: LIGHTCAST 2024.3 

 
 
 
  

 
5 “What are Lightcast Skill Projects”, Lightcast Knowledge base, https://kb.lightcast.io/en/articles/8496296-what-are-lightcast-skill-projections 
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Exhibit 8 includes the minimum educational requirements from job postings for this occupational group with bachelor’s 
degree (46%) greater than associate degree (39%) or High school diploma or equivalent (9%) or above a bachelor’s 
degree (6%). 
  

 
Exhibit 8 Minimum educational requirements in job postings for this occupational group,  

IE/D Region, Jan 2024 – Dec 2024 
 

 
SOURCE: LIGHTCAST 2024.3 

 

 

For registered nurses, the Bureau of Labor Statistics (BLS) education attainment data in Exhibit 9 for current professionals 
in the occupation of interest indicates that approximately 32% of workers have completed some college or an associate 
degree as their highest level of education.  
 

Exhibit 9 National-level Education Attainment for Occupations  

 

 
SOURCE: BLS 2021 
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Exhibit 10 displays the work experience typically required from employer job ads for this occupational group. The majority 
(50%) of employers listing minimum experience requirements sought candidates with 0-1 years of previous work 
experience.  
  

 
Exhibit 10 Work experience requirements,  

IE/D Region, Jan 2024 – Dec 2024 

 

 
SOURCE: LIGHTCAST 2024.3 
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Appendix: Methodology 
Exhibit 13 displays the average annual California Community College (CCC) awards conferred during the three academic 
years between 2020 and 2023 from the California Community Colleges Chancellor's Office Management Information 
Systems (MIS) Data Mart. Awards are the combined total during the timeframe, divided by three in this case to calculate 
an annual average. This is done to minimize the effect of atypical variations that might be present in a single year. 
 
Community college student outcome information is from LaunchBoard and based on the selected TOP code and region. 
These metrics are based on records submitted to the California Community Colleges Chancellor's Office Management 
Information Systems (MIS) by community colleges, which come from self-reported student information from CCC Apply 
and the National Student Clearinghouse. Employment and earnings metrics are sourced from California's Employment 
Development Department's Unemployment Insurance database. When available, outcomes for completers are reported to 
demonstrate the impact that earning a degree or certificate can have on employment and earnings. For more information 
on the types of students included for each metric, please see the web link for LaunchBoard's Strong Workforce Program 
Metrics Data Element Dictionary in the References section (LaunchBoard, 2023a). Finally, employment in a job closely 
related to the field of study comes from self-reported student responses on the CTE Employment Outcomes Survey 
(CTEOS) administered by Santa Rosa Junior College (LaunchBoard, 2023a). 
 

Appendix: References 
 

Type of Data Source 
Occupational Projections, Wages, and Job Postings Traditional labor market information data is sourced from Lightcast, a 

labor market analytics firm. Lightcast occupational employment data 
are based on final Lightcast industry data and final Lightcast staffing 
patterns. Wage estimates are based on Occupational Employment. 
https://lightcast.io/ 

Living Wage (UW) Center for Women's Welfare, University of Washington. (2024). The 
self-sufficiency standard for California 2024. 
http://www.selfsufficiencystandard.org/.  
 
This calculation measures the income necessary for an individual of 
family to afford basic expenses. The data assesses the cost of 
housing, food, childcare, health care, transportation, and taxes. The 
living wage for one adult in San Bernardino County is $20.07 per hour 
($42,392 annually). The living wage for one adult in Riverside County 
is $20.76 per hour ($43,854 annually). The average living wage to 
represent Inland Empire/Desert is $20.42 per hour ($43,123 annually). 

Living Wage (MIT) The living wage is derived from MITs Living Wage Calculator, which 
measures the income necessary for an individual of family to afford 
basic expenses. The data assesses the cost of housing, food, 
childcare, health care, transportation, and taxes. For more information, 
see: https://livingwage.mit.edu/pages/methodology 
The living wage for one adult in San Bernardino County is $25.17 per 
hour ($52,353.60 annually). The living wage for one adult in Riverside 
County is $26.30 per hour ($54,704 annually). The average living 
wage to represent Inland Empire/Desert is $25.74 per hour (53,539.20 
annually) 

Typical Education and Training Requirements, 
and Educational Attainment 

The Bureau of Labor Statistics (BLS) provides information about 
education and training requirements for hundreds of occupations. BLS 
uses a system to assign categories for entry-level education, work 
experience in a related occupation, and typical on-the-job training to 
each occupation for which BLS publishes projections data. For more 
information, see 
https://www.bls.gov/emp/documentation/education/tech.htm 

Educational Supply  The CCCCO Data Mart provides information about students, courses, 
student services, outcomes and faculty and staff. For more 
information, see: https://datamart.cccco.edu 
The National Center for Education Statistics (NCES) Integrated 
Postsecondary Integrated Data System (IPEDS) collects data on the 
number of postsecondary awards earned (completions). For more 
information, see https://nces.ed.gov/ipeds/use-the-data/survey- 
components/7/completions 

https://lightcast.io/
http://www.selfsufficiencystandard.org/
https://www.bls.gov/emp/documentation/education/tech.htm
https://datamart.cccco.edu/
https://nces.ed.gov/ipeds/use-the-data/survey-components/7/completions
https://nces.ed.gov/ipeds/use-the-data/survey-components/7/completions
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Student Metrics and Demographics LaunchBoard, a statewide data system supported by the California 
Community Colleges Chancellor's Office and hosted by Cal-PASS 
Plus, provides data on progress, success, employment, and earnings 
outcomes for California community college students. For more 
information, see: 
https://www.calpassplus.org/LaunchBoard/Home.aspx 

 
 
 
 

https://www.calpassplus.org/LaunchBoard/Home.aspx


Advisory Team 
Meeting
February 24, 2025



Approval & 
Accreditation

Accreditation Commission for 

Education in Nursing 

Continuing Approval from Board of 

Registered Nursing

2023-2028



2024-present

1 Increased Enrollment

2 Dual Enrollment Pre-reqs

4 Lab/Sim Space Expansion

3 Student Outcomes Team

5

Year in Review

Concurrent Enrollment Pgm

6 New Faculty/ CI Kickoff

Certified Nurse Educators



Term/Semester Number of 

Eligible Applicants

Number of 

Admitted Students

Spring 2025 166 70

Fall 2024 168 70

Spring 2024 131 35

Fall 2023 136 30

Admissions

NCLEX Pass Rates 23/24 – 95.65%

Job Placement - >95%. >90% in CV



Student 

Outcome 

Specialist 

Team



Year Ahead
2025-2026

• Maintain Enrollment Increase through grant funding

• Increase simulation to offset clinical placement demand

• Possible Increase VN enrollment

• Simulation Lab Accreditation

• Faculty Hires

• Continue with CNE goal for 2026

• Note: Increased DSPS accommodations



Questions?
Please look for email with survey coming this week! 



 

 

Regional Health Advisory Meeting Minutes 

Date: 2/24/25 3:00 PM 

Host: Wendy Deras, Director of Regional Health Initiatives, IEDRC via Zoom  

 

Welcome and Opening Remarks 

At 3:00 PM, Wendy Deras welcomed participants to the 2025 ADN Regional Advisory 

Meeting. 

"We do this annually so that our community partners and colleges can get together to discuss 

best practices, updates, and curriculum. This ensures we continue to provide excellent programs. 

The chat is available for participants to download on their devices for networking purposes. 

Please share your contact information in the chat. We will begin with the Center of Excellence 

Labor Market Report, as it provides the data critical for determining whether and how much we 

should grow our programs." 

 

3:10 PM: Inland Empire / Desert Registered Nursing Labor 

Market Information (LMI) Update 

Presenter: Chris Cruzcosa, Centers of Excellence 

The labor market data from the Inland Empire Centers of Excellence supports the growth of 

ADN programs in the Inland Empire/Desert Region. The data presented covers the 2022-2023 

academic year and does not yet include the newest program data from Palo Verde College, which 

graduated its first class in 2023. Palo Verde College is the eighth ADN program in the region. 

ADN Programs in the Region include: 

• Chaffey College 

• College of the Desert 

• Copper Mountain College 

• Mt. San Jacinto 

• San Bernardino Valley College 

• Riverside City College 

• Victor Valley College 

• Palo Verde College 



 

 

 

The full LMI report is included in the packet provided to attendees. 

 

3:20 PM: College Reports and Updates 

Chaffey College 

Speaker: Lisa Doget, Program Director 

• Program Performance: 

o 69 students graduated in the 2022-2023 academic year, with an 84% on-time 

completion rate. 

o Attrition rate: 7.4%. 

o Challenges: A higher-than-usual number of students took leaves of absence due to 

personal reasons such as having children or illnesses. 

• Program Growth: 

o The program is not currently looking to expand due to challenges with clinical 

site placements. 

o However, the concurrent enrollment program continues to grow. Over 80% of the 

last graduating cohort participated in concurrent enrollment with a university 

partner. 

Concurrent Enrollment Program (CEP): 

Wendy Deras explained: 

"A concurrent enrollment program allows RN students to enroll in both an associate degree 

program at a community college and a bachelor’s degree program at a CSU or private 

university simultaneously. This enables students to earn their bachelor’s degree shortly after 

completing their associate degree, making them more marketable. It is also cost-effective and 

utilizes financial aid more efficiently." 

CEP Partners for Chaffey College: 

• California State University, San Bernardino (3rd cohort graduating soon). 

• Grand Canyon University (private university with successful student outcomes). 

• California State University, Fullerton (Jumpstart program). 

• Azusa Pacific University (new agreement being finalized). 

• Loma Linda University (newly finalized agreement). 

 



 

 

Future Goals: 

• Continue providing students with diverse options for concurrent enrollment, including 

both public and private university pathways. 

• Support students to achieve their educational and career goals quickly and efficiently. 

 

College of the Desert 

Speaker: Sarah Fry, Director of Nursing and Allied Health 

• Program Expansions and Partnerships: 

o Enrollment has increased. 

o Dual enrollment initiatives with K-12 schools have allowed over 200 students to 

complete prerequisites for the nursing program through grant-funded partnerships. 

o Expansion of lab space: 

▪ Additional skills lab and doubled simulation (SIM) space were funded by 

the Healthcare Workforce Leadership Roundtable. 

• Concurrent Enrollment Program (CEP): 

o Partnerships with Grand Canyon University, Azusa Pacific University, and Loma 

Linda University are in place. 

o Working on completing an agreement with California State University, San 

Bernardino. 

o 19 students are currently enrolled in the formal CEP, with additional students 

participating in informal jumpstart programs. 

• Faculty and Staff: 

o Welcomed new faculty members. 

o Hosted a Nursing Department Orientation Day with 60 faculty members in 

attendance. 

o Goal: 100% of full-time faculty certified as nurse educators by 2026. 

• Enrollment and Outcomes: 

o Doubled enrollment from Spring 2024 to the 2024-2025 academic year. 

o Current enrollment: 

▪ 70 students in the traditional RN program. 

▪ 30 LVN-to-RN advanced placement students. 

▪ Total: 100 new students per term. 

o NCLEX pass rate: 95.65% for the 2023-2024 academic year. 

o Job placement rate: 95%, with over 90% of graduates staying in the Coachella 

Valley to serve the community. 

• Student Outcomes Team: 

o Transitioning from a remediation specialist to a team approach, led by a current 

student outcomes specialist. 

o New full-time student outcomes specialist joining the team. 



 

 

o Focus on stress reduction and student success; over 36 appointments held within 

the first 30 days of the semester. 

• Looking Ahead: 

o Maintain enrollment increases through future grant funding. 

o Increase simulation use to offset clinical placement demand. 

o Submit for provisional accreditation of the simulation lab. 

o Hire additional full-time and part-time faculty. 

o Continue progress toward 100% certified nurse educator faculty. 

Questions for Stakeholders Continued 

Discussion on Vocational Nursing Program Expansion 

Sarah Fry: "We are considering increasing our vocational nursing program numbers and want to 

ensure there will be jobs for our graduates." 

Wendy Deras (Regional Innovator for Health): "Let’s vote in the chat: Should College of the 

Desert consider increasing their LVN program numbers? Please respond with 'Yes,' 'No,' or 

abstain by not answering." 

Response Summary: 

• Votes: 9 Yes, 0 No 

• Stakeholder Comments: 

o DeeDee Stark (SARH): "Yes - we do hire some LVNs." 

o Lisa Doget: "Yes--our area is hiring." 

o Jessica McFarland (PACS): "PACS is currently hiring all nursing disciplines 

(CNA, LVN, RN). We support facilities throughout the Inland Empire. Our 

facilities can be viewed here: PACS Jobs and Locations. I am also happy to assist 

with clinical site partnerships with our SNFs. Have a great evening!" 

 

Accommodation Needs in Nursing Programs 

Sarah Fry: 

"We have seen a significant increase in accommodations for disability, particularly anxiety 

disorders. Previously, about 10% of each class required accommodations, but now as much as 

50% of the class does. Please note that this trend is growing." 

• A survey for stakeholders will be sent this week to gather feedback. 

• Action Item: Stakeholders are encouraged to complete the survey to provide valuable 

input. 

https://pacs.com/jobs/positions-and-locations/


 

 

 

Copper Mountain College 

Heidi Stiemsma: 

• Focus: Maintaining current enrollment using grant funding and enhancing skills lab 

resources. 

• Simulation Lab: Inspired by CoD's SimCapture, plans are underway to improve 

simulation debriefing. 

• Challenges: 

o CastleBranch onboarding issues, currently working on solutions with Hi-Desert 

Medical Center. 

o Limited sites for pediatric and mental health rotations. 

• Accreditation: Early stages of preparing for ACEN accreditation. 

• Call to Action: Suggestions for additional mental health and pediatric rotation sites are 

welcome. 

Talia Brown (Student): 

• Feedback Encouraged: Talia was invited to share insights about her experience. 

 

Mt. San Jacinto College (MSJC) 

Sana Massad (Director of Nursing): 

• Concurrent Enrollment Programs (CEP): 

o Existing partnerships: Cal Baptist University, Loma Linda University, Grand 

Canyon University, Ohio State University, CSU Fullerton, and (soon) Cal State 

San Marcos. 

o Upcoming goal: Partnering with San Jose State University to bridge Northern and 

Southern California. 

• Program Growth: 

o Doubled enrollment capacity for ADN and LVN-ADN programs. 

o Admitting 24 ADN students and 12 LVN-ADN students per semester. 

• Student Support: 

o A Student Success Remediation Specialist (SSRS) and Skills Lab Professional 

Expert have been hired. 

o Daisy Award introduced to honor outstanding students. 



 

• Focus: Supporting students with accommodations and 

improving mental health resources. 

 

 

Palo Verde College Nursing and Allied Health Program Updates 

Theresa Becker, Dean of Nursing and Allied Health: 

Program Milestones 

• Program Launch: Started 2 years ago and graduated the first cohort of 18 students in 

December 2023, achieving a 93% pass rate (with 3 students still awaiting testing). 

• Current Cohorts: 

o Second Cohort: 24 students, expected to graduate in December 2024. 

o Third Cohort: 10 students admitted (smaller intake due to the large number of 

LVNs in the second cohort). 

• LVN to ADN Pathway: 

o LVNs complete a transition course and enter the third semester of the ADN 

program. 

o The LVN program is becoming a significant feeder for the ADN program. 

• Expansion Goal: 

o Plan to double enrollment by 2028, increasing from 20 to 40 students annually. 

o By 2028, aim to enroll a total of 80 students. 

 

Challenges and Solutions 

1. Remote Location and Clinical Sites: 

o Located over 100 miles from clinical sites, requiring significant travel for 

students. 

o Partnerships with facilities like Eisenhower Health and Jackson House in El 

Centro have been crucial. 

o Simulation is being used to offset hours in specialty areas, addressing 

the shortage of specialty clinical instructors. 

2. Clinical Issues: 

o An administrative turnover at Betty Ford disrupted mental health clinicals early in 

the semester. 

o Students faced barriers when requested to provide additional clinical 

documentation on short notice. 

o Quick Response: Jackson House stepped in to ensure no clinical hours were 

missed. 

3. Student Needs and Support: 



 

o Approximately one-third of a cohort requires DSPS 

accommodations, particularly for anxiety and testing support. 

 

o Advocating for evening services to provide quiet spaces and extended testing 

times to help students perform better. 

o Requesting funding to support students' travel costs to clinical sites. 

 

Funding and Accreditation 

• RNI Grant Submission: 

o Requesting funds to: 

▪ Obtain ACEN accreditation (eligible now due to consistent pass rates). 

▪ Hire evening staff to provide disability services. 

▪ Support students with travel expenses. 

 

Community Impact 

Sandy Anaya, Palo Verde Hospital: 

• Hiring Success: 

o The hospital has hired 3-4 recent RNs from the program. 

o New hires demonstrate confidence, knowledge, and strong clinical skills. 

• Support for Expansion: 

o Fully supportive of doubling the program’s size, despite challenges of 

accommodating more students in a small rural hospital. 

o Plans to implement swing beds and develop a ladder program to prepare nurses 

for specialty areas. 

• Praised Theresa Becker and her team for their outstanding contributions to the 

community and healthcare workforce. 

 

Closing Remarks 

Wendy Deras, Regional Innovator for Health: 

• Acknowledged the challenges of running a thriving program in Blythe, CA, a remote 

location over 100 miles from clinical sites. 

• Congratulated Theresa Becker on her incredible efforts to create a successful program 

that meets the needs of a rural community. 



 

 

 

Palo Verde College is making a significant impact on healthcare education in a rural region, 

addressing logistical challenges with innovative solutions and building strong partnerships to 

support students and the broader medical community. Let me know if you'd like further details! 

 

Riverside City College Nursing Program Updates 

Tammy Van Hul, Dean of Nursing: 

Enrollment Achievements 

• ADN Program: Admits 240 students per semester (480 students per year). 

• VN Program: Admits 70 students annually. 

• CNA Program: 

o Now enrolling 480 students annually. 

o Launched a new 8-week CNA program, starting in the last 8 weeks of the Spring 

semester, to improve access. 

o VN program requires CNA certification, so this accelerated program will assist 

prospective VN students. 

• HHA Program: Finally started and gaining traction. 

• Acute Care Nursing Assistant Program: Continues to perform strongly. 

 

Apprenticeship Opportunities 

• Programs (CNA, VN, RN) provide apprenticeship opportunities funded through: 

o Department of Labor. 

o California Apprenticeship Initiative Grant. 

• Significant partnerships include: 

o Primary Adult Care settings (PACs). 

o California Department of Corrections and Rehabilitation (CDCR). 

 

Concurrent Enrollment Program (CEP) 

• CEP Program since 2019: 

o Allows students to simultaneously earn their ADN and BSN. 



 

o Over 400 students have completed their BSN through CEP 

partnerships. 

• University Partnerships: 

o California State University, San Bernardino. 

o California State University, Fullerton. 

 

o California Baptist University (Cal Baptist): 

▪ Offers LVN-to-BSN and ADN-to-MSN programs. 

o University of the Pacific (UOP): Jump Start program participation. 

 

Faculty and Mentorship 

• Hired 7 new faculty members after the retirement of 5 long-serving faculty in 

December. 

• New faculty are being mentored through the mentorship program to ensure a smooth 

transition. 

 

Program Milestones 

• Anesthesia Technology Program: 

o First cohort will graduate in June 2025. 

o Screening and evaluating the next cohort, set to begin in Summer 2025. 

 

Student Achievements 

• Alpha Delta Nu Honor Society (OADN): 

o Students won first place at the OADN conference for their poster on mental 

health among student colleagues. 

o Recognized for impactful work and leadership development. 

 

RCC continues to make significant strides in nursing education, offering robust programs, 

meaningful partnerships, and opportunities for student success. Let me know if you’d like further 

details or clarification! 

 



 

San Bernardino Valley College (SBVC) 

Denise Valle: 

• Program Size: 110 ADN students admitted annually (55 per application period). 

• NCLEX Success: Recent pass rate: 90.6%. 

 

• Concurrent Enrollment: Partnerships with CSUSB, GCU, Loma Linda, and more. 

• Curriculum Revision: Developing a dedicated LVN-to-RN bridge cohort to streamline 

completion. 

• Student Support: Hired a remediation specialist and skills lab personnel to address 

diverse learning needs. 

 

Victor Valley College (VVC) 

Karmen Padfield: 

• Program Size: Admits 40 students per semester; plans to expand to 50. 

• Success Rates: NCLEX pass rates consistently over 95%; recent cohorts achieved 100%. 

• Diversity: Male student population increased to over 20%. 

• Concurrent Enrollment: Contracts with Chamberlain, Loma Linda, Grand Canyon, and 

CSU Bakersfield. 

• Apprenticeships: Successful implementation; seeking additional funding to expand. 

• Challenges: Limited clinical placements for CNA students. 

• Future Plans: Relaunching Home Health Aid and Acute Care CNA programs as 8-week 

courses in Fall 2025. 

Wendy Deras: "Karmen, San Antonio Hospital has noted in the chat that they are open to CNA 

rotations. Contact Dee Dee Stark." 

4:00 PM: Curriculum Approval/Discussion 

Moderated Industry Skills Panel 

Wendy Deras (Regional Innovator for Health): 

"Thank you to our employers for being here today. We’re moving into our panel discussion to 

better understand what you, as employers, need in terms of skills, certifications, and other 

qualifications from our nursing graduates. I’d like to first introduce our panelists: 

• CDCR: Represented by Monique, Jeasina, Michael, and Judy, who have been strong 

clinical partners for the Inland Empire. 



 

• Lisa Cole: Representing the California Association of 

Healthcare Facilities and long-term care providers. 

 

• Susan: From Eisenhower Health. 

• Jessica: From PACS. 

• Trina and Sandra: From Palo Verde Hospital. 

 

 

• Charlie: From Desert Valley Hospital. 

• Dee Dee Stark: From San Antonio Regional Hospital. 

• April Keller: From RUHS. 

We have representatives from across the region to help us understand what they need and what 

their experiences are with our students." 

 

Discussion on Entry-Level Expectations for ADN Graduates 

Wendy Deras: 

"For entry-level positions for ADN graduates, is there anything specific—besides graduating and 

obtaining their nursing license—that you are looking for, such as ACLS, PALS, or other 

certifications?" 

Charlie (Desert Valley Hospital): 

"One of the biggest things is baseline ECG dysrhythmia interpretation. Many students are 

interested in specialties like ICU or emergency departments, and this skill is critical. We do 

provide a 14-contact-hour online ECG course through the American Association of Critical Care 

Nurses, but students must pass our ECG test within two attempts. If they don’t, unfortunately, we 

have to let them go. If students come with prior training or exposure to basic rhythms and 

dysrhythmias, it sets them up for success." 

Wendy Deras: 

"Do you prefer a credentialed course or just proof that they’ve taken a class?" 

Charlie: 

"It varies. Some of our monitor techs take 48-hour online courses and earn an ECG certificate. 

The same standard applies to nurses—if you want to excel in the job, prioritize obtaining the 

necessary training upfront." 



 

Karmen Padfield (Victor Valley College): 

"From our curriculum perspective, we cover basic ECG and 

dysrhythmia training. Students must pass examinations to demonstrate their knowledge. We also 

offer optional winter and summer classes on this topic, which we highly recommend to students 

interested in specialties like ICU or ER. However, it’s also about personal accountability—

students need to assess their own preparedness and seek extra knowledge if they’re applying for 

specialized roles. This reflects well on them, represents our program positively, and ensures 

patient safety." 

 

 

Wendy Deras: 

"If our employers are saying that students don’t have these skills, we need to address that. While 

we teach these skills, it doesn’t always mean students retain them or apply them effectively. 

Charlie, thank you for that feedback. Dee Dee or Jacinda, any additional comments?" 

Dee Dee Stark (San Antonio Regional Hospital): 

"I’d recommend students applying to specialty areas like ER or ICU come prepared with ACLS, 

PALS, and dysrhythmia training. It shows initiative and sets them apart in a competitive market." 

April Keller (RUHS): 

"Adding stroke certification to resumes is huge. Students often assume we know they have BLS 

or ACLS, but HR recruiters might not recognize this unless it’s explicitly listed. Certifications 

like NRP for NICU or L&D are also important. Listing these certifications makes students stand 

out." 

Wendy Deras: 

"Students need to think strategically when applying. They should list every certification, such as 

BLS, ACLS, or stroke certification, on their resumes. Joining professional organizations like the 

Emergency Nurses Association or Critical Care Nurses Association also demonstrates 

commitment to a specialty." 

Tiana Gray: 

"In our stroke SIM, we recommend students pursue NIHSS certification, which is free. 

Leadership at my college has also asked about embedding BLS into our nursing program. Should 

we?" 

Sarah Fry: 

"We don’t embed BLS into our program, but we partner with our Kinesiology department to 

offer a non-credit course for initial or recertification. This works well since students must have 

BLS before entering our program." 



 

Wendy Deras: 

"Embedding BLS into the BRN-approved curriculum is not 

feasible due to program hour constraints. However, you can require it during orientation or as 

part of program prerequisites." 

Lisa Doget: 

"We’ve discussed establishing an American Heart Association (AHA) Center at our college. 

Having a site license would make students more marketable and provide easier access to BLS 

certification." 

 

 

 

Key Recommendations from Employers 

1. Specialty Certifications: 

o Students should obtain relevant certifications like ACLS, PALS, NRP, and stroke 

certification based on their desired specialty. 

o Encourage NIHSS certification for those pursuing stroke-related areas. 

2. ECG/Dysrhythmia Training: 

o Employers strongly recommend students have foundational ECG interpretation 

skills before applying to ICU or ER positions. 

3. Resume and Application Preparation: 

o Students must list all certifications (e.g., BLS, ACLS) on their resumes. 

o Joining professional organizations helps demonstrate interest in specific 

specialties. 

4. Optional Classes: 

o Colleges should continue offering optional courses on ECG/dysrhythmias, stroke 

certifications, and advanced skills for students seeking specialties. 

5. BLS Requirements: 

o Embedding BLS into program prerequisites or orientation events ensures all 

students are on the same playing field. Colleges should consider being an AHA 

center or offer classes. 

4:30 PM: Hiring Process and Application Advice 

Wendy Deras (Regional Innovator for Health): 

"All right, let’s move to the next topic. What does your hiring process look like? What advice 

would you give an applicant to better their chances of success?" 

 

Employer Contributions 



 

April Keller (RUHS): 

"The hot question is always about our new grad programs. We 

have two large programs for ICU and ER, offered twice a year, typically in May and November. 

Students don’t need to have graduated yet to apply; they just need to ensure they pass the 

NCLEX before their start date. Start times are late February/early March and late August/early 

September. 

For other areas, we hire new grads in L&D, NICU, Med-Surg, and more. Transition-to-practice 

opportunities are also available, allowing new grads to move from Med-Surg into specialties 

over time. 

Applicants should create a profile on the RUHS Jobs website to receive alerts when relevant 

positions open. I’ll share the link in the chat." 

 

 

Jasinda Muhammad (CDCR): 

"We hire year-round through our three regional offices, which manage the hiring process 

statewide. Applicants can apply before graduation, as long as they’re prepared for the multiple 

steps involved in state service hiring. 

Our benefits include one of the last defined pensions, paid time off, and health benefits, which 

make state service a great career option. 

We also host one-day hiring events about 12 times a year. These events allow applicants to 

complete the Civil Service exam, interview, and pre-employment steps—like fingerprinting—all 

in one day. Candidates can leave with a conditional job offer. From there, they have 30 days to 

complete pre-employment requirements, like TB testing. 

Michael has shared the CalCareers website link in the chat, where applicants can find all 

relevant job postings." 

 

Charlie (Desert Valley Hospital): 

"We don’t hire in cohorts; it depends on departmental needs. While experienced candidates are 

preferred, if a position remains open for 30+ days, it may be converted into a new grad position. 

Applicants must have their nursing license in hand when applying. For new grads, hiring is 

contingent on passing the NCLEX, but we’re confident they will! 

Orientation length depends on the specialty, but new grads receive routine check-ins with their 

department leader for their first year, even after orientation ends. 



 

Interested applicants should visit desertcarenetwork.com and 

check the career section for postings across our three 

facilities." 

 

Judy Kornell (CDCR): 

"Many underestimate the opportunities at CDCR. Our facilities are safe, and nurses can practice 

to the fullest extent of their licensure. 

We’ve recently launched: 

1. Upskill Training: For nurses with 2+ years of experience, focusing on leadership or 

clinical growth. 

 

2. RN Residency Program: For new grads, including simulation, mentorship, and 

experiential training. We’re using Benner’s model (Novice to Expert) to support nurses in 

advancing their skills and careers." 

 

DeeDee Stark (San Antonio Regional Hospital): 

"A year and a half ago, we hired a dedicated Transition-to-Practice Nurse to focus solely on new 

grads. This role has been instrumental in onboarding nearly 200 students. 

We’re scaling back to two new grad cohorts this year, starting with a March cohort of 25 

students. They’re hired into various departments, including Med-Surg, Telemetry, ED, and even 

L&D. All new grads start with the Transition-to-Practice Nurse, who provides oversight and 

support before transitioning them to their respective departments. 

New grads don’t need to have their NCLEX completed to apply or interview, but they must pass 

it before onboarding. Our next cohort is planned for October. I’ll share our website link for 

applications in the chat." 

 

Jasinda Muhammad (CDCR): 

"Our hiring events are a great opportunity for applicants. We’ve streamlined the process so 

candidates can complete everything—from the Civil Service exam to interviews and background 

checks—on the same day. 

We’re working to reduce our time-to-hire and provide 30-day start job offers. If candidates finish 

pre-employment requirements sooner, we’ll onboard them earlier." 



 

 

General Advice for Applicants 

1. Plan Ahead: 

o Keep track of application dates for new grad programs. For example, RUHS 

opens applications in May and November. 

2. Create Profiles on Job Portals: 

o Many employers, such as RUHS and Desert Valley Hospital, recommend creating 

profiles on their job websites to receive alerts for relevant positions. 

3. Highlight Certifications: 

o Ensure certifications like BLS, ACLS, and specialty-specific credentials (e.g., 

PALS, NRP) are listed on your resume. 

 

 

4. Be Proactive: 

o Attend hiring events hosted by employers like CDCR to fast-track the application 

process. 

5. Show Commitment: 

o Joining professional organizations (e.g., Emergency Nurses Association) and 

tailoring resumes for specific positions demonstrate genuine interest in a 

specialty. 

6. Stay Flexible: 

o Many employers offer transition-to-practice opportunities for new grads to move 

into specialties like ICU or ER after gaining experience in Med-Surg. 

Panel Discussion Summary 

1. Interpersonal Skills Lacking in New Graduates 

Charlie (Desert Valley Hospital): 

• Key Concern: Many new grads struggle with basic communication skills, particularly 

engaging in meaningful conversations with patients and families. 

• Issue with Technology: Workstations on wheels (WOWs) and cell phones are often 

distractions, leading to nurses focusing on documentation rather than patient interaction. 

• Recommendation: Emphasize telephone etiquette and promote active communication 

to enhance the patient experience. 

 



 

Lisa Kohl: 

• Observation: Employers often don't prioritize screening applicants for interpersonal 

skills. 

• Challenge: Some nursing students excel in theory but struggle with clinical interactions, 

such as physically engaging with patients. 

• Suggestion: Encourage employers to utilize resources like local workforce 

development boards, which provide free services to help applicants improve 

communication and interpersonal skills. 

 

Wendy Deras: 

• Highlighted the value of America's Job Centers, which offer free resources for students 

(e.g., resume help, printing, gas cards, childcare). 

• Encouraged instructors to connect students with resources like the Department of 

Rehabilitation for accommodations (e.g., gas cards, uniforms, tutors). 

 

 

April Keller (RUHS): 

• Observation: Students often lack the ability to effectively communicate with patients 

and staff and may hesitate to actively participate in clinicals. 

• Chain of Command: Many students don’t understand proper protocols for escalating 

issues, such as stopping directors for minor tech problems. 

• Advice: Teach students to balance patient care with documentation and emphasize 

that clinicals are interviews that showcase their interpersonal skills. 

 

Judy Kornell (CDCR): 

• Focus on Human-Centered Care: 

o Students often prioritize tasks over the human aspect of care. 

o Suggested incorporating scenario-based role-playing and training in active 

listening, empathy, and compassion to improve communication. 

• Recommendation: Clinical instructors should include communication and patient 

interaction as a key part of their rubrics. 

 

DeeDee Stark (San Antonio Regional Hospital): 



 

• Communication: Students focus too much on gathering 

information from computers rather than talking to patients, 

missing critical insights gained through conversation and assessment. 

• Professionalism: 

o Students should be mindful of their appearance during interviews (e.g., 

appropriate dress, hair color). 

o Emphasized personal accountability for certifications and renewals (e.g., BLS, 

ACLS, RN licenses). 

• Advice: Teach students accountability and stress the importance of presenting themselves 

professionally. 

 

2. AI in Healthcare and Curriculum Recommendations 

Judy Kornell (CDCR): 

• AI Use in Nursing: 

 

o CDCR currently prohibits AI in the correctional setting. 

o Concern: AI may reduce critical thinking and the human touch in patient care. 

o Suggested educating students about AI’s limitations, such as recognizing when 

AI-generated responses lack evidence-based support. 

 

Wendy Deras: 

• AI in Everyday Use: AI is already prevalent (e.g., GPS, billing systems). 

• Opportunities for Students: 

o Teach students how to critically evaluate AI-generated responses. 

o Develop policies and education around AI use, focusing on safety, plagiarism, and 

critical thinking. 

• Future Developments: 

o The Chancellor’s Office is piloting AI courses for faculty and students to 

understand its role in healthcare. 

o National organizations are exploring AI certifications for students. 

 

3. Externships, Internships, and Apprenticeships 

April Keller (RUHS): 



 

• Apprenticeship Program: 

o Partnering with RCC to create an apprenticeship model for 

current employees in RCC’s RN program. 

o Apprenticeships ensure students don’t pay tuition, with schedules designed to 

support both work and school. 

• Externships: 

o Primarily available for employees (e.g., LVNs, MAs). 

o Employees have priority for clinical placements. 

 

DeeDee Stark (San Antonio Regional Hospital): 

• Preceptorship Programs: 

o Includes paid student nurse externships with two partnered schools. 

o Offers a community program for high school students to explore various 

healthcare roles, like pharmacy, radiology, and nursing. 

• Goal: Increase awareness of healthcare career opportunities and help students make 

informed decisions about entering the field. 

 

 

Lisa Kohl: 

• Advocates for earn-and-learn models, where employees are paid while completing 

training. 

• Observed challenges with Spanish-language advertising for such programs due to 

restrictions, but emphasized the importance of expanding opportunities for diverse 

populations. 

 

Key Takeaways 

1. Interpersonal Skills: 

o Focus on teaching students active listening, empathy, and professional 

communication to improve patient care and team interactions. 

o Emphasize the importance of engaging with patients rather than solely relying 

on technology. 

2. AI in Nursing: 

o Educate students on AI’s role, potential risks, and limitations, ensuring they 

maintain critical thinking and human-centered care. 

3. Apprenticeships and Externships: 



 

o Expand opportunities for earn-and-learn models, ensuring 

students can work while pursuing their education. 

o Prioritize programs that expose students to various healthcare roles and provide 

structured learning experiences. 

Final Discussion Points and Future Directions 

1. Proposed AI Zoom Events 

Wendy Deras, Regional Innovator for Health: 

• Proposed hosting two Zoom events: 

1. AI: What It Is, What It Isn't, and How It Impacts Health Facilities. 

2. AI: What It Is, What It Isn't, and How It Impacts Healthcare Programs. 

• Goal: Provide clear understanding of AI's role in healthcare and education, help develop 

policies, and guide integration of AI into facilities and curriculums. 

• Action Step: Participants were asked to express interest in the chat. 

 

 

 

2. Accommodations and Patient Care Outcomes 

Michelle French: 

• Discussion Topic: Exploring the connection between DSPS 

accommodations (Disability Support Programs and Services) and patient care 

outcomes. 

• Requested peer-reviewed, evidence-based articles on: 

o The impact of accommodations on nursing students' success in school. 

o How accommodations translate to performance in practice and patient outcomes. 

• Goal: Increase awareness and improve guidance for students requiring accommodations 

while understanding potential impacts on both education and healthcare settings. 

Wendy Deras: 

• Agreed to circulate any relevant articles or studies among the group. 

• Encouraged attendees to share resources addressing this topic. 

 

3. Next Steps 



 

• Minutes Distribution: 

Wendy will send out meeting minutes within two weeks, 

summarizing all discussions and action points. 

• Future Event Planning: 

The date for next year's advisory meeting will be included in the minutes to allow 

participants to plan ahead. 

 

Closing Remarks 

Moderator: Wendy Deras 

• Thanked everyone for their participation and contributions. 

 



Last Name First Name Email Job Title

Institution/Organizati

on Do you represent 

Ali Susan susan.ali@vvc.edu

Assistant Director of 

Nursing VVC Community College

Anaya Sandra sj.anaya@paloverdehospital.org CEO PVH Employer

Becker Theresa theresa.becker@paloverde.edu

Dean of Nursing and 

Allied Health Palo Verde College Community College

Brown Talia taliambrown27@gmail.com RN Student

Copper Mountain 

College Stakeholder 

Brunette Michael michael.brunette@cdcr.ca.gov

Regional Personnel 

Administrator CCHCS Employer

Castillo Maricela macastillo@collegeofthedesert.edu Fulltime faculty College of the Desert Community College

Carmargo Monica 

macarmargo@collegeofthedesert.ed

u Faculty College of the Desert Community College

Cobo Nicole nicole.cobo@vvc.edu

Office Assistant 

NURS/ALDH Victor Valley College Community College

Cruzcosa Chris chris.cruzcosa@iego.org Analyst Centers of Excellence Stakeholder 

DePonte Terzah terzah.deponte@chaffey.edu ADON Chaffey College Community College

Doget Lisa Lisa.doget@chaffey.edu Director Chaffey College Community College

Edwards Charlie Charlie.Edwards@tenethealth.com Educator Desert Hospital Employer

French Michelle mfrench@collegeofthedesert.edu

Assistant Director of 

Nursing and Allied 

Health College of the Desert Community College
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Fry Sarah sfry@collegeofthedesert.edu

Director, Nursing & 

Allied Health College of the Desert Community College

Gallo Sharon Sharon.gallo@paloverde.edu Nursing Instructor

Palo Verde 

Community College Community College

Gray Tiana tiana.gray@vvc.edu

Instructor:  NURS & 

ALDH Victor Valley College Community College

Hale Melissa melissa.hale@vvc.edu

Clinical Placement 

Program Manager Victor Valley College Community College

Hart Talon tahart@collegeofthedesert.edu

Assistant Professor of 

Nursing College of the Desert Community College

Hetherington Amy 

ahetherington@collegeofthedesert.ed

u Faculty College of the Desert Community College

Jordan Barbara bjordan@collegeofthedesert.edu Faculty College of the Desert Community College

Keller April a.keller@ruhealth.org

Clinical Placement 

Coordinator

Riverside University 

Health System Employer

Kohl Lisa lkohl@cafh.org

CNAP Grant 

Coordinator CAHF Employer

Kornell Judy judy.kornell@cdcr.ca.gov Chief Nurse Executive

California Correctional 

Healthcare Services Employer

Kuyper Mark mark.kuyper@vvc.edu AA Victor Valley College Community College

Larez Pamela pamela.larez@vvc.edu RN instructor VVC Community colllege

Lopez Lauren lauren.lopez@chaffey.edu Faculty Chaffey College Community College

Mallon Christina cmallon@sarh.org ACNO

San Antonio Regional 

Hospital Employer

mailto:ahetherington@collegeofthedesert.edu
mailto:ahetherington@collegeofthedesert.edu
mailto:bjordan@collegeofthedesert.edu
mailto:lkohl@cafh.org
mailto:mark.kuyper@vvc.edu
mailto:lauren.lopez@chaffey.edu


Massad Sana smassad@msjc.edu Director of Nursing

Mt San Jacinto 

College Community College

McFarland Jessica jessica.mcfarland@pacs.com

Regional Director of 

Recruiting

Post Acute Care 

Solutions Employer

Millikin Rebecca rebecca.millikin@vvc.edu RN Victor Valley College Community College

Muhammad Jasinda jasinda.muhammad@cdcr.ca.gov

Deputy Director, 

Human Resources

California Correctional 

Health Care Services Employer

Padfield Karmen karmen.padfield@vvc.edu Director of Nursing VVC Community College 

Powell Monique Monique.Powell@cdcr.ca.gov Associate Director

California Correctional 

Health Care Services Employer

Quinn Jamie jamie.quinn@vvc.edu RN instructor VVC Community College

Rasmussen Barbie brasmussen@cmccd.edu

Full time faculty ADN 

program

Copper mountain 

college Community College

Rogers Angela Arogers@sarh.org

Clinical Nurse 

Educator

San Antonio Regional 

Hospital Employer

Sartin Trina trina.sartin@paloverdehospital.org CNO-COO Palo Verde Hospital Palo Verde Hospital

Stark DeeDee dstark@sarh.org Education Liaison

San Antonio Regional 

Hospital Employer

Stiemsma Heidi hstiemsma@cmccd.edu

Director of Nursing 

and Health Sciences Cop Community College

Suarez Mary mrsuarez@collegeofthedesert.edu Nurse Faculty College of the Desert Community College

Taylor Tashauna tashauna.taylor@vvc.edu Nurse Educator Victor Valley College Community College

mailto:smassad@msjc.edu
mailto:jessica.mcfarland@pacs.com


Valle Denise dvalle@valleycollege.edu

Director of 

Nursing/Associate 

Dean of Health 

San Bernardino Valley 

College Community College

Vant Hul Tammy tammy.vanthul@rcc.edu Dean of Nursing 

Riverside City College 

School of Nursing Community College

Veldey Susan sveldey@eisenhowerhealth.org Clinical Director Eisenhower Health Employer

Wright Allison allison.wright@rccd.edu

Clinical Placement 

Coordinator

Riverside City College 

School of Nursing Community College

mailto:tammy.vanthul@rcc.edu
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