COUNTY OF LOS ANGELES DEPARTMENT OF HEALTH
SERVICES

HARBOR-UCLA MEDICAL CENTER

SUBJECT: NEPOTISM POLICY NO: 228

PURPOSE:

To ensure the integrity of employment decisions and of the overall operations of the Department, in a manner
which prevents favoritism or preferential treatment arising out of actual or perceived conflicts of interest
(involving, among other things, direct supervision of relatives), fraud and other abuses.

DEFINITIONS:
Budgetary/organizational unit: Divisions, programs and units within Department of Health Services (DHS) as
established by the Department and the Auditor-Controller.

Immediate relative: Any relationship formed by blood, genealogy, marriage, adoption, cohabitation, and
domestic partnership as defined in California Family Code Section 297 et seq. and Los Angeles County Code
Section 2.210, including but not limited to spouse (common laws or otherwise), child, mother, father, sister,
brother, aunt, uncle, grandparent, niece, nephew, step-parent, step-child, step-sibling, cousin or legal guardian.

Nepotism: Generally defined as the practice of a workforce member using personal influence or power to aid or
hinder another, in an employment setting, in securing employment, promotion or other benefits because of a
personal relationship. No workforce member may use power or influence to aid or hinder another in securing or
advancing in employment due to a personal relationship.

Personal relationships: Includes, but are not limited to, those by virtue of blood, marriage, adoption,
cohabitation, or any such other relationship which would give rise to a substantial appearance of impropriety or
lack of reasonable objectiveness if the person were to be supervised as set forth in this Policy.

Workforce members: Includes employees, contract staff, affiliates, volunteers, trainees, students, and other
persons whose conduct, in the performance of work for DHS, is under its direct control, whether or not they
receive compensation from the County.

POLICY:

A workforce member may not supervise any immediate relative as an immediate supervisor or as a higher-level
supervisor, except as otherwise provided in this policy. This policy applies to all workforce members, as defined
below.

EFFECTIVE DATE: 03/97 SUPERSEDES:  10/04
REVISED: 03/99, 10/04, 01/11, 05/14, 06/17

REVIEWED:  3/99, 1/02, 08/07, 05/14, 06/17

REVIEWED COMMITTEE: N/A

APPROVED BY:
Kim McKenzie, RN, MSN, CPHQ Anish Mahajan, MD
Chief Executive Officer Chief Medical Officer

Patricia Soltero Sanchez, RN, BSN, MAOM
Chief Nursing Officer
Signature(s) on File.
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COUNTY OF LOS ANGELES DEPARTMENT OF HEALTH
SERVICES

HARBOR-UCLA MEDICAL CENTER

SUBJECT: NEPOTISM POLICY NO: 228

PROCEDURE:

An individual shall not be assigned to a position under the direct or indirect supervision or control of an
immediate relative who has or may have a direct effect on the individual’s assignment, progress, performance or
advancement.

In addition, managers and supervisors should be aware of potentially sensitive situations involving personal
relationships within their area(s) of responsibility. Although it is unlawful to discriminate on the basis of marital
status or personal relationships, managers/supervisors may reasonably regulate the work situation of individuals
in relationships as defined in this policy to ensure fair and impartial treatment of workforce members relative to
employment decisions, safety, security and/or morale.

Each workforce member shall be responsible for reporting any relationships he/she may have that may be
governed by the provisions of this policy, including personal relationships (as defined herein).

At the time a person is hired or assigned to a position in the Department, and at any other time during
employment or assignment that a workforce member becomes aware that his/her immediate relative has been
assigned to the Department, he/she must identify that person by completing the attached Nepotism Policy
Acknowledgment Form, and submitting it to his/her supervisor/manager. The supervisor/manager shall submit
the original to DHS Human Resources Office, with a copy for the area file and the workforce member. The DHS
Human Resources Office, Employee Relations Division will be responsible for review and determination if the
relationship creates a situation discouraged by this Policy.

Each workforce member will be provided with the Nepotism Policy during in-processing and each year thereafter
with the performance evaluation process.

Non-County workforce members shall be provided with this policy via the Comprehensive Policy Statement
(CPS) which may be obtained from DHS/HR Office or the DHS Intranet. Non-County workforce members shall
receive the CPS at the time of assignment and annually with the performance assessment process. The signed
original CPS will be filed and maintained in the workforce member’s HR personnel folder or area file, whichever
is appropriate.

If, as a result of a new hire, transfer, promotion, reorganization, assignment/reassignment, and/or marriage in
which immediate relatives or individuals involved in a personal relationship are employed/assigned within the
same budgetary/organizational unit and supervised in a manner contrary to this Policy, the appropriate Chief
Deputy Director or Director of Health Services may assign one of the individuals to a similar item in a different
budgetary/organizational unit of the Department.

WAIVER PROCESS:

This policy may be waived, within the sole discretion of the Department, upon adequate and documented
justification. Examples where this Policy may be waived, include but are not limited to, instances where the
employment relationship/assignment (1) is established and maintained in a manner legally required by law; or (2)
cannot be reasonably avoided due to the technical expertise, unique skill requirements and/or recruitment issues
which otherwise prohibit alternative assignment.
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COUNTY OF LOS ANGELES DEPARTMENT OF HEALTH
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HARBOR-UCLA MEDICAL CENTER

SUBJECT: NEPOTISM POLICY NO: 228

All waiver requests will be evaluated on a case-by-case basis, weighing the overall objective of the policy against
the reasons for requesting a waiver.

Procedure for Requesting a Waiver

If a manager/supervisor determines that a request for a waiver of this Policy is appropriate, he/she must submit a
memo through the appropriate chain-of-command to DHS/HR, Employee Relations Division, establishing
justification for the request, an organization chart explaining the functional responsibilities of each involved
workforce member, and a statement outlining actions to be taken to ensure objectivity and fairness in
departmental decisions.

Department of Health Services/HR, Employee Relations Division will review the request for appropriateness and,
if determined to be justified, make a recommendation for approval to the Chief, Audit and Compliance. If not
justified, Employee Relations will note the reason why it is not approved on the letter and return it to the
requesting manager/supervisor. Employee Relations will then begin the process of transferring one of the
employees to another area within the Department. This transfer shall be based on the needs of the service.

If justified, Employee Relations will forward the waiver request to the Chief, Audit and Compliance, who is the
Director’s designee for approval.

REFERENCES:

California Family Code Section 297 et seq.

California Government Code Section 12940

California Code of Regulations, Title 2, Section 7292.5
Los Angeles County Code Section 2.210

CROSS REFERENCE:
DHS Policy 740.000, Outside Employment/Incompatible Activity
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