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BEFORE THE PUBLIC SERVICE COMMISSION
OF GUAM

In the Matter of

Docket No. 07-____
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AFFIDAVIT OF JULIE L. QUINATA

)
TERRITORY OF GUAM )

)
JULIE L. QUINATA, being first duly sworn on his oath, states:
1. My name is JULIE L. QUINATA. My office is in Harmon, Guam, and I am employed by
Guam Power Authority as the Personnel Services Administrator.
2. Attached hereto and made a part hereof for all purposes is my Direct Testimony on behalf of

Guam Power Authority, consisting of ( ) pages, having been prepared

in written form for introduction into evidence in the above-captioned docket.

3. Thave knowledge of the matters set forth therein. I hereby swear and affirm that my answers
contained in the attached testimony to the questions therein propounded, including any
attachments thereto, are true and accurate to the best of my knowledge, information and

belief.

[ NAME ]

Subscribed and sworn before me this  day of October 2007.

Notary Public

My commission expires:
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DIRECT TESTIMONY OF
JULIE L. QUINATA

Docket No. 07- 10

1. QUALIFICATIONS

PLEASE STATE YOUR NAME AND BUSINESS ADDRESS.
My name is Julie L. Quinata. My business address is 1911 Route 16, Dededo,
Guam, 96912.

BY WHOM AND IN WHAT CAPACITY ARE YOU EMPLOYED?
I am employed as a Personnel Services Administrator at the Guam Power

Authority.

WHAT ARE YOUR RESPONSIBILITIES?
I oversee the administration of the human resources functions that include, but are
not limited to, recruitment, benefits, employee/management relations, position

classification and salary administration, employee training and development.

WHAT ARE YOUR RELEVANT QUALIFICATIONS?

I have worked in the area of human resources throughout various Government of
Guam agencies for approximately twenty-two years and three months. Within this time
frame, I worked with the Guam Power Authority a total of eleven years and eight months.
I started with Guam Power Authority from June 19, 1985 to March 25, 1990. While
employed with the Civil Service Commission I served a detail appointment to the
Personnel Services Administrator position at the Guam Power Authority since October
30, 2000, and was re-hired on a permanent full-time basis as the Personnel Services

Administrator on May 20, 2001.
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PLEASE DESCRIBE YOUR EDUCATION, EXPERIENCE AND EMPLOYMENT
HISTORY.

My educational background includes a B.A. in Political Science and a Master of
Public Administration from the University of Guam.

Prior to my re-employment with Guam Power Authority, I served as a Personnel
Management Analyst III at the Guam Civil Service Commission, focusing on above-step
recruitment, creation of positions, pay grade reassignment of positions, and managed
adverse action appeals. I was also assigned to write and prepare administrative policies
impacting public employment for board review and approval.

My previous experience also includes lead and supervisory positions as a
Personnel Specialist at the University of Guam and Guam Community College,
respectively. I supervised and conducted classification audits, evaluated employment
applications, interpreted and advised on bargaining unit agreements, personnel rules and
regulations and public laws pertaining to employment matters and coordinated training
activities.

Earlier in my career at the Guam Power Authority, I was primarily responsible for
recruitment activities, and participated in the conduct of classification audits of positions,
conducted investigations and recommended solutions to management concerning
employee/management relations. I conducted and coordinated the CPR and First Aid

training for all employees.

HAVE YOU PREPARED AN EXHIBIT DETAILING YOUR RELEVANT
EXPERIENCE?
Yes. My resume is included as Exhibit HR-A.

HAVE YOU PREVIOUSLY TESTIFIED IN A PROCEEDING BEFORE THE
GUAM PUBLIC UTILITIES COMMISSION OR ANY OTHER UTILITY
REGULATORY AGENCY?

No, I have not testified previously before any utility regulatory agency.

Guam Power Authority JLQ-HR Page 2
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2. PURPOSE AND METHODOLOGY

WHAT IS THE PURPOSE AND KEY ISSUES OF YOUR TESTIMONY IN THIS
PROCEEDING?
The purpose of my testimony is to describe what GPA has done to mitigate

decreasing staffing levels and retention of employees.

WHAT METHODOLOGY DID YOU FOLLOW TO DEVELOP YOUR
TESTIMONY?

My approach to developing my testimony in this proceeding followed typical
procedures for in-house expertise. I drew from my base of experience gathering
information from a data base and other sources relevant to the issues I am addressing in
this proceeding.

More specifically, I reviewed the following types of documentation:
e Personnel Action Records Book

e Recruitment files

e Records documenting exit interviews

Using my experience base and the information gathered and reviewed, I
developed charts to show the data and extract meaningful information for this

proceeding.

PLEASE DESCRIBE HISTORICAL AND/OR CURRENT STAFFING LEVELS
FOR THE AUTHORITY?

Figure 1 shows that as of September 21, 2007 the current staffing level is at 516
employees. The number of employees has steadily declined since 1997 from the highest

number of employees at 678.

Guam Power Authority JLQ-HR Page 3
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FY [ FY [ Y [ rY [ RY [ Y [ FY [ FY [ FY | FY | FY
1996 || 1997 | 1998 | 1999 | 2000 || 2001 || 2002 | 2003 | 2004 | 2005 || 2006 | *FY2007

TOTAL
NO. OF
EMPLO-
YEES 666 | 678 || 668 || 626 | 565 || 578 || 589 || 537 || 510 || 536 | 536 | 516

Figure 1- Employee Count

Q. HAVE THE STAFFING LEVELS DECLINED OVER THE PAST SEVERAL
YEARS? IF SO, WHAT ARE THE PRIMARY REASONS FOR THE DECLINE?

A Yes. Figures 2 & 3 illustrates 30 retirements and 87 resignations since Fiscal Year
2004 and ranks the top three reasons employees resigned from the Authority as summarized

below:

e To accept other work —47%
e To relocate —23%
e Personal Reason — 15%

Guam Power Authority JLQ-HR Page 4
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B *Relocate: -

O *Stay at Home: -
| *Attend School: -
@ *lliness/Medical: -

B *Personal: -

O *Inadequate Salary: -

O *Accept Other Work: -
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1  Figure 2 - Reasons
2
140 -
O Promotions
1201 1
B New Hires
100
O Resignations
80+
O Retirement
60+
] O Deaths
401
B Promotion/
zogm — Reclassification
B Terminations
0+ |
FY FY FY FY FY FY FY FY
1999 2000 2001 2002 2003 2004 2005 2006
3
4
5
FY FY FY FY FY FY FY FY to %Cet ) t062 1
1999 2000 2001 | 2002 | 2003 2004 | 2005 | 2006 Op7 B
Promotions 4 13 78 125 21 38 57 19 1
New Hires 3 17 50 63 26 57 57 26 11
Resignations 24 32 21 37 44 31 24 12 20
Retirement 18 51 5 12 14 13 5 4 8
Deaths - - - - - - 2 2 2
Promotion/
Reclassification - - - - - - - 16 21
Terminations 10 0 10 0 26 4 0 1 1
TOTAL NO. OF
EMPLOYEES 626 565 578 | 589 | 537 510 | 536 | 536 516
6  Figure 3 — Recruitment Analysis
7
8
Guam Power Authority JLQ-HR Page 5
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Q. HAS GPA TAKEN INITIATIVES TO PROPERLY DEFINE APPROPRIATED
STAFFING LEVELS? IF NOT, WHAT OTHER METRICS DOES IT USE IN
DETERMINING THE PROPER OR EFFECTIVE NUMBER AND TYPES OF
POSITION SIT NEEDS?

A. Yes. The Georgetown Consulting Group, Inc. (GCG) performed a staffing study in
March 2003. At the time, GPA’s staffing level was at 589 full-time employees. The following

was Georgetown’s conclusion:

“Our conclusion based upon this analysis is that GPA is currently staffed at levels which
are supported based upon its peers in the industry and the characteristics deemed by GPA
and GCG to impact its staffing requirements. Accordingly, based upon current work
practices GPA staffing levels appear to be appropriate. While staffing reductions may be
possible, any meaningful reductions will require the implementation of best industry

practices.”

Subsequent GCG studies in October 2004 and January 2007 indicated staffing levels drop
to 535 and 537 respectively. In both studies, GCG also concluded GPA staffing levels appeared

to be appropriate despite the drop in number of employees.

In an earlier study conducted by Coopers & Lybrand in May 1998 determined that GPA
should have 552 employees (excluding T&D). A separate study completed in October 1998 by
Price Waterhouse Coopers concluded that T&D should be staffed with 179 employees—total of
731 full time employees.

Q. DOES THE PUC REVIEW GPA’S CURRENT STAFFING NEEDS IN
ACCORDANCE WITH LOCAL STATUTES? IF YES, PLEASE PROVIDE AND
SUMMARIZE WHAT CONCLUSIONS CAN BE DRAWN FROM THESE PUC
REVIEWS.

Guam Power Authority JLQ-HR Page 6
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A. Yes. Public Law 26-23 mandates the PUC to review GPA’s current staffing needs. In
accordance with the statute, CGC has reviewed GPA staffing levels in the years 2003, 2004 and
2007 and concluded that 589 employee levels was appropriate. Studies conducted by Coopers &
Lybrand and Price Waterhouse Coopers referenced above were not required by Public Law 26-

23.

Q. DOES GPA BELIEVE IT HAS A HUMAN RESOURCE CRISIS? IF SO, PLEASE
THOROUGHLY DESCRIBE TO WHAT ARE THE ISSUES AND PROBLEMS, AND
EXPLAIN WHY THIS SITUATION PERSISTS.

A. GPA believes it truly has a human resource crisis. GPA recognizes that in the next five
(5) to ten (10) years, it will be faced with a potential loss of its most senior level employees, who
are highly skilled and experienced, due to age and/or service retirement. As of September 21,
2007 Operations Division alone will have 132 employees eligible to retire within the next five
years and 201 employees will be eligible within the next ten years. Therefore, given its current
employee demographics, GPA stands to loose close to half its current full time workforce in ten

years.
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Figure 4 — Eligible Retirees (Operations) Graph
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BY BY BY BY
YEAR | SERVICE AGE TOTAL YEAR | SERVICE AGE TOTAL

2007 26 34 60 2013 5 5 10
2008 8 4 12 2014 1 5 6
2009 5 3 8 2015 9 6 15
2010 8 10 18 2016 23 10 33
2011 14 12 26 2017 4 1 5
2012 1 7 8

FY 2006 - Sept. 21, 2007 TOTAL = 201

Figure 5 — Eligible Retirees (Operations)

Secondly, employee experience and qualifications are quite unique for GPA positions.
No other entity is charged with the responsibility for the full range of electric services (to
generate, transmit, distribute and sell electricity) for the island. As such, there is no abundant
workforce pool to draw talent and experience on island. Unlike the many years ago, the US
Navy jointly operated the island’s power system coupled with a successful apprenticeship
program to support the utility with skilled personnel. There were several years of joint
operations of the power grid between the US Navy and GPA, that allowed island residents to
gain experience and training and it resulted in a healthy number of qualified personnel to be
recruited by GPA. Today the situation is drastically different. Navy, neither operates or
maintains a power system (it is a transmission level customer under the Customer Service

Agreement) nor does it provide certified apprenticeship training for island residents. Thus GPA

has been forced to mitigate the lack of qualified and skilled or professional talent by:

¢ enhancing training with its existing employees,

e creating a talent pool from within by implementing its own US Department of
Labor certified apprenticeship program,

e adopting new policy to sponsor engineering scholarships,

¢ maintain an adequate level of certified, professional and technical personnel by
contracting on a regular basis apprentices in various skill trades (Line Electrician
Repairer, Substation Electrician, Relay Technician, Meter Electrician, Plant
Instrument Technician, Plant Operator, Machinist) and engineers,

Guam Power Authority JLQ-HR Page 8
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e adopt a new compensation and performance management policy immediately for
long term sustainability and an effective solution for recruitment and retention
difficulties.

Compensation is also a significant obstacle to the Authority’s recruitment and retention
efforts. GPA has realized that the Government of Guam current salary and benefits policy has
not been adjusted since 1991. In the past, the Authority’s ability to offer attractive and
competitive salaries was limited by public law. Thus, many employees and (several of which
were GPA certified apprentices) have resigned and taken the same or similar jobs on and off-
island for more pay. This has led to GPA pursuing legislation for full autonomy of its
compensation and performance management structure. Public Laws 28-112, 28-113, and 28-159
(HR-B,C,D) were passed with overwhelming support from the Guam Legislature and the
Governor of Guam recognizing that a significant change to compensation for Certified,
Technical and Professional employees was needed to ensure the long-term viability of GPA and

help solve an industry-wide, electric utility recruitment and retention crisis.

Q. CAN GPA RELATE THE DEFICIENCY IN THE LEVELS TRAINING TO LESS
THAN ADEQUATE CUSTOMER SERVICES, SAFETY RISKS, AND LESS THAN
EFFECTIVE SYSTEM RELIABILITY? IF SO, PLEASE CITE SOME EXAMPLES
SHOWING SPECIFICS REGARDING IMPACTS TO PUBLIC SAFETY, PREMATURE
EQUIPMENT FAILURE AND UNNECESSARY COST TO RATE PAYERS.

A Yes. An assessment conducted by Chief Pacific Lineman Training Certified Instructor
Harry Speicher on June 25-29, 2007 (HR-E) raised serious safety concerns regarding work
practices of the Authority’s Transmission and Distribution Overhead/Underground Section. Mr.
Speicher witnessed in field observations standard operating procedures not being followed which
indicated a lack of consistent training and supervision. Numerous safety violations were also
pointed out which could lead to serious injuries or mishaps. In the past, little formal lineman
skills training were offered. Most lineman training is predominantly conducted informally as
OJT (on the job training). This OJT has been passed down over many years from older more
seasoned linemen whose knowledge and skills were also incomplete or limited as they

themselves learned from previous incumbent employees early on in their careers. The essential

Guam Power Authority JLQ-HR Page 9
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problem with limited OJT is dilution of skills being taught and being learned. Formal training
and uniform proficiency testing is critically needed for T&D.

One specific incident in July 2004 involving a breaker failure at the Harmon Substation
led to serious personal injuries when the breaker exploded. It was determined that the incident
could have been prevented if employees were properly trained and the equipment was properly

serviced and maintained.

Q. CAN TRAINING AND DEVELOPMENT OF EMPLOYEES SOLVE GPA’s
CURRENT CRISIS? IF NOT, WHY NOT?

A. GPA’s effort in providing training and development opportunities to its employees is one
major component toward solving its human resource crisis. The Authority’s commitment to
providing the quality training it needs is a positive step forward in meeting the accelerating pace
of the technological changes it faces. Proper training in the usage of the Computerized
Maintenance Management System (CMMS) for example could have prevented several incidents
in the past which resulted in injuries to employees, power interruption to customers, and loss of
revenue, and maintenance and repair costs to the Authority.

Providing professional training to address the need for better trained and qualified power
linemen is also one of GPA’s objectives. The Authority received federal grant funding to
support lineman training opportunities. The Pacific Linemen Training Program is made possible
through the Operations and Maintenance Improvement Program (OMIP) in the Office of Insular
Affairs, U.S. Department of Interior (HR-F). Training will include apprentices and incumbent
personnel to improve and enhance their knowledge, abilities and skills.

The Tuition Reimbursement Program (HR-G) is another one of GPA’s efforts to reduce
the impact of “knowledge drain” in the organization. The Program encourages employees to
continue to pursue academic training related to their job/career field. Full-time permanent
employees are allowed to continue their education at the University of Guam (UOG), Guam
Community College (GCC), or an on-line accredited institution.

To address GPA’s difficulty in recruiting and retaining certified, technical and
professional personnel, GPA developed its Engineering Scholarship Training Program. On July

18, 2006, the Consolidated Commission on Utilities (CCU) approved GPA’s Engineering

Guam Power Authority JLQ-HR Page 10
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Scholarship Training Program (HR-H) as yet another resource to attract and retain skilled and
professional personnel. The program provides scholarship to individuals interested in the
engineering profession and gainful employment GPA upon completion of a four (4) year degree

program.

Q. GPA HAS BEEN VERY SUCCESSFUL IN PARTNERING WITH THE PRIVATE
SECTOR TO IMPROVE SYSTEM RELIABILITY. THIS IS ESPECIALLY TRUE
WITH THE PUBLIC-PRIVATE PARTNERSHIPS FOR ALL IT’S BASELOAD POWER
PLANTS. HAS IT CONSIDERED SIMILAR STRUCTURES FOR OTHER AREAS IN
THE ORGANIZATION AND WOULD THIS BE AN EFFECTIVE MEANS IN SOLVING
GPA’S MANPOWER CRISIS?

A. Yes, a public-private partnership for substation maintenance services is seriously being
considered, and it is part of this rate request. Through these partnerships, there will be continuity
of training and development of employees to improve system reliability. Costs in performing
maintenance would be reduced and Substation personnel better focus on the electrical aspects of
their jobs. These private-public partnerships may include:

e proper and continuous technical training,

e cxpedient procurement of materials and equipment,

¢ long-term planning and/or effective outage planning,

e experienced technical/engineering resident experts,

e quality assurance oversight and inspection for major maintenance,

e enhancement of maintenance work order system in CMMS,

e conducting failure analysis of substation equipment failures,

e provide for negotiated turn-key capital improvements.

Q. HOW HAS GPA COUPLED ITS EMPLOYEE TOTAL REQUIREMENTS
(EDUCATION, TALENT AND EXPERIENCE AND OR ANY CERTIFICATION) WITH
EFFICIENCY IMPROVEMENTS ASSOCIATED WITH CAPITAL UPGRADES AND
BETTER OPERATIONS AND MAINTENANCE PROCEDURES?

Guam Power Authority JLQ-HR Page 11
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A. GPA recognizes training and development as a means of integrating employee talent,
education and experience with the vast changes in technology and other business processes in its
forward movement to a world-class utility. GPA also recognizes performance management as an
integral part of both employees and system growth and development. A portion of the
compensation study will address performance management and recommend a new performance
evaluation system to assist in this process. GPA also implemented a Superior Performance
Award (HR-I) (in the form of a lump sum payment) to recognize employees who excel in the

performance of their duties and contributions to the mission, goals and objectives of GPA.

Q. WHAT OTHER PROGRAMS HAS GPA IMPLEMENTED OR PROPOSES TO
MITIGATE THE AFOREMENTIONED MANPOWER ISSUES?

A. Recognizing future workforce needs to replace losses of personnel with technical
knowledge and skills, a potential increase in power construction and services, and the minimal
pool of applicants with skilled trade experience, GPA embarked on a training and developmental
plan with the U.S. Department of Labor Bureau of Apprenticeship Training Program (HR-J,K).
The Apprenticeship Training Program is an industry-driven career training program involving
both academic related instruction and on-the-job training (OJT). The academic related
instruction is formalized and offered at the Guam Community College. Apprentices must
complete related theoretical training with a minimum of 144 hours per year. On-the-job training
requirements are fulfilled by performing the work processes of the respective occupational trade
and reviewed by a journey worker on a one-to-one training basis. Each apprentice must
complete 2,000 hours of OJT per year. Apprentices must complete 6,000 or 8,000 of OJT hours
depending on the occupational trade filled to complete the program.

GPA developed its Engineering Scholarship Training Program to address difficulties in
recruiting and retaining highly experienced utility professionals. On July 18, 2006, the
Consolidated Commission on Utilities approved Engineering Scholarship Training Program to
complement GPA resources in attracting and retaining engineering personnel. The program
provides a scholarship to individuals interested in the engineering profession and gainful
employment with GPA upon completion of an accredited four (4) year degree program. In

addition to this, GPA implemented an Engineering Internship Program (HR-L) that runs for

Guam Power Authority JLQ-HR Page 12
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twelve (12) weeks during summers. The program is designed to provide college students
majoring in engineering disciplines hands-on experience of the work performed at GPA and to

encourage them to seek employment with GPA upon their graduating from college.

The re-implementation of the Tuition Reimbursement Program is another policy
implemented to reduce the impact of “knowledge drain” in the organization. Through this
program, employees are encouraged to continue to pursue academic training related to their
job/career field. Full-time permanent employees are allowed to continue their education at the
University of Guam (UOG), Guam Community College (GCC), or an on-line accredited

institution.

Q. GPA HAS WELL PUBLICIZED ITS US DEPARTMENT OF LABOR
APPRENTICESHIP TRAINING AND ITS ENGINEERING SCHOLARSHIP
PROGRAMS. ARE THESE PROGRAMS DESIGNED TO FULFILL TOTAL
REQUIREMENTS IN SOLVING ITS MANPOWER CRISIS? PLEASE EXPLAIN.
WHAT OTHER SUBSTANTIVE PROGRAMS DOES GPA HAVE TO HELP WITH
THIS ISSUE?

A Yes. Implementing the U.S. Department of Labor Apprenticeship Training Program and
the Engineering Scholarship Program is part of GPA’s strategic initiatives in addressing its
manpower crisis. These two programs provide an avenue for individuals to gain the technical
skills, knowledge and training needed for a reliable utility.

The re-implementation of the Tuition Reimbursement Program is another policy adopted
to reduce the impact of “knowledge drain” in the organization. Through this Program,
employees are encouraged to continue to pursue academic training related to their job/career
field. Full-time permanent employees are allowed to continue their education at the University
of Guam (UOG), Guam Community College (GCC), or an on-line accredited institution.
Eligible employees are allowed to take a maximum of two (2) courses each semester inclusive of
intersession semesters. Participants who meet all requirements are reimbursed 100% for tuition,

fees and books.

Guam Power Authority JLQ-HR Page 13
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GPA’s statistics clearly demonstrate the lack of resources on Guam for qualified linemen.
GPA’s efforts to participate in the Pacific Linemen Training Program and offer national linemen
certification for its employees substantiates the Authority’s on-going commitment to having
better trained and qualified individuals in the organization. The Program is designed to provide
two (2) separate levels of training for the Authority: Basic Lineman Certification Training — for
the entry-level or younger linemen and the Intermediate Lineman Training — for the more
experienced, senior-level linemen.

Guam Community College’s Cooperative Extension Program (GCC CO-OP) also is a
resource program utilized by GPA to augment its personnel shortage and critical operational
requirements. This work experience and training program provides GCC student-learners the
opportunity to gain valuable work experience and on-the-job training related to the student-
learner’s vocational training subject. The student-learners are closely supervised by qualified
and experienced GPA personnel to ensure that their safety is not compromised throughout their

training.

Q. HAS GPA SUBSTANTIATED WITH OVERWHELMING EVIDENCE ITS
EMPLOYEE RETENTION AND RECRUITMENT DIFFICULTIES? IF SO, PLEASE
PROVIDE AND EXPLAIN THIS RELATED DATA, ANY APPLICABLE WORK
PAPERS, CHARTS, AND ANY SURVEY INFORMATION USEFUL IN ITS
TESTIMONY.

A Yes. Many operations position have been announced on a continuous basis for the past
several years. GPA has also announced vacancies in the Pacific Daily News and the Marianas
Variety new papers on a quarterly basis in addition to internet postings. Although there are
many applicants for these vacancies, very few qualify for the positions. As an example, we
received a total of 21 applicants for the High Voltage/Cable Splicer Electrician I position since
April 2005. Of the 21 applicants, only 4 qualified for the position. The Authority has since
hired 2 of the 4 potential candidates. Another example is the Electric Power Systems Dispatcher
I position which has been announced since March 2004. A total of 13 applications were received
during that period, but none of the applicants qualified. In addition to our recruitment

difficulties, we anticipate 132 personnel retirements in operations within five years and 201

Guam Power Authority JLQ-HR Page 14
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retirements within the next ten years (See Figures 4 & 5). We stand to loose approximately 55%

of our operations personnel by the year 2017.

RECRUITMENT ANALYSIS BY POSITION TITLE CONTINUOUS ANNOUNCEMENT

Position Title (Date Announced) #Applicants #Qualified %Qualified

Line Electrician | (04/20/05) 45 10 22%
Line Electrician Il (05/26/05) 11 03 27%
High Voltage Electrician | (04/13/05) 21 04 19%
High Voltage Electrician Il (04/13/05) 11 06 54%
Substation Electrician | (06/22/05) 26 05 19%
Substation Electrician 1l (06/22/05) 09 06 55%
Plant Operator | (10/04/04) 50 19 38%
Plant Operator Il (10/04/04) 27 15 55%
Plant Operator 11l (03/01/05) 10 08 80%
Plant Optr./Maint Wrkr. | (10/04/04) 71 21 29%
Plant Optr./Maint. Wrkr. 1l (10/04/04) 30 10 33%
Plant Water Technician | (10/04/04) 29 09 31%
Plant Water Technician Il (10/04/04) 16 07 43%
Elec. Power Sys. Disp. | (03/24/04) 13 00 0%
Elec. Power Sys. Disp. Il (03/24/04) 09 02 22%

Figure 6 — Recruitment Announcement Table

Q. DOES GPA BELIEVE COMPENSATION IN AND OF ITSELF WILL SOLVE
ITS RECRUITMENT AND RETENTION PROBLEMS?

A. Performance management is a key factor to compensation. It is also integrated with
training and development of employees. Although compensation in and of itself will not totally
solve GPA’s recruitment and retention problems, it will provide relief in offering competitive
salaries consistent with US national standards. Compensation being a large factor in the
recruitment and retention of its employees, will also provide a significant incentive to the career
development of employees to ensure greater productivity when carefully linked to employees
performance levels , thus resulting in a more reliable and sustainable Island Wide Power System

(IWPS).

Guam Power Authority JLQ-HR Page 15




© 00 N O 0o b~ W DN PP

W W N NNMNDNNDDNNNNIERERRRRPRERPRPR PR R
R O © 00 N O U1 A W N P O © 00 N O U0l A WN B O

Exhibit JLQ-1

Q. PLEASE EXPLAIN WHAT OTHER FACTORS IN ADDITION TO
COMPENSATION HAVE A SIGNIFICANT EFFECT IN CURBING THE LOSS OF
TALENT AND EXPERIENCE AT GPA.

A. In addition to compensation, providing for other incentives such as Superior Performance
Award, Tuition Reimbursement, Engineering Scholarship, Pacific Lineman Training inclusive of
incumbent personnel have been developed to improve and enhance the knowledge, abilities and

skills of our employees as well as reinforce what employees already know.

Q. HOW DOES GPA INTEND TO MANAGE PERFORMANCE AND PROVIDE
INCENTIVES TO ACHIEVE SUPERIOR EMPLOYEES?

A. As part of GPA’s compensation and benefits study, and in addition to GPA’s Superior
Performance Awards Program, other pay incentives will be developed to improve the
performance evaluation system that is directly related to each position expectations and allow
salary increments to range up to 6% per annum (annual increments can be as low as 0% but are
typically in 1% increments) for superior employee performance. In doing so, rewards can be

given to GPA’s best performers on a much improved grading scale.

Q. WHAT INTERVENTIONS HAS GPA MADE TO MITIGATE SHORTAGE OF
PERSONNEL, LOSS OF INSTITUTIONAL KNOWLEDGE, AND PERHAPS A LOSS
OF PRODUCTIVITY DUE TO THE MORE INEXPERIENCED WORKFORCE?

A. The Human Resources testimony outlines issues and the proactive and aggressive

measures taken to relief GPA as follows (HR-M):

° Significant losses in personnel to resignations and retirements that resulted from
the “early out” program, freeze in salary increments, moratoriums on promotions,
reclassifications, pay grade assignments;

° Extensive recruitments to replace these positions produced little to no qualified

applicants;
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Exhibit JLQ-1

° Demographics show large personnel losses to retirements in the near future;

° Passage of legislation authorizing the CCU to adopt personnel rules and
regulations for certified, technical and professional positions, and autonomy to adopt a
compensation plan and pay structure for positions critical to GPA;

° Anecdotes from employees expressing the challenges faced within the utility and
encouraging competitive salaries to retain and attract employees;

° Implementation of the Apprentice Training Program as approved by the U.S.
Department of Labor, Engineering Scholarship Program, Engineering Internship Program,
Tuition Re-imbursement Program, and Guam Community College Cooperative Extension
Program, application and receipt of grant funding from the Department of Interior Operations
and Maintenance Improvement Program for Pacific Lineman Training course to augment
manpower shortages and to provide incentives for staff development and performance
enhancement.

° Compensation study conducted to address internal and external equities of GPA
positions, movement of pay structure to competitive market rates, integration of employee
performance to the pay structure, and the implementation of a (lump sum payment) Superior
Performance Award recognizing employees’ high-level performances.

° Retention and recruitment are common issues among utilities.

Q. HAS GPA INVESTIGATED OVERHAULING ITS CURRENT TOTAL
COMPENSATION POLICY? HOW SO? PLEASE EXPLAIN IN DETAIL. WILL THIS
BE A ONE-TIME ADJUSTMENT TO THE TOTAL EXISTING COMPENSATION
STRUCTURE? IF NOT, HOW OFTEN WILL ADJUSTMENTS BE NEEDED?

A Yes. Public Law 28-159 authorized the CCU to adopt personnel rules and regulations
governing the compensation of certified, technical and professional positions. However, in
January 2006 and in anticipation of the passage of this law, GPA contracted with Alan Searle
and Associates to conduct a comprehensive classification and compensation study for the
Authority. The objective of this study is to identify and address the inequities of the Authority’s
current position classification and compensation plan that has been in place since 1991. Because

there has been no upgrade in the current pay structure since 1991, GPA’s ability to attract and

Guam Power Authority JLQ-HR Page 17



© 00 N O O A~ W N PP

W W N DN N D DN DD NMNDNDMDNP P PP PP PP
R O © 0o N o o W NP O O 00 N O 0o b W N+ O

Exhibit JLQ-1

retain employees has been difficult. The study will develop a new compensation model and
address the internal equity of positions within GPA through a new classification tool such as
education, experience, complexity, scope of work, problem solving, freedom to act/supervision
received, work environment, physical demands, impact of discretionary decisions, human
relations skills/contacts, authority exercised and supervisory/managerial responsibility while
comparisons will be made against U.S. national average levels and worldwide industry
standards. The new compensation model will also integrate with employee performance
whereas, employees may receive annual increments starting from 1% to a total of 6% increase in
their base salaries dependent upon their performance year.

While this is not a one-time adjustment to GPA’s total existing compensation structure,
the Consolidated Commission on Ultilities (CCU) has approved GPA through Resolution 2007-
11 to start the transition process and migrate employees of certified, technical and professional
(CTP) positions in accordance with current market rates at the 5t percentile up to the 50"
percentile over a 5-year period. This will be done on an annual basis. The pay adjustment to

migrate to CTP positions to the 5t percentile is estimated at $2.25 million.

Q. PLEASE SUMMARIZE THE OVERALL MANPOWER STRATEGIC PLAN GPA
PROPOSES AND OR IS IMPLEMENTING TO ADDRESS ITS HUMAN RESOURCES
NEEDS.

A In GPA’s efforts to maintain system reliability in its Island-Wide Power System, GPA
has moved forward to ensure this by petitioning the Legislature to approve rules and regulations
for certified, technical and professional personnel of GPA. The Legislature passed Public Laws
28-112, 28-113 and 28-159 authorizing GPA to establish personnel rules and regulations
governing its certified, technical and professional personnel. GPA contracted Alan Searle and
Associates to review GPA’s compensation structure and recommend pay adjustments to be
competitive in the industry market.

As mentioned earlier, the apprenticeship training program was established to augment the
current workforce and fill the skill gaps of technical personnel. The Tuition Reimbursement and
Engineering Scholarship Programs will also enhance the knowledge, abilities and skills and

improve professional levels of our employees.
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Q. GIVEN THIS RATE REQUEST, WILL GPA BE POSTURED FOR LONG-TERM
SUSTAINABILITY WITH REGARD TO ADDRESSING ITS HUMAN RESOURCE
NEEDS?

A Yes. GPA will be a more competitive employer in the industry. GPA will have better
ability to attract, retain and maintain the knowledge, abilities and skills of our employees and
enhance its career development and training opportunities. GPA has made significant
improvements towards the continuity of employing the necessary skill sets to maintain system
reliability and good customer service. Our Island-wide Power System has a direct and
immediate impact on Guam’s economy and the quality of life for its residents. Therefore, the
ability to attract and retain a highly skilled and certified workforce to operate and maintain this
utility is paramount. With a reliable Island-wide Power System, consumers and rate payers will
exert less energy in worrying about dirty power and high costs of maintaining a generator or
other sources of power and instead invest their monies in areas that are more productive in their

businesses and personal matters.

3. RECOMMENDATIONS

Q. WHAT ARE THE MAJOR RECOMMENDATIONS THAT YOU DEVELORP IN
THIS TESTIMONY?

A. I recommend implementation of GPA’s petition for rate increase to fully implement the

recommendations of the compensation study and migrate the certified, technical and professional

positions from the 5t percentile to the 50" percentile over a five year period.

4. CONCLUSIONS

Q. DOES THAT CONCLUDE YOUR PREFILED TESTIMONY?
A. Yes, it does.
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MINA’BENTE OCHO NA LIHESLATURAN GUAHAN
2006 (SECOND) Regular Session

Bill No. 254 (LS)

As substituted by the Committee on
Judiciary, Governmental
Operations & Reorganization

and amended on the Floor.

Introduced by: R. Klitzkie

Mark Forbes

J. M.S. Brown

F. B. Aguon, Jr.
Edward J.B. Calvo
B. J.F. Cruz

Mike Cruz

L. F. Kasperbauer
L. A. Leon Guerrero
J. A. Lujan

A. B. Palacios

R. J. Respicio

Ray Tenorio

A. R. Unpingco

J. T. Won Pat

AN ACT TO AMEND 4 GCA 84101(a) RELATIVE TO THE
PROMOTION OF GOVERNMENT EMPLOYEES BASED
UPON MERIT; TO AMEND 4 GCA 84101.1 RELATIVE TO
DELINEATING THE PERSONNEL MANAGEMENT
RESPONSIBILITIES OF THE DIRECTOR OF
ADMINISTRATION; TO AMEND 4 GCA 84105 RELATIVE
TO THE RULES ENABLING AUTHORITY OF
DEPARTMENTS, AGENCIES, AND PUBLIC
CORPORATIONS; TO AMEND 4 GCA, CHAPTER 6, 86205
RELATIVE TO RECRUITMENT ABOVE-STEP BY BOARDS
AND COMMISSIONS; TO AMEND 4 GCA, CHAPTER 6,
86302 RELATIVE TO THE HAY STUDY;TO AMEND 4 GCA,
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CHAPTER 6, 86303(a) RELATIVE TO ALLOWING THE
ADMINISTRATOR OF THE COURTS TO CREATE NEW
POSITIONS IN THE JUDICIARY; TO ADD A NEW 86303(c)
TO 4 GCA, CHAPTER 6 RELATIVE TO AUTHORIZING
DEPARTMENT HEADS TO CREATE NEW POSITIONS IN
LINE AGENCIES; TO ADD A NEW 86303(d) TO 4 GCA,
CHAPTER 6 RELATIVE TO AUTHORIZING
AUTONOMOUS AGENCY AND PUBLIC CORPORATION
HEADS TO CREATE NEW POSITIONS IN AUTONOMOUS
AGENCIES & PUBLIC CORPORATIONS; TO ADD A NEW
86303.1 TO 4 GCA, CHAPTER 6 RELATIVE TO PROVIDING
FOR TRANSPARENCY & DISCLOSURE IN THE
CREATION OF NEW POSITIONS AND ABOVE-STEP
RECRUITMENT; AND TO ENACT THE PERSONNEL
MANAGEMENT MODERNIZATION ACT OF 2006.

BE IT ENACTED BY THE PEOPLE OF GUAM:

Section 1. Short Title. This Act may be cited as the *“Personnel
Management Modernization Act of 2006”.

Section 2. Personnel Policy. 4 GCA, Chapter 4, 84101(a) is hereby
amended to read:

“84101. Personnel Policy.

(@) Employment in the service of the government of Guam shall be based
upon merit, and selection and promotion of employees shall be free of personal or
political consideration. No person shall be discriminated against in an application
for employment or promotion or dismissed from employment on account of race,
color, age, religion, sex, national origin or physical or mental impairment. All
personnel actions, including appointments, shall be based, insofar as practicable,
on competitive practical tests and evaluations. Continuity of employment shall be
dependent upon good behavior, satisfactory performance of work and availability

of funds.”
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Section 3. Duties of the Director of Administration. 4 GCA, Chapter

4, 84101.1 is hereby amended to read:

“84101.1 Responsibilities of the Director of Administration
Regarding Personnel Policy of the Government. The Director of
Administration shall perform the following functions:

(@) Maintain and from time to time modify a general personnel
policy for all government of Guam line agencies through the adoption of
rules and regulations pursuant to the Administrative Adjudication Law;

(b) Investigate conditions of government employment as he deems
necessary, and report his findings thereon to | Maga’lahen Guahan and |
Liheslaturan Guahan annually;

(c) Administer the Equal Employment Opportunity Program for the
Executive Branch of the government of Guam;

(d) Maintain, post and keep current on the Department’s website a
list of all classified and unclassified positions in the executive branch,
including autonomous agencies and public corporations, showing the job
description and pay range assigned to each position;

(e) Make an annual report on July 1 on the status of the unified pay
schedule required by 86302 of this Title to | Maga’lahi and the Speaker of |
Liheslatura and post the report on the Department’s website;

(f) Establish and maintain, in coordination with the Attorney
General, a panel of hearing officers;

(g) Take cognizance of compliance with the provisions of 4 GCA
84101,

(h) Coordinate the fielding of necessary computer software and the

training of personnel to allow the agencies, departments and public
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corporations listed in 8 4105(a) of this Title to assess and update the unified

pay schedule required by 8 6302(a) of this Title;

(i) Delegate, at the Director’s discretion, such authority under such
terms as are appropriate, to the agencies, departments and public
corporations listed in 8§ 4105(a) of this Title to assess and update the unified
pay schedule required by 8 6302(a) of this Title; and

(j)  Establish and appoint members from among the human
relations professionals in the government of Guam to a Human Relations
Officer Coordinating Council to advise the Director concerning the
implementation and administration of the provisions of this Title.”

Section 4. Department Rules. 4 GCA, Chapter 4, § 4105 is hereby
amended to read:

“8§ 4105. Departmental Rules. (a) Rules subject to criteria established by
this Chapter governing the selection, promotion, performance, evaluation,
demotion, suspension and other disciplinary action of classified employees shall be
adopted by the Board of Directors of the Antonio B. Won Pat International Airport
Authority, Guam; the Board of Directors of the Guam Economic Development and
Commerce Authority; the Board of Directors of the Guam Housing Corporation;
the Board of Commissioners of the Guam Housing and Urban Renewal Authority;
the Guam Judicial Council; the Board of Directors of the Jose D. Leon Guerrero
Commercial Port; the Guam Education Policy Board; the Board of Regents of the
University of Guam; the Guam Community College Board of Trustees; the Board
of Trustees of the Guam Memorial Hospital Authority; the Board of Directors of
the Guam Visitors Bureau; and the Consolidated Commission on Utilities on
behalf of the Guam Waterworks Authority and the Guam Power Authority, with

respect to personnel matters within their respective Branches, agencies, public
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corporations or departments, and by the Director of Administration as to all other
Executive Branch employment.

(b) Such rules shall, to the extent practicable, provide standard conditions
for entry into and the other matters concerning the government service. The
personnel rules adopted for the Guam Economic Development and Commerce
Authority, the Guam Housing Corporation, the Guam Housing and Urban Renewal
Authority, the University of Guam, the Guam Community College, the Antonio B.
Won Pat International Airport Authority, Guam, the Jose D. Leon Guerrero
Commercial Port, the Guam Public School System, the Guam Memorial Hospital
Authority, by the Department of Administration and by the Consolidated
Commission on Utilities shall require that all their classified employee appeals,
except academic personnel of the Guam Community College and the University of
Guam in conformance with Title 4 GCA 8 4403(h), be heard by the Civil Service
Commission ('Commission’).

(c) The personnel rules adopted for the Judicial Branch by the Judicial
Council shall require that the Council hear all classified employee appeals.
Personnel rules governing any other Executive Branch entities shall require that
their classified employee appeals be heard by the Commission. Rules concerning
the Executive Branch shall take effect upon their approval by the Director of
Administration, by Executive Order of | Maga'lahen Guahan and filing with the
Legislative Secretary. Rules concerning the Judicial Council shall take effect upon
adoption by the Judicial Council of Guam and filing with the Legislative Secretary.

(d) Such rules shall include the following provisions:

(1) that the minimum rate of each pay range shall be the normal rate
for initial employment in the positions and classes assigned thereto;
provided, however, that the directors or other department heads may, in

accordance with 86205 of this Title, authorize initial employment in a
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position at a higher step in the position's pay range if such action is
warranted by recruitment difficulties or by the new employee's special or
unusual qualifications, including experience;

(2) that no spouse of any director, chief administrator or department
head within the government of Guam may be employed within the
department, agency or instrumentality so headed by such director, chief
administrator, department head or other officer;

(3) that overtime for those employees entitled hereto shall be
calculated at one and one-half (1 1/2) times their regular wage;

(4) that employees may work at outside employment not in conflict
with their government service, nor such as would bring the government of
Guam or its employees into disrepute, but that any employee may undertake
such employment only if such is not in conflict with that person's duly
scheduled hours and only with the consent of that person's department or
agency head, which consent may not be unreasonably withheld; and

(5) that no person shall be required to work overtime, unless the
employee has received certification by the Director that funds for overtime
pay as provided in Subsection (3), above, are available.

(e) Adoption of such rules is subject to the Administrative Adjudication

Law.
Section 5. Recruitment Above-Step. 4 GCA, Chapter 6, 86205 is

hereby amended to read:

“86205. Recruitment Above-Step. Step 1 of the Pay Grade
assigned to a classified position shall be the regular rate for initial
employment in any department or agency. The appointing authority, or the
head of an agency, department or public corporation listed in 4 GCA

84105(a) may petition the Director of Administration, the Judicial Council
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(as to Judicial Branch employment) or the agency, department or public
corporation’s governing board or commission (as to an agency, department
or public corporation listed in 4 GCA 84105(a)) for recruitment at a higher
step not to exceed Step 10, because of documented recruitment difficulty or
exceptional qualifications. The petition shall be posted on the agency’s
website for ten (10) days (Saturdays, Sundays and government of Guam
holidays excepted). This petition shall be made before an applicant is hired.
Every petition shall be scrutinized and amply justified before being
approved. The Director of Administration, the Judicial Council and the
governing board or commission (as to an agency, department or public
corporation listed in 4 GCA 84105(a)) may establish policies to administer
this section. Increment schedule consisting of Steps 11 through 20 shall not
be used for recruitment above step.”

Section 6. 4 GCA, Chapter 6, § 6302 is hereby repealed and re-enacted

to read:

“86302. Administration.

(@ The Director of Administration shall adopt and apply the
currently used unified pay schedule based on the Hay methodology or any
other classification methods and salary administration to the extent he deems
appropriate. The unified pay schedule, either by the Hay Group or any other
experts in classification and pay, shall be administered by the Director of
Administration and by the Judicial Council for the Judicial Branch.

(b) The Director of Administration and the Judicial Council may
reassign pay grades as they deem necessary. Reassignment shall be based
upon the calculation of Hay points or points established by other experts and
shall be performed by technical staff trained in the classification and

compensation evaluation system for the sake of consistency and uniformity
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of results. The technical staffs of the Human Resources Division in the
Executive Branch, and the Judiciary Human Resources Office, shall
coordinate their efforts in implementing the Hay methodology or any other
classification and pay system.

(c) The Director of Administration and the Judicial Council shall
establish appropriate policies and procedures for implementing the
provisions of this Article for their respective jurisdictions.”

Section 7. 4 GCA, Chapter 6, 86303(a) is hereby amended to read:

“86303(a). Creation of Positions in the Judiciary. New positions
may be created by the Administrator of the Courts for the Judicial Branch,
when necessary for the efficient performance of the duties and functions of
the Judiciary. The Administrator of the Courts shall submit to the Judicial
Council the position descriptions for the positions within thirty (30) calendar
days after creation and post the position descriptions on the Judiciary
website. The positions shall be terminated unless approved by the Judicial
Council within ninety (90) days after submission. No newly created position
shall be filled in the absence of appropriations to pay the salary of the
proposed position.”

Section 8. A new 4 GCA, Chapter 6, 86303(c) is hereby added to read:

“86303(c). (1) The petition of the head (Department Head) of a line
agency or department to create a position shall include:

(A) the justification for the new position;

(B) the essential details concerning the creation of the position;
(C) an analysis of the similarities and differences between the
position to be created and positions listed pursuant to 4 GCA
§4101.1(d);

(D) the position description;
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(E) the proposed pay range and demonstration of compliance
with 86301 of this Title;

(F) a fiscal note as that term is described in 2 GCA 89101 et
seq.; and any other pertinent information.

(2) The Department Head and the Director of Administration shall
post the petition on their respective websites for ten (10) days (Saturdays,
Sundays and government of Guam holidays excepted). After the posting, the
Director of Administration shall forward the petition with his
recommendation to | Maga’lahi who, if he approves the same, shall so
indicate and file it for record with the Director of Administration and the
Legislative Secretary.

(3) No new position may be filled until after compliance with the
provisions of 4 GCA 86303.1 and this Section and thirty (30) days have
elapsed from the date of filing with the Legislative Secretary.”

Section 9. Creation of Positions in Autonomous Agencies & Public

Corporations. A new 4 GCA, Chapter 6, 86303(d) is hereby added to read:

“86303(d). Creation of Positions in the Autonomous Agencies and
Public Corporations.
(1) The petition of the head of an agency, department or public
corporation listed in 84105(a) of this Title to create a position shall include:
(A) the justification for the new position;
(B) the essential details concerning the creation of the position;
(C) an analysis of the similarities and differences between the
position to be created and positions listed pursuant to 4 GCA
84101.1(d);

(D) the position description;
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(E) the proposed pay range and demonstration of compliance
with 86301 of this Title;

(F) a fiscal note as that term is described in 2 GCA 89101 et
seg.; and any other pertinent information.

(2) The petition shall be posted on the agency, department or public
corporation’s website for ten (10) days (Saturdays, Sundays and government
of Guam holidays excepted). After the posting, the head shall forward the
petition, along with evidence of his compliance with 5 GCA 86303.1(a), to
the governing board or commission who, if they approve the same, shall
approve the petition by resolution and file the petition and resolution for
record with the Director of Administration and the Legislative Secretary.

(3) No new position may be filled until after compliance with the
provisions of this Section and thirty (30) days have elapsed from the date of
filing with the Legislative Secretary.”

Section 10. Transparency and Disclosure. A new 4 GCA, Chapter 6,

86303.1 is hereby added to read:

“6303.1 Transparency and Disclosure.

(a) Prompt notice of the postings required by 4 GCA 886205 and 6303
shall be provided to each newspaper of general circulation and broadcasting
station which airs a regular local news program within Guam.

(b) The petitions required by 4 GCA 886205 and 6303 are public
documents for the purposes of 5 GCA, Ch.10, Art 1. (The Sunshine Law.)

(c) Any attempted creation of a position or above-step recruitment not
in compliance with the provisions of 4 GCA 886205, 6303, and 6303.1(a) is

void.”

10
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MINA'BENTE OCHO NA LIHESLATURAN GUAHAN
2006 (SECOND) Regular Session

Bill No. 255 (LS)

As amended by the Committee on Judiciary,
Governmental Operations & Reorganizations
and further amended on the Floor.

Introduced by:

AN ACT TO AUTHORIZE THE GUAM POWER AUTHORITY
AND THE GUAM WATERWORKS AUTHORITY TO
PROMULGATE PERSONNEL RULES AND REGULATIONS;
AND TO PROVIDE LIMITED AUTHORITY TO ESTABLISH
PAY SCALES FOR CERTIFIED, TECHNICAL AND
PROFESSIONAL PERSONNEL.

J. M.S. Brown
F. B. Aguon, Jr.
Edward J.B. Calvo

B. J.F. Cruz

Mike Cruz

Mark Forbes

L. F. Kasperbauer
R. Klitzkie

L. A. Leon Guerrero
J. A. Lujan

A. B. Palacios

R. J. Respicio
Ray Tenorio

A. R. Unpingco
J. T. Won Pat

BE IT ENACTED BY THE PEOPLE OF GUAM:

Section 1. Legislative Findings. | Liheslaturan Guahan finds that the Guam
Power Authority (GPA) and the Guam Waterworks Authority (GWA) have had
difficulty recruiting and retaining a sufficient number of technical and professional

employees. The ability to maintain trained and skilled employees is a significant
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factor in the overall efficiency and effectiveness of the utilities’ equipment and
facilities, decreasing operational costs, decreasing utility rates, and improving services
to rate payers. | Liheslaturan Guahan finds that compensation is a significant
obstacle to recruitment and retention, and that skilled and professional workers are
generally compensated at salary levels that are non-competitive locally and in the U.S.
mainland.

Section 2. GPA Authorized to Promulgate Personnel Rules and
Regulations and Establish Pay Scales.

A new Subsection (13) is hereby added to Section 8104, Chapter 8, 12 GCA to
read:

“(13) Adopt rules and regulations governing selection, compensation,
promotion, performance evaluation, disciplinary action and other terms and
conditions of employment affecting certified, technical and professional
personnel, subject to the provisions of the Administrative Adjudication Act.
Such rules and regulations shall provide for the employment and retention of
persons on the basis of merit and shall include an orderly and systematic
method of recruitment and the establishment of a list of qualified applicants.
Certified, technical and professional personnel are defined as personnel
employed by GPA who are professional engineers, attorneys, and other
licensed professionals, or who are highly skilled employees with certificates
such as plant operators and other similar engineering and technical personnel,
including, but not limited to, those types of jobs listed in Attachment A.
Compensation for all other personnel shall remain consistent with

compensation plans and pay scales as determined by law.”
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Section3. GWA Authorized to Promulgate Personnel Rules and

Regulations and Establish Pay Scales.

A new Subsection (m) is hereby added to Section 14104, Chapter 14, 12 GCA

to read:

“(m) Adopt rules and regulations governing selection, compensation,
promotion, performance evaluation, disciplinary action and other terms and
conditions of employment affecting certified, technical and professional
personnel, subject to the provisions of the Administrative Adjudication Act.
Such rules and regulations shall provide for the employment and retention of
persons on the basis of merit, and shall include an orderly and systematic method
of recruitment and the establishment of a list of qualified applicants. Certified,
technical and professional personnel are defined as personnel employed by
GWA who are professional engineers, attorneys, and other licensed professionals,
or who are highly skilled employees with certificates such as plant operators and
other similar engineering and technical personnel, including, but not limited to,
those jobs listed in Attachment B. Compensation for all other personnel shall
remain consistent with compensation plans and pay scales as determined by law.”

Section 4. Subparagraph (h) of Section 4403 of Article 4, Chapter 4 of

Title 4 of the Guam Code Annotated is hereby amended to read:

“(h) the jurisdiction of the Commission shall not extend to academic
personnel of the Guam Community College, the University of Guam, all
personnel of the Guam Memorial Hospital Authority, and certified, technical
and professional personnel of the Guam Power Authority and the Guam
Waterworks Authority, except upon mutual consent by the governing board of
the respective institution or public corporation and the Commission, nor to any

position or person, appeal or proceeding of whatever kind or description if the
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position is denominated ‘unclassified’ in this Title, except to the extent
explicitly permitted in this Section, nor shall such jurisdiction extend to the
determination of whether it is practicable to place a position in the classified
service.”

Section 5. Department Rules. 4 GCA, Chapter 4, § 4105 is hereby

amended to read:

“8§4105. Departmental Rules. (a) Rules subject to criteria
established by this Chapter governing the selection, promotion, performance,
evaluation, demotion, suspension and other disciplinary action of classified
employees shall be adopted by the Board of Directors of the Antonio B. Won
Pat International Airport Authority, Guam; the Board of Directors of the Guam
Economic Development and Commerce Authority; the Board of Directors of
the Guam Housing Corporation; the Board of Commissioners of the Guam
Housing and Urban Renewal Authority; the Guam Judicial Council; the Board
of Directors of the Jose D. Leon Guerrero Commercial Port; the Guam
Education Policy Board; the Board of Regents of the University of Guam; the
Guam Community College Board of Trustees; the Board of Trustees of the
Guam Memorial Hospital Authority; the Board of Directors of the Guam
Visitors Bureau; and the Consolidated Commission on Utilities on behalf of the
Guam Waterworks Authority and the Guam Power Authority, with respect to
personnel matters within their respective Branches, agencies, public
corporations or departments, and by the Director of Administration as to all
other Executive Branch employment.

(b)  Such rules shall, to the extent practicable, provide standard
conditions for entry into and the other matters concerning the government

service. The personnel rules adopted for the Guam Economic Development and
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Commerce Authority, the Guam Housing Corporation, the Guam Housing and
Urban Renewal Authority, the University of Guam, the Guam Community
College, the Antonio B. Won Pat International Airport Authority, Guam, the
Jose D. Leon Guerrero Commercial Port, the Guam Public School System, the
Guam Memorial Hospital Authority, by the Director of Administration and by
the Consolidated Commission on Utilities shall require that all their classified
employee appeals, except academic personnel of the Guam Community College
and the University of Guam in conformance with Title 4 GCA § 4403(h), be
heard by the Civil Service Commission (‘Commission’).

(c)  The personnel rules adopted for the Judicial Branch by the Judicial
Council shall require that the Council hear all classified employee appeals.
Personnel rules governing any other Executive Branch entities shall require that
their classified employee appeals be heard by the Commission. Rules
concerning the Executive Branch shall take effect upon their approval by the
Director of Administration, by Executive Order of | Maga'lahen Guahan and
filing with the Legislative Secretary. Rules concerning the Judicial Council
shall take effect upon adoption by the Judicial Council of Guam and filing with
the Legislative Secretary.

(d)  Such rules shall include the following provisions:

(1) that the minimum rate of each pay range shall be the
normal rate for initial employment in the positions and classes assigned
thereto; provided, however, that the directors or other department heads
may, in accordance with 86205 of this Title, authorize initial employment
in a position at a higher step in the position's pay range if such action is
warranted by recruitment difficulties or by the new employee's special or

unusual qualifications, including experience;
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(2) that no spouse of any director, chief administrator or
department head within the government of Guam may be employed
within the department, agency or instrumentality so headed by such
director, chief administrator, department head or other officer;

(3) that overtime for those employees entitled hereto shall be
calculated at one and one-half (1 1/2) times their regular wage;

(4) that employees may work at outside employment not in
conflict with their government service, nor such as would bring the
government of Guam or its employees into disrepute, but that any
employee may undertake such employment only if such is not in conflict
with that person's duly scheduled hours and only with the consent of that
person's department or agency head, which consent may not be
unreasonably withheld; and

(5) that no person shall be required to work overtime, unless the
employee has received certification by the Director that funds for
overtime pay as provided in Subsection (3), above, are available.

(e) Adoption of such rules is subject to the Administrative

Adjudication Law.”

Section 6. Commission to Provide Study. The Consolidated Commission on
Utilities shall file with | Liheslaturan Guahan a copy of the Classification
Compensation and Benefits Study within ten (10) days after the study is completed.

Section 7. Severability. If any provision of this Act or its application to any
person or circumstance is found to be invalid or contrary to law, such invalidity shall
not affect other provisions or applications of this Act which can be given effect
without the invalid provisions or applications, and to this end the provisions of this

Act are severable.
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4.A.3.8.2. The additional eligibles to be certified shall be of such number that will
provide the Authority with a full certification of up to eight (8) eligibles.

4.A.3.9. Selection Interview Consideration.

When an applicant is interviewed for a position within the Authority and is not
selected for an appointment, the applicant shall be considered for selection at a
later time to the same position within the same division without another interview.
This selection interview consideration shall remain in effect for the life of the
eligibility list.

4.A.3.10. Selective Certification.

Upon request of the department head and approval of the General Manager,
select;ﬁve certification may be made when specific identifiable qualifications and

skills are essential to successfully perform the duties and responsibilities of the

‘position. These factors shall pertain to knowledge, skills and abilities pertinent to

certain program operations when these qualifications and skills cannot be readily
acquired after appointment.  Selective certification requirements must be
established in the job announcement and the position description.

4.A.3.11. Selection Interviews.

The General Manager, at his discretion, may schedule a selection interview
immediately after the establishment of an eligibility list for the position.
Applibants who are pending submission of supporting documents at the time the
selection interview is scheduled will not be considered for certification purposes.

A §
4.A3.12. Types of Appointments.

4.A.3".12.1. Probational Appointment: An appointment to a permanent classified
pé)sition mn which the employee will commence serving a probational period on an

initia% recruitment for duration of six (6) months.

16
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4.A.3.12.2. Permanent Appointment: An appointment granted to a classified
employee in a permanent position, subject to satisfactory completion of a
probationary period on an initial recruitment.

4.A.3.12.3. Reemployment Appointment: A former classified employee of the
Authority who separated in good standing may be appointed to the same class and
salary level held at the time of separation.

4.A.3.12.4. Unclassified Appointment: Where no specific term of appointment or
employment is specified in law regarding a position, appointment shall be at the
pleasure of the General Manager or the Consolidated Commission on Ultilities
(CCU) without competition.

4.A.3.13. Reemployment. A permanent classified employee who separated
from the Authority through resignation or retirement while in good standing may
be eligible for reemployment, without competition to:

4.A.3.13.1. The same or comparable position in the Authority within four (4) years
from the date of separation. A reemployed employee may be hired at not less than
the salary earned at his former position. Reemployment appointments are not
subject to the certification procedures as described in these Rules.

4.A.3.13.2. 1If the same or comparable position is not available, the former
employee may be reemployed to a lower level position in the class series with a
rate of pay closest to the salary earned in the position the former employee was in
at the date of his separation from the Authority. If the former employee accepts the
aforementioned lower level position, the former employee shall be deemed to have
exhausted his or her re-employment rights. Reemployment to the aforementioned

lower level position are not subject to the certification procedures as described in
these Rules.”

17
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(b) Recruitment Above-Step for Employees in Certified,

Technical, and Professional Positions. A new Subsection 15.11A and 6.001C are
hereby added to GPA’s and GWA’s Personnel Rules and Regulations to read:
“RECRUITMENT ABOVE-STEP FOR EMPLOYEES IN CERTIFIED,
TECHNICAL, AND PROFESSIONAL POSITIONS

10.  PURPOSE. |
This guide is intended to be used for salary placement above Step 1 of a respective
pay grade for certified, technical and professional positions within the Guam
Power Authority and the Guam Waterworks Authority. This is a management tool
and may be used at the discretion of the General Manager.

2.0. AB/OVE STEP QUALIFICATIONS.

2.1. The General Manager may petition the Consolidated Commission on
Utiljties (CCU) for recruitment at a higher step, not to exceed Step 10, because
‘of documentéd recruitment difficulty or exceptional qualifications. The petiﬁon
shall be posted on the agency’s website for ten (10) days (Saturdays, Sundays
and government of Guam holidays excepted). This petition shall be made
before an applicant is hired. Every petition shall be scrutinized and amply
justified before being approved. Increment schedule consisting of Steps 11
through 20 shall not be used for recruitment above step.

l2.2.’*' The appropriate step placement of a respective pay grade for above
step qualifications shall be determined by education, work experience, and
ch)th‘er credentials or evidence accepted by the General Manager.

2.1’3; Exceptional qualifications can be established by the quality of major

.accomplishments, expertise, professional growth and leadership, and by an

inldividual’s personal enhancement initiatives. These qualifications can be

demonstrated through the following:

(a) Performance evaluations

L
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(b) Professional accomplishments.

(¢) Professional awards/recognition.

(d) Training Certificates/Certifications.

(¢) Academic achievements.

(f)  Other testimonials.
2.4. Recruitment difficulty exists when recruitment efforts fail to produce the
minimum applicants needed to establish a list of eligibles as defined by personnel
rules and regulations.
2.5. Recruitment announcements shall be made for at least one (1) month and at
least twice in a local news media of general circulation and other viable means of
electronic communication to include, but not limited to, internet postings. Such
media announcements shall be two (2) weeks apart.  All recruitment
announcements shall be made for no more than one (1) month preceding the
submission of the request to the General Manager.
2.6. Internet postings for job announcements on a continuous basis may be
considered on a cumulative basis totaling a period of one (1) month. Internet
postings constitute off-island recruitment.
3.0 GUIDELINES. These guidelines are used to determine step placement in
addition to the qualifying factors for above step recruitment listed above.
(1) Minimum education and experience requirements established in the job
standard must first be met and are not included in the computation for an above
step.
(2) Pending certifications, licensure, diplomas, potential performance, economic
conditions, etc. are not qualifying items for additional step placement.

(3) Job-related College level degrees beyond a Bachelors degree will receive
four (4) points.

19
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(4) Job-related Bachelor’s degree beyond a High School educational

requirement will receive three (3) points.

(5) Job-related Associate’s degree beyond a High School educational

requirement will receive two (2) points.

(6) Should the applicant possess multiple degrees, he will receive the points
designated for the highest degree level held.

(7)  Should there be multiple degrees at the same level, only one (1) degree
related to the job will be credited.

(8) Job-related Certificate of Completion of an Apprenticeship Program
recognized by the U.S. Department of Labor will receive two (2) points.

9 ";‘ Qualifying directly related work experience: |

Total years beyond the|Points for direct work

y | minimum requirement experience beyond the
| minimum requirement |
12 -5 years 1
| 6 — 9 years 2
10-12 years 3
13-15 years 4
More than 15 years 5

*VYhér’l‘ total years of experience include months: round down at five (5)

months; round up at six (6) months.
b

(10) “Nationally recognized licensures, certifications and other job related
c?ﬁifligates as determined by organizational needs and accepted by the General
Manager may receive up to three (3) additional points.

(11) , The Selection Interview plays a vital part in determining a candidate’s
suitability for the job. The General Manager may, pursuant to the procedures set

forth in Subsections 4.0 and 5.0 of this Section/Chapter, authorize additional step

|
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placement based on the interview panel’s recommendation up to four (4) points for

candidates who performed exceptionally well during the selection interview.

Total Points Above the Line of| Points for selection interview
Demarcation for Selection Interview results

10-20 Points above the Line of

Demarcation :

21-30 Points above the Line of

Demarcation 2

31-40 Points above the Line of
{Demarcation — - o -

41 or more Points above the Line of

Demarcation 4

Each point factor has a direct correlation to the step placement of each position’s
assigned pay grade in accordance with the pay schedule in effect.

4.0. DISCRETIONARY APPROVAL.

The General Manager at his discretion may grant additional step placement beyond
the formulated criteria based upon organizational needs and demands, insufficient
labor pool, documented superior past performance or other factors accepted by the
General Manager. Additional step placement under this Section must be justified
in writing. The General Manager may designate the respective hiring division
manager to justify additional step placement.

5.0. REQUEST TO RECRUIT ABOVE THE MINIMUM STEP SHALL
INCLUDE THE FOLLOWING INFORMATION.

5.1. The request for recruitment above step shall come through the General
Manager for submission to the CCU for approval.

5.2. Identifying information about the candidate and the position to be filled.
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5.3. Demonstration of qualifications above the required minimum set by the job
standard/announcement.

5.4. Justification for salary being requested.  Justifications must include
information of the applicant’s current salary. The applicant must inform the
Authority, in writing, a salary minimally acceptable for the job.

5.5. The candidate is advised before being hired that Step 1 will be the normal pay

rate of employment pending the General Manager’s approval of additional step
placement.

6.0. MISCELLANEOUS PROVISIONS.

6.1. The effective date ‘of 'the additional step placement rate is the General
Manafger’s date of approval of such rate.

6.2. No additional step placement will be considered after ten (10) working days

of the incumbent’s date of hire, except for just cause as determined by the General

Manager.

6.3. All documentation for consideration of step placement must be submitted to
the Human Resources Division within ten (10) working days of the incumbent’s
date of hire.
6.4. In accordance with Chapters 8 and 14 of Title 12 of the Guam Code
Annotated, the Consolidated Commission on Utilities (CCU) determines the
corlnpénsation of the General Manager, Chief Financial Officer, Assistant General
Manager, Comptroller, Attorney, Treasurer and Secretary positions.”

Sheétion 5. Compensation. A new Section 15.17, is hereby added to GPA’s
Persc‘)qnel Rules and Regulations and a new Chapter 5.200 is hereby added to

dWA’s Personnel Rules and Regulations to read:

“COMPENSATION OF CERTIFIED, TECHNICAL, AND
PROFESSIONAL EMPLOYEES

22
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1.0. AUTHORITY. Pursuantto 12 G.C.A. §8104(13) [12 G.C.A. §14104(m)
for GWA], the Authority is authorized to adopt rules and regulations governing
the compensation of the Authority’s Certified, Technical, and Professional
Employees. This Compensation Policy and the following rules and procedures
shall only apply to the Certified, Technical, and Professional Employees of the
Authority. Compensation for all other personnel shall remain consistent with
compensation plans and pay scales as determined by law.
2.0. COMPENSATION POLICY.

(a) Certified, Technical, and Professional Employee compensation shall be
based on internal équity and external competitiveness.

Q(b) To the extent practical, compensation will be targeted at the U.S.

National Average levels compared to the appropriate labor markets and account

- shall bq taken of the relevant economic factors.

(c) Internal equity should be reviewed annually and external
competitiveness at least every three (3) years.

(d) Compensation structures and administrative policies should also
recognize and reward individual employees commensurate with performance.

(e) All aspects of compensation (base salaries, benefits, pay differentials,
and other factors) shall be considered as a total reward and incentive package for
employees and shall be consistent and uniformly administered through the
Aulthority.

h (f) A program of ongoing communications and training shall be a critical
component of compensation administration.
3.0. | @MINISTMTION. The Consolidated Commission on Utilities (CCU)
shall approve a unified pay scale for the Authority’s Certified, Technical, and
Profe;ssional Employees that has been developed by the General Manager using the

+ following process:

L
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(a)  Position Classification, Compensation, and Benefits Study. The
General Manager shall complete a Position Classification, Compensation, and
Benefits Study for every Certified, Technical, and Professional position in the
Authority. The study shall include the following:

(1) A Job Analysis and Job Evaluation. This analysis and evaluation
must use a systematic process of assessing the relative size and importance of
Certified, Technical, and Professional positions in the Authority. The job
evaluation must provide a structured approach to assessing the relative worth of
each Certified, Technical, and Professional Position. It must use measurement
factors universally applicable across all sectors of industry, commerce, and
government.

(2) Compensation Structuring. This shall incorporate the
compensation policy set forth in paragraph 1 above. The compensation structure
shall be in the form of a unified pay scale for Certified, Technical & Professional
positions.

(3) Pay Incentive Development.

(4) Implementation Plan.

(b) Approval of Unified Pay Scale and Implementation Plan. The General
Manager shall petition the CCU for approval of the unified pay scale developed
from the Position, Classification, and Benefits Study as follows:

(1) The Petition shall include:

(2) The unified pay scale.

(b) The Position, Classification, and Benefits Study justifying
the unified pay scale.

(¢) The Implementation Plan

(2) The petition shall be posted on the Authority’s website for ten
(10) days (Saturdays, Sundays, and government of Guam holidays excepted) and a
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notice of posting shall be sent to each newspaper of general circulation and
broadcasting station which airs a regular local news program on Guam. After the
posting, the General Manager shall forward the petition, along with evidence of his
or her compliance with notice of posting requirements, to the CCU.
(3) The CCU may approve, disapprove, or amend the unified pay
scale at any regularly scheduled meeting.”
Section 6. Performance Appraisal For Employees in Certified,
Technical, and Professional Positions. A new Subsection 11.00A and Chapter

10.000C are hereby added to GPA’s and GWA’s Personnel Rules and Regulations,

respectively, toread:

“PERFORMANCE APPRAISAL FOR CERTIFIED, TECHNICAL, AND
PROFESSIONAL EMPLOYEES

'1.0. PURPOSE.

It shall be the policy of the Guam Power Authority and the Guam Waterworks
Authority to ensure that formal and informal performance appraisal processes are

developed and implemented for certified, technical and professional positions.
2.0. OBJECTIVES.

The objectives of this policy are to:

(2) establish a process whereby the work performance of each employee
'dan be informally evaluated on an ongoing basis;

(b) establish standards for quality and quantity of Work;

i

(¢) provide a formal review of each employee’s work performance on a

b

“ six (6) month, twelve (12) month, eighteen (18) month, or twenty-four (24)
month basis ;

!

,(d)  improve individual performance;

(e) identify specific requirements for training and development of

employees;

4
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(f) strengthen supervisor/employee relationships;

(g) grant or deny salary increments;

(h) recognize employee accomplishments;

(1)  determine order of layoffs;

(G)  grant or deny permanent appointment to a probationary employee;

(k) determine eligibility for promotions or transfers;

(1)  determine whether disciplinary action is warranted.
3.0. SUPERVISOR RESPONSIBILITIES.
The individual doing the performance review shall be the supervisor immediately
responsible for the employee’s work. The evaluator shall be the person who
directly oversees, reviews and checks the daily work performance of the employee
being rated or is the supervisor who is closely acquainted with the employee’s
work. Supervisors may submit a performance appraisal for an employee during

any single rating period provided the employee has worked for ninety (90)
calendar days during that period.

4.0. PERIOD COVERED.

4.1.  Supervisors shall evaluate and submit the employee’s work

performance for the following periods:

(a) six (6) months for probationary employees;

(b) every twelve (12) months of service for employees in Pay Steps
1 through 7; |

© every eighteen (18) months of service for employees in Pay

Steps 7 through 10; and

(d) every twenty-four (24) months of service for employees in Pay
Steps 10 through 20.

4.2. Submittal of performance appraisal reports must be prepared and

submitted for processing no sooner than thirty (30) days prior to the above periods.
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5.0. SALARY INCREMENT.

A salary increment shall be subject to satisfactory performance, which shall be a
minimum of a one-step increase.

6.0. PROBATIONARY PERFORMANCE APPRAISAL.

6.1. Certified, Technical, or Professional Employees in the classified service shall
serve a probationary period of six (6) months. An extension of up to six (6)
additional months may be granted. The division manager must justify, in writing,
to the General Manager stating specific reasons for the request for extension based
on the duties and responsibilities associated with the employee’s current position
description and job standard. No extension beyond six (6) months may be granted.
6.2. Employees in the unclassified service where no specific term of appointment
or employment is specified shall serve at the pleasure of the General Manager or
the Consolidated Commission on Utilities (CCU).

6.31 A probationary employee who is dismissed has no recourse to file a grievance
or appeal his/her termination unless the termination is a result of discrimination.
7.0. APPROVAL OF PERFORMANCE APPRAISAL. |

A division manager shall make, on a six (6) month, twelve (12) month, eighteen
(18) month, or twenty-four (24) month basis, as appropriate, a written
recommendation to the General Manager regarding the performance appraisal of
eve‘ry‘e‘mployee. The General Manager shall make a final performance appraisal

accepting or rejecting said recommendation and make the corresponding salary
| i
adjustments.

8.0. “ APPEALS.
8.1, Purpose: This procedure outlines the responsibilities and procedures to be

ﬁpllowed by management and employees in handling performance rating

appeals.
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8.2. Coverage: Certified, Technical, and Professional Employees covered in this

procedure are those employees who have satisfactorily completed their original

and new probationary period and have attained permanent status in the Authority.

Such Certiﬁed, Technical, and Professional Employees who believe they are

unjustly rated may request for re-determination of their performance ratings.

Original probationary period performance ratings are not ‘appealable under this

procedure.

8.3. Representation: An employee has the right to present an appeal with or

without  representation. He or she also has the right to be accompanied,

represented, and advised by a representative of his choice at any step of the appeal

proceeding.

8.4. Freedom from Reprisal or Interference: An employee and his representative

shall be free to appeal a performance rating without restraint, interference,

coercion, discrimination, or reprisal.

8.5. Management’s Responsibility for Timely Action: Management shall expedite

the processing of an appeal and shall abide by the allotted time. Failure to render a

decision within the allotted time at any step constitutes denial, and the employee

may then proceed to the next step of the appeal procedure.

8.6. Informal Appeal Procedure — General Manager

8.6.1. The Certified, Technical, or Professional Employee who believes that he or
she was unjustly rated shall bring the matter to the attention of his immediate
supervisor not later than five (5) work days after he was notified of his or her
performance evaluation rating by his or her supervisor. The employee may
present his or her informal appeal either orally or in writing to the General
Manager or his representative.

8.6.2. A review of the rating shall be afforded the employee by a higher-level

supervisor. Settlement of aggrieved matters is encouraged at the lowest
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possible administrative level and in the shortest possible time. The
employee shall be notified of the decision not later than five (5) work days
after presentation of his informal appeal to his or her General Manager, or
the General Manager’s designated representative.
8.6.3. If the employee’s concerns are not resolved, or if a decision is not issued
within five (5) work days, the employee may file a formal appeal to a Performance
Rating Board of Review appointed by the Consolidated Commission on Utilities
(CCU).
8.7. Formal Appeal Procedure — Performance Rating Board of Review:
8.7.1. When the decision of the General Manager fails to satisfy the employee, the
empléyee may file a formal appeal to the CCU. The appeal shall be in writing to
the Chairman of the CCU and filed within five (5) work days after the appellant
rec;ives the General Manager’s decision.
8.7.2. A Performance Rating Board of Review shall be appointed by the CCU and
shall consist of three (3) persons who are Certified, Technical, or Professional
Employees in the classified service, of which one (1) shall be the same position
level as the appellant, one (1) shall be at the managerial level, and a designated
Staff Attorney who shall serve as the Hearing Officer. Board members shall not be
from the same section, department, or division where the appellant is employed.

' The Board shall conduct its first hearing within five (5) work days of its
appointment. The Board shall complete the investigation and conduct the final
hea;iné not later than ten (10) work days from the date the Board convened. The
B‘oargl shall give notice of hearings and shall provide all pertinent documents
related to the appeal to the appellant, his representative, the rater, and all other
parties concerned. The conduct of the hearing shall be consistent with the

opportunity to present all information necessary to decide the merits of the appeal.
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Both oral and written information which the Board considers pertinent may be
given, as well as any other information the Board requests concerning the appeal.
8.7.3. The Hearing Officer shall preside and shall rule | on all questions and
conduct of the hearing during the proceedings. Board members shall consider the
case and vote objectively. They shall give consideration to the merits of the case
and secure all necessary information. They shall encourage a harmonious
relationship between employees and supervisors during the proceedings of the
Board. All members of the Board shall be present at all times during hearings and
shall participate in decisions. Hearings shall be recorded and summarized in
writing.
8.7.4. When all pertinent information in an appeal has been presented to the
Board, the Board shall render a decision by majority vote. The Board may either
amend the performance rating, or sustain the rating without change. When an
amendment is made by the Board to the performance rating, that amended rating
shall not be lower than the original rating. The Board shall make its decision
within five (5) work days of the final hearing. The Board’s decision shall be in
writing with the Hearing Officer’s signature. The decision shall contain a brief
summary of the facts on which the Board based its decision. The written decision
shall be sent immediately to the appeﬂant and signed copies forwarded to the
General Manager.
8.7.5. When the General Manager receives a Board decision amending the
employee’s rating, the General Manager shall immediately substitute the amended
rating. The General Manager must reconsider administrative actions based on the
original rating using the amended rating and adjust those administrative actions to
conform to the amended rating.”

Section 7. Disciplinary Action For Employees in Certified, Technical,

and Professional Positions. A new Subsection 18.00A and Chapter 11.200C are
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