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GUAM CONSOLIDATED COMMISSION OMN UTILITIES
Guam Power Authority | Guam Waterworks Authority
CCU PO, Box 2977 Hagatna, Guam 96932 | (671)649-3002 | guarmccu.org

RESOLUTION NO. 01-FY2018

RELATIVE TO THE CREATION AND ADDENDUM OF CERTIFIED, TECHNICAL,
AND PROFESSIONAL (CTP) LIST OF POSITIONS AND TO ADOPT CCU
RESOLUTION NO. 2012-49 AS AN APPROVED BUSINESS PROCESS FOR GUAM
WATERWORKS AUTHORITY

WHEREAS, Section 8104 (c), Chapter 8, and Section 14104 (c), Chapter 14 of Title 12|
of the Guam Code Annotated authorizes the Guam Waterworks Authority to establish its internal

organization and management and adopt regulations for the administration of its operations; and

WHEREAS, under 12 G.C.A. § 14105, the Consolidated Commission on Utilities|
(“CCU”) has plenary authority over financial, contractual and policy matters relative to the

Guam Waterworks Authority (“GWA”); and

WHEREAS, the Guam Waterworks Authority (“GWA™) is a Guam Public Corporation

established and existing under the laws of Guam; and

WHEREAS, Public Law 28-159 added Subsection 7.03 to the GPA Personnel Rules andl
Regulations, and added Paragraph 29 to the Glossary of GWA’s Personnel Rules, item (c)
authorizing the General Manager to petition the Consolidated Commission on Utilities (CCU) tol
amend, to include, but not limited to deleting, adding, or modifying such positions, the approved|

list of each Authority’s CTP positions; and

WHEREAS, a new Chapter 5.200 to GWA'’s Personnel Rules and Regulations, item
3.0.3, authorizes the CCU to approve, disapprove, or amend, the unified pay scale at any

regularly scheduled meeting; and
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WHEREAS, a market review update of all positions and the CTP Strategic Pay scale]
was conducted and completed in August 2017 by Alan Searle and Associates. (See Exhibit A
Appendices A-AS5). This resulted in an adjustment of the pay scale to address obsolete pay
grades that were in place since 2007 and a reset and refit of new grades to coincide with 2017
Market Data. The market review determined that GWA positions are below the 5% market
percentile based on 2017 Market Data. It was also determined that implementation of an updated
pay scale is necessary to maintain the utilities position in the market place aimed at being]
externally competitive in attracting and retaining employees. (See Exhibit A, Appendices B1-

B3); and

WHEREAS, GWA desires to improve business processes, optimize its assets and
maximize employees’ performance. GWA prefers to consolidate its pay policy and all positions
under the Strategic Pay plan and add remaining positions to the list of CTP positions, providing
equity. (See Exhibit A, Appendices C-C8). GWA also recognizes that these positions involve
processes that are uncommon and unique to the utility. Thus, GWA petitions to create positions
for incumbents to integrate and transition into the Strategic Pay classification methodology

applicable to CTP positions (See Exhibit A, Appendices D1-D3); and

WHEREAS, modern companies operate on information and GWA must leverage,
information in modernizing its infrastructure and technology, and must create an awareness of
the importance of protecting these facets critical to the utilities. GWA operations are critical to
preserving its business processes and the quality of life island-wide. GWA is committed to
promoting and strengthening the role and responsibility of all employees in the protection of
information, infrastructure and technology through physical security and cyber security training

programs, of which, will help preserve assets, and, deter the impact of an attack to the utility; and

NOW THEREFORE BE IT RESOLVED, the Consolidated Commission on Utilities

approves and authorize as follows:

1. To accept the recommendations of the market review update conducted by Alan|

Searle and Associates, including implementation of a new and adjusted Strategic

2
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of this Resolution.

I

1/

i

RESOLVED, that the Chairman certified and the Board Secretary attests to the adoption

DULY AND REGULARLY ADOPTED, this 20* day of October, 2017.

Pay Scale for all Certified, Technical, and Professional (CTP) positions. (Exhibif
A, Appendices A-A5 & B1-B3).

The creation of positions delineated in Exhibit A, Appendices D1-D3, and the]
addition of these positions into the GWA list of CTP positions delineated inl
Exhibit A, Appendices C-C8. The incumbents of these positions must complete
Physical Security training course prior to a reclassification of position,
Thereafter, the incumbents must complete a Cyber Security training course and
other courses deemed necessary by the management to ensure preservation of

utility assets and deterrence of the impact of an attack to the utility.

To maintain uniformity in the application of the promotion/demotion/transfer pay
policy relative to CCU Resolution No. 2012-49, and in the spirit of equity for all
positions covered under the Strategic Pay Scale for CTP positions, CCU
Resolution No. 2012-49 delineated in Exhibit A, Appendices E1-El6, is

applicable to GW A business processes.

Certified by: Attested by:
QL T o b by W

JOSEPH T. DUENAS J. GEORGE BAMBA
Chairperson egretary
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SECRETARY’S CERTIFICATE

I, J. George Bamba, Board Secretary of the Consolidated Commission on Utilities as
evidenced by my signature above do hereby certify as follows:

The foregoing is a full, true and accurate copy of the resolution duly adopted at a regulan
meeting by the members of the Guam Consolidated Commission on Utilities, duly and
legally held at a place properly noticed and advertised at which meeting a quorum was|
present and the members who were present voted as follows:

AYES: 5
NAYS: 0
ABSTENTIONS: 0
ABSENT: 2

::' ;l‘_§
-"’q;,, ﬂl!;t"a\ ,\\\
iy :r'] TR




GUAM WATERWORKS AUTHORITY
EXECUTIVE REPORT

MISSION STATEMENT: The Guam Waterworks Authority SHALL

Provide outstanding customer service by delivering excellent water and wastewater
services in a safe, reliable, responsible and cost effective manner,

AUTHORITY:
12 GCA CHAPTER 14, GUAM WATERWORKS AUTHORITY

§714103. Continuation of Existence.
Guam Waterworks Authority (GWA) is continued in existence as a public corporation.

§ 14105, Governance of Authority,
All powers vested in the Authority, except as provided herein, shall be exercised by the
Consolidated Commission on Utilities, as established in Chapter 79 of Title 12 of the Guam Code

Annotated.
4 GCA §6303 (d) - Creation of positions.

GWA Personnel Rules & Regulations, Paragraph A fo the Glossary of GWA’s Personnel Rules -
Certified, Technical, and Professional Positions (as amended by Fublic Law 28-159 Section 3

(c)):

SUMMARY:

The Guam Waterworks Authority owns and operates an extensive network of facilities that
provides water and wastewater services to the majority of island residents. These facilities
represent a significant investment and include substantial visible and underground infrastructure

assets.

GWA Operates and maintains more than 200 water facilities on Guam. The facility types can
generally be classified as sources, reservoirs, and waster booster pumping stations. GWA is also
responsible for three public water systems. The Northern, Cenfral and Southern Public Water

Systems.

GWA provides wastewater services for Guam's general population and Andersen Air Force Base.
The wastewater system consists of seven wastewater basins: Agat, Umatac - Merizo, Inajaran,
Baza Gardens, Pago Socio, Northern District and Hagatna.

While these efforts support efficient and reliable utility service, they cannot abate the growing
cyber and physical security threats to the Authority. GWA continues to build better business
processes and optimize its assets, the roles of alf employees have become increasingly critical to
the defense of potential security breaches to the GWA infrastructure. -

Executive Report — CTP Creation, inclusion, Market Update EXHIBIT A-GWA



* Security breaches and threats — both physical and cyber -impact people, information, functions
and physical assets. These hazards can range from workplace violence, crime, including
personal and property thefts, terrorism acts, and natural disasters to name a few.

All employees are responsible to conduct safe work practices in their working environment and to
secure their work places to delay or deter threats to GWA facilities. Examples of this include, and
are not limited to:

Cashier duties involving the ability to observe the actions and behavior of a potential adversary
and alerting authorities, protecting the face-to-face cash handling process and securing customer
information when conducting payment transactions using the proprietary customer service
program that is interconnected to the GWA network.

Administrative and clerical duties involve securing and updating employee and customer data on
the utility'’s integrated network and protecting access to this information. This also includes
observance and monitoring of internal and external customers access to office business and
processes. :

Finance and Accounting duties involve responsibility for the financial records of the Authority. This
includes: analyzing financial staterents, long range financial planning, enhancing and monitoring
internal controls, preparing annual budgets, externalfinternal audit functions, debt/financing
proposals, managing investments, revenue collection and tracking. Accounting computer based
applications used in carrying out the functions of Finance and Accounting include, but not limited
to the JD Edwards Accounting Modules and Customer Care and Billing system.

Maintenance Worker duties involve work the maintenance of GWA facilities including facilities, .
treatment plants, pumping stations, wells and the administration office building. They must be
cognizant to hazard conditions at these sites and apply corrective measures to minimize risks to
integrity of these physical assets.

Procurement duties include the purchasing of materials and equipment, and the storing of
equipment, materials and parts relevant to operations work such as water distribution, water
production and treatment, wastewater collection and wastewater treatment plants and facilities
overhauls, underground water and sewer line construction and repairs, and conducting inventory
of large bulk items unique to the GWA operations. Measures are implemented to protect access
fo warehouses and storage areas from unauthorized persons. Additional duties include inputting
and retrieving data on the utility’s integrated network for accountability.

The security of GWA's assets is paramount. The whole organization is accountable for ensuring
safety and preparedness of its employees when safety and security at any level is compromised.

GWA has embarked on a cybersecurity training program for all employees. GWA will also
implement a physical security training program. These training programs are the initial stages of
enhancing employees’ awareness and knowledge of the importance of securing GWA assets and
its environment.
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Recently, an updated market review- of ali positons was conducted and determined GWA's
position in the market is relatively at the 15 market percentile of the 2017 Market Data (Appendix
A). The review included an adjustment of the pay scale to address obsolete pay grades that were
in place since 2007, and a refit and reset of new grades to coincide with the 2017 Market Data
{(Appendices B and C). The proposed creation of positions were also included in the market
review update (Appendices D1 - D17)

Based on the foregoing, management recognizes that all positions are critical to the safety and
welfare of GWA operations. In meeting management's needs for the efficacy of operating the
utility within modern industry standards, we recommend the following:

a) To approve the proposed creation of positions (delineated in Appendices D1 — D17); and

b} To add these newly created positions (delineated in Appendices D1 — D17} to GWA's list
of Certified, Technical and Professional positions (delineated in Appendix C).

c) To accept the recommendations of the market review update for CTP positions, including
a new pay scale, the refit and reset of new grades to coincide with the 2017 market data,
and implementation of a structural adjustment subject to the availability of funds
(Appendices A and B).

d) To maintain uniformity in the application of the promotion/demotion/transfer pay policy
refative to CCU Resolution No. 2012-49 for all CTP positions covered under the Strategic
Pay Scale, apply CCU Resolution No. 2012-49 to GPA and GWA business processes
(delineated in Appendices E1 ~ E16).

MWF 7(2.)7

MIGUEL C. BORALL.0,'P.E. Date
General Managgr, GWA
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GUAM WATERWORKS AUTHORITY
COMPENSATION & BENEFITS STUDY

Market Review

Executive Summary

September 2017

SRR e

GUAM WATERWORKS AUTHORITY

ALAN SEARLE & ASSOCIATES

Management Consultants, Russell, New Zealand
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A, Background

With the passing of public laws PL 28-113 and PL 28-159 GWA was given the mandate to implement a
new market based compensation model that would aid the attraction and retention of “Certified
Technical and Professional” or CTP personnel. The law was a result of concerns that the Authority was
losing highly skilled personnel due to the fact that current salaries and compensation were not sufficient
to attract and retain such personnel.

Through the RFP process, GWA in 2005 engaged the consulting services of Alan Searle & Associates to
undertake the above compensation study. This was an extensive project involving three stages as
follows :

The first stage of the study focused on job evaluation which involved applying a structured methodology
of twelve (12) individual factors to assess ali CTP positions. Each factor derived a point value with their
sum representing the “total point” value of the position. The process was important as it re-established
the internal equity of all positions based on job size. An exponential regression analysis was then
undertaken to determine GWA's base salary pay line. This step was also important in that the resuiting
base salary pay iine could eventually be compared to the market percentiles identified in Stage Two.

The second stage involved gathering external pay data on all CTP positions. The target market was the
U.S. water industry and extensive data was gathered from a number of sources including the AWWA
(American Water Works Association), U.S. Bureau of Labor Statistics {BLS), U.S. Department of Labor
(DOL), U.S. Federal Government / Civil Service, U.S. Military, Web Based Compensation Companies, U.S.
Utility Recruitment Companies and U.S, Utility Company Websites. The resulting data was analyzed and
presented as market percentiles (5 through to the 95™) with the 50" market percentile being the
market average. A second exponential regression analysis was then undertaken to compare GWA's base
salary pay line against the market percentiles as gathered in 2008.

The results validated GWA’s market vulnerability as their base salary pay line {for a large number of CTP
positions) was clearly below the 5t market pércentile. This was an exceptionally low position and
validated the ongoing difficulties GWA had been expetiencing in being able to attract and retain CTP
employees. The situation at the time was further exacerbated by Gov. Guam policy {Hay methodology)
that stipulated that employees on Step 10 and above receive a 3.5% increment (based on satisfactory
performance} once every twa (2) years. On an annualized basis this was clearly below the CPI {Consumer
Price Index).

With the passing of resolution 01-FY2008 the CCU approved a transition period (beginning in fiscal year
2008) to migrate all CTP positions to a more competitive position in the market. The CCU resolution
approved a five-year phase-in using the 5%, 15, 25" 35% and 50 market percentiles as targets for
2008 and subsequent years.

Appendix A1



The third stage’ of the review focused on implementation and the transition of all CTP employees into
the new compensation model. The new salary schedule has twenty-six (26) alphabetical grades each
with twenty (20) numeric steps. An additional feature was the introduction of four {4} sub-steps per step
which amounts to eighty sub-steps in total. Each sub-step increases base salary by 1% and was
introduced to allow a performance range for GWA to ultimately pay for performance.

The outcome of the above was the identification of a specific implementation range for each CTP
position. With each implementation range encompassing sixteen {16) sub-steps the final phase was to
migrate all CTP employees into the new compensation model. In completing this exercise the following
three implementation criteria was applied : education, experience and performance. The end result was
a score (for each employee) that could be transposed to their specific implementation range and a new
grade, step and sub-step identified. '

B.  Current Review (2017)

The current review replicates the second stage above in order to provide updated market data as at
2017, Once again the target market was the U.S. water industry and extensive data was gathered from a
number of sources including the AWWA (American Water Works Association), U.S. Bureau of Labor
Statistics (BLS), U.S. Department of Labor (DOL), U.S. Federal Government / Civil Service, U.S. Military,
Web Based Compensatian Companies, U.S. Utility Recruitment Companies and U.S. Utility Company
Websites.

In summary, external pay data was gathered on 230 positions (bath CTP and Non-CTP) with results once
again being analyzed and presented as market percentiles (5" through to the 95™). Please note that as
with the earlier study the 50" market percentile represents the market average (U.S, mainland). An
exponential regression analysis was then undertaken (see Appendix A) to compare GWA's base salary
pay line against the 2017 market percentiles as gathered.

C. Observations / Recommendations

In terms of recommendations the focus must be on ensuring that GWA's compensation model {cost
permitting) is in the most competitive position it can be with regards the external market place. Whilst
any increase in market position obviously comes at a cost this must be weighed against the Authority’s
ability to attract and retain competent employees.

With reference to Appendix A, GWA's market position in 2008 was extremely vulnerable with a large
number of employees well below the 5% market percentile. Whilst some adjustments were made to
correct the situation the market has unfortunately continued to move through to 2017. Given those
early initiatives taken by the CCU we would now place GWA (with reference to Appendix A) at just
below the 5th market percentile basz_ad on the 2017 market data that has been obtained.
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Having determined- GWA’s current market position {relative to the 2017 ‘market data) we then
completed a number of cost options aimed at migrating GWA to a more competitive market position,
These included migrating to the 5" (essentially a status quo option), 10%, 15% 20" and 25% market
percentiles. The costing process also included both a 5 sub-step and 7 sub-step implementation range
for employee “slotting’ purposes. The results are shown in Appendix B. .

In undertaking the above cost analysis it also became apparent that an updated pay schedule was also
required. With the current pay schedule now 10 years old, grades A, B & C have become redundant and
are no longer being used. The need for an update is also reflected in the fact that some employees are
approaching or have exceeded Step 20, Sub-step D. ’

In terms of a course of action our recommendations are as follows -

1. Consolidate GWA’s compensation mode! to include all employees i.e. both CTP and Non-CTP
employees.

Note : the need to distiﬁguish between CTP and Non-CTP positions has become largely
irrelevant as all positions are now deemed critical in providing the Authority’s services. This
perspective is clearly evident with both PAG and GIAA (excluding ARFF and Airport Police) now
incorporating all positions in their respective compensation models.

2. Make an initial structural adjustment (cost permitting) to the 5" market percentile based on the

2017 market data. If this can be done we would recommend using the 5 sub-step
implementation range cost option as “employee slotting” is closer than using the 7 sub-step cost
option. As outiined earlier, this is essentially a status quo adjustment as despite being at just
below the 5™ market percentite this adjustment targets (in particular) those employees who are
below the 5" market percentile regression line.

3, Agree on a transition plan (cost permitting) aimed at migrating GWA to a higher market

percentile e.g. the 10", 15%, 20" or 25t market percentiie based on the 2017 market data. With
the eventual target being the 50 market percentile {or market average within the U.S,
mainland based on the prevailing market} this transition plan will continue the momentum to
ensure GWA's compensation model is externally competitive,

4. Given current controls in a) annually determining the implementation range on offer re : pay for

performance, and b) determining the percentage of employees who can receive the “tap
scores” continue to allow (for employees below the 50" market percentile of markat average
within the U.S. mainland) the employees eventual pay for performance adjustment to be added
to their base salary. This makes computation of any future regression analysis a lot more
accurate when comparing results against the prevailing market.
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APPENDIX B

ESTIMATED COST IN MIGRATING GWA T VARIOUS MARKET PERCENTILES

GWA - Seven (7} Sub-Step Implementation Range

BASED ON 2017 MARKET DATA

Market Total Compensation
‘ Percentage
Percentile Base Salary (Base Salary plus Increase

2017 Benefits}

Sth 971,101 1,494,002 . 6,52
10th 1,258,166 1,935,640 8.44
15th 1,574,160 2,421,785 10.56
20th 1,924,266 2,960,408 12.91
-25th 2,302,416 3,542,178 15.45

GWA - Five (5} Sub-Step Implementation Range
Market Total Compensation
R Percentage
Percentile Base Salary (Base Salary plus Increase
2017 Benefits)

Sth 1,053,018 1,620,028 7.07
10th 1,348,839 2,075,137 9.05
15th 1,674,843 2,576,682 11.24
20th 2,034,034 3,125,283 13.65
25th 2,423,857 3,729,011 16.26
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CTP POSITIONS (GWA)

=

g . Paosition JE Points Grade .

<
GWA | Accountant| 670 J
GWA Accountant (] 798 K
GWA | Accountant Il 913 L
GWA Accounting Techniclan | 431 F
GWA Accounting Technician [J 503 G
GWA Accounting Technician Il 606 }
GWA | Administrative Alde 353 D
GWA | Adminlsirative Assistant 527 H
GWA | Administrative Officer 611 !
GWwaA Asset Man. and Maint. information System Officer 913 L
GWA Assistant Ghlef Engineer 1232 Q
GWA | Assistant Chief Financial Officer 1122 e}
GWA ‘ Assistant General Manager Collection & Distribution 1173 P
GWA Asslstent General Manager Compliance & Safety 1152 0
GWA | Assistant General Manager Production & Treatment 1173 P
GWA | Automotive Mechanic | 477 G
GWA Automotive Mechanic Il 561 !
GWA | Biologist! 590 H
GWA Biologist I} 708 J
GWA | Biologist Hl 848 K
GWA | Budget Analyst 779 K
GWA Building Custodian 228 A
GWA Buyer | 381 F
GWA Buyer I! 496 H
GWA Buyer Supervisor | 735 J
GWA Buyer Supervisor Il 834 K

Appendix C
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CTP POSITIONS (GWA)

=

g Position . 1 JE Paints Grade

<
GWA Carpenter | 461 G
GWA Carpenter it 543 |
GWA Carpenter Leader 683 J
GWA Cashier | 315 c
GWA Cashier I 358 E
GWA Centralized Wastewater Malntenance Superintendent 998 N
GWA Chemist | 600 I
GWA Chemist {1 754 N;
GWA Chemist li| 858 L
GWA Chief Budge; Officer 994 N
GWA Chief Engineer, PE (GWA) 1514 R
GWA Chief Waler and Wastewater Systems Dispateher 984 N
GWA | Clerki 212 A
GWA Clerk II 270 B
GWA Clerk 11} 322 c
GWA Clerk Typist | 270 B
GWA Clerk Typist Il 322 Cc
GWA Clerk Typist ill 346 D
GCWA Collection Agent 421 E
GWA Collection Supervisor 795 K
GWA Communications Manager 1060 N
GWA Community Maintenance Worker 422 E
GWA Computer Operatic.uns Suparvisor 844 K
GWA Computer Operator | 356 E
GWA Computer Operator |l 508 G
GWA Computer Operator 111 637 I

Appendix C1



CTP POSITIONS (GWA)

2

E . . Position JE Points Crada

E
GWA Computer Technician | 479 G
GWA Camputer Techniclan II 575 |
GWA Computer Technlcian Leader 708 J
GWA Computer Technician Supervisor 897 L
GWA Construction Inspector | 498 G
GWA Construction Inapector If 622 |
GWA Construetion Inspector Il 732 K
GWA Contracis & Small Clalms Administrator 798 K
GWA Controller 1079 o
GWA Customer Service Representative 461 G
GWA Customer Service Representative Supervisor 795 K
GWA | Electrician | 478 G
GWA Electrician () 564 |
GWA Electrician Leader 712 J
GWA Employse Development Speclalist | 503 H
GWA Employee Development Specialist || 670 J
GWA Employes Development Specialist 1| 798 K
GWA Engineer [ 687 J
GWA Engineer i} &0g K
GWA Engineer I[l 831 M
GWA Engineer Supervisor 1044 o]
GWA Equipment Maintenance Superintendent 998 N
GWA Equipment Operator:] 397 E
GWA Equipment Operator Il 445 F
GWA Equipment Operator 1| 511 G
GWA Equipment Operator |V 546 H
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CTP POSITIONS (GWA)

=

:__g . Position JE Points Grade

<
GWA Equipment Operator Leader | 644 |
GWA, Equipment Operator Leader ! 661 J
Gwa Equipment Operatar Supervisor 795 K
GWA General Accounting Supervisor 1001 N
GWA General Manager (GWA) 1734 S
GWA | GIS Analyst | . 502 - H
GWA GIS Analyst ] 612 J
GWA GIS Analyst il 756 K
GWA GIS/LIS Manager M0 L
GWA Grants Adminisirator 994 N
GWA Heavy Equipment Mechanic | 477 G
GWA Heavy Equipment Mechanic || 561 |
GWA Heavy Equipment Mechanic Leader 700 - J
GWA Heavy Equipment Mechanic Supervisor 909 L
GWA Information Techrology Manager 1064 o]
GWA Internal Auditor 1019 N
GWA Inventory Management Officer 824 K
GWaA Laboratory Techniclan | 469 F
GWA Laboratory Technician 1] 576 |
GWA Laboratory Technician Supervisor 837 K
GWA Land Agent ! 362 E
GWA Land Agent il 485 G
GWA l.and Agent I 531 |
GWA Legal Secretary | 397 E
GWA Legal Secretary 1| 460 G
GWA Legal Secretary Il 532 H
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CTP POSITIONS (GWA)

=

;g Position JE Points Grade

4
GWA Maintenance Welder | 477 G
GWA Malntenance Welder il 557 !
GWA Maintenance Welder Il 696 dJ
GWA Maintenance Worker 422 E
GWA Management Analyst | 503 H
GWA Mearagement Analyst Ii 670 J
GWA Management Analyst 1)l 798 K
GWA Management Analyst IV 913 L
GWA Meter Reader | 319 c
GWA Meter Reader li 408 E
GWA Meter Reader Leader 553 H
GWA Monitoring Laboratory Services Administrator 1074 0
GWA Network Analyst 793 J
GWA Network Systems Administrator 897 L
GWA Operations & Maintenance Manager 1188 P
GWA Payroll Clerk ! 348 b
GWA Payroll Clerk () 438 G
GWA | Payroll Clerk 1| 493 H
GWA Payroll Supervisor 805 K
GWA Personnel Assistant | 364 D
GWA Personnel Assistant i] 433 F
GWA, Personnel Services Administrator 1064 o
GWA 7 Personnel Specialist | 503 H
GWA Personnel Specialist I! 670 J
GWA Personnel Specialist 111 796 K
GWA Personnel Specialist IV 913 L
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CTP POSITIONS (GWA)

= .
" g Posltion JE Points Grade
g
GWA Planner / Co-ordinator | 503 H
GWA Planner / Co-ordinator || 670 J
GWA Planner / Co-ordinator 11! 796 K
GWA Planner / Co-ordinator v 913 L
GWA Planner | 503 H
GWA Planner il 670 J
GWA Pianner it 796 K
GWA Planner IV 913 L
GWA Plant Elecirical Instrument Superintendent 1003 N
GWA Plant Electrical Instrument Technictan | 488 G
GWA Plant Electrical Instrument Technician 1} 576 I
GWA Plant Electrical Instrument Technician Leader 722 J
GWA Program Coordinator | 503, H
GWA Program Cooerdinator |l 670 J
GWA Program Coordinator Il 796 K
GWA Program Coordinator IV 3 L
cGwWA Programmer Analyst 683 J
GWA Programmer Analyst (I 910 L
GWA FPumplng Statlon Leader 702 d
GWwa Pumping Statlon Operator | 486 G
GWA Pumping Station Operator i 568 |
GWA Pumping Station Supervisor 866 L
GWA Quality Control / Quality Assurance Officer 851 L
GWA Refrigeration Mechanic | 477 G
GWA Refrigeration Mechanic Hl 561 |
GWA Refrigeration Mechanic Leader 696 J

Appendix C5



CTP POSITIONS (GWA)

oy

;g Positlon .JE Palnts Grade

<
GWA Right of Way Supervisor 915 L
GWA Safety Inspector | 418 F
GWA Safely Inspector Il 539 H
GWA Safety Inspector 1] 741 J
GWA Safety Supervisor 872 K
GWA Secretary | 378 E
GWA Secretary 1 {Typlst) 378 E
GWA Secretary || 438 G
GWA Secretary Il (Typist) 438 G
GWA Senior Engineer Supervisor, PE 1217 P
GWA Senlor Engineer, PE 1044 0
GWA Senior Regulatory Analyst 1019 N
GWA ‘| Sewer Plant Leader 702 J
GWA Sewer Piant Operator | 486 G
GWA Sewer Plant Operator Il 568 |
GWA | Sewer Plant Supervisor 866 L
GWA Shop Planner 786 K
GWA | Source Control Manager 980 M
GWA | Siaff Attorney 1199 P
GWA Storekeeper | 322 c
GwWa Storekeeper ! 424 F
GWA Supply Management Administrator 990 M
GWA Survey Supervisor . 00 L
GWa Systems & Programming Administrator 968 L
GWA Systems / Trouble Dispatch Supervisor 788 K
GWA Systems Dispatcher | 660 J
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CTP POSITIONS (GWA)

=

g « Position JE Points Grade

<
GWA Systemns Dispatcher Il 788 K
GWA Systems Dlspatcher il 211 L
GWA Technical Support Analyst 683 J
GWA | Tool Clerk 275 B
GWA Trades Helper 272 B
GWA Training & Devalopment Manager 913 L
GWA Training Specialist 503 H
GWA | Trouble Dispatcher 474 G
GWA Trouble Dispatcher Leader 600 J
GWA Trouble Dispatcher Supervisor 788 K
GWA Utility Services Administrator 1075 o
GWA Warehouse Supervisor| 724 J
GWA Warehouse Supervisor || 803 K
GWA Wastewater Collection Superintendent 998 N
GWA Wastewater Construction / Malntenance Superintendent 088 N
GWA Wastewater Maintenance Mechanic | 486 G
GWA Wastewater Maintenance Mechanic 11 568 i
GWA Wastewater Maintenance Mechanic Leader 702 J
GWA Wastewater Mainteriance Mechanic Supervisor 866 L
GWA Wastewater Plant Superintendent 988 N
GWA Water & Wastewater Systems Control Dispatcher | 660 J
GWA Water & Wastewater Systerns Gontrol Dispatcher i 788 K
GWA | Water/Sewer Maintenance Leader 702 J
GWA Water / Sewer Maintenance Supervisor 866 L
GWA Water / Sewer Maintenance Worker | 486 G
GWA Water / Sewer Maintenance Worker Il 568 | l
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CTP POSITIONS (GWA)

§ ‘. Position 1 JE Polnts Grade. |
s
GWA Water and Wastewater Systems Leader 702 J
GCWA Water Construction / Maintenance Superintendent 998 N
GWA Water Distrlbution System Manager 098 N
GWA Water Meter Maintenance & Repair Leader 702 J
GWA Water Meter Maintenance & Repair Supervisor 866 L
Gwa Water Meter Maintenance & Repalr Worker | 486 G
GWA Water Meter Maintenance & Repair Worker Il 568 |
GWA Water Meter Reader | 318 c
GWA Water Meter Reader | 408 E
GWA Water Moter Reader Leader 553 H
GWA Water Meter Reader Supervisor 734 J
GWA Water Plant Leader 702 J
GWA Water Plant Operator | 486 G
GWA Water Plant Operator || 568 !
GWA Water Plant Supervisor 866 L
GWA Water Treatment Plant Superintendent 998 N
GWA Waelder | 477 G
GWA | Welder i 557 |
GWA Welder 11l 696 J
GWA Word Processing Secretary | 378 E
GWA Word Processing Secretary |1 438 G
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PROPOSED NEW POSITIONS TO ADD TO CTP LIST (GWA)

=

g Position JE Paints Grade

<
GWA Utility Accounting Technician | 431 F
GWA Utility Accounting Technician Il 503 G
GWA Utillty Accounting Technician il 606 |
GWA Utility Administrative Aide 353 D
GWA | Utility Administrative Assistant 527 H
GWA Utility Cashier [ 315 Cc
GWA | Utility Cashier Il 358 E
GWA Utility General Accounting Supervisor 1001 N
GWA Utillty Personnel Assistant | 364 (3]
GWA Utility Personnel Assistant [l 433 F
GWA Utility Storekeaper| 322 c
GWA Utility Storekeeper 11 424 F
GWA | Utility Trades Helper 272 B
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Five (§) Sub-8tep Implementation Range (15" Market Fercentile)
Structural Adjustment — MIN Structural Adjustment - MAX
UTILITY | STATUS ;|  POSITION JE Base | Grade | Step | Sub | Base | Grade Step | Sub
Salary Step | Salary Step
GWA FILLED { Accounting
Technician Ill 606 | 43,606 ] 5 B 45377 | 5] B
GWA FILLED i%n;nmstratrve 353 | 29,366 D 4 A | 30,559 D 5 A
GWA FILLED | Administrative
Assistant 527 | 39,323 H 5 C 40,920 H 6 Cc
GWA | FILLED { Cashier | 316 | 26,904 C 3 C 27997 C 4 c
GWA | FILLED | Cashier li 315 | 30,247 E 4 A {31,478 E 5 A
GWA _ | FILLED | Storekeeper |l [ 424 | 32,062 F 4 A |33,364 F 5 A
GWA | FILLED | Trades Helper [ 272 | 24,683 B 3 C {25885 B 4 c

Five (5) Sub-Step Implementation Range (15" Market Percentile)

Structural Adjustment — MIN Structurai Adjustment - MAX
UTILITY | STATUS POSITION JE Base Grade | Step | Sub | Base Grade | Step | Sub
Salary Step | Salary Step
GWA NEW Utility 364 | 29,366 D 4 A i 30,559 D 5 A
Persannei
Assistant |
GWA NEW Utility 433 32,706 F 4 C 34,034 F 5 C
Personnel '
Assistant Ii
GWA NEW | General
Accounting 1001 | 82,303 N 3 D | 85,645 N 4 D
Supervigor
GWA NEW | Accounting
Technician | 431 | 31,745 F 3 D [ 33,033 F 4 D
GWA NEW | Accounting
Technician | 503 36,076 5 37,541 6 C
GWA | NEW | Storekeeper | [ 320 | 26004 3 | ¢ joreer| ¢ 4 | ¢
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Seven (7) Sub-Step Implementation Range (15" Market Percentile)

Structural Adjustment — MIN Structural Adjustment - MAX
UTILITY | STATUS | POSITION JE [Base | Grade | Step | Sub | Base | Grade Step | Sub
Salary Step | Salary Step
GWA FILLED | Accounting
Technician Il 606 | 42,747 | 4 D 45,377 } 5 B
GWA FILLED ﬁ.%n;m:stratwe 363 | 28,788 D 3 c |30550 D 5 A
GWA FILLED [ Administrative
Assistant 527 | 38,549 H 5 A 40,920 H 6 C
GWA FILLED | Cashier | 315 | 26,374 3 C A 27,997 C 4 Cc
GWA FILLED | Cashier il 322 | 29,851 E 3 C 31,475 E 5 A
GWA FILLED | Storekeeper |l | 424 | 31,430 F 3 C 133,364 F 5 A
GWA FILLED | Trades Helper | 272 | 24,106 B 3 A | 25685 B 4 C
Seven (7) Sub-Step tmpiementation Range (15th Market Percentile)
Structural Adjustment — MIN Structural Adjustment - MAX
UTILITY | STATUS | POSITION | JE [Base T Grade Step | Sub | Base | Grade | Step | Sub
Salary Step | Salary Step
GWA, NEW Utility 364 | 28,788 D 3 C 30,558 |- D 5 A
Personnel
Assistant |
GWA NEW Utitity 433 | 32,062 F 4 A | 34,034 F 5 C
Personnel
Assistant ||
GWA NEW General 85,64
Accounting | 1001 | 80,682 N 3 B N 4 D
Supervisor 5
GWA NEW Accounting
Technician | 431 {31,119 F 3 B | 33,033 F 4 D |
GWA NEW Accounting
Technician Il 503 | 35,366 G 5 A 37,541 G 6 Cc
CWA | NEW | Storekeeper | 400 | 26574 | ¢ | 8 | A |27eer| © | 4 | o
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CONSOLIDATED COMMISSION ON UTILITIES
RESOLUTION NO. 2012-49

RESOLUTION RELATIVE TO AMENDING THE PROMOTION/DEMOTION/TRANSFER
POLICY

WHEREAS, the General Manager, Guam Power Authority petitions the Consolidated

Commission on Utilities (CCU) to amend the Promotion/Demotion/Transfer Policy, and

WHEREAS, the CCU has the lawful authority under Public Law 28-159, Section 3.0.b to
approve and amend a unified pay scale and implementation plan for employees in certified,

technical, and professional positions; and

WHEREAS, the Guam Power Authority is a public corporation established and existing

under the laws of Guam; and

WHEREAS, in 2007, the CCU adopted the recommendations of the Compensation and

Benefits Study conducted by Alan Searle & Associates; and

WHEREAS, the CCU also endorsed a plan to transition GPA to the new compensation

model over a five (5) year period beginning fiscal year 2008; and

WHEREAS, the transition plan also included a compensation formula used to determine

new rates of pay upon an employee’s promotion and/or demotion into another position; and

WHEREAS, based on the current pay policy, upon promotion, an employee’s new base
salary is determined by siotting the current salary into the higher pay grade closest to but not

less than the current salary eamed and is then awarded a further six sub-steps; and
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WHEREAS, the implementation of the current pay policy distorts internal equity; and

WHEREAS, when upon promotion, junior employees are slotted at the minimum range
with an additiona! six sub-steps increase surpassing senior employees whose step placements
were slotted at the minimum range at the time of a transitional movement to the next market

percentile.

WHEREAS, the proposed policy change corrects this problem by making a process

change o when the six sub-steps is applied.

WHEREAS, when an employee is being promoted the first step will be to identify a new
base salary six sub-steps up from the employee’s current base salary. If the new base salary is
still below the minimum of the implementation range he/she is promoted to then they are slotted

at the minimum of the new implementation range.

WHEREAS, for demotions, the process will be applied with a six sub-step decrease

down the grade prior to siotting into the new lower grade.

NOW THEREFORE, BE IT RESOLVED, by the Consolidated Commission on Utilities

does hereby approve and authorize as follows:

1. The amendment of the Promotion/Demotion/Transfer Policy applicable to CTP
positions and personnel at GPA as delineated in Appendices “D, E and F’ of
Exhibit 1.

2. That the Guam Waterworks Authority also review the effect of the pay policy
applicable to the determination of new pay rates assigned upon a
promotion/demotion/transfer of personnel in CTP positions as delineated in

Appendices “D, E and F" of Exhibit 1.
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RESOLVED, that the Chairman certified and the Board Secretary attests to the adoption

of this Resolution.

DULY AND REGULARLY ADOPTED this 24th day of July, 2012.
Certified by: Attested by:
?‘CK-\\/\ & M? m o~ ; i Vs

SIMON A. SANCHEZ, >y~ GLORIAB. NELS '

Chairperson Secretary

Consolidated Commission on Utilities Consolidated Commission on Utilities
SECRETARY'S CERTIFICATE

l, Gleria B. Nelson, Board Secretary of the Consolidated Commission on Utilities evidenced by my

signature do hereby certify as follows:

The foregoing is a full, true and accurate copy of the resolution duly adopted at a regular meeting by the

members of the Guam Consolidated Commission on Utilities, duly and legally held at a place properly
noticed and adveriised at which meeting a quorum was present and the members who were present
voted as follows:

AYES: 4
NAYS: 0
ABSTENTIONS: 0
ABSENT: [
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GUAM POWER AUTHORITY
HUMAN RESOURCES DIVISION
STAFF REPORT

REQUEST:

The General Manager requests the Consolidated Commission on Utilities (CCU) to
amend the Promotion/Demotion/Transfer Policy applicable to certified, technical, and
professional (CTP) positions,

AUTHORITY: P.L.28-159, Section 3.0.b.

BACKGROUND:

In March 2007, the CCU adopted the recommendations of the Compensation and
Benefits Study conducted by Alan Searle and Associates. These recommendations
included a comprehensive compensation methodology, a pay scale, an
implementation plan and a list of positions distributed as List A and List B of
certified, technical and professional positions. The scope of the study involved
comparisons of all GPA positions to industry standards and the national average
market conditions. This was necessary to retain employees and provide incentives to
attract new ones. Further, the pay scale in effect prior to the adoption of the new pay
scale was outdated and had not been revisited since its implementation in 1990.

In adopting the recommendations presented by Alan Searle and Associates, the CCU
was prudent and endorsed a plan to transition GPA to the new compensation model
over a five year period beginning in fiscal year 2008. The incremental transitions
provide a more competitive market position for GPA. The initial structural
adjustment was made to the 5th market percentile in 2008. In 2009, GPA targeted a
second structural pay adjustment at the 15™ market percentile. However, based on
funding availability the second structural pay adjustment was allocated at the 10"
market percentile. To date, most positions are on or near the 12" market percentile as
a result of performance pay increments.

The recommendations adopted by the CCU also included a compensation formula
that is used to determine new rates of pay upon an employee’s promotion and or
demotion into another position. Based on the current policy, 6% is tagged on to the
new base salary in the higher grade closest to but not less than the current salary
earned. At face value, the formula appeared to work well. However, in its
implementation there was discrepancy overall in the slotting of new rates with regard
the implementation range of a position during a transitional pay adjustment placing
the new rate of pay above the minimum range creating internal inequity.
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IV.

DISCUSSION:

When moving from one market percentile to the next higher percentile, the impact in
moving from a position of a lower grade and implementation pay range to a position
of a higher grade and implementation pay range is significant. The result of this
process is similar to a step to step movement which creates a wider gap between
incumbent employees being bypassed by the newly promoted employees in the same
position. It is important to note, that when moving from one market percentile to the
next higher market percentile, there are incumbent employees in positions whose
current salaries are below the minimum step of the implementation range. From
there, their salaries will be brought up to the minimum range during the transitional
and structural pay adjustment. There are also employees whose current salaries are
slotted above the minimum step of the implementation range. This is where the
discrepancy exists. Under the current pay policy, junior employees who are promoted
are slotted above the minimum range with an additional six percent increase. Thus,
exceeding current incumbents placements during a transitional movement.

The proposed amendment will provide the six percent increase from the employees
current pay grade and sub-step prior to slotting into the new pay grade and sub-step of
the position promoted to. This process will maintain internal equity between the
positions and the gaps that exist between junior and senior employees. (See Exhibit 1
Alan Searle & Associates Report, May 2012).

RECOMMENDATION:

a. To approve the amendment of the Promotion/Demotion/Transfer Policy
applicable to CTP positions and personnel at GPA as delineated in Appendices
"D, E and F” of Exhibit I.

b. To request that the Guam Waterworks Authority also review the effect of the pay
policy applicable to the determination of new pay rates assigned upon the
promotion/demotion/transfer of personnel in CTP positions as delineated in
Appendices "D, E and F” of Exhibit 1.

J ulic&duitﬁt&a/

Personnel Services Administrator

Iy r—

JOAQUIN C. FLORES, P.E.
General Manager, GPA
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GUAM POWER AUTHORITY
COMPENSATION & BENEFITS STUDY

Request to Amend
Promotion / Demotion Policy

May 2012

ALAN SEARLE & ASSOCIATES LIMITED

Management Consultants, Auckland, New Zealand

PYHPIT "4
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GUAM POWER AUTHORITY

Reguest To Amend Promotion / Demotion / Transfer Policy

i.0 Background

When the compensation study for GPA and GWA was ratified a policy (Appendix A) concerning promotions,
demotions and transfers was also included. However it has since been identified that under certain
promotional situations employees are effectively receiving “two bites at the cake” so to speak. The certain
situations referred to above are those instances where {prior to the promotion) the employee’s current base
salary is below the minimum of the implementation range they are being promoted to. In this situation
current policy is such that the employee is initially slotted at the minimum of the implementation range
he/she Is being promoted to (seen as the first “bite of the cake”) and is then awarded a further six sub-steps
{seen as the second “bite of the cake”} in order to identify their new base salary. This policy whilst attractive
to the employee being promoted needs to be amended in order to ensure internal relativities and equity are

maintained.

Please note that the above also applies to PAG, GIAA and GCC who also have the same policy in place with

regards their compensation madels,

2.0 Current Policy

Current policy {to handling promotions and demotions) is outlined in Appendix A
An example of current policy reiating to promotions is outlined in Appendix 8

An example of current policy relating to demotions is outlined in Appendix C

3.0 Proposed Policy

The proposed policy change corrects the problem by simply making a process change to when the six sub-

steAps is applied. In short, when an employee is being promoted the first step will be to identify a new base
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salary six sub-steps up from the employee’s current base salary {grade, step and sub-step). If this new base
salary is still below the minimum of the implementation range he/she is being promoted to then they are
simply slotted at the minimum of the new implementation range. If on the other hand the new base salary is
above the minimum of the impiementation range he/she is being promoted to then they would be slotted at

the closest sub-step just on the high side.

In summary, the proposed change simply applies (as an initial step} the six sub-steps to the employee’s
current base salary and grade. For promotions this is a six sub-step increase up the grade or for demotions it
is a six sub-step decrease down the grade. This then identifies a value that can then be compared to the

implementation range of the position the employee is being promoted or demoted to.

The proposed policy (to handling promotions and demations) is outlined in Appendix D
An example of the proposed policy relating to promotions Is outlined in Appendix E

An exampie of the proposed policy relating to demotions is outiined in Appendix F
4.0 Impact / Handling of Proposed Policy Change

Whilst some employees at GPA have benefited from existing policy in the handling of their promotion we
cannot turn around now and reduce their base salaries as the policy was correctly followed at the time the
promotion was calculated. However, any advantage can be brought back to a “level playing field” when GPA
/ GWA make thefr next structural adjustment in pay and move i.e. to a higher market percentile. For
information purposes, both GPA / GWA are currently around the 10" - 15" market percentile compared to

utilities {both electric and water) on the L1.S. mainland.

The “level playing field” is achieved as follows : when the next structural adjustment in calculated we
identify (which is part of the normal process) a new implementation range for every position. With regards
the minimum of that range an employee’s current base salary is either above or below it. So therefore the
salary of an employee who (by virtue of their promotion) may have exceeded a longer serving employee in
the same position are now both treated the same and depending on the implementation criteria will be

slotted accordingly.
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5.0 Summary

Whilst current pramotion palicy has benefited some employees slightly the situation can be corrected,

As outlined earlier, the optimum time to make that change is when GPA / GWA make their next structural
adjustment in pay and move to a higher market percentile. The process is straightforward for once the new
implementation ranges have been identified {at the preferred market percentile} all employees are treated

the same, and as previously outlined, depending on the implementation criteria will be slotted accordingly.
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APPENDIX A
1.1 Promotion

a) A payadjustment resulting in an increase / promotion either by competition, reclassification, pay
grade reassignment or temporary appointment is effectuated by identifying from the new pay grade
the salary (sub-step) closest to, but not less than the salary currently being received prior to

promotion plus an additional six {§) sub-steps. This identifies the new base salary.

b) A pay adjustment where the salary received prior to promotion is below the low end of the new
implementation range shail be slotted at the lowest sub-step of the new implementation range plus

an additional six (6) sub-steps. This identifies the new base salary.

¢)  The General Manager at his / her discretion, or upon the recommendation of a respective Division
Manager, may grant up to three (3) additional sub-steps, based on superior performance, significant
contributions made to the business unit or the Authority as a whole, or demonstration of personal
enrichment and development related to and beyond the job requirement. Al requests for additional

sub-step placement must be justified in writing.
1.2 Demotion

a)  Apay adjustment resulting in a decrease either by demotion, voluntary, reclassification, or pay
grade reassignment is effectuated by identifying from the amended pay grade the salary {sub-step)
closest to, but not more than the salary (sub-step) currently being received prior to demotion less an

additional six {6) sub-steps. This identifles the new base salary.

b)  Apay adjustment where the salary received prior to demotion, voiuntary, reclassification, or pay
grade reassignment Is below the lowest sub-step of the new implementation range shall be slotted at -

the lowest sub-step of the new implementation range. This identifies the new base salary.

AvENG: A
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APPENDIX D
1.1 Promotion

A pay adjustment resulting in a promotion either by competition, reclassification, pay grade reassignment
or temporary appointment is effectuated by initially increasing the employee’s current base salary by six

(6} sub-steps on the grade they are currently allocated. If this figure is :

a) below the minimum of the new implementation range they would be slotted at the minimum of the

new implementation range. This identifies the employee’s new base salary.

b) above the minimum of the new implementation range they would be slotted at the closest sub-step

(just on the high side) of the new grade. This identifies the employee’s new base salary,

¢) The General Manager at his / her discretion, or upon the recommendation of a respective Division
Manager, may grant up to three (3) additional sub-steps, based on superior performance, significant
contributions made to the business unit or the Authority as a whole, or demonstration of personal
enrichment and development related to and beyond the job requirement. Ali requests for additional

sub-step placement must be justified in writing.
1.2 Demotion
A pay adjustment resulting in a decrease either by demotion, voluntary, reclassification, or pay grade
reassignment is effectuated by initially decreasing the employee’s current base salary by six {6) sub-steps

on the grade they are currently allocated. If this figure is :

d) below the minimum of the new implementation range they would be slotted at the minimum of the

new implementation range. This identifies the employee’s new base salary.

e)  above the minimum of the new implementation range they would be slotted at the closest sub-step

{iust on the low side) of the new grade. This identifies the employee’s new base salary.

ALy )
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